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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 signed. 
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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). 
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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 (Fedáková, 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. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562 

8 
 

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 (Fedáková, 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 (Pagán-Castaño 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. 
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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 R2 = 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 line is 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 



LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562 

28 
 

(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 R2 = 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, Fedáková (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. 

 

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 

 

Hypothesis 1: Working from home by the JLL Amsterdam office workforce positively 

affects employee productivity. 
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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. Pagán-Castaño 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. 
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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. 
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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 

 

 

 
 

 

 
 

 
 

(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. 

 

 
 

 
 

 

 

(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  
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App. 5: Complete survey overview 
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App. 6: Grouped statements per variable 
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App. 7: Figures and SPSS results 
 

Figure 1.1: Descriptive statistics for the variable ‘gender’ 

 

 

 

 

 

 

 

 

 

Figure 2.1:Descriptive statistics for the variable ‘age’ 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.2: Descriptive statistics for the variable ‘age’ histogram 
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Figure 2.3: Descriptive statistics for the variable ‘age’ pie chart 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 
 

Figure 3.1: Descriptive statistics for the variable ‘currently living in household’  
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Figure 3.2: Descriptive statistics for the variable ‘currently living in household’ 

pie chart 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4.1: Descriptive statistics for the variable ‘Household children or not’ 
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Figure 5.1: Descriptive statistics for the variable ‘Which department’  

 

 

 

 

 

 

 

 

 

 

Figure 5.2: Descriptive statistics for the variable ‘Which department’ including 

pie chart   
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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’  

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 6.2: Descriptive statistics for the variable ‘How many days would you like 

to work from home during the week’ including histogram 
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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 
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Figure 8.5: Hypothesis 2: Independent Variable ‘Working from home’ and 

Dependent Variable ‘Work life balance’ scatterplot and linearity 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 8.6: Hypothesis 3: Independent Variable ‘Work life balance’ and 

Dependent variable ‘Employee happiness’ scatterplot and linearity 
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Figure 8.7: Hypothesis 4: Independent Variable ‘Current office environment’ and 

Dependent variable ‘Working from home’ scatterplot and linearity 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 9.1: Hypothesis 1: independent variable ‘working from home’ and 

dependent variable ‘Employee productivity’ model summary for Durbin-Watson 

statistic 

 

 

 

  

 

Figure 9.2: Hypothesis 2: Independent Variable ‘Working from home’ and 

Dependent variable ‘Work life balance’ model summary for Durbin-Watson 

statistic 
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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 

 

 

 

 

 

Figure 9.4: Hypothesis 4: Independent Variable ‘Current office environment’ and 

Dependent variable ‘Working from home’ model summary for Durbin-Watson 

statistic 

 

 

 

 

 

Figure 10.1: Hypothesis 1: independent variable ‘Working from home’ and 

dependent variable ‘Employee productivity’ histogram 
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Figure 10.2: Hypothesis 1: independent variable ‘Working from home’ and 

dependent variable ‘Employee productivity’ P-P plot for normal distribution 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 10.3: Hypothesis 2: Independent Variable ‘Working from home’ and 

Dependent variable ‘Work life balance’ histogram  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562 

79 
 

Figure 10.4: Hypothesis 2: Independent Variable ‘Working from home’ and 

Dependent variable ‘Work life balance’ P-P plot for normal distribution 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 10.5: Hypothesis 3: Independent Variable ‘Work life balance’ and 

Dependent variable ‘Employee happiness’ histogram  
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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 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 10.7: Hypothesis 4: Independent Variable ‘Current office environment’ 

and Dependent variable ‘Working from home’ histogram  
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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 
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Figure 11.1: Hypothesis 1: independent variable ‘working from home’ and 

dependent variable ‘Employee productivity’ simple linear regression output 
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Figure 11.2: Hypothesis 2: Independent Variable ‘Working from home’ and 

Dependent variable ‘Work-life balance’ simple linear regression output 
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Figure 11.3: Hypothesis 3: Independent Variable ‘Work-life balance’ and 

Dependent variable ‘Employee happiness’ simple linear regression output 
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Figure 11.4: Hypothesis 4: Independent Variable ‘Current office environment’ 

and Dependent variable ‘Working from home’ simple linear regression output 

 

 

 

 

 

Figure 12.1: SPSS Data & SPSS Variable View  
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Figure 12.2: SPSS Data & SPSS Variable View  

 

Figure 12.3: SPSS Data & SPSS Variable View  
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Figure 12.4: SPSS Data & SPSS Variable View 

 

Figure 12.5: SPSS Data & SPSS Variable View 

 

 

 

 

 



LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562 

88 
 

Figure 12.6: SPSS Data & SPSS Variable View 

 

 
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. 

 

(Online.visual-paradigm, 2021) 
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App. 9: E-mails presentation meetings 
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App. 10: Townhall with JLL Amsterdam office 
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App. 11: Client deliverable evaluation form 
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App. 12: Internship Mid-term Appraisal From 
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App. 13: Internship Final Appraisal Form 
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App. 14: Approved Proposal feedback 
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App. 15: Proof of Data Management Upload 
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App. 16: Proof of EC’s 
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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 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



LYCAR COMPANY PROJECT | TOM SCHOFFELEN | 662562 

105 
 

 

 

 

 

 

 


