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Preface

Within the last phase, "Launging Your Career" (LYCar), of Hotelschool The Hague (HTH),
students are expected to complete an internship of a minimum of 10 weeks within a
professional company and write a thesis as their final product of the Bachelor studies.
The thesis includes a research component in the form of a company project that links
with their internship company and a written Career Portfolio. Following the steps, within
the LYCar phase, the student needs to create a research proposal that is delivered as a
Plan of Approach, which provides an overview of the steps the student will take to reach
their final product.

During the LYCar course, the students can show the abilities and skills learned
throughout their Bachelor studies and show their readiness for entering the next phase of
their lives and will be prepared to reach their future goals. The main focus of the LYCar
phase: management, hospitality, and international draw a clear aim for the student's
process of creating objectives and products.

Additionally, the researcher hopes to achieve value for the stakeholders involved in the
research process and provide a clear overview of the steps taken to achieve goals and
objectives.

Kind regards,

— Tom Schoffelen
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Internship company introduction

As a 4th phase student of HTH, it is needed to complete an internship that will introduce
the first steps of a future career. Additionally, providing the opportunity to write research
for the internship company. During the application process, I focussed on my main two
interests; sales and real estate. As a result, an internship position was offered to me by
JLL real estate company.

JLL is one of the world leaders in real estate services. JLL aims to work with ambitious
clients and have employees that work for JLL with an ambitious mindset. “Achieving
Ambitions” is what JLL stands for, and it is the basis of its services. It is a corporate
company that advises many different organisations in multiple markets. JLL is currently
focussing on creating sustainable real estate and thrives for a better future.

Within the Amsterdam office, many teams are operational, such as Mid-Cap, Capital
markets, Research, Work dynamics, Logistics, Taxation, Agency, and Tenant
representation. As a trainee, I had the opportunity to work within the Tenant
representation team. The team consists of 5 people but is expected to grow as the
current Amsterdam office market is booming. A Tenant Representative, is responsible for
corporate clients searching for information about the Amsterdam market or a new office
space. The client asks us to advise them which offices are available and meet their
criteria. Tenant representation will advise and support the client until the lease contract
with the lessor is sighed.
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Report structure

The research will follow a guideline that will support in finding correct information and
connect findings to generate a solution for a specific problem. According to Otte-Trojel
(2015), a researcher needs to support written material with a guideline. The problem-
solving cycle is helpful for not overlooking evidence for answering the founded main
research questions and hypotheses. The model consists of five steps; problem definition,
analysis & diagnosis, solution design, implementation, and evaluation (ibid).

Problem definition

Evaluation ________ Problem Analysis & diagnosis
Mess

/N

Implementation of

solution Solution design
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Executive Summary

The coronavirus 2019 disease (COVID-19) significantly impacts humanity and people’s
work and day-to-day life. The most observable changes have been the shift by
organisations arranging the possibility to work from home for their employees (Kramer
and Kramer, 2020). As not all people had experiences working from home, questions
were asked about the new future of work. Trends and terms arise to the surface and the
creation of the new future of work began. For many years, flexible, remote and hybrid
working have been trends; these trends have evolved to major trends on account of
COVID-19. During the peak of COVID-19, it was speculated that these trends would stay
after the pandemic had ended. However, With today’s knowledge, it is expected that a
type of flexible working will be the norm.

Hybrid working will be an essential aspect of the future of work. Pre-COVID 35% of the
companies considered hybrid working, whereas post-COVID 77% of the companies
considered implementing hybrid working (Berger et al., 2021). Companies and
employees have noticed the benefits of working from home and flexible working; it
provides the ability to have a better work-life balance and increase job satisfaction,
productivity, provides flexibility, reduces office costs and saves money (Fedakova, 2017 ;
Savic, 2020). A change in perception on how people worked pre-COVID occurred. The
working environment has become one of the essential components for employees, and
employees find well-being and satisfaction main drivers within a job, instead of financial
factors. It is crucial to investigate the impact of COVID-19 on work and careers, as the
pandemic has been such an event that workforce preferences have adapted and might
not be ready to go to work the same way as before COVID-19 happened (Cho, 2020). A
successful company that survived the COVID-19 downfall should take the opportunity to
adapt to the post-pandemic expectations of its workforce. By doing so, A company could
strive to achieve new goals and exceed competition (Schwab and Zahidi, 2020).

As the researcher’s client, Jones Lang LaSalle (JLL) aims for the best future of work
practices. As a large successful company, JLL strives to adapt and become even more
successful by following trends closely. The COVID-19 pandemic as a significant event
that has an impact on the real estate market and especially on JLL's workforce. JLL aims
to investigate the affect of working from home on the workforces labour and preferences.
Accordingly, the study will focus on the JLL Amsterdam workforce as the research will
apply to JLL's Amsterdam office organisational decisions. This quantitative research aims
to find the post-pandemic preferences of the JLL Amsterdam office workforce and its
influence on the future of work within JLL Amsterdam. Additionally, understand how to
implement these findings into an organisation. Therefore, the main research question
generates valuable data to advise the JLL Amsterdam office on the future of work
practices based upon their workforce preferences.

Main research question: “"What changes to the work environment are required to support
the hybrid working preferences of the Jones Lang LaSalle (JLL) Amsterdam workforce?”

The crucial concepts in this study are Hybrid working, workforce preferences and work
environment.

Multiple studies have investigated the impact of working from home as a hybrid working
option on different factors. Phillips (2020) expects organisations to use a hybrid working
model in the future and suggests that organisations look at the value of employee
preferences and productivity. It is mentioned in previous studies that employee
productivity does not fluctuate that much between working from home or at the office.
However, it is also stated that working from home has a negative impact on productivity;
nonetheless, in a different study, working from home positively affects employee
productivity. Therefore, it is decided to formulate the following hypothesis: “Working
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from home by the JLL Amsterdam office workforce positively affects employee
productivity”.

Workforce preferences being the main drivers in this study, employees tend to want to
work more flexible. According to Mehta (2021), working from home might positively
affect employee engagement and happiness, autonomy being an essential factor in this
study. Bataineh (2019) adds that work-life balance and employee happiness at work
have a positive impact on employee performance. Work-life balance is one of the main
predictors for employees to work from home or in the office (Caligiuri and Cieri, 2021).
Moreover, employees are optimistic about managing their work-life balance, which is
easier when working from home (Irawanto, 2021). Therefore, it is decided to formulate
the following hypotheses: "Working from home by the JLL Amsterdam office workforce
positively affects the employee work-life balance.” and "The work-life balance of the JLL
Amsterdam office workforce positively affects employee happiness”.

According to Surma et al. (2021), organisations must rethink the purpose of a workplace
as it is becoming a hybrid workplace ecosystem where work is conducted at home, office
or third places. Post-COVID, the generational workforce expects more flexibility in where
to work; however, when the office does not provide what is expected, employees would
choose another hybrid workplace to perform the job. Therefore, a company must provide
an efficient, effective, productive work environment to their employees by implementing
different facilities (Taheri et al., 2020). Therefore, it is decided to formulate the following
hypothesis: "The current office environment at the JLL Amsterdam office affects the
workforce preferences to work from home”.

To collect useful data for this research, an online survey with 147 respondents have been
conducted. All the participants work for the JLL Amsterdam office. The survey was
exactly the same for every respondent, and the participants were asked to what extent
they agreed or disagreed on a seven-point Likert scale statements regarding their
experiences with and opinions on working from home.

The findings showed a positive relationship between working from home and employee
productivity. Furthermore, an insignificant result occurred between working from home
and work-life balance; thus, this hypothesis was not accepted nor denied. Moreover, a
positive relationship between work-life balance and employee happiness was found.
Lastly, the current office environment affects the JLL Amsterdam office workforce’s
preferences to work from home. Therefore, it can be concluded by the findings that
changing the work environment of the JLL Amsterdam office to a hybrid way of working
can positively affect employee productivity and happiness. Moreover, it can support the
preferences of the JLL workforce to have the ability to work flexible, as the office
environment slightly does not provide the proper facilities to perform the job.

Limitations of the study show that hypothesis two cannot be accepted or denied due to
insignificance between working from home and work-life balance. It is assumed that the
amount of respondents could be the reason for this occurring. Furthermore, the study
focuses specifically on the JLL Amsterdam workforce consisting of 206 employees;
therefore, 59 employees did not answer the survey. Including these respondents could
have resulted in different outcomes. Regarding future research, implementing more real
estate companies within The Netherlands or other types of organisations could enhance
the body of knowledge. Furthermore, it suggests that future studies investigate the
influence of different factors on the concepts, such as age, generations or technology.
Lastly, it is suggested to keep investigating hybrid working for the future of work within
other sectors and organisations, as COVID-19 still has an impact and creates unexpected
fluctuations.

The study was established out of previous applicable studies. Accordingly, as the
literature shows, there is a lack of studies conducted on the real estate industry.
Therefore, this study generates its value explicitly to the organisational decisions of the
JLL Amsterdam office and could be of use for future research on the office market.
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Moreover, the findings can be used to implement and develop better practices to improve
higher productivity and employee happiness.

The possibility of providing multiple work environment options is the best
recommendation for this workforce to keep all employees engaged and happy. Therefore,
based upon the findings, the recommendation was created in the form of a hybrid
working model to recommend the right designed work environment practices based upon
the hybrid working preferences of the workforce.
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List of Abbreviations

App. = Appendix

E.g. = Exempli gratia (for example)

Et al. = Latin for “et alii” ; meaning “and others”.

HTH = Hotelschool The Hague

COVID-19 = Coronavirus 2019

LYCar = Launching your Career

MRQ = Main Research Question

Ibid = Latin, short for ibidem, meaning “the same place” (i.e. the same
reference as previous one)

JLL = Jones Lang LaSalle

SPSS = Statistical Package for the Social Sciences
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1. Problem definition

At the end of 2019, the COVID-19 disease occurred in Wuhan and made significant
concerns about the impact of the virus on humanity worldwide. Travel possibilities
showed their weaknesses, and the spread of COVID-19 started rapidly. The first cases in
foreign countries appeared not long after the news grasped up the concerns within China.
Additionally, the experience of encountering and dealing with other viruses and diseases,
COVID-19 strained medical and public-health organisations by its rapid transferability on
humans and its at the time unknown effects (Khan et al., 2020). In early 2020 the
COVID-19 spread created a social and economic shock that influenced specifically
organisations. The way people would work and live needed to change because of the
medical concerns on COVID-19 transferability in day-to-day life (Irawanto et al., 2021).
Many factors have changed throughout 2020 and 2021 —especially the adaptability of
people to deal and live with COVID-19. One of the most observable changes due to the
COVID-19 pandemic has been the significant shift of organisations arranging the
possibility to work from home for their employees (Kramer and Kramer, 2020). A larger
group of people did not have any experience working from home. As a result, many
terms surfaced, and the creation of the new future of work began.

For many years, flexible, remote, and hybrid working have been trends. Nonetheless,
these trends have evolved to major trends on account of COVID-19. Pre-COVID,
primarily people with a higher profession, had the choice of flexible working. However,
during the COVID-19 pandemic, each person with the ability to work from home was
forced to do so (Anderson and Kelliher, 2020). During the peak of COVID-19, it was
speculated that these trends would stay after the pandemic had ended. However, with
today's knowledge, it is expected that a type of flexible working will be the norm.
Moreover, as a result, the relationships of workers and employers are changing along
(Irawanto et al., 2021). Technology has become an essential factor that provides flexible
working possibilities. Many companies already have shown to provide different working
options to their employees. For example, hybrid working will be an essential aspect of
the future of work. Survey results showed that pre-COVID, only 35% of companies
considered hybrid working, whereas post-COVID, 77% of the companies considered
implementing hybrid working (Berger et al., 2021). This shift of the future of work is not
only because of COVID-19. Companies and employees have noticed that working from
home provides the ability to have a better work-life balance (Fedakova, 2017).
Furthermore, experience with types of flexible working shows advantages for both
employees and employers. It increases job satisfaction, productivity, provides flexibility,
reduces office costs, and saves money (Savic, 2020). However, it also brings
disadvantages, such as sociological and psychological. This is due to long work hours and
not separating work and home life (ibid).

Regarding generations, Generation Y and Z are focused on flexibility in their work-life.
After Lestari and Margeretha (2021) conducted a survey, results showed that work-life
balance has a 6,4% effect on turnover intention. Therefore, letting this generation work
from home from time to time might positively impact job engagement and employee
productivity (ibid). Hafeez et al. (2019) contribute that the working environment is one
of the essential components that influences employee productivity. A working
environment does not need to be an office, but can be a remote place. Also, an excellent
physical and behavioural environment results in the most productive employees and
gains better well-being (ibid). Moreover, multiple factors has started a change in
perception on how people worked pre-COVID. According to Gorgenyi-Hegyes et al.
(2021), financial factors are no longer the most critical aspects for employees. Instead,
employee well-being and satisfaction are the main drivers for employees and result in
high company goals succession rates (ibid). Workplace design is not the most influential
aspect of an employee's work performance. However, employee engagement and
collaboration capabilities are (Paje et al., 2020).
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Nonetheless, it is more important to adapt to these needs and create a workplace that
offers these aspects. Paje et al. (2020) mention that employee needs are different in
every sector. It is crucial to investigate the impact of COVID-19 on work and careers, as
the pandemic has been such an event that workforce preferences have adapted and
might not be ready to go to work the same way as before COVID-19 happened (Cho,
2020). Multiple studies are conducted on the future of work and the impact of working
from home on people. However, the studies are conducted within other countries or
based on a population working in another market, instead of the real estate market in
The Netherlands. As it is generally expected that flexible working options are the future
of work, this adaption is influenced by the type of work, type of market, and employees'
preferences. Numerous studies suggest investigating the impact of working from home
on a specific company population. A successful company that survived the COVID-19
downfall should take the opportunity to adapt to the post-pandemic expectations of its
workforce. By doing so, a company could strive to achieve new goals and exceed
competition (Schwab and Zahidi, 2020).

Few literature studies have researched the impact of working from home on work-life
balance and employee productivity during the peak of COVID-19. Additionally, the effect
of the work-life balance on employees' happiness has been researched as well during the
peak of COVID-19. However, these cases were limited to a few countries, not including
the Netherlands and none of the research focussed on the real estate industry. Moreover,
in times of a pandemic, adaptation is constantly happening. Therefore specific studies on
future of working expectations are expected.

Jones Lang LaSalle as the researchers client, aims for the best future of work practices.
As a large successful company, JLL strives to adapt and become even more successful by
following trends closely. With the COVID-19 pandemic as a large event that has an
impact on the real estate market and especially on JLL's workforce. JLL aims to
investigate the effect of working from home on the workforces labour. JLL has many
questions on what work will be like post-COVID. JLL has suggested to investigate hybrid
working possibilities based upon the workforce experiences and preferences on flexible
working.

Accordingly, the study will focus on the JLL Amsterdam workforce as the research
conducted will apply to JLL's Amsterdam office organisational decisions. The population of
this research will be multiple generations, as generations X, Y, and Z are part of the
workforce of JLL. Corporate data, Professional expertise, stakeholder values and
concerns, and scientific research will be used to answer the Main Research Question
(MRQ) and hypotheses. A quantitative research will be conducted that aims to find the
post-pandemic preferences of the JLL Amsterdam office workforce and its influence on
the future of work within JLL Amsterdam. Additionally, understand how to implement
these findings into an organisation. Therefore, the main research question generates
useful data to advise JLL Amsterdam office on future of work practices based upon their
workforce preferences.

Main research question

"What changes to the work environment are required to support the hybrid working preferences of
the Jones Lang LaSalle (JLL) Amsterdam workforce?”
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Critical Concepts

Hybrid working

Workforce preferences

Work environment

Hybrid working is a new
trend that evolved out of
remote working. This trend
developed quickly due to
COVID-19. Working hybrid
provides flexibility to
employees when and
where they work, whether
at an office, at home, or in
another external location,
where they can access the
technology needed to
perform the job (Microsoft,
2021).

The workforce is another
term for employees. Well-
being of the workforce has
become more critical
during the decades.
Preferences of the
workforce are nowadays
one of the most important
aspects to consider as a
company, to be able to
thrive in the market.
These preferences keep
changing from generation
to generation (Latkovikj
and Popovska, 2016).

A work environment is the
setting where employees
experience social features
and physical conditions in
which the job can be
performed. It is within a
physical environment
where working conditions
are critically experienced,
such as work-life balance
and terms of employment
(Hafeez et al., 2019)
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2. Analysis & Diagnosis
2.1 Literature Review

The literature review will provide the foundation of knowledge on the research concepts.
Moreover, identifying the familiarity and understanding of current research conducted in
the scope of the concepts. Furthermore, find inconstancies within the literature such as

gaps, conflicts and open questions for future research.

The literature will provide a more comprehensive understanding of aspects that might
occur as essential factors within the concepts. Academic literature, books, and theoretical
journals will be used chiefly between the publication period of 2015 - 2021. Primarily,
studies from 2019 to 2021 are investigated to find specific knowledge based upon the
impact of the COVID-19 pandemic on the concepts, for the reason that within this study,
the COVID-19 pandemic has been a major factor that created the need for research.

The literature review will be of support, enabling the creation of hypotheses in order to
answer the main research question: “What changes to the work environment are
required to support the hybrid working preferences of the Jones Lang LaSalle (JLL)
Amsterdam workforce?”

Keywords: Hybrid working, Workforce preferences, COVID-19, work environment, office
environment, employee happiness, work from home, work-life balance.

Hybrid working

Hybrid working is the balance of flexible options of work. It manages a person's benefits
working in the office or at home (Bloom, 2021). According to Acas (2021), hybrid
working is a type of flexible working available to an employee to divide their work time
between the workplace and working remotely. Vecos (2021) states that hybrid working
within an organisation is a model created based upon employee working behaviour and
provides the ability to work remotely, teleworking, work from home, or any flexible
working where technology is available to perform the job.

With regard to flexible working, it has been a common term for many years. The term
indicates the possibility to, schedule own working hours, teleworking, weekend work,
part-time job, etc. Flexible working is a non-standard or alternative working arrangement
(Austin-Egole et al., 2020). COVID-19 has started the thinking process of companies to
adapt to certain types of flexible working. According to Phillips (2020), organisations tend
to let their employees work remotely in the future. Phillips (2020) suggests organizations
to balance long-term implications and focus on the value of employee preferences and
productivity. Expecting that organisations will use a hybrid work model, as others have
already adapted to be utterly hybrid organisations. According to Kaufman et al. (2020),
organisations should consider multiple versions of remote working. By establishing
remote, onsite, and hybrid working models, an organisation can create the most
significant value. Findings of the survey, based on retail stores, manufacturing sites and
service sectors companies, show that remote working could increase productivity by
40%, gain a reduction of 40% absenteeism, 15% reduction in turnover, and potentially
reduce real estate and resource usage by 20% (ibid). Pahwa (2021) mentions that the
transition to a hybrid working model should be done carefully. Three main factors should
be considered: supportive workplace, enabling culture, and sustainable people practices
(ibid). Sharply et al. (2020) add that the future most successful companies will be the
ones that actively aim to design employee experiences, encourage a culture of trust and
confidence, and support hybrid ways of working. In and outside the office, the workplace
needs to adapt to the new workforce's expectations. Berger et al. (2021) state five
possible options for flexible working and mention that a mixture of these models could
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provide the best for each organisation. Multiple organisations have already adapted to
hybrid working and found their approaches to the future of work.

Rupietta and Beckmann (2016) state that working from home positively affects employee
work effort. However, the frequency of employees working from home has affected their
habituation and might affect their productivity. Moreover, employers might fear a lack of
productive work when providing freedom of work to their employees while working from
home. Ali et al. (2014) state, Hackman and Oldham’s job characteristics model to job
satisfaction shows that providing autonomy to employees positively affects job
satisfaction and motivation. According to Wang and Ronen (2011), working from home
should be an option as employees have different preferences; thus, mandatory working
from home could increase dissatisfaction. Nonetheless, employee productivity should be
considered while working from home as employees' preferences and different types of
work influence organisational decisions.

Regarding working from home, Gibbs et al. (2021) quantitative research show the impact
of working from home on employee productivity. Results showed that employees expect
more flexibility, thus the chance to choose where to work. The productivity of employees
working from home or at the office does not show much fluctuation in this study focussed
on Asian IT companies. Gibbs et al. (2021) suggest firmly researching this topic within an
organisation to adapt to employee needs and wants in the best way possible (ibid).
However, Farooq and Sultana (2021) disagree and state that working from home
negatively influences employees productivity from the banking industry in India.
Moreover, it states that female employees have even less productivity than male
employees when working from home. Prasetyaningtyas et al. (2021) concluded that
working from home positively impacts the work-life balance and employee productivity;
this results in more job satisfaction. These results show that working from home
positively affects employees within the banking industry (ibid).

The studies above have shown the consideration of a type of hybrid working or flexible
working as a profound option for firms to adapt upon. Furthermore, other studies show a
positive effect on employee productivity by working from home. Nonetheless, not many
doubts on this effect are stated; however, concerns on careful execution and adoption on
working from home must be considering workforce preferences. Lastly, most of the
studies show a positive effect of the topics researched. Therefore, it is decided to
formulate the following hypothesis.

Hypothesis 1: Working from home by the JLL Amsterdam office workforce positively
affects employee productivity.

Refer to appendix 1, for possible flexible working models.

Refer to appendix 2, for Hackman and Oldham’s job characteristics model.
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Workforce preferences

Throughout the research Elton Mayo’s Human Relations Theory will be the guideline on
finding the needs and preferences of the workforce (Emmanuel, 2021). The solution of
the problem will be human based and the organizational change will be in participation
with the employees.

According to Estimo (2017), workforce preferences are the work values that employees
have for the job. The preferences can be about wages, health, or even furniture. Daum
and Stoll (2020) add that every employee has different preferences and perspectives on
things. Moreover, that employees preferences matter the most; however, not all
preferences can be implemented by an organisation.

Concerning workforce preferences, it is clear that with every generation, other workforce
preferences arise; nonetheless, Generation Y and Z expect those preferences to be met
even more. Organisations have recognized the impact of not providing the expectations
of these new generational workforces. According to Latkovikj and Popovska (2016), who
researched millennials in Macedonia, the most critical aspects of the job are growth
opportunities, career development and work autonomy for this generation. Moreover,
Millennials are the last generation that shows honest and loyal behaviour of staying at
one job for a more extended period (ibid). Lewis and Wescott (2017) mention that
research on generational diversity is not new. However, it has never been that four
generations were working as the workforce in the same workplace. This generates
difficulties for organisations to adapt to the preferences and needs of employees.
Nevertheless, Zoya and Chitrao (2021) observed that generation Z had become one of
the generations with the most expectations and preferences. This generation wants to
work for organisations that value their requirements and mainly offer flexible work.
Moreover, Zoya and Chitrao (2021) mention that further research should be conducted
on the factors affecting the workplace preferences of employees.

COVID-19 has been such an event that people were expected to adapt and work from
home—as a result, implementing this change in work as the new normal. However,
according to a survey conducted by Pradere (2021), employees miss office work
increasingly post-COVID as employees mention experiencing homeworking fatigue. The
future of the office will be human-focused, centralizing well-being and health. However,
Roy and Konwar (2020) mention that employee happiness has become one of the most
important factors to consider. People have been confronted with unhappiness during
COVID-19. Employee happiness affects the rate of employee turnover and organisational
performance.

Moreover, autonomy has become a crucial aspect of employee happiness. Employees
managing their flexibility in workload decisions might become the new normal in
organisations. Quantitative research conducted by Mehta (2021) states that working from
home might positively affect employee engagement and happiness, again autonomy
being an essential factor in this study. Additionally, it is advised to conduct further
research on different professions and sectors. Band et al. (2021) mention findings that
show that employees with a good work-life balance will be more satisfied with their job.
Resulting in better employee effectiveness, evolving into a more effective organisation.
Thevanes and Jathurika (2021) add that employee happiness is the most important
factor to secure high job satisfaction. Furthermore, happy employees with higher job
satisfaction generate more productivity. Bataineh (2019) adds to this that work-life
balance and employee happiness at work both have a positive impact on employee
performance.

Moreover, Elnanto and Suharti (2021) conducted a quantitative research in Indonesia,
and stated that results showed that work-life balance has a positive impact on employee
happiness.

According to Irawanto (2021), employees are optimistic about managing their work-life
balance. This is easier when working from home; however, work stress might increase
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when employees work from home five days a week. Chung and van der Lippe (2018) add
that besides personal home situations during working from home, also gender should be
taken into consideration during research, as genders might use flexible work differently.
Nonetheless, the workplace in and outside the office needs to adapt to the new
workforce's expectations. In quantitative research, Caligiuri and Cieri (2021) state that
work-life balance is one of the main predictors for if employees prefer to work from home
or work from the office. Employees that did not voluntarily work from home had more
work-life conflict than employees that voluntarily worked from home. Accordingly, it
would be most important for organisations to consider this while changing the workplace
environment as not all employees can work hybrid due to personal situations (ibid). Aczel
(2021) states that the research resulted in two-third of the respondents mentioning to be
working more from home in the future. However, the ideal situation would be a shared
option to work from home and work from the office depending on the type of work that
needs to be done. Furthermore, the ability to manage work-life balance.

Multiple studies mention that workforce preferences are the key factors to implement into
an organisation. Therefore, listing to the workforce preferences might create better
employee productivity, job satisfaction, less retention and better organisational success.
Moreover, working from home is expected to stay as the research above mentions that
employees' autonomy and work-life balance are essential needs. Furthermore, employee
happiness seems to be a profound aspect of success and the starting point of achieving
this as an organisation for their employees. Additionally, it is advised to research and
investigate these topics in different professions and sectors. Lastly, most of the studies
show a positive effect of the topics researched. Therefore, it is decided to formulate the
following hypotheses.

Hypothesis 2: Working from home by the JLL Amsterdam office workforce positively
affects the employee work-life balance.

Hypothesis 3: The work-life balance of the JLL Amsterdam office workforce positively
affects employee happiness.

Refer to appendix 3, for Elton Mayo’s Human Relations Theory.
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Work environment

The work environment may be defined as the settings, conditions, situations and
circumstances under which people work (Oludeyi, 2015). According to Briner (2000),
work environment is a "very broad category that enclose the physical setting (e.g. heat,
equipment), characteristics of the job itself (e.g. workload, task complexity), broader
organisation features (e.g. culture, history) and even aspects of the extra organisational
setting (e.g. local labour market conditions, industry sector, work-home relationships)".

The COVID-19 pandemic has exposed many weaknesses and issues within the
organisational processes and how we work. These issues came to light through empty
offices that were not used due to the mandatory work from home measure (Ancillo et al.,
2020). The workplace changed rapidly, and employees' expectations changed with it
(ibid). The office environment is the central area of an organisation. It functions daily
work and processes. The workplace has been seen as the company's building block;
however, employees tend not to feel attached to their office anymore, resulting in
reduced well-being (ibid). The function of an office has changed over the decades and
keeps changing in the future. Nowadays, the office environment delivers the ability to
adapt to workforce preferences and gain employee satisfaction (Danielsson, 2005).
Caldwell et al. (2019) state that fatigue and sleepiness are common in modern society's
working environment in these generations of rising technology. Caldwell et al. (2019)
agree that the office has a different purpose, mainly health and well-being. Thus, an
office should provide this to their employees to gain the best productivity.

Osborne and Hammoud (2017) mention that employees engagement is the key to high
profitability. Research results show that rewards and recognition, empowering
employees, and building a bond between leaders and employees is essential. An
organisation should use its office environment to achieve high results on these themes.
According to Latkovikj and Popovska (2020), technology has been the most prominent
trend that impacts the workplace. Millennials and Generation Z value the quality of a
workspace more than the older generations, meaning a well-designed technology location
that provides all aspects to do the job on technology platforms. However, an office
environment should be created so that the older generations can work with technology
accordingly (ibid). Future research suggestions are to investigate the workplace design
needed to meet employee expectations and needs, taking every generation into account
(ibid).

The success of remote working during the COVID-19 pandemic has questioned the
importance of the office environment. Moreover, post-COVID, it is questioned what the
definition of the ‘workplace’ is. According to Surma et al. (2021), organisations must
rethink the purpose of a workplace as it is becoming a hybrid workplace ecosystem
where work is conducted at home, office or third places. Ouye (2011) states that the
workforce will expect that the workplace will be forged in the image of their needs, not a
workplace that tries to characterise them all as the same person. Health and well-being
have become way more important for employees within the workplace (Pagan-Castafio et
al., 2020). Post-COVID, the generational workforce expects more flexibility in where to
work; however, when the office does not provide what is expected, employees would
choose another hybrid workplace to perform the job. Taheri et al. (2020) state in the
conducted quantitative research on the working environment and the impact on job
satisfaction in Bangladesh that a company must provide an efficient, effective, productive
work environment to their employees implementing different facilities. According to Al-
Omari and Okasheh (2017), the work environment is a space where employees conduct
their jobs in an ideal, secure and healthy way. Flexible minded employees will work in
workplaces where their needs are provided.

Remote working has created a shift in the purpose of the office environment. Multiple
studies mention that employees' expectations change by the needs within an office.
Flexible work needs have developed the option of hybrid workplaces, including home,
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office or external locations. Even though the office stays an essential central location for
companies, its adaptability is vital to generate the correct efficiency for the workforce. An
ideal work environment can be created in multiple places. However, the question arises if
the current office of the JLL Amsterdam office workforce provides the proper facilities
compared to what work can be done by the workforce at home. Lastly, the studies do not
declare a clear positive or negative effect on the researched topics. Therefore, it is
decided to formulate the following hypothesis.

Hypothesis 4: The current office environment at the JLL Amsterdam office affects the
workforce preferences to work from home.
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2.1.1 Conclusion

This review aims to support investigating the current studies conducted within the scope
of the critical concepts. Moreover, to help the reader to understand the impact of COVID-
19 on the future of work and the importance of organisational research.

It can be concluded that hybrid working has become a crucial topic influencing how
people work. Multiple papers show the reasoning for adapting to hybrid working and that
it should be somehow implemented into an organisation. Furthermore, it is essential to
know for an organisation what the affect of remote working is on employee productivity
as productivity generates financial results. In this specific study, the focus will be on
working from home, as this will apply to all employees of JLL.

Moreover, the well-being of the JLL workforce will be taken into consideration during the
research by investigating the affect of working from home on employee work-life balance
and the affect of work-life balance on employee happiness. Lastly, it is mentioned within
the literature that the work environment is an essential factor for organisations to
implement the needs of the employees. Therefore, it will be investigated what the affect
is of the current office environment of JLL Amsterdam on the workforce preferences to
work from home.

As literature shows, the main driver of this change is the employees. Therefore, the
workforce preferences are essential for this study to receive the best results.

Referring to the main research question, the literature provides more insights and
definitions on the problem and the stated hypotheses for this research. Therefore, to
generate an answer on the MRQ, quantitative research will guide the objective to identify
and analyse valuable data. A conceptual framework is created to illustrate what is
expected to find through the research.

Conceptual framework

Current office

environment Employee productivity

H4
H1

Working from home Employee happiness

H2

H3

Work-life balance
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2.2 Methodology

The research is based upon the JLL Amsterdam office workforce preferences on their
experience on working from home and its affect on their productivity and happiness.
Moreover, the research aims to identify the affect of the current JLL Amsterdam office
environment on the workforce preferences to work from home.

In order to generate the right deliverables out of the research, the quantitative research
method has been utilized in the form of primary and secondary data collection involving a
survey and academic literature review. Quantitative research gives the ability to
understand and gain information from a specific population's opinions on certain
variables. It is a data collection where quantifiable findings are numerically reliable
measurements that allow for statistical analysis (Goertzen, 2017). Concerning the
primary data collection, a survey has been conducted to understand the workforce
preferences on a particular time, therefore the research survey will be a cross-sectional
survey. Cross-sectional allows to create a chosen population-based survey, moreover,
the results gained are relatively faster and are clearer to monitor and evaluate to achieve
outcomes (Setia, 2016).

In order to investigate the hypotheses, multiple of statements are created based upon
the critical concepts. An online survey was created in Google Forms to use to collect data
from the participants. The survey has been conducted in English, as the workforce of the
JLL Amsterdam office consist of international employees and English speaking Dutch
employees. Additionally, it is considered that the English survey would be more
understandable to all employees, thus would create the most reliable data.

The participants of the survey were asked to which degree they agreed or disagreed with
the seven-point Likert scale statements about their experiences on working from home.
For each variable, working from home, employee happiness, work-life balance, and
current office environment a group of statements were demonstrated. Moreover,
statements regarding workforce preferences were shown and lastly general questions
were asked about their age, household, preference on how many days to work from
home and in which department the participants work. To avoid and eliminate order bias
in the survey conducted, the statements of every variable were randomized
(Questionpro, 2021). It will provide honest answers by the participants on every question
and will support better data collection (ibid). Furthermore, a few questions were
reversed, this to prevent automatic answers from the participants and keep their
attention to reading the questions carefully.
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2.2.1 Sampling

A population and sample size that focuses on the entire population is not feasible for this
study. Thus, this research aims to focus on smaller sample size (Majid, 2018). Multiple
generations will be asked to participate because the research will be conducted
specifically for the JLL Amsterdam office. The workforce of the JLL Amsterdam office will
be the population of this research and consists of generations X, Y, and Z.

To determine the required number of participants, the Andrew Fisher Formula is used to
calculate sample size (Charan and Biswas, 2013). The population size is known, as the
JLL Amsterdam office workforce consist of 206 employees at the time the research is
conducted. The aim of the research is for a 95% confidence level with a margin of error
of 5%. Moreover, a standard deviation of 0.5 is chosen to make sure to generate a large
enough sample size for the study. Furthermore, translating the confidence level into a Z-
score it would give 1.96. It was determined that the sample size should be 135
participants in order to achieve the expected power of the research.

A total of 147 respondents is generated, meaning that the determined sample size is
met. For further explanation of the survey results, refer to chapter 3.

A non-probability sampling model has been used: convenience sampling. As the research
focuses specifically on the workforce from JLL Amsterdam office, this sampling model
allows to announce the study, and participants of the population can choose to
participate (Stratton, 2021). To be allowed to share information within this study with
non-participants, careful data management and information Ethics were applied to
respect information and the privacy of the study participants. Throughout the research,
privacy of the information has been mentioned to the participants, and they were able to
decide not to participate or drop out of the study participation after the survey was
conducted. Nair (2020) mentions that it is of critical importance that a code of ethics is
shared with the research stakeholders, as they should be aware of procedures and to
decrease ethical data management concerns during the research.

The participants for this study were recruited via the JLL company E-mail. JLL uses
Microsoft E-mail as their main communication tool, therefore it made it conventional to
use for recruitment and sharing information. The link of the Google forms survey was
shared within the invitation E-mail in what was mentioned to participate in the survey on
a voluntary basis. The survey was available for all employees from the JLL Amsterdam
office, without any restrictions regarding the allowance of participating. By doing so, the
findings were as generalized as possible. A Rituals package giveaway was offered, to
increase the amount of respondents. To ensure the anonymity, a different survey was
created in Google forms to enter personal information at the end of the research survey
by including a link. In this way they had the choice of participating anonymous and if
they wanted to participate in winning the incentive.

Refer to appendix 4, for the proof of recruitment via E-mail.
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2.2.2 Procedure and measures

The participants were able to conduct the Google forms online survey on any device,
such as a phone, computer or tablet. The participants were asked to read an introduction
about the procedure of the survey. The introduction started with a thanks in advance on
participation. It was mentioned that only people that were eighteen or above could
participate in the survey, furthermore the voluntary basis was explained and the ability
to withdraw from the research at any time. Moreover, an explanation on what the survey
was about and the structure of questions were stated. In addition, it was clearly
mentioned for what purpose the data would be used and how it would be managed.
Lastly, it was mentioned again that the survey would be anonymous and the duration of
the research. By clicking “proceed” the participants agreed on understanding the
information and requirements.

Afterwards, a small introduction was mentioned prior to the first statement, which was as
follows: "The following statements are about working from home and how you experience
this. You will be asked to what extent you agree or disagree with these statements. Your
opinion is very important. As indicated, your answers to these questions are completely
anonymous”. All of the forty one statements had to be answered to a seven-point Likert
scale, 1 = Strongly disagree to 7 = Strongly agree. Regarding the variables, in every
variable a certain group of statements were asked to answer. A few examples asked for
the variables work from home, employee productivity, work-life balance, employee
happiness and office environment are, “I have more control over my activities while
working from home”, I work more structured while working from home” and "I find it to
noisy when I work from the office then when I work from home”. After the participant
had answered all the statements a small thank you note was added, which was as
follows: "Thank you in advance for giving your opinion! Here are some general questions
to help with the research. As stated earlier, answers are and will remain anonymous”. Yet
again the anonymous feature of the survey was mentioned. Additionally, a few
demographic questions were asked about age, household and gender. Moreover,
questions were asked in which department the participants were working, the participant
preferences on how many days they would want to work from home during the week and
which days preferably. These questions were used as control variables. Lastly,
participants were thanked again for filling in the survey and had the opportunity to join
the giveaway. Moreover, the anonymous feature was mentioned once again and the e-
mail address of the researcher was mentioned for any further questions and comments of
the participants.

Refer to appendix 5, for the complete survey overview.
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2.2.3 Data Analysis

To conduct organized quantitative research and achieve most out of founded information,
analysis of this information is of utmost importance. Statistical tests has been used to
understand the findings and understand the hypotheses' value for the research
conclusions to answer the MRQ. A Statistical Package for the Social Sciences (SPSS) will
manage the information acquired out of the survey questions.

Firstly, the descriptive variables have been analysed and calculated. Secondly, six
statements have been reversed coded regarding work-life balance and the office
environment. Furthermore, the statements within the survey are grouped to calculate an
average score for every dependent and independent variable. This resulted in three
independent variables and four dependent variables. In order to conduct simple linear
regression tests to answer the hypotheses. Six assumptions should be considered and
have been checked. Furthermore, for every hypotheses a simple linear regression test is
conducted to identify a relationship between the independent and dependent variables. in
these regressions, the independent variables were working from home, work-life balance
and the current office environment. Whereas, the dependent variables in these
regressions were, employee productivity, work-life balance and working from home.

Refer to appendix 6, for the grouped statements per variable.
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3. Results

3.1 Descriptive statistics

Descriptive statistics for the variable ‘gender’

Looking at the descriptive statistics (figure 1.1), it can be indicated that the total number
of respondents from the survey are N = 147. Furthermore, that the majority of
respondents are male (N = 86, 58,5%). Moreover, the survey included 61 females
(41,5%).

Descriptive statistics for the variable ‘age’ including histogram and pie chart
Looking at the descriptive statistics (figures 2.1, 2.2, and 2.3), it can be indicated that
the majority of the respondents’ age lies between 25 and 40 years old (N = 78, 53,1%).
the second largest group of the respondents’ age lies between 18 and 24 years old (N =
36, 24,5%) and the third largest age group lies between 31 and 56 years old (N = 32,
21,8%).

Descriptive statistics for the variable ‘currently living in household’ including
pie chart

The descriptive statistics in figures 3.1 and 3.2 provide information on the question ‘How
many people are currently living in your household?’. Looking at the data, it can be
indicated that the vast majority of the respondents live with two people in their
household (N = 62, 42,2%). Thereafter, the second largest group of respondents has 4
people or more in their household (N = 40, 27,2%). Thereafter the third largest group
mentioned living with three people in their household (N = 25, 17,0%).

Descriptive statistics for the variable ‘Household children or not’

Looking at the descriptive statistics in figure 4.1, it can be indicated that from all
respondents the majority mentioned not to live with children in their household (N =
104, 70,7%). Thereafter, 43 of all 147 respondents mentioned to live with children within
their household.

Descriptive statistics for the variable ‘Which department’ including pie chart
Figures 5.1 and 5.2 provide an indication in which department of JLL all respondents
work. It can be indicated that the largest group of respondents work both in Work
Dynamics and Tetris design & build (N = 28, % 18,4%). The second largest represented
group is Valuation advisory (N = 23, 15,6%), and the third largest group that is
represented within the study is Human resources (N = 16, 10,9%).

Descriptive statistics for the variable ‘How many days would you like to work
from home during the week’ including histogram

Looking at the descriptive statistics in figure 6.1 and 6.2, it provides information on the
question ‘How many days would you like to work from home during the week?’. Looking
at the data, it can be indicated that the vast majority of the respondents mention to want
to work 2 days at home during the week (N = 64, 43,5%). Thereafter, the second largest
group of respondents mention to want to work 3 days at home during the week (N = 40,
27,2%). Thereafter the third largest group mentioned to want to work 1 day at home
during the week (N = 28, 19,0%). The mean statistic is 2,143, meaning that the average
days the workforce prefers to work at home during the week is 2,1 days.
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Descriptive statistics for the variable *‘Which days would you like to work from
home’

Looking at the descriptive statistics figure 7.1, it provides information on the question
‘Which days would you like to work from home?’. The number of days the respondents
could choose is based upon the answer on the number of days they would want to work
from home during the week (figure 6.1 and 6.2). Looking at the data, it can be indicated
that the vast majority of the respondents mention to want to work on Friday at home
during the week (N = 99, 67,5%). Thereafter, the second largest group of respondents
mention to want to work on Monday at home during the week (N = 71, 48,2%).
Thereafter the third largest group mentioned to want to work on Wednesday at home
during the week (N = 67, 45,6%).

3.2 Linear regression assumptions

Assumption 1: Variables measured on continuous level

The first assumption for using a linear model on the data is the fact that all variables
must be measured on a continuous level (i.e., they are either interval or ratio). Within
the research model, all variables have been measured on a seven-point Likert scale
indicating “strongly disagree” for point 1, and “strongly agree” on point 7. Therefore, all
variables of use are measured on a continuous level hence this assumption is not violated
(Statistics, 2021 ; Field, 2000 ; Field et al., 2021 ; Trochim et al., 2014).

Assumption 2: Linear relationship between variables of choice

The second assumption for using a linear model on the data of this study is that there
needs to be a linear relationship between the dependent- and independent variable of
use when performing a simple linear regression analysis. In order to determine whether
there is a linear relationship, the data can be plotted and be observed for linearity. In
figures 8.1, 8.2, 8.3 and 8.4 all scatterplots are demonstrated and reflect a linear
relationship as shown by the straight line on the scatterplot (Statistics, 2021 ; Field,
2000 ; Field et al., 2012 ; Trochim et al., 2014).

Assumption 3: No significant outliers

The third assumption that must account for using a linear relationship model on the data
is the fact that there may not be significant outliers within the data. All quantitative
variables used in this research are on a seven point Likert scale hence no outliers are
possible to occur within the study (Statistics, 2021 ; Field, 2000 ; Field et al., 2012 ;
Trochim et al., 2014).

Assumption 4: Independence of observations (Durbin-Watson statistic)

The fourth assumption that must account for using a linear relationship model on the
data of the study is the fact that the data should have independence of observations.
Independence of observations can be checked using the Durbin-Watson statistic.
According to Andy Field, (2012) the test statistic can vary between 0 and 4. To continue,
he mentions that “...as a rule of thumb, values less than 1 or greater than 3 are a cause
for concern.”. In figures 9.1, 9.2, 9.3 and 9.4, the statistical output for the Durbin-
Watson test for all hypotheses are provided indicating values that indicate no concern for
independence of observations (Statistics, 2021 ; Field, 2000 ; Field et al., 2012 ; Trochim
et al., 2014).

Assumption 5: Data needs to be homoscedastic

The fifth assumption that must account for using linear regression models on the data is
the fact that the data must be homoscedastic (and hence must not be heteroscedastic).
Looking to scatterplots provided earlier (figures 8.1, 8.2, 8.3 and 8.4), no signs of
homoscedasticity are demonstrated, hence this assumption is not violated (Statistics,
2021 ; Field, 2000 ; Field et al., 2012 ; Trochim et al., 2014).
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Assumption 6: Are the residuals (errors) of the regression normally distributed
(P-P Plot)

The sixth assumption that must account for using linear regression models on the data is
the fact that you need to check that the residuals (errors) of the regression line are
approximately normally distributed. Therefore, both a P-P Plot and a histogram of all
variables per hypothesis are demonstrated. In figures 10.1, 10.2, 10.3, 10.4, 10.5, 10.6,
10.7 and 10.8, plots and charts are showed, all data appears to be normally distributed,
hence assumption 6 is not violated and a linear regression model may be used
(Statistics, 2021 ; Field, 2000 ; Field et al., 2012 ; Trochim et al., 2014).

3.3 Linear regression analysis

Hypothesis 1: independent variable '‘working from home’ and dependent
variable 'Employee productivity’ simple linear regression output

A simple linear regression was calculated (figure 11.1) to predict the respondents value
for the dependent variable 'Employee productivity’ based upon the value of the
independent variable '‘Working from home’. Preliminary analysis is executed to ensure
there was no violation of the assumptions that are required for a simple linear regression
(see assumptions 1, 2, 3, 4, 5 and 6). A significant regression equation was found (F (1,
145) = 282,894), P-Value = 0,000 < 0,05, with an R>= 0,661. Herewith the 66,1% of
the variance in the dependent variable is explained by the independent variable. To
continue the equation of the regression line is y = 1,025x - 0,639. This means that this
model is able to predict that each additional value for ‘working from home will lead to
1,025 additional point for the variable employee productivity’.

Hypothesis 2: Independent Variable 'Working from home’ and Dependent
variable ‘Work life balance’ simple linear regression output

A simple linear regression was calculated (figure 11.2) to predict the respondents value
for the dependent variable 'Work life balance’ based upon the value of the independent
variable 'Working from home’ appeared to have insignificant results. Preliminary analysis
is executed to ensure there was no violation of the assumptions that are required for a
simple linear regression (see assumptions 1, 2, 3, 4, 5 and 6). No significant regression
results have been found based on these variables (F (1, 145) = 2,847), P-Value = 0,094
> 0,05, with an R2 = 0,019.

Hypothesis 3: Independent Variable 'Worklife balance’ and Dependent variable
'‘Employee happiness’ simple linear regression output

A simple linear regression was calculated (figure 11.3) to predict the respondents value
for the dependent variable 'Employee happiness’ based upon the value of the
independent variable 'Work life balance’. Preliminary analysis is executed to ensure there
was no violation of the assumptions that are required for a simple linear regression (see
assumptions 1, 2, 3, 4, 5 and 6). A significant regression equation was found (F (1, 145)
= 12,803), P-Value = 0,000 < 0,05, with an R2 = 0,081. Herewith 8,1% of the variance
in the dependent variable is explained by the independent variable. To continue, the
equation of the regression lineis y = 0,157x + 3,380. This means that this model is able
to predict that each additional value for ‘Employee happiness’ will lead to 0,157
additional point for the variable '‘Work life balance’.

Hypothesis 4: Independent Variable 'Current office environment’ and Dependent
variable ‘Working from home’ simple linear regression output

A simple linear regression was calculated (figure 11.4) to predict the respondents value
for the dependent variable 'Current office environment’ based upon the value of the
independent variable ‘Working from home’. Preliminary analysis is executed to ensure
there was no violation of the assumptions that are required for a simple linear regression

27
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(see assumptions 1, 2, 3, 4, 5 and 6). A significant regression equation was found (F (1,
145) = 50,078), P-Value = 0,000 < 0,05, with an R? = 0,257. Herewith, 25,7% of the
variance in the dependent variable is explained by the independent variable. To continue,
the equation of the regression line is y = 0,294x + 2,676. This means that this model is
able to predict that each additional value for 'Working from home’ will lead to 0,294
additional points for the variable 'Office environment’.

Refer to appendix 7, for all figures and SPSS results.
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4. Discussion

Earlier studies mentioned that a type of hybrid working would be here to stay in the
future of work (Berger et al., 2021). Besides the influence of COVID-19 on the way
people needed to work, companies and employees noticed the impact of flexible working
already. Regarding flexible working, Fedakova (2017) mentioned that working from home
provided people with a better work-life balance. Moreover, working from home would
increase job satisfaction and productivity, provide flexibility, reduce office costs, and save
money (Savic, 2020). However, it was also mentioned that working from home brings
sociological and psychological disadvantages. Farooq and Sultana (2021) stated that
working from home harmed employee productivity. Hereafter, Gibbs et al. (2021) stated
that there was not much fluctuation in productivity when people worked from home than
when working in the office. Therefore, it was mainly suggested that further research
should be conducted on the affect of working from home (ibid). Additionally, the main
drivers of change are workforce preferences, as the preferences have been adapted to
the pandemic as such an event (Cho, 2020).

Moreover, it is mentioned that the workforce might not even want to go to work the
same way anymore and might expect a different work environment. Thevanes and
Jathurika (2021) state that employee happiness is the most critical factor for a company
to secure; thus, workforce preferences are critical drivers for this study. Therefore, the
primary purpose of this study was to examine the change in workforce preferences from
the JLL Amsterdam office employees based upon the hybrid working trend post-COVID
and its affect on the work environment.

The research aims to answer the following MRQ: "What changes to the work environment
are required to support the hybrid working preferences of the Jones Lang LaSalle (JLL)
Amsterdam workforce?” by investigating the results conducted from the four stated
hypotheses.

Hypothesis 1: Working from home by the JLL Amsterdam office workforce positively
affects employee productivity.

The results indicate a significant relationship between working from home and employee
productivity. In line with the hypothesis, the findings show that working from home
positively affects the employee productivity of the JLL Amsterdam workforce; thus,
hypothesis 1 is accepted. The results of the hypothesis align with previous research, as
Prasetyaningtyas et al. (2021) stated that working from home positively impacts
employee productivity. Even though the previous study shows the same correlation
results specifically during the COVID-19 pandemic, this current study is conducted on
workforce preferences that focus on the post-COVID expectations on work. Moreover, in
the previous study, the participants were forced to work from home.

In contrast, during the current study, employees are not forced to work from home due
to COVID-19 government measures within The Netherlands. However, the results do not
align with Farooq and Sultana (2021) research, stating that working from home
negatively impacts employees' productivity. It might be of essence that the previous
study was conducted on a population from India's hospitality and banking industry. In
contrast, the current study is conducted within The Netherlands on the real estate
industry. Paje et al. (2020) stated that employee needs are different in every sector.

Moreover, Rupietta and Beckhann (2016) state that working from home positively affects
employee work effort. Concerning the current study, this might be a factor that
influenced the outcome, resulting in a positive affect on employee productivity. The
findings are explicitly based on the JLL Amsterdam office workforce. Therefore the results
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should be considered during the creation of the hybrid working model. Moreover, the
insights could be helpful to other organizations that want to investigate the possibility of
hybrid working options based upon their workforce preferences.

Hypothesis 2: Working from home by the JLL Amsterdam office workforce positively
affects the employee work-life balance.

The results showed an insignificancy, meaning no relation between the two variables.
Therefore, hypothesis 2 is not accepted nor denied. Moreover, for the JLL Amsterdam
office workforce as the population of the study, these variables do not show any relation.
Therefore, it should not be taken into account for the creation of the hybrid working
model. In a previous study, Irawanto (2021) states that working from home has a
negative impact on work-life balance. The previous study has had 472 respondents.
Prasetyaningtyas et al. (2021) agree that working from home has a negative impact on
work-life balance. In this previous study, there were 234 respondents. Therefore, it can
be assumed that the number of respondents in the current study (147) was too low to
generate a significant result on the variables working from home and work-life balance.

Hypothesis 3: The work-life balance of the JLL Amsterdam office workforce positively
affects employee happiness.

The results show a significant positive affect between work-life balance and employee
happiness of the JLL Amsterdam office workforce. Meaning, that hypothesis 3 is
accepted; thus, the results are in line with the hypothesis. Therefore, the current study
results align with the previous study of Elnanto and Suharti (2021), stating that work-life
balance has a positive impact on employee happiness. The previous study focussed on
lecturers in Indonesia, whereas the current study researched within The Netherlands on
the real estate industry. Nonetheless, the current and previous study results are similar
to each other and support the existing theory.

Nonetheless, limited studies are conducted on work-life balance and its impact on
employee happiness pre-COVID and post-COVID. However, the current study results are
somewhat in line with previous studies, mentioning that work-life balance positively
impacts job satisfaction (Band et al., 2021; Thevanes and Jathurka, 2021). Moreover,
Bataineh (2019) showed that work-life balance and employee happiness positively impact
employee performance. The previous studies mention the evident importance of
employee happiness within a job. Furthermore, Band et al. (2021) state that employees
with a good work-life balance will be more satisfied with their job. Adding to this, Mehta
(2021) mentions that working from home might positively affect employee engagement
and happiness. Compared to the previous study, the current study cannot say that
working from home generates more work-life balance as hypothesis 2 is insignificant.

Nonetheless, the results of hypothesis 3 mention a positive affect of work-life balance on
employee happiness. This should be taken into account during the creation of the hybrid
working model.

Hypothesis 4: The current office environment at the JLL Amsterdam office affects the
workforce preferences to work from home.

The results indicate a significant relationship between the current office environment and
the workforce preferences to work from home. In line with hypothesis 4, the findings
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show that the current office environment affects the JLL Amsterdam office workforce
preferences to work from home; thus, hypothesis 4 is accepted. It can be concluded from
the findings that the current office environment does slightly not meet the criteria for the
JLL Amsterdam workforce to work in the office. Therefore, the workforce sometimes
chooses to work at home than in the office. This experiment provides new insight into the
relationship between an office environment and the post-COVID workforce preferences.
Limited to no studies have been conducted on this relation; nonetheless, the results of
the current study does somewhat align with a previous study. Pagan-Castafio et al.
(2020) state that post-COVID, the generational workforce expects more flexibility in
where to work; however, when the office does not provide what is expected, employees
would choose another hybrid workplace to perform the job. Moreover, Taheri et al.
(2020) state the importance of the impact of a work environment on job satisfaction and
mention that a company must provide an efficient, effective, productive work
environment to their employees. The results provide new insight into the relationship
between the current office environment and the workforce preferences to work from
home. Therefore, this should be considered while creating a hybrid working model.

4.1 limitations and future research directions

The study was established out of previous applicable studies. Accordingly, as the
literature shows, limited research had been conducted on working from home, work-life
balance, employee happiness, employee productivity and the office environment.

The study consists of several limitations that should be considered to increase the validity
of future research findings. First, this study focused specifically on the JLL Amsterdam
office workforce. As the research had 147 respondents of the 206 employees working for
JLL Amsterdam, it can be said that 59 employees did not share their experiences and
opinions. Including the employees that did not respond to the survey could have offered
a different outcome since every employee has a different opinion and preference.
Therefore, it is suggested for future research to include all employees to gain a complete
overview of workforce preferences at JLL Amsterdam.

Furthermore, hypothesis 2 resulted in an insignificant result; therefore, the hypothesis
could not be accepted nor denied. The limitation for this insignificant simple linear
regression test could be the smaller size of respondents. A previous study conducted by
Prasetyaningtyas et al. (2021) states a significant result that working from home has a
negative impact on work-life balance. In this previous study, there were 234
respondents. Therefore, it is suggested again for future studies to include all employees
or have a larger respondents size.

Second, since this study only focused on the JLL Amsterdam office, other organisations
were neglected within the real estate industry. Hence, future studies could be conducted
including multiple real estate companies within The Netherlands or other types of
organisations to enhance the body of knowledge.

Moreover, this study did not look at additional factors that influenced workforce
preferences on working from home, work-life balance, employee happiness or employee
productivity. It is suggested that future research investigates the influence of age,
generational expectations or technology on the variables.

Lastly, this research was conducted during the post-COVID period, which means that the
pandemic stages still fluctuate a lot. Additionally, every country implements different
measures for the prevention of COVID-19. This results in unstable situations that might
influence opinions and experiences. Therefore, it is suggested to keep investigating
hybrid working for the future of work and conduct these studies for specific sectors and
organisations.
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4.2 Implications

The study was established out of previous applicable studies. Accordingly, as the
literature shows, there is a lack of studies conducted on the real estate industry.
Additionally, this study is an expansion of the known theories. Therefore, this study
generates its value explicitly to the organizational decisions of the JLL Amsterdam office
and could be of use for future research on the office market. Moreover, the findings can
be used to implement and develop better practices for the improvement of higher
productivity and employee happiness.

Furthermore, the study is of use, as the hybrid working trend will stay present.
Therefore, the value of the findings is for the managerial positions within JLL to make
flexible working decisions based upon employees involvement.

The study findings are set to answer the MRQ: "What changes to the work environment
are required to support the hybrid working preferences of the Jones Lang LaSalle (JLL)
Amsterdam workforce?”.

The findings show the interest of the workforce for flexible working options; however,
opinions fluctuate. Moreover, employee productivity does not decrease for this workforce
when working flexibly. In addition, the current office environment of JLL Amsterdam does
slightly not provide suitable facilities for the workforce to perform the job. However, this
not being a significant factor, the possibility of providing multiple work environment
options is the best recommendation for this workforce to keep all employees engaged
and happy. Therefore, based upon these findings, recommendations will be created in the
form of a hybrid working model to recommend the right designed work environment
practices based upon the hybrid working preferences of the workforce.
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5. Solution Design

Hybrid working model

The analysis of the findings above provides an opportunity for an organisation to adapt to
its employee preferences. To further support the process, Lewin’s change management
model will be used, which includes three steps: unfreeze, change, and refreeze (Hussain
et al., 2018). The findings and reason to change have already been found throughout the
research; this stage is the Unfreeze stage.

Creating a JLL designed hybrid working model will provide a head start on achieving a
better work environment. As stated by Sharply et al. (2020) within the literature, the
most successful companies will be the ones that actively aim to design employee
experiences, encourage a culture of trust and confidence. Furthermore, support their
employees with hybrid ways of working. Therefore, a well-implemented and employee
preference-based hybrid working model will achieve employee satisfaction and possibly
better future results.

The hybrid working model will affect all employees of the JLL Amsterdam office.
Therefore, all employees were asked to participate and provide their preferences. Based
on the findings, the model is developed. However, as the JLL Amsterdam office is
expanding, it is essential to consider different hybrid working possibilities and provide all
employees with their needs. Moreover, 59 employees did not answer the survey.
Therefore, the hybrid working model can be adapted in the future when other
preferences arise.

JLL Amsterdam currently expects its employees to work at the office five days a week
when possible. With the aim of hybrid working, the goal of the outcome is to satisfy and
provide every employee’s needs. The base of the hybrid working model is in place to be
adaptable, even if employees’ preferences change in the future.

Looking at the findings in chapter 3, the average number of days the employees would
want to work from home is 2,1 days. Therefore, it is recommended to set two fixed days
throughout the week to work from home and one exception day. Moreover, the
respondents favourite days of the week to work from home are Monday, Wednesday and
Friday. Whereas, Monday and Friday scored the highest percentage of respondents.
These results are implemented in the model. Berger et al. (2021) state five possible
options for flexible working and mention that a mixture of these models could provide the
best for each organisation. These five options are also indicated in the model, resulting in
JLL fitting in the Hybrid form. Meaning that employees can work multiple days at home;
however, the office remains an essential work environment.

It is recommended that on Monday and Friday the employees can work from home. This
creates a straightforward process for every employee to get used to the system.
Moreover, provide the employees with autonomy that might positively affect job
satisfaction and motivation, according to Hackman and Oldham’s job characteristics
model (Ali et al., 2014). Nonetheless, working in the office is always possible. Wednesday
is an exception in this model; to be able to work from home on Wednesday, the
employee should discuss it with the manager of the department. In this way, it is
considered what Irawanto (2021) mentioned, that working from home for five days a
week might increase work stress.

As the findings showed a positive affect of work-life balance on employee happiness.
Offering two specific days when it is possible to work from home and one exceptional day
might help employees manage work-life better. As Caligiuri and Cieri (2021) state, work-
life balance is one of the main predictors for whether employees prefer to work from
home or work from the office.
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Moreover, the current office environment slightly does not provide suitable facilities to
perform the job sometimes. However, as this finding is not a major factor, the employees
might still balance their work environment preferences more between home and the
office by providing flexible days. Therefore, it is possible for the employees to investigate
which tasks they can perform better at home or the office throughout the week.

Therefore, the professional product will be a Hybrid working model. The hybrid working
model will be a new development within the JLL Amsterdam office. Its main contribution
is to satisfy employees, increase productivity, provide better work environments and
potentially better work-life balance.

Refer to appendix 8, for Lewin’s change management model.

The Hybrid work environment

Hybrid
Allowed to work more days a
week remotely, office will

100% Remote
Employees are expected to
work entirely remotely

Office Focused Hybrid light

The choice to work remotely

Warking outside the office is Hybrid / Remote

an exception

A fully flexible approach

one day a week . .
remain essential

O

Office/home-working
+ This day is not

Office-working Tuesday mandatory to work in Home-working
+ Mandatory office day to .- the office. However, it is + The day everybody who
keep social interaction. expected to work in the wants can work remofely,
+ Important teamwork office when possible. the office will be available.
can be conducted. Calculate + |tis discussed with the = Finalizing the week
manager to work from
home or not Friday
Wednesday
’
i
Start :
! Repeat
L] ---+ Thursday = This model is adjustable,
Office-working be aware that it is based
Monday » Mandatory office day to keep on the workforce
social interaction. preferences
Home-working * |mportant teamwork can be = Example work activities are
« The day everybody who wants conducted. mentioned in the texts per
can work remotely, the office will = Most of the time, work tasks day. Of course all work
be available. are delivered on this day activities can be
+ Online team meetings, start of the + Details can be checked with conducted.
week. the team upon delivery.

+ Prioritize E-mails, plan to-do list.

(221 words)
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6. Implementation

The hybrid working model will need to be implemented in a structured way. As
mentioned by Pahwa (2021) that the transition to a hybrid working model should be
done carefully. The roadmap will be a guideline on the implementation process.
Moreover, in this stage the communication is most important. According to the Lewin’s
model of change (Hussain, 2018) the Unfreeze stage is to get all stakeholders on the
same side. At the end of informing the employees, the ‘change’ stage can start and
possibly a few details adjusted to the hybrid working model. Whenever the model is
perfectly designed, the organisation can keep the model in place and ‘Refreeze’ again.

The outcomes of the survey, the created hybrid working model will be discussed with the
‘Work dynamics’ department manager from JLL Amsterdam office. Furthermore, this
department will construct strategy advice to discuss with the managers of the
departments. As an outcome of this meeting, the hybrid working model will be presented
to the employees in a ‘Townhall” meeting. After all, stakeholders are informed, a decision
when the hybrid working model will be implemented and start the experiment.

g ) al Q & ®

Inform

Plan a meeting Discuss findings Invite Work Present hybrid Plan of approach ]
employees

with manager dynamics for working model (Strategy)
and findings

At this stage,

The management of The work dynamics The hybrid working

management accepted
the plan and agreed
upon the
implementation. The
first steps of a new work
environment process
can be started! A fown
hall will be set to inform
the employees.

manager is specialized model based upon the

JLL that guides the
in work environment findings will be

research must agree
with the
recommendations and
hybrid working model;
therefore, a meeting is
planned to discuss this.

strategies. The meeting discussed. This meeting
will be planned to show will be a two-way
findings and conversation. Feedback
recommendations. and further steps are
planned.

(177 words)
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7. Evaluation

Many failures can occur during the implementation process; not managing these risks
can mean a failure for an organisation to implement its new process. Van Buul (2010)
states a few drivers for successful implementation: Involvement of all stakeholders,
communication, resources and a clear implementation plan. Risk identification should be
clear to management; therefore, to implement the new work environment process in the
form of a hybrid working model, these aspects need to be considered.

Furthermore, to identify if the implementation did work according to the employees. A
pre-and post-survey needs to be conducted. By doing so, minor adjustments can be
made to design the implementation better. A pre-and post-survey identifies the
outcomes before and after introducing a process or solution (Davis et al., 2017).

To analyse the effect of the solution, the same survey will be conducted monthly and can
be compared to the previous data. A close look at the changes made in the work
environment will determine the effect on its employees' satisfaction. The results will need
to be analysed using SPSS; therefore, it will not be an effortless process. However, when
the results show positives, the implemented model can stay as an organisational working
process. Nonetheless, if the results show that the implementation is not a success, slight
changes could be made to the hybrid working model to accomplish the perfect one, or
the company could draw back the changes made.
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8. Dissemination

Dissemination is providing the outputs of the research to relevant audiences. Therefore,
the communication of research to stakeholders is essential to enhance visibility and clear
communication (Marin-Gonzalez et al., 2016).

The acts of dissemination are to guide sharing the knowledge gained from the research
and the experiences within the internship and share it with relevant stakeholders.

Stakeholder 1: Hotelschool The Hague

The research is created as part of the last phase of the bachelor studies. The research
will be made available for the HTH community to be analysed by students and teachers
using their interests, possibly further research. Moreover, the assessors of the studies
will read and grade the created projects.

Deliverable:
The company project

Impact:
The research could be of usage for fellow students and potential further research.

Stakeholder 2: Mr. Hoekert and Mr. Meijler — company supervisors/managers

As this research aims to support the current situation within the JLL Amsterdam office,
the research might be of interest for usage on further steps taken by the managers.
Moreover, the managers support the researcher with creating the research and are in the
position to take further implementation steps.

Deliverable:
Company report, Hybrid working model.

Impact:
Further knowledge on the employee preferences and the ability to use the underpinned
research for future decision making.

Act of dissemination:

The first meeting was set with MR. Hoekert. During this meeting, the researcher has
presented his findings and recommendations. The meeting was of purpose to agree on
pursuing the implementation plan and adjusting according to his feedback.

Furthermore, a meeting with the manager of the Work Dynamics department was
planned. The Work Dynamics department is responsible for the work environment within
JLL. Mr. Meijler was invited, however during the meeting, two other team members of
Work Dynamics were present to provide feedback and discuss further plans. The
researcher presented the findings, and the meeting was more of a two-way conversation.

Stakeholder 3: Research participants - Employees

The primary outcomes of the survey would not be possible without the voluntary
participants. Therefore the research will be shared with the employees of JLL. The Work
Dynamics created a plan of approach and discussed this with the managers of the
departments. After all, agreed, a Town Hall was set to discuss the findings and the next
steps that would be taken for the new year 2022.

Deliverable:
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Research findings, hybrid working model.

Impact:

An insight on how their contribution is used in the research and an understanding of the
outcomes. Additionally, the research is based upon the employee's information provided.
The decisions made by management will change the work environment; this new working
process applies to all employees.

Act of dissemination:

During the Town Hall, the researcher explained how he conducted the research. Based
upon the findings, the hybrid working model was shown. After the researcher shared the
information, the Work Dynamics team presented the plan of approach for 2022.

Stakeholder 4: External market professionals

In discussion with the research department of JLL, the researcher was not allowed to
share the research information with third parties besides using it to graduate at HTH. An
invocation of a duty of confidentiality was initiated. The reason for this is that the
research department is allowed and responsible for sharing research information with the
market and third parties under the name of JLL. The research department mentioned
using the research for their own research currently conducted on hybrid working and the
future of work. Therefore, the researcher could not share any information with third
parties, as the research was based on the JLL Amsterdam office. Moreover, the
implementation of this new hybrid working model will start in 2022. Therefore, the effect
of the new implementation will be researched first before making the results public.

Refer to appendix 9, for E-mails presentation meetings with managers.

Refer to appendix 10, for Townhall with JLL Amsterdam office.
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Appendices

App. 1: Flexible work models

What will future work models look like
post-pandemic? CEOs, board members,
and HR experts envision five model
archetvpes:

1. Office Focused: "“Where wo
oulside the offics is th

“True™
hyvbrid models

Approac h |I"|I"|--
used for in-person collaboration

5. 100% Remote: Employess are expeacted

(Berger et al., 2021)
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App. 2: Hackman and Oldham’s job characteristics
model

The Hackman and Oldham'’s job characteristics model indicates five core job dimensions
that affect a number of personal and work related outcomes. The five core dimensions
are: Autonomy, feedback, skill variety, task identity and task significance.

Core Job Characteristics Psychological States Uutcomes

Task Vanery
o

Meaning fulbess
Task Identity Internal Motivatson
—
- Efficient Performance
Task Significance |—* -
*  Satisfaction with Job
Responsibilicy
A RO
Knowladge of u
Feedback Lt

results

\ Muoderators I

Individual Skills and Experience
Growth Meed Strength
Satisfaction with Workplace

(Mayrowetz et al., 2007)

App. 3: Elton Mayo’s Human Relations Theory

The Elton Mayo’s Human relations theory, suggests that a workplace needs to have social
aspects.

It sates a few human relation characteristics:
1. Coordinationg process
2. Job satisfaction
3. Human aspect

It states a few human relation skills:
1. Communication
2. Conflict resolution
3. Organization

All these aspects can influence job satisfaction, productivity, motivation and social
workplace features (Emmanuel, 2021).
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App. 4: Proof of recruitment via E-mail

Help me Graduate!!! Win Rituals package!

Schoffelen, Tom
Aan ledereen kantoor Amsterdam (NL)

Dear Colleagues,

Would you like to win the Rituals Package, then fill in the survey!!! It just takes 7 minutes!
Click here!: https://forms.gle/ZPYMpKpVZ14GEh4EG (Hold ctrl on keyboard and you can click on
the link).

Important:
All the answers are fully anonymous. It is about your own opinion, so there is no wrong or
right answer!

Hi! 1 am Tom, | am currently very busy with writing my thesis to graduate at the Hotelschool
The Hague. My research is about hybrid working, and what the affect of hybrid working is

on the future. This is why | need everybody’s help as the study is based on the JLL Amsterdam
Office workforce.

1 would like to ask all of you to take a few minutes to help me get the results needed.
The good thing is that you can WIN a Rituals package that includes:

Happy Buddha box — Shower foam, body scrub, body cream and fragrance sticks.
Ritual of Sakura — Shower foam and body cream

Ritual of Karma — shower oil

Ritual of Samurai — Face charcoal scrub

Life is a journey — car perfume

All of this will be for the winner! | will announce this on time, but | first need as many
respondents. | will personally bring the Rituals package to the winner, or send it when
bringing it is no option.

Very big thanks in advance, and hopefully I will be giving you the price!
Kind regards,

Tom Schoffelen
Tenant Representation Trainee

JLL
Parnassusweg 727, 1077 DG Amsterdam
P.O. Box 75208, 1070 AE Amsterdam

How to find our office

€ Beantwoorden

& Allen beantwoorden

— Doorsturen

vr 3-12-2021
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App. 5: Complete survey overview

.. ______

Survey on Hybrid Working.

ER 4

Thank you very much for agreeing to participate in this survey.

You, as the survey respondent, declare you are 18 years old or over and recognise that your participation is
voluntary, and you may withdraw from this research at any time.

The research will be conducted on Hybrid Waorking. Questions will be asked about working from home and your
opinion on the experience with working from home. This will be done in 8 different sections of gquestions, finally
a few general questions will be asked that will help to find research results.

The information provided by you in this guestionnaire design will be used for student research purposes leading
to the award of a Bachelor degree in Hospitality Management &t Hotelschool The Hague. Netherlands [Jan
Evertzenstraat 171, 1057 BW Amsterdam].

The data will not be used in any manner which would allow identification of your individual responses.
Anonymized research data will be archived &t LYCar Archive from the Hotelschoaol the Hague (research center
from the school). In order to make such data accessible to other researchers in line with ethical data sharing

practices.

Again the research is totally anonymous. The research will take around 7 minutes.

Na sectie 1 Verder naar de volgends sectis -

Working from home

The following statements are about working fraom home and how you experience this. You will be asked to what
extent you agree or disagree with these statements. Your opinion is very important. As indicated, your answers
to these guestions ere completely anonymous.
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| have more contrel cwer my activities while working from home. *
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree
Agres

Strongly Agree

| am more flexible to arrange my working schedule while working from home. *
Strongly disagree
Dizagree
Somewhat disagree
Neutral
Somewhat agree
Agres

Strongly Agree

| am more flexible to arrange my non-working schedule while working from home. *
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree
Agres

Strongly Agree
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| am abkle to work more gptimally while working from home. ©
Strongly disagree
Dizagres
Somewhat disagree
Neutrzl
Somewhat agree
Agres

Strongly Agree

| am able to deal better with any kind of work distractions while working from home. *
Strongly disagree
Dizagres
Somewhat disagree
Neutrzl
Somewhat agree
Agres

Strongly Agree

I find it easier to control fatigue due to work pressure while working from home,
Strongly disagree
Dizagres
Somewhat disagree
Neutral
Somewhat agree

Agres

Strongly Agree
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| am able to deal better with work pressure while working from home. ™
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree
Agres

Strongly Agree

Wa sectie 2 Verder naar de volgende sectie -

Working from home A

o

| hawe a higher work performance while working from home. *
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree

Agres

Strongly agree
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| accomplish tasks quickly and more efficiently while working from home.
Strongly disagree
Disagree
Somewhat disagree
Heutral

Somewhat agree

Strongly Agree

| set a higher standard of task accomplishment while working from home.
Strongly disagree
Disagree
Somewhat disagree
Heutral

Somewhat agree

Strongly agree

| achieve a higher standanrd of task accomplishment while working from home. *
Strongly disagree
Disagree
Somewhat disagree
Meutral

Somewhat agree

Strongly Agree




LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562

| achieve deadlines more on time while working from home. ™
Strongly disagree

Dizagree

Somewhat disagree

Neutral

Somewhat agree

Strongly Agree

| work more structured while working from home. *
Strongly disagree
Dizagree
Somewhat disagree
Weutrzl

Somewhat agree

Strongly agree
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Working from home :

3

| am able to devide my time between work and familyfriends better during working from
home.

Strongly disagree
Disagree
Somewhat disagree
Heutral

Somewhat agree
Agres

Strongly Agree

| am able to do house chores and professional work at the same time while working from home. ™

Strongly disagree
Disagree
Somewhat disagree
HWeutral

Somewhat agree

Agres

Strongly Agree
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My familyifriends takes up more tirme, which reduces my time in comipleting work whils
warking from home.
Strongly disagree
Disagres
Somewhat disagree
Neutral
Somewhat agree
Agres

Strongly Agree

| dent't have enough time for myself or for my familyfriends while working from home.
strongly disagree
Dizagres
Somewhat disagree
Meutral
Somewhat agree
Agres

Strongly Agree

| dent't fesl bored when working at home. ™
Strongly disagree
Disagres
Somewhat disagree
Neutral
Somewhat agree

Agres

Strongly agree
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Working from home .

4

| feel comfortable and happy when working from horme, *
Strongly disagree
Disagree
Somewhat disagree
Heutral

Somewhat agree

Strongly Agree

| am satisfied with my job when working from home. *
Strongly disagree
Dizagres
Somewhat disagree
Weutral

Somewhat agree

Strongly Agree
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| feel that my job has meaning and purpose when working from home. *
Strongly disagree
Dizagres
Somewhat disagree
Weutrzl
Somewhat agres
Agres

Strongly agree

| feel close to my co-workers even when working from home.,

Strongly disa

Dizagree
Somewhat disagree
Weutrzl

Somewhat agres

Strongly Agree

| den't feel any pressurs when working from home. *
Strongly disagree
Dizagres
Somewhat disagree
Weutrzl
Somewhat agres

Agres

Strongly agree
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| feed more productive when working from home.
Strongly disagree
Disagres
Somewhat disagree
Heutrzl
Somewhat agree
Agres

Strongly Agree

| fee! mors excited when | work from home. *
Strongly disagree
Dizagres
Somewhat disagree
Neutral
Somewhat agres
Agres

Strongly Agree

Wa sectie 3 Werder naar de volgende sectie

Working from home n
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| find the ability 1o work flexible important. *
Strongly disagree
Disagree
Somewhat disagree
Neutral
Somewhat agree
Agres

Strongly Agree

Wiorking flexible gives me the opparunity to manage my work-life better. *

Strongly dis

Disagres

Somewhat disagree

Neutral

Somewhat agree

Agres

Strongly Agree

Wiorking flexible gives me the oppartunity to manage my working schedule better, *

Strongly disagree

Disagree

Somewhat disagree

Neutral

Somewhat agree

Agres

Strongly Agree
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| feel more productive when | can manage my own work hours, ~
Strongly disagree
Dizagree
Somewhat disagree
Neutral
Somewhat agree
Agres

Strongly Agree

Wa sectie @ Verder naar de volgends sectis -

Working from home :

6

| find it to noisy when | wiork fram the office then when | work from home. ©
Strongly disagree
Dizagree
Somewhat disagree
Neutral
Somewhat agree

Agres

Strongly Agree
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There are more distractions when | work from the office then when | work from home.
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree

Agres

Strongly agree

There are not encugh focus rooms in the office to work silently, this is why | want to work from

nome.
Strongly disagres
Dizagres

Somewhat disagree

Neutral

Somewhat agree

Agres

Strongly Agree

| miss social interaction when | work in the officse. *

Strongly disagree

Dizagree

Somewhat disagree

Neutral

Somewhat agree

Agres

Strongly Agree
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| am able to conduct teamwork better when | work from the office instead of when [ work from ©

nome.
Strongly disagree
Dizagres

Somewhat disagree
Heutral

Somewhat agree
Agres

Strongly agree

| have the feeling that | can perform the same work better at home then in the office.
Strongly disagree
Dizagree
Somewhat disagree
Neutral
Somewhat agree
Agres

Strongly agree

| feel that | don't need to meet in person when | can meet online. *
Strongly disagree
Dizagres
Somewhat disagree
Neutrzl
Somewhat agree

Agres

Strongly agree
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It is expected of me to work at the office when possible. *
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree
Agres

Strongly agree

| have better time management when | work from the office instead of when | work from home. ™

Strongly disagree
Dizagres
Somewhat disagree
Heutral

Somewhat agree

Strongly agree

The office provides better internet connection then when | work from home. *
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree

Agres

Strongly agree
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| eat healthier when | work from the offics then when | work from home. *
Strongly disagree
Dizagree
Somewhat disagree
Neutrzl
Somewhat agree
Agres

Strongly Agree

| feel | can take better breaks in between work when | work from home then when | work from
the office.

Strongly disagree
Disagree
Somewhat disagree
Heutral

Somewhat agree
Agres

Strongly egree

Na sectie 7 Verder naar de volgende sectie -

Working from home :




LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562

Howy many days would vou like to work from home during the week? ©

P

Which days would you like to work from home? (fill in acording to the amount of days you
awnsered sbove)

Monday
Tuesday
Wednesday

Thursday

Na sectie 8  Verder naar de volgende sectie -

General questions :

Thank you in advance for giving your opinion! Here are some general questions to help with the research. As
stated earlier, answers are and will remain anonymous.

What is vour gender? *

Female

Wale

Other
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What is vour age group? ©
18- 24
23-40

41-36

Which department do you work in? ©

Waluations advisory

Capital Markets

Markets

Work Dynamics

Tetris design & build

Finance

Huma Resources (HR)

Infromation Technology (IT)

Legal

Research & Strategy
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Marketing comms & PR

Including yourself, how many pecple currently live in your household? ©

P

mare than 4

Does de housshold consist of ?
With children

Without children

Bevestigingsbericht

r T oY

T
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App. 6: Grouped statements per variable

Working from home

1. I have more control over my activities during WFH.

2. I am more flexible to arrange my working schedule during WFH.

3. I am more flexible to arrange my non-working schedule during WFH.
4. I am able to work more optimally during WFH.

5. I am able to deal better with any kind of work distractions while WFH.
6. I find it easier to control fatigue due to work pressure while WFH.

7.1 am able to deal better with work pressure while WFH.

Employee productivity

1. I have a higher work performance while WFH.

2. I accomplish tasks quickly and more efficiently while WFH.

3. I set a higher standard of task accomplishment while WFH.

4. I achieve a higher standard of task accomplishment while WFH.
5. I achieve deadlines more on time while WFH.

6. I work more structured while WFH.

Work life balance

1. I am able to devide my time between work and family/friends better during WFH.
2. I am able to do house chores and professional work at the same time during WFH.
3. My family takes up more time, which reduces my time in completing work during

WFH.

4. I don't have enough time for myself, or for my family/friends during WFH.

5. I don't feel bored when working at home.

Employee Happiness

. I feel comfortable and happy when WFH.

. I am satisfied with my job WFH.

. I feel that my job has meaning and purpose during WFH.
. I feel close to my co-workers even when WFH.

. I don't feel any pressure when WFH.

. I feel more productive when I WFH.

. I feel more excited when WFH.

=] h LN L R

Office environment

1. I find it to noisy when I WFO then when I WFH.

2. There are too many distractions when I WFO then when I WFH.

3. There are not enough focus rooms in the office to work silently, this is why I want to
WFH.

. I miss social interaction when I WFO.

. I am able to conduct teamwork more when I WFO instead of when I WFH.

. I have the feeling that I can perform the same work better at home then in the office.
. I feel that I don't need to meet in person when I can meet online the same way.

. It is expected of me to work at the office when possible.

. I have better time management when I WFO instead of WFH. 10. The office provides
better internet connection then when I WFH.

el - o T, R

11. I eat healthier when I WFO then when I WFH.
13. I feel I can take better breaks in between work when I WFH then when I WFO.
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App. 7: Figures and SPSS results

Figure 1.1: Descriptive statistics for the variable 'gender’

49.What is your gender?

Cumulative
Frequency | Percent | Valid Percent Percent
Valid Male 86 58,5 58,5 58,5
Female 61 41,5 41,5 100,0
Total 147 100,0 100,0

Figure 2.1:Descriptive statistics for the variable ‘age’

50.What is your age group?

Cumulative
Frequency | Percent | Valid Percent Percent
Valid 18-24 36 24,5 24,5 24,5
25-40 78 53,1 53,1 77,6
31-56 32 21,8 21,8 99,3
67-75 1 7 7 100,0
Total 147 100,0 100,0

Figure 2.2: Descriptive statistics for the variable ‘age’ histogram

Frequency

50.What is your age group?

1004

60

40

20

N

Mean = 1,99
Std. Dev. = ,726
N =147

T
1,0 2,0

T
3,0

T
4,0

5.0 6,0

50.What is your age group?
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Figure 2.3: Descriptive statistics for the variable ‘age’ pie chart

50.What is your age group?

Figure 3.1: Descriptive statistics for the variable 'currently living in household’

52.How many people currntly in your household

Cumulative
Frequency | Percent | Valid Percent Percent
Valid 1,00 20 13,6 13,6 13,6
2,00 62 42,2 42,2 55,8
3,00 25 17,0 17,0 72,8
4,00 40 27,2 27,2 100,0
Total 147 100,0 100,0
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Figure 3.2: Descriptive statistics for the variable 'currently living in household’
pie chart

52.How many people currntly in your household

W100
W2,00
3,00
W400

Figure 4.1: Descriptive statistics for the variable 'Household children or not’

53.Does the household consist of?

Cumulative
Frequency | Percent | Valid Percent Percent
Valid  Without children 104 70,7 70,7 70,7
With children 43 29,3 29,3 100,0
Total 147 100,0 100,0
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Figure 5.1: Descriptive statistics for the variable '‘Which department’

51.Which department do you work in?

Cumulative
Frequency | Percent | Valid Percent Percent

Valid Valuations advisory 23 15,6 15,6 15,6
Capital Markets 12 8,2 8,2 23,8
Markets 13 8,8 8,8 32,7
Work Dynamics 27 18,4 18,4 51,0
Tetris design & build 27 18,4 18,4 69,4
Finance 5 3,4 3,4 72,8
Human Resources (HR) 16 10,9 10,9 83,7
Hllfgomatlon Technology 1 7 7 84.4
Legal 2 1,4 1,4 85,7
Research & Strategy 10 6,8 6,8 92,5
Marketing comms & PR 11 7,5 7,5 100,0
Total 147 100,0 100,0

Figure 5.2: Descriptive statistics for the variable 'Which department’ including
pie chart

51.Which department do you work in?

B valuations advisory

@ capital Markets
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B Work Dynamics
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Figure 6.1: Descriptive statistics for the variable '"How many days would you like
to work from home during the week’

Statistics
48.How many days would you like to work from home during the week?
N Valid 147
Missing 0
Mean 2,143
Median 2,000
Mode 2,0
Std. Deviation ,9792
Variance ,959

48.How many days would you like to work from home during the

week?
Cumulative
Frequency | Percent | Valid Percent Percent

Vald ,0 6 4.1 4,1 4,1

1,0 28 19,0 19,0 23,1

2,0 64 43,5 43,5 66,7

3,0 40 27,2 27,2 93,9

4,0 6 4,1 4,1 98,0

5,0 3 2,0 2,0 100,0

Total 147 100,0 100,0

Figure 6.2: Descriptive statistics for the variable 'How many days would you like
to work from home during the week’ including histogram

Histogram
Mean = 2,14
Std. Dev. = 979
N =147
60
-
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Figure 7.3: Descriptive statistics for the variable '"Which days would you like to
work from home’

Amount Percentage
Monday 71 48,2%
Tuesday 48 32,5%
Wednesday 67 45,6%
Thursday 41 28,1%
Friday 99 67,5%

Figure 8.4: Hypothesis 1: independent variable ‘working from home’ and
dependent variable 'Employee productivity’ scatterplot and linearity

Scatterplot
Dependent Variable: 15__.Employee Productivity

RZ Linear = 0,339
7,0

- = o,
=] [=] [=]
1 1 1

.Employee Productivity
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=]
L

Regression Standardized Residual




LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562

Figure 8.5: Hypothesis 2: Independent Variable ‘Working from home’ and
Dependent Variable '‘Work life balance’ scatterplot and linearity

Scatterplot
Dependent Variable: 21__.Work Life Balance

W
o
L

21__.Work Life Balance
N

3,0

RZ Linear = 0,980

Regression Standardized Residual

Figure 8.6: Hypothesis 3: Independent Variable ‘Work life balance’ and
Dependent variable ‘Employee happiness’ scatterplot and linearity

Scatterplot
Dependent Variable: 29__.Employee Happiness
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Figure 8.7: Hypothesis 4: Independent Variable 'Current office environment’ and
Dependent variable 'Working from home’ scatterplot and linearity

Scatterplot
Dependent Variable: 8__.Working From Home

RZ Linear = 0,743

8__.Working From Home

Regression Standardized Residual

Figure 9.1: Hypothesis 1: independent variable ‘working from home’ and
dependent variable 'Employee productivity’ model summary for Durbin-Watson
statistic

Model Summanrh

Adjusted R 5td. Error of Durbin-
Model R R Square Square the Estimate Watson
1 8132 661 659 ,8508 2,097

a. Predictors: (Constant), 8__.Working From Home

b. Dependent Variable: 15 .Employee Productivity
Figure 9.2: Hypothesis 2: Independent Variable '"Working from home’ and
Dependent variable '‘Work life balance’ model summary for Durbin-Watson
statistic

Model SI.IITII‘I'IEI‘!.Fb

Adjusted R Std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 1397 ,019 012 6524 1,752

a. Predictors: (Constant), 8__.Working From Home

b. Dependent Variable: 21___ Work Life Balance
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Figure 9.3: Hypothesis 3: Independent Variable '‘Work life balance’ and
Dependent variable 'Employee happiness’ model summary for Durbin-Watson
statistic

Madel SLImmanfh

Adjusted R Std. Error of Durbin-
Model R R Sguare Square the Estimate Watson
1 ,285% 081 075 1,1452 1,814

a. Predictors: (Constant), 21___Work Life Balance

b. Dependent Variable: 29__.Employee Happiness
Figure 9.4: Hypothesis 4: Independent Variable 'Current office environment’ and
Dependent variable ‘Working from home’ model summary for Durbin-Watson
statistic

Model Sumrrlilr].urh

Adjusted R Std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 5072 257 ,252 1,0000 1,834

a. Predictors: (Constant), 47 __.Office Environment
b. Dependent Variable: 8 Working From Home

Figure 10.1: Hypothesis 1: independent variable '"Working from home’ and
dependent variable 'Employee productivity’ histogram

Histogram

Dependent Variable: 15__.Employee Productivity

Mean = -1,47E-15
40 Std. Dev. = 0,997
N =147
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Figure 10.2: Hypothesis 1: independent variable '"Working from home’ and
dependent variable 'TEmployee productivity’ P-P plot for normal distribution

Normal P-P Plot of Regression Standardized Residual
Dependent Variable: 15__.Employee Productivity
1,0 sy

Expected Cum Prob

0,0 :

0,0 0,2 0{4 ofs 0,8 1,0
Observed Cum Prob

Figure 10.3: Hypothesis 2: Independent Variable ‘Working from home’ and
Dependent variable ‘Work life balance’ histogram

Histogram

Dependent Variable: 21__.Work Life Balance

Mean = 6,58E-16
30 Std. Dev. = 0,337
N =147
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Figure 10.4: Hypothesis 2: Independent Variable 'Working from home’ and
Dependent variable 'Work life balance’ P-P plot for normal distribution

Normal P-P Plot of Regression Standardized Residual
. GDependent Variable: 21__.Work Life Balance

Expected Cum Prob

s
0,0 T T T
0,0 0,2 0,4 0,6 0,8 1,0

Observed Cum Prob

Figure 10.5: Hypothesis 3: Independent Variable 'Work life balance’ and
Dependent variable 'Employee happiness’ histogram

Histogram
Dependent Variable: 29 __.Employee Happiness

Mean = 1 08E-15
25 Std. Dev. = 0,997
N=147
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Figure 10.6: Hypothesis 3: Independent Variable 'Work life balance’ and
Dependent variable 'Employee happiness’ P-P plot for normal distribution

Normal P-P Plot of Regression Standardized Residual
Dependent Variable: 29__.Employee Happiness
1,0
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0,0 T T T
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Figure 10.7: Hypothesis 4: Independent Variable 'Current office environment’
and Dependent variable '‘Working from home’ histogram

Histogram

Dependent Variable: 8__.Working From Home

Mean = 4 ,959E-16
25 Std. Dev. = 0,397
N =147
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Figure 10.8: Hypothesis 4: Independent Variable 'Current office environment’
and Dependent variable 'Working from home’ P-P plot for normal distribution

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: 8__.Working From Home
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Figure 11.1: Hypothesis 1: independent variable ‘working from home’ and
dependent variable 'TEmployee productivity’ simple linear regression output

Descriptive Statistics

Std.
Mean Deviation N
15_ .Employee
Productivity 4,117 1,4566 147
8_ .Working From Home 4,641 1,1559 147
Model Summaryrb

Adjusted R std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 ,813% 661 659 8508 2,097

a. Predictors: (Constant), 8__.Working From Home
b. Dependent Variable: 15_ .Employee Productivity

ANOVA?
sum of
Model Squares df Mean Square F 5ig.
1 Regression 204,782 1 204,782 | 282,894 ,000"
Residual 104,963 145 J24
Total 309,745 146

a. Dependent Variable: 15__.Employee Productivity
b. Predictors: (Constant), 8__.Working From Home

Coefficients®

Standardized 95,0% Confidence Interval for

Unstandardized Coefficients Coefficients B
Model B Std. Error Beta 1 Sig. Lower Bound | Upper Bound
1 (Constant) -,639 ,291 -2,192 ,030 -1,214 -,063
8__.Working From Home 1,025 061 813 16,819 L000 904 1,145

a. Dependent Variable: 15__.Employee Productivity
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Figure 11.2: Hypothesis 2: Independent Variable 'Working from home’ and
Dependent variable 'Work-life balance’ simple linear regression output

Descriptive Statistics

std.
Mean Deviation N
8 .Working From Home 4,641 1,1559 147
21_ Work Life Balance 4,014 L6565 147
Model Summar}urh
Adjusted R std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 ,139° 019 ,012 1,1487 1,873
a. Predictors: (Constant), 21__Work Life Balance
b. Dependent Variable: 8__.Working From Home
ANOVA®
sum of
Model Squares df Mean Square F Sig.
1 Regression 3,756 1 3,756 2,847 ,004"
Residual 191,320 145 1,319
Total 195,076 146
a. Dependent Variable: 8__.Working From Home
b. Predictors: (Constant), 21__.Work Life Balance
Coefficients®
Standardized 95,0% Confidence Interval for
Unstandardized Coefficients Coefficients B
Model [ Std. Error Beta t Sig. Lower Bound | Upper Bound
1 (Constant) 3,661 589 6,217 000 2,497 4,825
21__.Work Life Balance 244 ,145 ,139 1,687 ,094 -,042 ,530
a. Dependent Variable: 8__.Working From Home
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Figure 11.3: Hypothesis 3: Independent Variable 'Work-life balance’ and
Dependent variable 'Employee happiness’ simple linear regression output

Descriptive Statistics

std.
Mean Deviation N
21_ .Work Life Balance 4,014 L6565 147
29__.Employee
Happiness | 4,033 1,1905 147
Model Summarylh
Adjusted R Std. Error of Durbin-
Model R R Square Square the Estimate Watson
1 ,285% 081 075 6315 1,732
a. Predictors: (Constant), 29__.Employee Happiness
b. Dependent Variable: 21__.Work Life Balance
ANOVA?
sum of
Model Squares df Mean Square F Sig.
1 Regression 5,106 1 5.106 12,803 ,GDDb
Residual 57,827 145 ,399
Total 62,933 146
a. Dependent Variable: 21__Work Life Balance
b. Predictors: (Constant), 29__.Employee Happiness
Coefficients®
Standardized 95,0% Confidence Interval for
Unstandardized Coefficients Coefficients B
Model B Std. Error Beta t 5ig. Lower Bound | Upper Bound
1 (Constant) 3,380 185 18,315 000 3,015 3,745
29__.Employee
Haﬁ:ine?sw 157 ,044 ,285 3,578 ,000 070 244

a. Dependent Variable: 21__.Work Life Balance
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Figure 11.4: Hypothesis 4: Independent Variable 'Current office environment’
and Dependent variable ‘Working from home’ simple linear regression output

Descriptive Statistics

std.

Mean

Deviation

47__.Office Environment
8_ .Working From Home

4,043
4,641

6717
1,1559

147
147

Model Sl.lmn'lanurb

Adjusted R

Model R

R Square

Square

std. Error of
the Estimate

Durbin-
Watson

1 L5072

257

,252

5811

1,924

a. Predictors: (Constant), 8__.Working From Home

b. Dependent Variable: 47__.Office Environment

ANOVA?

Model

sum of
Squares

df

Mean Square

F

Sig.

1 Regression
Residual
Total

16,912
48,968
65,880

1
145
146

16,912
,338

50,078

,000°

a. Dependent Variable: 47__.Office Environment
b. Predictors: (Constant), 8__.Working From Home

Coefficients®
Standardized 95,0% Confidence Interval for
Unstandardized Coefficients Coefficients B
Model B Std. Error Befa t Sig. Lower Bound [ Upper Bound

1

(Constant)

2,676

,199

13,451

,000

2,283

3,070

8__.Working From Home 377

294
a. Dependent Variable: 47__.Office Environment

042 ,507 7.077 ,000 212
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Figure 12.3: SPSS Data & SPSS Variable View
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20 Agree Agree Agree 58 Disagree Disagree. Disagree Disagree Disagree Neutral Disagree. Agree Agree Agree Agree
o Agree Aores Agree Rgree Newtral Agree Dissgres Disagree Agree Disacree Disagree Disagres Agree Disagree Newtral
2 Strongly aaree Neutral|  Strongly agree, 6.3 Somewhat agree Agree Disagree Somewhat disa... ‘Agres Somewhat agres| Somewhat agres|  Stronaly sares Newtral Disagree Disasree
23 Somewhat agree Somewhat agree Neutral Somewhat agree Neutral Neutral Somewhat disa... Somewhat disa... Agree Neutral Somewhat disa. .. Neutral | Somewhat disa... Disagree Disagree
24 Strongly agree Somewhat disa...  Strongly agree Agree Disagree Disagree. Disagree Disagree  Strongly agree Neutral Somewhat disa... Semewhat agree somewhat disa... Neutral Disagree
25 Disagree Disagree Disagree Somewhat disa...| Somewhat agree Agree Disagree Disagree Agree Neutral Disagree Disagree Agree Somewhat agree Somewhat agree
26 Somewhat agree Somewhat agree Agree 5.5|Somewhat disa... Agree Somewhat disa. Neutral ~ Strongly agree Somewhat disa... Disagree Somewhat disa...| Somewhat disa... Agree Neutral
- e P Porer— n P — Preanrea P p—e—— f— p— o=
\uDataMiew Variable View
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Figure 12.4: SPSS Data & SPSS Variable View

[ ] [ ] &F) SPSSdatal sav [DataSet3] - IBM SPSS Statistics Data Editor
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Ifecllcantaky g OfficeEnvira Houmanydd
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ebetterbred yswouldyouli
ksinbetween ketowarkfro iveinyou,

1 Agree 5.2 3.0 Male 16-24  Work Dynamics 3,00 Without ¢h...
2 Agree 5.1 20 Female 18-24 Valuations ad... 2,00 Without ch...
3 Somewhat agres 5 1] Male 25-40 Valuations adv... 2,00 Without o

4 Disagree 41 20 Female 25-40 Tetris design &... 1,00 Withaut ch..
5 Agree 53 30 Female 25-40 Tetris design &. 2,00 Without ch.
6 Somewhat agree 35 10 Female 25-40 Capital Markets 3,00/ With childr...
7 Agree 51 3.0 Male 18-24 Work Dynamics 3,00 Without ch...
8 Agree 44 2,0 Female 25-40 Marketing com... 3,00 With childr...
g Agree 29 20 Male 25-40 Work Dynamics 2,00 Without o
10 Strangly disagr... 37 10| Male 31-56 Capital Markets 2,00 Without ch...
1 Somewhat agree 12 10| Male 25-40 Capital Markets 2,00 Without ch...
12 Agree 18 30 Male 31-56 Tetris design &... 2,00 Without ch...
13 Strongly agree Neutral 3,0 Female 18-24 Markets 2,00] Without ch...
14 Agree 43 3,0 Female 25-40 Tetrls design &... 2,00 Without ch...
15 Somewhat agree 31 3.0 Female 25-40 Finance 2,00 Without ch...
16 Agree 43 3.0 Female 25-40 Marketing com.. 2,00 without ¢h...
17 Somewhat disa... Neutral 40 Male 3156 Finance 4,00 with childr..
18 Neutral 41 30 Female 25-40 Capital Markets 2,00 without ch..
19 Agree 44 30 Male 31-56 Tetris design & 4,00 With childr..
20 Somewhat disa. 36 30 Female 25-40 Finance 4,00 With childr.
21 Disagree 33 2,0 Female 25-40 Human Resour... 2,00 Without ch...
2 strongly agree 45 30 Female 18-24, Human Resour... 4,00 Without ch...
2 Neutral 35 2,0 Female 25-40 Tetris design &... 2,00 Without ch...
24 Disagree 32 30 Female 25-40 Work Dynamics 2,00 Without ch...
25 Disagree 19 10| Male 31-56 Valuations ad. 2,00 Without ch..
2 Somewhat disa. 19 0 Female 25-40 Work Dynamics. 4,00 Without ch..

= [re— 1a a0 Famala 25240 Tatric dasinn & 7 00 Withnut ch

_ Variable View

IBM SPSS Statistics Processor is ready Unicode:ON
Figure 12.5: SPSS Data & SPSS Variable View
e e A SPSSdatal.sav [DataSet3] - IBM SPSS Statistics Data Editor
= = . - o
|2H8 B -~ BLA0 h HE B2H 200 %

Name Type Width  Decimals Label Values Missing  Columns Align Measure Rol
1 Ihavemorecontrolovermyaciivitieswhil... Numeric 1 1 14 have more centrol over my activities while working from home. 11,0, Strongly disagree}... Mone 1 = & sale N gy
2 lammoreflexibletoarrangemywarkings... Nume 1 1 2. am more flexible ta arrange my working schedule wi waorking from h... {1,0, Strongly disagree}... None & Scale N Inpu
3 lammoreflexibletoarrangemynanwork... Numeric 1 1 2.1 am more flexible ta arrange my non-working schedule while warking fr... {1,0, Strongly disagree}... None i Scale N Inpu
& lamabletoworkmoreaptimallywhilewa... Numeric 1 1 4.1 am able to work more optimally while working fram home. 11,0, Strongly disagree}... None n @ Scale N Inpu
5 lamabletodealbetterwithanykindofwa... Numeric 1 1 5 am able 1o deal better with any kind of work distractions while working ... {1,6, Strongly disagree. Hone & scale N Inpu
6 Ifinditeasiertocontralfatigueduetowar... Numeric 1 1 61 find it easier to control fatigue due to work pressure while working fro... {10, Strongly disagree}... Hone & saale N Inpu
7 lamabletodealbetterwithwarkpressur... Mumeric 1 1 7. am able to deal better with work pressure while working from home.  {1.0, Strongly disagreek... Mone 1n & sale N Inp
8 WaorkingFromHome e 35 1 8_Warking From Home 11,0, Strongly disagreel. Mone & sale N InpL
9 Ihaveahigherwarkperformancewhilew... Numeric 1 1 9. have a higher werk perfermance while working from home. 11,0, Strongly disagreel... None & Scale N Inpu
10 laccomy tasksquicklyandmareeffi 1 1 10.1 accamplish tasks quickly and more efficiently while working fram hame. {10, Strongly greel... None i Scale N Inpu
1 Isetahigherstandardoftaskaccomplish 1 1 11 et a higher standard of task accomplishment while working fram home. 11,0, Strongly disagree}... Mone & sale N Inp
12 lachieveahigherstandardoftaskaccom... Numeric 1 1 12. achleve a higher standard of task accomplishment while working from .. 11,0, Strongly disagree}... Mone & saale N Inpu
13 lachievedeadlinesmoreontimeswhilews... Num 1 1 13 achieve deadlines more on time while working from home. 110, Strongly disagree.. Mone & saale N Inpu
14 Iwarkmorestructuredwhileworkingfro... Num 1 1 141 work mare structured while working from home. {10, Strongly disagreel... Hone & saale N inp
15 EmployeeProductivity Numeric 35 1 15_Employee Productivity {10, Strongly disagreel... MNone & sale N Inpu
16 lamabletadevidemytimebetweenwark... Nume 1 1 16. am able to devide my time between work and family/friends better du... {1,0, Strongly disagreel... Mone & sale N Inpu
17 lamabletodohousechoresandprofessio... Numeric 1 1 17.1 am able 1o do house chores and professional work at the same time w... {1,0, Strongly disagree}... None n f Scale N InpL.
18 Myfamilyfriendstakesupmoretimewhic... Numeric 1 1 18.My family/friends takes up more time, which reduces my time in comple... 1.0, Strongly disagree}... Mone 1 & saale N Inpu
1 idonthaveenoughtimeformyselforform... Numeric i 1 1. don't have enough time Tor myself, or for my familyTriends while work... 1.0, Strongly disagree}... Mone & saale N inpu
20 idontfeclboredwhenworkingathome  Numeric 1 1 20, don't feel bored when working at hame. {10, strongly disagree... None 1u & scale N inp
2 WorkLifeBalance Numeric 21 1 21_Wark Life Balance 110, Strongly disagreel... MNone & saale N InpL
2 Ifeelcomfortablaandhappywhenworki . Numeric 1 1 22| feel comfortable and happy when warking from home. 11,0, Strongly disagreel... None & saale N InpL
23 lamsatisfiedwithmyjobwhenworkingfr... Numeric 1 1 231 am satisfied with my job when working fram home. 11,0, Strongly disagree}... MNone 1 & saale N Inpu
2 Ifeethatmyjobhasmeaningandpurpos... Numeric 1 1 24.1 feel that my job has meaning and purpose when working from home. | {1,0, Strongly disagreel... None & saale N Inpu
25 ifeelclosetomycoworkerseversvhemyo... Numeric 1 1 25.1 feel cluse to my co-workers even when working from horme. 11,0, Strongly disagree.. Mone & saale N inpu
% idontfeelanypressurewhenworkingfro... Numeric 1 1 26,1 don't feel any pressure when working from home. 1,0, Strongly disagree.. Mone 1u & scale N inpu
27 tfeelmoreproductivewhe nworkingfrom... Numeric 1 1 27.1 feel more productive when working from home. {10, Strongly disagree... None & scale N imp
28 IfeeImoreexcitedwhenlwarkfromhome  Numeric 1 1 28.1 feel more excited when | work from home {10, Strongly disagree}... None & scale N inpL
29 EmployeeHappiness Numeric 15 1 20_ Employee Happiness 11,0, Strongly disagree}... MNone 1 & scale N InpL
an 1 b b sl Bl e b e Rl 1 1 D1 Bl wlan = . imels Fln il 1A Commummtes monnl Ahminn a1 B enain N

Data view | Nariableniewl
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Figure 12.6: SPSS Data & SPSS Variable View

=1

A SPSSdata.sav [DataSet3] - IBM SPSS Statistics Data Editor

e Bl b BE BLE J00 %

Name Type Width  Decimals Label Values Missing  Columns Align Measure Rel
30 Ifindtheabilitytoworkflexibleimportant  Numeric 1 1 301 find the ability to wark flexible impartant 11,0, strongly disagree]... None n & sale N inpL
31 Waorkingflexiblegive smetheopparunity. . Numeric 1 1 31 Working flexible gives me the opporunity to manage my work—life better. {1,0, Strongly disagree]. - None n & sale N InpL
32 Waorkingflexiblegive smetheoppartunit... Numeric 1 1 32 Working flexible gives me the opportunity to manage my working sched .. {1,0, Strongly disagree]. . None n & sale N InpL
33 IfeeImoreproductivewhenicanmanage... Numeric 1 1 3.1 feel more productive when | can manage my own work hours, 11,0, Strongly disagree}... None n & saale N Inp
34 Workforcepreferences Numeric |22 1 34_Workforce Preferences 11,0, Strongly dlsagree}... None 1n & sale N inpu
35 IfindittonoisywhenlworkFromtheoffice... Numefic 1 1 35.1 find it to noisy when | work from the office then when | work from home. {1,0, Strongly disagreel... Nore 1 & saale M inpL
36 TherearemoredistractionswhenlworkF...  Numeric 1 1 36.There are more distractians when | work from the office then when | wo... 1,0, Strongly disagree]... None 1 & scale . Inpy
37 Therearenotenoughfocusroomsinthea... Numeric 1 1 37.There are not enough focus roams in the affice towark silently, this is . {10, Strongly disagrae]... None n & sale N inp
38 Imisssocialinteractianwhenhworkinthe . Numeric 1 1 38.1 miss social interaction when | work in the office. 41,0, Strongly disagree}... MNone n & sale N Inpu
3 lamabletaconductteamwarkbetterwhe... Numeric 1 1 39 am able to conduct teamwork better when | wark from the office inste... {1,0, Strongly disagree}... None 1 & sale N Inp
a0 Ihavethefeellngthaticanperformthesa... Mumeric ! 1 40,1 have the feeling that | can perform the same work better at home the... {10, Strongly disagree}... Mone 1n & sale N e
a1 Ifeelthatidon'tneedtomeetinpersonwh... Numeric 1 1 41 feel that | don't need to meet in person when | can meet online. 11,0, Strengly disagreek... Mane 1n & sale N inp
a2 Itisexpectedofmetoworkattheofficew... Mumeric 1 1 42,1t is expected of me to work at the office when possible. 11,0, Strengly disagreel... Mane n & sale N g
a3 Ihavebettertimemanagementwhenlwa... Numeric 1 1 43,1 have better time management when | wark fram the office instead of ... {1,0, Strangly disagreel... Mane n & sale N g
4 Theafficeprovidesbetterinternetconne... Numeric 1 1 44.The affice provides better internet cannection then when | work from h... {10, Strangly disagreel... Mane n & sale N g
a5 leathealthienwhenlwarkfromtheoffice... Numeric 1 1 45.1 eat healthier when | work from the office then when | wark from home.  {1,0, Strongly disagreel... Mone 1 & sale N g
4 Ifeelicantakebette rbreaksinbetweem... Numeric 1 1 4.1 feel | can take better breaks in between work when | work from home .. {1,0, Strongly disagree}... Mone n & sale N Inpu
47 OfficeEnvironment Numeric |35 1 47_.0ffice Environment 11,0, Strongly disagreel... Hone 1 & sale N inpu
a8 Howmanydayswouldyouliketoworkfro... Numeric 1 1 48.How many days would you like 1o work from home during the week? None Mone n & sale N inp
42 Whatisyourgender Numeric 1 1 49.What is your gender? 11,0, Malel None n & Nominal | N Inpu
50 Whatisyouragegroup Numeric 1 1 50.What is yaur age group? 11,0, 18-24)... Mane n & sale N g
51 Whichde partmentdoyouwarkin Numeric 2 1 51.Which department da you work in? 11,0, Valuations advisaryl... None 1 2= Right & Nominal N Inpu
52 Howmnaypeopleliveinourhousehold  Numeric |8 2 52.How many people curmly in your household None Mone 8 == Right & saale N Inpu
53 With.witouth.children Numeric & 2 53.00es the household conslst of? 11,00, Without children}... Mone 8 = Right & Nominal | N Inpu

Data View [INGEIRBISNIWY
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App. 8: Lewin’s change management model

The Lewin’s change management model indicates three stages of change. This model is
used to support the change process and makes sure to incorporate all stakeholders.

.‘.‘" Refreeze

1. Recognize the need for 1. Plan the changes 1. Changes are reinforced

change 2. Implement the changes and stabilized

2. Determine what needs to
change

3. Encourage the
replacement of old
behaviors and attitudes

4. Ensure there is strong

support from management

5. Manage and understand

the doubts and concerns

3. Help employees to learn
new concept or points of

view

(Online.visual-paradigm, 2021)

2. Integrate changes into the
normal way of doing things

3. Develop ways to sustain
the change

4, Celebrate success
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App. 9: E-mails presentation meetings

Bestand Vergadering Planningassistent Bijhouden Invoegen Tekst opmaken Controleren Help Q Vertel wat u wilt doen
/ ~ 2 | P lijk P
m Agenda @ N .) . @ i ﬁ Weergeven als: D Bezet - EE B ersaomy kQ) )
= L L . ; L ; | Hoge urgentie ) -
Verwijderen Oy o NDtITI?T..bIJ Accepteren Vioorlopig Weigeren Nieuw tijdstip Reageren Q Herinnering: | Geen . | Categoriseren ) Dicteren u‘.wa
vergadering ~ b = voorstellen ~ = - J, Lage urgentie = Insights
Acties Vergaderingsnotities Reageren Opties Codes Spraak
/'1) Geaccepteerd op 2-12-2021 10:12
Scriptie bespreken
Organisator Hoekert, David Verzonden do 2-12-2021 9:39
ijd
Locatie JLL Adam
ntwoor

Geaccepteerd

Antwoord wijzigen

side map £°% Adgenda

Bestand Vergadering Planningassistent Bijhouden Invoegen Tekst opmaken

i ©ow | M3 27 X O©

AN
Verwijderen _, Ty Notities bij

Controleren Help Q  Vertel wat u wilt doen

¢ ~ Eweergeven als: [ Bezet v o El ReEcanik

[/ 4 /
. . - . B ! Hoge urgentie . X
Accepteren Voorlopig Weigeren Nieuw tijdstip Reageren Q Herinnering: | Geen .| | Categoriseren Dicteren Viva
vergadering ~ - ~ voorstellen ~ - : ~ \L Lage urgentie - Insights
Acties Vergaderingsnotities Reageren Opties Codes Spraak
Geaccepteerd op 5-12-2021 16:09
Scriptie bespreken

g 8 december 2021 11:30-12:00

nden do 6-12-2

ccepteerd

Antwoord wijzigen
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App. 10: Townhall with JLL Amsterdam office

Townhall JLL NL

© o049

@JLL 2.

Townhall | JLL Nederland

Donderdag 16 december 2021
11:30 - 12:30 uur

I 2 Typ hier om te zoeken




App. 11: Client deliverable evaluation form
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Evaluation Form Company Project/Research
(EVALUATION FORM OF ALL CLIENTS AND ON ALL DELIVERABLES IS COMPULSORY, FORMAT IS NOT)

@

HOTELSCHOOL
THE HAGUE

Hespiral o

Name of student:

Tom Schoffelen

Student number:

662562

Name of

company/organisation:

JLL

Department:

Tenant Representation

Name of company
tutorfresearch
commissioner:

David Hoekert

applicable):

Position of company
tutor/commissioner (if

Senior Director

Deliverable:

Project and/or

(please specify)

Amsterdam workforce

7",

Deliverable: Advise report and a hybrid working model created on the workforce preferences.

Company project: “What changes to the work environment are required to support the hybrd working preferences of the Jones Lang LaSalle {JLL)

During the first {unofficial) evaluation the set-up for the project and end deliverable(s) is discussed. For this final evaluation the project has been delivered by the
student and is thus evaluated. This is taken into consideration for the final assessment of the student.

CATEGORY 1: EXPERTISE/KNOWLEDGE OF THE FIELD

Rating Excellent Good Room for improvement Comments
In-depth use of relevant literature and
knowledge of the field. The deliverable | Use of relevant literature and knowledge
shows excellent thinking capacity of of the field. The deliverable shows Mo or incorrect use of literature " y
the student (taking into account all mostly intellectual depth (taking into and knowledge of the field. The ;’:r: 2:;5 ;ﬁrrent literature that are applicable to our fisld
significant factors and looking from all account significant factors and looking deliverable lacks intellectual depth. pany.
different perspectives). from different perspectives).

CATEGORY 2: KNOWLEDGE APPLICATION/SOLVING PROBLEMS
Rating Excellent Good Room for improvement Comments

The theories and models are skillfully
applied and the student can translate
this in a unigue selution and
implementation. The student can
relate situations to concepts that
results into a solution that adds great
value to the company’s overall
strategy. The creative solution isfcan
be implemented and evaluated and is
solving the problem.

The student uses theory and models and
shows understanding of the issues at
hand. The solution is realistic and
implementable for the company. The
solution is/can be implemented and
evaluated

Mentioning theory and models, but
not using them in the correct way
The student cannot convince of
the possibilities to implement and
evaluate. It is not solving the
problem.

The solution Tom created is implementable. The topic is
currently discussed within JLL and the possibility that a
hybrid working model will be implemented is high. The
theory and findings are interesting.

Page 1 of 2




CATEGORY 3: INFORMED JUDGEMENTS
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Rating Excellent

Good

Room for improvement

Comments

The research process is done and
explained in an excellent way._ Al
statements, conclusions and
recemmendations are underpinned
with the data collected by the students
and/or referencing. The analysis is
very substantial.

Rating Excellent

The research process is done and
explained well. Most statements,
conclusions and recommendations are
underpinned with the data collected by
the student and/or referencing. The
analysis is substantial.

CATEGORY 4: COMMUNICATION AND SHARING KNOWLEDGE

Good

Weak problem analysis, research
question not clear encugh. Data
collection andfor methodology is
insufficient. Weak analysis, use of
data from one dimension and not
backed up.

Room for improvement

Tom explained the research process well. Itis
understandable and the data delivers clear findings on
how to answer the problem, because he did a survey with
our employees.

Comments

Excellent ability to communicate
information, ideas, problems and
solutions to all stakeholders involved.
The deliverable adds great value fo
the main stakeholders. Initial and
creative channels have been actively
used to share outputs and knowledge.

Good ability to communicate information,
ideas, problems and solutions to
stakeholders. The deliverable adds
value to the company. Existing channels
have been used to share knowledge

The deliverable could have been
better delivered to the
stakeholders. The deliverable
could have added more value, if
better delivered. No active
communication of outputs and
knowledge.

Tom explained us the findings and kept us up to date. The
report is well explained and can add value to our further
implementation as JLL.

Rating Excellent

CATEGORY 5: INTERCULTURAL HOSPITALITY L EADERSHIP

Good

Room for improvement

Comments

Student is able to lead the project by
themselves. Student is self-critical
towards improvement and takes
feedback to heart. Student deals with
a diversity of stakeholders in an
intercultural competent way.
Hospitality mindset is seen in project
or work in a very distinct way.

IMENTS:

OVERALL CO

STUDENTS’ COMMENTS:

Comments on
evaluation:

Student is able to lead the project with
little help. Student is critical towards
improvement and listens to feedback.
Student deals with different
stakeholders. Hospitality mindset can be
seen.

DATE & STUDENT'S SIGNATURE:

Tasks performed are described
and net critically analyzed. Student
is not too critical towards own
leamning and can listen better to
feedback. Student does not know
how to deal with differences in
stakeholders. Hospitality can be
improved.

Tom was clear in what he wanted to know. Understood the
information and did the project mainly on himself. Good
communication towards all involved.

Tom managed the project well, he showed new insighis from a different perspective. It is interesting to see what the findings were. As Tom his supervisor | am happy that he created the report in this

| am happy with the feedback and that they find the resuits interesting. The guidance was of great support, this helped in creating the project and solutions.

COMPANY SUPERVISOR'S/RESEARCH COMMISSIONER'S SIGNATURE:

THE COMPLETED FORMS (ON ALL DELIVERABLES AND PERFORMANCE) NEED TO BE EMAILED TO THE LYCAR COACH AND PUT IN THE APPENDICES OF THE CAREER PORTFOLIO
Page 2 of 2
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App. 12: Internship Mid-term Appraisal From

d

APPRAISAL FORM HOTELSCHOOL
(EVALUATION FROM ALL CLIENTS IS COMPULSORY, FORMAT IS NOT) THE aous
= > L
[Nameof student: | Ton- S clo \SE e ’ Studentnumber: Oé ZS é -

Neme of company: | DL _ [Dopement | TonaNT REPRESENTATIN — JIC |

Nameofcompany [T cuien \Yo\cort | Position of companytutor: | | [onp o TENANT pePRESENTALION
| Assessment no: 1 (mid term) 2 (final) | Date: < -0 -2\
OR R OB O D DER AND

1: Clear area of weakness 2: Room for improvement 3: Sufficient 4: Very good 5: Excellent Rating:
Below standards. Has
insufficient job knowledge Has sufficient job and Has a very good level of job Has an exceptional level of job

| and technical skills to Has some job knowledge put applies this in pra wc,lalowleﬁdge ros knowledge, mtpgnonoo and Insight kerodgo cx_pqdenco gm insight 3
perform job responsibilities. often needs help to apply it. minknum e on. 3 and applies this in practice. Can and applies this in practice. Works
Requires frequent ’ work independently. independently; can train others.
rvision. —
e -“\# \(—hcumj't\ C'&'JQL’ DGR i OCesr Tile . AN e ava I
. A Mee \Wh e S VY WLl e veldy good o o .
(o, i

CATEGORY 2: QUALITY OF DAILY WORK & PROFESSIONAL PRODUCTS (PLEASE SPECIFY PER PRODUCT, IF POSSIBLE)

1: Clear area of weakness 2: Room for improvement 3: Sufficient 4: Very good 5: Excellent Rating:
Below standards, makes Standards are met, but work and Sufficient, in general makes few Very good, rarely makes mistakes, Excellent, hardly ever makes S r
errors and does not perform | deliverables are often lacking errors, level of deliverables is perf well and ti 7

ing to the ision and & y good. oxcee standerd. mistakes, quality of work is superb. (_(

52?‘:: VoA ele s WQelkorteg O cuc lewle SPecca N
oo Ml le tova. Ecclvl ¥ vae o% Guetivy @ Sentes

CATEGORY 3: MAKING JUDGEMENTS & PROBLEM-SOLVING

1: Clear area of weakness

Page 1 0of 3
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Below standards, enly solves | Occasionally solves problems but | Sufficient, genarally can solve Very good, solves most problems Ema:;:amm mm;? 3
problems with guidance. this could be better. problems independently. indapendently. wdldaa‘:mi d

m;'" D eovne S VLeNTOWEG TV oA Prosebl, V& eble 4o Lotvu

l—
b

CATEGORY 4: LEAR
1: Clear area of weakness

2: Room for improvement

e m‘f—,{c_\___& OCT DhceA
Oc o

e,

4: Very good 5: Excellent

3: Sufficient

e Srawed) LO PO appErocliv

Below standards, often
forgets information.

Able to learn but this could be
battar.

Sufficient, ganarally undarstands
and is able to apply new
information.

Excellent, consistantly laaming,
understanding and applying new

Very good, understand and applies
knowledge and information.

informaticn easily.

Comments:

WL Ber e dl Ol Lo laeal Wit <ole (oow-

[ S oo
)

involved in daily tasks, at

| work, shows limited intarest
in oﬂ'mr dapanmant and the

company in general

Show occasional interast but this
could be better.

L
E

k!

CATEGORY 5: COMMUNICATION SKILLS TOWARDS CLIENTS (Guests, employees, ete] —. -
1: Clear area of weakness 2: Room for improvement 3: Sufficient 4: Very good 5: Excellent Rating:
i “”d‘ﬁ':‘h“;;e Communicates in a sufficient Sufficient, generally shares Very goad, shares Information Excellent, consistently shares C,(
forgets or does n manner but this could be better, | information, openty infarmation openty.
information.
o A
Comm | OL_C( P ceole %or ¢o\uacguag — Lo ST D
ents: L'\I
S
H A AA 0 R DEFP
1: Clear area of weakness 2: Reom for improvement 3: Sufficient 4: Very good 5: Excallent Rating:
. = s " "
Below standards, is not Shows intarest in daily tasks, Is Clearly shows interest in other e L N
N f ways knows what's going on;
intarested and involved with other | departments, is very social while seaks out new Information |5 always

imeracting. Enjoys dally tasks and
keep well informed of what is
h ing within the pany

wvery intarested and social to other
depariments. Shows great flexibility
in assisting other depts.

epariments, co-operates
ufficiently and knows whalt's
oing on within the

' Vel o Ss:::ci:c_c_ i S~ec c:-_c\s‘".ctj éadQlquczk N

Page 2 0f 3

Definitely ready for a career inthe | Excellent readiness to start a career

-

3

Bewylowm - Jeriisﬁr:ge 2 shows ok {o be eady | ac I for a career
Intemaﬁo:aﬁ:;plmny m:;;’ee' inthe in the Hospitality industry hospitality industry 2 in the hospitality industry.
= \ud@?Q =hLcc WO

c@Pv et~ 06 LWoL cble

S\' \

Qe - -
S ce. Toses Cc.‘a/L < NamC \&%k ScMater

e

o Sx P iecca -

ke reclack. T2 Sec 1OoOw
2 Nt e \g-

fae A Xrocha (G joke M v

[edun and RSt /\Cﬁl

i [\’\.O(—-
O - L YL oL o el T TEX
2U <]
S e T 50@0\ —> W\ &%w OV e X e
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App. 13: Internship Final Appraisal Form

APPRAISAL FORM

(EVALUATION FROM ALL CLIENTS IS COMPULSORY, FORMAT IS NOT)

a9

HOTELSCHOOL
THE HAGUE
H tall Business Sehoal

Name of student:

Tom van Schoffelen

Tom Schoffelen

Student number:

662562

Name of company: JLL

Department:

Tenant Representation

Name of company
frators

David Hoekert

Position of company tutor:

Senior Director

Assessment no:

1 (mid term)

2 (final)

Date:

13 December 2021

CATEGORY 1: EXPERTISE /JOB KNOWLEDGE & UNDERSTANDING

1: Clear area of weakness

2: Room for improvement

3: Sufficient

4: Very good

5: Excellent

Rating:

Below standards. Has
insufficient job knowledge
and technical skills to
perform job responsibilities.
Requires frequent
supervision.

Has some job knowledge but
often needs help to apply it.

Has sufiicient job knowledge and
applies this in practice. Requires
minimum supervision

Has a very good level of job
knowledge, experience and insight
and applies this in practice. Can
work independently.

Has an exceptional level of job
knowledge, experience and insight
and applies this in practice. Works
independently; can train others.

Comm
ents:

Certainly room for improvement — Tom has made progress,

but | am sure he could have made much more progress over a period of 4 months.

1. Clear area of weakness

2: Room for improvement

3. Sufficient

4: Very good

CATEGORY 2: QUALITY OF DAILY WORK & PROFESSIONAL PRODUCTS (PLEASE SPECIFY PER PRODUCT, IF POSSIBLE)

5: Excellent

Rating:

Below standards, makes
errors and does not perform
according fo the standards.

Standards are met, but work and
deliverables are often lacking
precision and consistency.

Sufficient, in general makes few
errors, level of deliverables is
good.

Very good, rarely makes mistakes,
performs well and sometimes
exceeds standard.

Excellent, hardly ever makes
mistakes, quality of work is superb.

PROD
UCT1
{specif
)

Overall few emmors and quality is good, however not much more.

PROD
UCT 2
{specif
)

PROD

CATEGORY 3: MAKING JUDGEMENTS & PROBLEM-SOLVING

1: Clear area of weakness

2: Room for improvement

3: Sufficient

4: Very good

5: Excellent

Rating:

Page 1 of 3
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Below standards, only solves
problems with guidance

Occasionally solves problems but
this could be hefter.

Sufficient, generally can solve
problems independently.

“ery good, solves most problems
independently.

Excellent, always solves problems
independently, does not reguire any
guidance.

Comm
ents:

CATEGORY 4: LEARNING SKILLS

forgets information

better.

information.

information easily.

1: Clear area of weakness 2: Room for improvement 3: Sufficient 4: Very good 5: Excellent Rating:
Sufficient, generally understands : Excellent, consistently leaming,
I
Below standards, often Able fo leamn but this could be and is able to apply new Very good, understand and applies understanding and applying new o

knowledge and information.

Comments:

| am sure there is room for improvement. | believe Tom could have leamed more than he did.

CATEGORY 5: COMMUNICATION SKILLS TOWARDS CLIENTS (Guests, employees, eic.]

information.

manner but this could be better.

information.

openly.

1: Clear area of weakness 2: Room for improvement 3: Sufficient 4: Very good 5: Excellent Rating:
Below standards, often Communicates in a sufficient Sufficient, generally shares “ery good, shares information Excellent, consistently shares
forgets or does not share ° ! P “ 213

information openly.

Comm
ents:

Reality is that there was limited contact with clients. Tom was more in a support rale.

1: Clear area of weakness

2: Room for improvement

3: Sufficient

4: Very good

CATEGORY 6: INTERACTION AND CO-OPERATION WITH COLLEAGUES AND OTHER DEPARTMEI

5: Excellent

Rating:

Below standards, is not
involved in daily tasks, at
work, shows limited interest
in other department and the
company in general

Show occasional interest but this
could be befter.

Shows interest in daily tasks, Is
interested and involved with other
departments, co-operates
sufficiently and knows what's
going on within the company.

Clearly shows interest in other
departments, is very social while
interacting. Enjoys daily tasks and
keep well informed of what is
happening within the company

Excellent, is extremely dedicated,
always knows what's going on;
seeks out new information Is always
very interested and social fo other
depariments. Shows great flexibility
in assisting other depts.

8]

Comm
ents:

Communication could be better and more connected. As Tom and | discussed in our mid term evaluation, Tom is not very enthusiastic about the our (real estate) business (and our company)
which probably does not help in communication and showing interest in our projects.

CATEGORY T: READINESS FOR THE INTERNATIONAL HOSPITALITY INDUSTRY

1: Clear area of weakness

2: Room for improvement

3: Sufficient

4: Very good

5: Excellent

Rating:
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Below standards, is not i

ready for a career in the %??igrpf:r?:?ﬁsﬁg ti?atlj'r? ready Acceptable readiness for a career | Definitely ready for a careerinthe | Excellent readiness to start a career |
intemnational hospitality industry pitalty in the Hospitality industry hospitality indusiry in the hospitality indusfry.

ndusing

Comm | | can imagine that Tom is very suitable for the hospitality industry. | think our business/company is too corporate for Tom and | believe Tom feels more at home in the barfrestaurant business,
ents: in a more casual environment.

Total points

REVIEW OF LAST OBJECTIVES AND ANY ADDITIONAL ACHIEVEMENTS:

TRAINEE'S STRENGTHS:

Communication

TRAINEE'S DEVELOPMENT NEEDS:

Organization/structure/planning

TUTOR: ADDITIONAL COMMENTS (OPTIONAL):

| believe our company and our field of business was not the right choice for Tom. He did not show much passionfinterest during the months he spent with us. | am sure that Tom will be
more ambitious/interested when he will have found a business/environment which is more close to his heart.

Hopefully Tom will look back at his time with JLL as a time where he established what he does like and does not like in terms of work/business. | guess one will be able to make the right
choices in life when you also know what you do not like.

TRAINEE'S COMMENTS:

Comments on appraisal:

DATE FOR FOLLOW-UP MEETING AND / OR NEXT EVALUATION:

DATE TRAINEE'S SIGNATURE: COMPANY TUTOR'S SIGNATURE:

THE COMPLETED FORM NEEDS TQ BE EMAILED BY THE STUDENT TO PLACEMENT OFFICE AND CAREER COACH

Page 30of 3
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App. 14: Approved Proposal feedback

LYCar Proposal Grading Rubric

v.1.1 (Version LYCar 2020; 16 February, 2021)

IT Schoffel Dr. Walsh
Student Name: om Seneneen LYCar Coach: '

oh

Student Number: [p562562 Primary PLO:

Date Submitted: Secondary PLO(s):

14-11-2021

Note: All boxes with red border to be filled by student

Preconditions (required for assessment) Comments

Checks content and completeness

independently, contains information about process and I/
content, focuses on results and outcomes

Executive Summary is present, concise, can be read r

LYCar Proposal meets formal reporting criteria {according to e.g., LYCar Reading & Writing
Guide)

L¥Car Proposal is written in English and is professional,

including commeon basic components such as Intro, ToC, l/‘ :|
Condlusion etc.- see Reading & Writing Guide

LYCar Proposal is max. 5.000 words (counting after

Table of Content, incl. text in tables) - visual proof of l/‘ :|
wordcount is included in Appendices.

Harvard Referencing Style is used consistently,
referencing to primary sources only, List of References l/ | |
is well presented

Check (technical) formalities and submissions

Ephorus upload l/

L¥Car Proposal incl. Appendices are uploaded in Osiris ‘/ |:|
Ethics and data management

Ethical, integrity and data management reguirements |/

Entitled to assessment? (All yes above required): l/
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DD1: The student has demonstrated knowledge and understanding in a field of study that builds upon their general
secondary education, and is typically at a level that is supported by advanced textbooks

1.1 Use of literature and knowledge of
the field

1.2 Intellectual depth and abstract
thinking

Excellent |
Student Pass ¢|
Feedback: r
Not Yet j
Excellent ’
Assessor
Feedback: Pass ‘/’
Not Yet ]

Excellent Pass No Go

Student uses In most cases literature and
knowledge of the field in the report. The
report contains some mistakes and
factual Incorrectness in a limited part of

No sufficient or correct use of literature
and knowledge of the field in the report.
The report contains mistakes and factual
Incorrectness.

Student uses In-depth literature and
knowledge of the field throughout the
report. The report contains no mistakes
and factual incorrectness.

the report.
Student takes all significant facters into
account and looks from different
perspectives, sees patterns, relates Student takes different perspectives into
situations to concepts in order to solve account. The report shows intellectual
larger problems. The reports show depth (taking into account all significant gsh: Lﬁgg“;‘f;\lﬁ:ﬁ:ﬂgegx) in
excellent thinking capacity of the student. factors and looking from different son?e 1ts of the re ‘o{n Panzrns Ay
New unique insights presented In the perspectives) In most parts of the report. Sumdg:“y o (Iegr A
topic and depth of understanding Some patterns are clear. Some links have :

displayed. Excellent linking between the been made.
elements and the underlying issues
within the case situation.

multiple sources

nent com

Dear Tom,

se find attached your written feedback. The below, was sen » email In B2, you t ince embedded th - the
O is now a Pass.
Ihic jc curraatiy akav - hur et naade a few thinge "“fiyian" ar "Iifrinag" hafare thig je 2 GO

DD2: The student can apply their knowledge and understanding in a manner that indicates a professional approach to their
work or vocation, and has competences typically demonstrated through devising and sustaining feedback and solving

problems within their field of study

Excellent

2.1 Application of theories/models to
situations at hand

2.2 Possible impact and meaning of own
work - dissemination of research

Excellent ¢

Student Pass

Feedback: L
Not Yet | |
Excellent
Pass v

Not Yet L|

Student uses a range of theories/models
appropriate to the problems n the case
skilfully and able to add their own unique
perspective and Insight. They own the
madel{s).

Student mentions a range of

theoriesfmodels appropriate to the Mentioning madels and theories but not
problems in the case and applying some using them in a comrect way.

of them in the correct way.

Student plans evaluation of impact and

meaning of own work in relation to Student formulates criteria for Student fails to describe criteria how to
business and industry with sound evaluation. Student describes possible svaluate impact. No (dentification of
wnderpinning. Identification of all impact and meaning of own work. sl:akem-lderg?:-r 'reallsl:IL ian on
stakeholders and acts of dissemination. ldentification of stakeholders and dissemination of kmwlef & through at
Plan on how to effectively disseminate planning of dissemination through at Jeast ' Juable cha gl ith g
knowledge throwgh different channels least one waluable channel with an ::d Eﬁg: valuable channel with 2n
fitted for a variety of audiences is also awdience s presented. ! :

presented.

Thearies and models used spacifically for better support in the research process. The Findings can be used well to gain a
perspactive on how to develop and structure the data collection. The impact of descisions within the research are explained and
connected to the stakeholders, moresver it is explained how the information will be shared and evaluated.

This will continue to strengthen as you proceed with implemtation plan and evaluation. well done.
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DD5: the student has developed those learning skills necessary to continue to undertake further study with a high degree

of autonomy

5.1 Plan on 1IQ development in PLO:
Reflection on product(s)

5.2 Plan on AQ & EQ Self development

5.3 Plan on EQ Social development

Excellent
Student
Feedback: Pass v

Not Yet

Excellent
Assessor

Feedback: Pass v
Not Yet

Overall Assessor Fe

Student has clear plans on what will be
delivered and uses different relevant
theory to underpin own work and reflect
on it

Student devises excellent ability to
critically reflect on own developmental
goals and demonstrates real growth
mindset for life-long learning. Student
proposes a demonstration of being able
to self-direct, taking initiative in
unpredictable situations. Student shows
different metrics that can demonstrate
development in terms of thelr EQYAQ.

Student provides a plan on how to
construct a multitude of proof that shows
development as an Intercultural
Hospitality Leader. Excellent ability to
contribute to the global society/local
community as a responsible citizen.
Excellent analysis of diversity of people
the student will deal with. Possible
effactive collaboration with all

stakehaolders in different cultural sattings.

Hospitality s key to the project or work
the student does.

Student has a plan on what will be
delivered and uses theory to underpin
planned own work and reflect on it.

Student shows developmental goals and
demonstrates growth mindset. There is a
plan on how to reflect on valees,
attitudes and behaviour. Starting levels
and desired end levels are described and
measurements are provided.

Student provides a plan on how to prove
development as an Intercultural
Hospitality Leader. Plan on how to
contribute to the global society/local
community as a responsible ctizen.
Proposing ideas on how to collaborate
with different stakeholders in different
cultural settings. Hospitality is a
differentiator in the students' project or
wiork.

Mo clear deliverables mentioned and
almost ne theary to underpin own work
and reflection.

Developmental goals are not concrate,
there is no demonstration of growth
mindset. Plan on how to reflect is vague
and does not give enowgh substantiation
to show growth.

No clear plan on development as an
Intercultural Hospitality Leader. Plan on
how to contribute to global socikety,local
community is missing. Ideas proposed on
collaboration of hospitality are not
sufficient.

10, AQ, EQ are explained. Davelopment steps, goals and reflection are explained and are feasible.

Consider how you use Glbbs or choose more relevant models fram EQyACD.

Meed to highlight all of your main prejects, work tasks (the key ones) related to IQ,

intelliegence you are deweloping.

bicsing Mleadarshint paed tn lnckids som

eadershin thanme (e _abat b

.&. be clear what specific disci|

pe of leader ace wiy

ne related

aod abat cnecific syamnls and

>dback

‘Car Proposal Outcome

Excellent

Pass v

No Go

Pre-Condition NY | |

All qualitative criteria awarded a “Pass” and at least three qualitative criteria awarded a “Excellent”
All qualitative criteria awarded a “Pass". “P" registered in Osiris. Student can continue with LYCar execution.

One or more gualitative criteria graded as “MNot Yet". *F" registered in Osiris. Student re-writes LY Car Proposal
with incorporated feedback.

Pre-conditions not met. Student resubmits LYCar Proposal. No grade or feedback provided to the student.
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App. 15: Proof of Data Management Upload

File Upload Notification

o noreply <noreply@hotelschool.nl= H & D

Tue 14/12/20271 12:23

To: Tom Schoffelen

Dear Tom Schoffelen,

This is an automatic delivery message to notify you that a
new file has been uploaded.

Mame : Tom Schoffelen
Student Number ; 662562
Email : 662562 @hotelschool.nl
LY'Car Coach : Dr. Walsh
Research Mumber : 2021-316

We kindly request you to forward this email to your LYCar
coach as evidence that your data files have been uploaded
securely.

Thank You.

Reply Forward

101
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App. 16: Proof of EC’s

T.W. Schoffelen

Study Progress Overview

Student number 662562

Date 16 December 2021

Degree programme B Hospitality Management - Full-time Exam Date: 05-02-2018
Cohort 2016 Distinction: Graduated

Study programme P-HTH-C08-16 - Propedeutic curr.2008 version 2016

European Credits (EC)

Minimum credits to be

Study programme Credits obtained

obtained

Basic Programme 60.0 60.0
Others 0.0
Total 60.0 60.0
Programme
Study programme compaonent Type I:E'L";"Dmmdezs :hr;ﬁ::d
all of the parts below
1 Compulsory courses phase 1 Mandatory 57.0 57.0
2 Second language 3.0 3.0

one of the parts below

21 Business other language: Dutch Restricted choice 30

2.2 Business other language: French Restricted choice 30

2.3 Business other language: German Restricted choice 30

2 4 Business other language: Mandarin Restricted choice 30

25 Business other language: Russian Restricted choice 30

2.6 Business other language: Spanish Restricted choice 30 30
Total 60.0 60.0
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Study Progress Overview

Student number 662562

Date 16 December 2021

Degree programme B Hospitality Management - Full-time
Cohort 2016

Study programme PP-HTH-CO8-17 - Post-Propedeutic curr. 2008 version 2015

European Credits (EC)

Minimum credits to be

Study programme obtained Credits obtained Passed
Basic Programme 180.0 150.0 No
Others 0.0
Total 180.0 150.0 No
Programme
Study programme component Type lltlnrlihn;uon;;ﬁde':s nctlrt‘::ll::d Passed
all of the parts below
1 Compulsory courses phase 2 Mandatory B4.0 8B40 Yes
2 Business other language 6.0 6.0 Yes
one of the parts below
2.1 Busginess other language: Duich Restricted choice 6.0
2.2 Business other language: French Restricted choice 6.0
2.3 Buginess other language: Spanish Restricted choice 6.0 60 Yes
2.4 Buginess other language: German Restricted choice 6.0
2.5 Business other language: Russian Restricted choice 6.0
2.6 Business other language:Mandarin Chinese Restricted choice 6.0
3 Compulsory courses phase 3 - part 1 Mandatory 30.0 30.0 Yes
4 Phase 4 compulsory courses 60.0 30.0 No
one of the parts below
4.1 P4 compulsory 60.0 30.0 No
all of the parts below
411 Minor Minor or electives 12.0 12.0 Yes
412 P4 Graduation courses Mandatory 48.0 18.0 No
4.2 Premaster compulsory courses Specialisation 60.0
Total 180.0 150.0 Na
Minor Electives
Study programme component Type Ih;lgl::;:;;gltagﬁjl;ﬂ Passed
all of the parts below
1 Electives Restricted choice 12.0 12.0 Yes
Total 12.0 12.0 Yes
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Word count

Hybrid working model = 221 words
Implementation plan = 177 words
Other tables = 176 words

Total of words = 11.874 words
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Statistics:
Pages. 28
Words 11300
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