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Abstract:

The following master thesis covers the topic workplace. The focus lies on the corona
pandemic and how the pandemic has affected and will continue to affect the workplaces
of knowledge workers. Therefore, the workplace as a research area has been described
holistically, followed by the presentation of gathered secondary data and the conducted
in depth interviews by the author. The presented secondary data and primary data are
agreeing in the workplace how people know it will be changed after the pandemic. The
most likely outcome is the hybrid workplace concept which mixes the home office, the
office and alternatively third places. For these changes the companies have to be
equipped and prepared. The meaning of the office will increase and has to be redesigned
in order to meet the needs of the knowledge workers which are coming back to the office

eventually.
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Introduction

In 2018, the office of the future was “wherever people happen to be"!. This quote is from the
German architect Konstantin Greic. His passion is the ever-changing challenge to design
workplaces for the demands of modern workforces. Lately, people could be observed working
everywhere, in hotels, on the train communing in cafes, airport or even at the beach. The
traditional workplace with a desk and a screen is challenged. More and more public places
become informal workplaces for knowledge workers. People work from all sorts of places, all
set-ups, and all kinds of environments.

The HuffPost Australia stated that an average person spends approximately 90.000 hours at
work.? In other words, the average person spends more than 13 years at work. This fact alone
is a sufficient reason why I wanted to dig deeper into the topic “workplace”. What is the
workplace, what has influence in it and how is it structured and why does it and will it change
even more?

In recent years in cities like Berlin, London and New York but also more tropical destinations
like Bali have shared offices and co-working scenes flourishing times. Trends like the just
mentioned co-working places, working from home, remote work and the “new work”
approach have more and more supporters. Digital workplaces have been on the rise and
especially the younger generation Z has other demands than money. Purpose, flexibility and
work-life balance are important aspects of every job decision for them. Companies, but also
states have to recognize those changes in the youngest talents in order not to lose the war for
rare talents.’

Furthermore, factors like the progress of Al (artificial intelligence), increased world trade and
a truly globalized world have a big impact on an area that was almost shy, calm and not on
anyone’s radar, the workplace.

Due to the Covid-19 pandemic, there is a new fire, new discussion on it. January 2020 Covid-
19 hit Germany. No one was ready for a pandemic even though reports about the situation in
China were published and accessible. However, only after the first infection on German soil,
the German government took action to prevent the virus to spread. Nevertheless, the virus

spread exponentially and as a result, the German government introduced the first lockdown

' Dezzen 2018
2 Belli 2018, Cambridge University Press 2021
3 Francis und Hoefel 2018



after the WHO officially declared it a pandemic. The main restrictions were social distancing
and preventing human contact. This resulted in a general ban of meetings among people, only
two people from two households were allowed to meet.* Similar restrictions have been put
into place in many countries. How should this all be practiced in the workplace? What kind
of impact had and still have restrictions in the workplaces of knowledge workers? How
should people and companies deal with it? And more importantly what will be the new
normal, what will happen after the pandemic? How will the organization deal with the new-
found solutions once the virus is eliminated?

These topics are on the top of every decision-maker in the world. These questions are
deciding factors for industry leaders, global organizations in fight for the best talents and also
the productivity, happiness and work-life balance of their workforce. Working in a human
resources (HR) consultancy, these are the questions people are frequently confronted with.
People would like to know, what’s after? The goal of this thesis is to risk a look into the
future of the workplace based on research and expert’s opinions. I would like to know if
concepts like new work, remote work and hybrid workplace ideas last after the Covid-19

pandemic.
The workplace as a research area

It is a strongly held belief that this topic is on a global scale equally important to many
countries, organizations, entrepreneurs, and society. People have to understand and prepare
for the future as businessmen, entrepreneurs, lawmakers and as a society in order to survive
and continue to live in a stable economy. This study will pioneer and glimpse into the future
with the help of studies, statistics and experts.

In the first part of this thesis, it will be defined what is the workplace and what are knowledge
workers. With this definition ready I will be able to describe the history of the workplace,
describe the workplace itself and show the different research areas. Additionally, the methods
used for the research will be presented and at the end of this chapter as well as the research
design which will be implemented in the second chapter. With the help of the research
design, the Covid-19 pandemic and its challenges will be conquered.

The workplace as a research area in a sense of strategy and impact of the employees’ health,

happiness and stress level is rather new. 1985 workplace as a function, as a study topic, how

4 Riedl und Wengler 2021



to improve employees but not only their productivity but also other factors as just mentioned
got on everyone’s radar in 1985 with the publication of Robert Luchettis and Philip Stones
“your Office is Where You Are™ in the Harvard Business Review. Technology made its way
into the lives of the people and the offices. Emerging innovations like the cellphone made it
possible to work away from the traditional desk.

The book” Workplace by Design™® by Fritz Steele (Yale) and Franklin Becker (Cornell) in
1995 was the first time linking the design of a physical workplace to the success of a
business. Then in 2002 came the Workplace 2020 research and development program from
the General Service Administration in the US. This brought together experts to design a
toolkit that helps US federal offices use the work setting as an advantage towards their goals.
Nowadays this approach is still up to date called the “Total Workplace Program™”’. The
toolkit can still be found as it is a standard practice today for the US federal offices.

In 2002 big cooperation’s recognized the advantages a workplace strategy can bring, and the
Deutsche Bank was one of the first companies to incorporate and strategy: DB smart Office.®
Soon afterward Microsoft started the Workplace Advantage Program, which is still in place
until today. °

Other research areas focusing on factors that impact the workplace are mainly in social
science. There the area is broad and holistic. '° However, workplace research as such focuses
mainly on the productivity of the employees. The reader may find many studies and research
works which will focus on various topics like workplace structure, emotions connected to
work and organization. In the end, it is about the employee’s productivity and how to
improve it. In more recent events Covid-19 added itself to the list of factors that are
impacting the workplace. Other factors which have a direct impact on the workplace will be

discussed later.

1.1 Definitions of the workplace and knowledge workers
First and foremost, it has to be defined what a workplace and a knowledge worker is to use

these terms in this study.

> Stone und Luchetti 1985

¢ Becker und Steele 1995

7 Administration 2018

8 Policy, United States. General Services Administration. Office of Governmentwide 2006
 Williams 2017

10 Bluma und Rainhorn 2020



Aristoteles wrote 350 BC in his famous Nicomachean Ethics ,,Again, the work of man is
achieved only in accordance with practical wisdom as well as with moral virtue; for virtue
makes us aim at the right mark, and practical wisdom makes us take the right means. “ ! In
accordance with this, the workplace is the place where man fulfills his practical wisdom and
his moral virtues to work.

The oxford dictionary defines the workplace as “the office, factory, etc. where people work

]2

The Cambridge dictionary defines it as “a building or room where people perform their jobs

(...

The job platform “indeed” defines it a bit differently: “A workplace or place of employment
is a location where people perform tasks, jobs and projects for their employer. “!4

The definition of indeed is too specific for this study as it would exclude entrepreneurs and
freelancers with its limiting end about the employer. Also, the Cambridge definition is
limiting as it assumes that every person who works is performing their job in a room or
building. Here it is excluding everyone who performs their work outdoors. The same applies
to the oxford definition.

During the research, the author found out, that there is no scientific definition of the
workplace. Scientists, researchers and academics are using the word as a given word with a
common understanding of it. Therefore, after the three different definitions, a mixture in a
very broad sense will be used for this study, a workplace is a place where people work.

The workplace of knowledge workers is the subject of this study. Ultimately, it has to be
defined as well what a knowledge worker is. Peter Drucker came up with the word
knowledge worker 1959 in his book “the Landmarks of Tomorrow”. The knowledge worker
is a worker, who applies analytical and theoretical knowledge, which he/she acquired through
formal training to develop products and services. The knowledge worker creates value
through complex problem-solving in comparison to manual labor which creates value
through physical work.

Drucker predicted that this new kind of worker will be the most valuable asset of the 21
century because of their high level of creativity and productivity. He anticipated the shift in

the paradigm of work. With the increase of industrialization, also the number of jobs dealing
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with information rather than with physical labor grow. New information jobs were created
like managers, consultants and even investors. These were the first working only with their
mind, create solutions for the complex problems of their time. Before Drucker came up with
the term knowledge worker there was the phrase “white color workers” in comparison to
“blue-collar workers”, the blue color is representing the manual task in the workplace,
whereas the white color represents the performance of more administrative tasks.'>

For this work, I am going to use knowledge worker as a worker, which performs complex
problem-solving tasks and does not work physically. And as the workplace is the place where
people work it is to be summarized that knowledge workers nowadays mainly work in office

buildings or laboratories.

1.2 History of the workplace — Impacts of design and technology
Even for knowledge workers, the workplace changed in the past decades. For a better
understanding of the dynamic of the workplace, I am dedicating this paragraph to the history
of the workplace. For better contextualization, it is essential to understand how the workplace
and its conditions changed over the past decades.
Starting in ancient Rome with all its roads, sewers, aqueducts and high engineering and
politics. Moreover, Rome had its business district in which were the shops, government
offices and offices for accountants’ other people who would need an office to do their work.
IN that sense Rome gave us also the legacy of the office. The word “office itself comes from
the Roman Latin term “officium”. A loose translation would be bureau, in other words,
office.
In modern times the first purpose build office building was in the UK in 1726. The Ripley
Building was the first of its kind and build for the Navy. It was versatile and inhabited
staterooms, offices and apartments for the admiral and the admiral board room. Today its
owned by the Department for International Development. ¢
For this study, I am going to go back to the age of 1950 and will describe the usual office set-
up (after 1.1 equivalent to the workplace), factors that affected the employees, the design and
the culture of the time. I am going to explore until 2020 as then the corona pandemic

influences the workplace situation, which is the topic of the research chapter, chapter two.
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1.2.1 1950
The 1950s were disruptive for the workplace as women entered the workforce during World
War II. Up to 32% in the US.!” The office layout was highly influenced by the production or
factory line. Rows and desks were tightly together. This approach was invented by Frederick

Taylor, the father of office space creation. He is credited to be the first engineer who created

e i

office space'®. —ai'*if‘—“’ ==y St

The main aim of Taylor's approach was the increase of
efficiency. Higher ranking members of the workforce,
e.g., executives or managers benefited from private
offices with windows, so they could observe their
workforce and check up on their productivity all the

time and fairly easily. Technology impacting the

workplace and the productivity of the employees were =
Figure 1 — Tayloristic office setup
manual typewriters and adding machines. These were

some of the pioneer machines which were invented for making the life of the employees
easier and more effective. The only negative aspect was the noise from the typing.'® In the
illustration, a typical office in a Taylorism setup can be seen. Here it can be recognized the

typical rows and desks which are very tight together or even like here one big aisle as a desk.

1.2.2 1960
In the 1960s there were two new office space
approaches present. From German Quickborner
Consulting group came in the late 50s and early 60s a
different approach, which is called Biirolandschaft —
office landscaping. It broke up the walls of tables from
Taylorism offices and the workforce got more
decentralized. With this approach, it is more loosely -~
divided into areas with the usage of a lot of plants. It is a [78%¢ 2~ Quickborner Biirolandschat

more organic approach that allows easier and more flexible communication and actions

between different teams. All in all, a more “socially democratic” workplace. 2°
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It can be recognized in illustration 2 that there is more space for easier communication, and it
still follows a certain structure.

The second new approach is called the action office. The
German space wasn’t for everyone. Some people needed
more privacy. The action office by Propst and

Herman Miller came into the buildings in the 60s.2! It was
the first modular office furniture, which is still in use
today. It is a semi-enclosed, flexible design which can be

seen below in the picture. Thanks to the modular

approach it was a personalized workplace experience for Fig;re 3— Action Office
every employee and could be configurated to the needs of

the company or the employee. 2> Every module stays extra and gives the workplace the
typical outlook of that era. In 1968 was the action office 2 was introduced, a more
economical and therefore cheaper version.

The office culture in the 1960s was influenced by smoking and drinking in the office. The
,three-martini lunch” was born. Also, sexual discrimination in the office was practically legal
in the US. Only in 1964, they banned it. And only in 197,5 they defined the term: sexual
harassment. The main technology which impacted the workplace was the International
Business Machines (IBM). IBM released an electric typewriter which improved the speed of

the typer and the productivity. Also, they introduced a computer system for business

customers. 23

1.2.3 1970
In the 70s the office setup did not change much. There were not new setups and the old ones
like action office 2 were still in place. However, in this decade the health of the employees
got more and more into focus. The first ergonomics office chair was introduced. But smoking
was still the norm in the office.
Technology-wise the 70s were important. In the 70s technology started almost to disrupt the
workforce. The computer began to influence workers' performance and floppy disks came

into the world. Back then the floppy disc could hold 1.44 megabytes. Furthermore, IBM

21 Syllable Inc. 2018
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launched its first laser printer in 1976. The fax machine also revolutionized the work with

paper and the transition of letters. 2*

1.2.4 1980
In 1980 there was one new form of office setting dominant, the cubicle. An open-plan office
with rows and walls. It is a hybrid between open plan from 1904 or today's open plans in
startups and modular action 1. The decade went away from the employees’ health approach
towards more productivity and economical decision-making in terms of workplace design.
The cubical farm was born. Small office on offices like in the Taylorism office in the 50s and
open plan offices from 1904 by Frank Lloyd Wright or today’s startups but with more
privacy. See below in the picture. This setup was perfect for middle managers as they were
too important to have only a desk but not important enough to get an own office.
The computer played a major role now in the workplace. With more computers came more
monitors so the desks had to get a bit bigger as well as the cable engineering skills.
Concerning the office culture, the people in the 80s began to chat about work-life balance.
With the cubical farms, workplaces were cheap and so increased the number of workers
steadily. Corporate culture became a priority so every worker understood what the concept of
the company is everybody should know it. The so-called “9 to 5 was born.
The importance of technology increased even more. Apple launched the first Macintosh as
well as Microsoft launched Windows. For a better context, in the 80s the first dotcom address
was registered, and the world wide web came online. Also, car phones contributed to the fact

of being almost everywhere reachable. 2°

1.2.5 1990
The 90s were the decade where the computer wasn’t a
luxury anymore, now it was a necessity for every
employee as the connectivity with the internet increased.
With the continuous rise in numbers of employees the
cubical farms got bigger while the personal desk in the
farm got smaller. The office got more functional, but the

design stayed the same. Cubical farms were still grey or

brown. Figure 4 — Modern cubical farm
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With the dotcom bubble at its peak, big tech IPOs (initial public offering) from Yahoo and
Netscape came along. Amazon and eBay were founded. Big numbers of dot-com businesses
grew quickly.

The office became also more casual with the introduction of casual Friday. Men did not need
to wear suits and ties anymore and were freer to choose what to wear.

Once again, the importance of technology increased. In this decade tools and services such as
Email, Cell phones, Personal Digital Assistants (PDAs), the web browser, JPEG, Adobe PDF
and the MP3 format started. The company founded in 1998 until today influenced our way of

life, Google. All these tools and services made the workplace more digital than ever. 2°

1.2.6 2000
In terms of workplace design, the start of the millennium is groundbreaking with new setups
like “Coworking”. Coworking spaces give the employee more alternative spaces to work.
Also, employees had more freedom and flexibility to choose where to work from. Cafes,
restaurants or other public places became working places like the airport example in the
introduction after the quote of the German architect Konstantin Greic. Remote and work from
home were introduced the first time. With the rise of these new approaches towards the
workplace old ones like the cubicle faded out. Open floor plans and the internet were
omnipresent.
Millennials started to enter the workforce and with them, the demands changed on work and
the workplace. High-speed internet became not only important in the workplace but also in
society in general. The smartphone made it possible that everyone can use the new world
wide web wherever he or she is.
Tech startups changed the way people had to dress at work. Icons like Steve Jobs became
popular with their casual style of clothing. It became more important how people perform and
less what they wear.
With increasing connectivity technology did not become more important, it became a
requirement for most jobs. Tools like Skype, Gmail and Twitter and Facebook launched in

the 2000s. 27
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1.2.7 2010
The 2010s have introduced a big shift in workplace design. Not only the design changed but
also the environment in which the workers perform their jobs. Workers demanded more and
more flexibility. Models introduced in the 2000s like work from home and remote became
the new normal. People worked now from everywhere and whenever they want and the
traditional office changed just as much. New models in the office were hot-design and
flexible desk space. Employees did not have a fixed desk anymore but could pick or even
book and desk space in the office on a day-to-day basis. The work-life balance lobby
increased up to the point that graduates demand a working model for their new job.
Integration in their life is a priority now.
The workforce got more diverse. People from all generations e.g., Gen Y, Gen X, Baby
Boomer and Millennials working together as well from every ethnicity.
Tech company increasing their revenue up to the point where they get more revenue like
traditional companies like Walmart.
Technology is a driving factor of innovation now. Artificial intelligence connects everyday
life and is said to replace certain human jobs in the future. Mobile apps coming into the mass
market and changing the way people consume and work. Productivity tools like Microsoft
Teams, Google Hangouts, Docs and Slack gain more popularity. Moreover, the cloud saves

everything remotely for the workers and enables them to work everywhere on this planet. 28

1.3 Workplace management theories
One of the main factors which is impacting the workplace of knowledge workers is their
managers. It is the main person of contact most of the time and mainly the person they are
reporting to. It has to be acknowledged that there are several theories of how to lead a team,
how to guide a group or how to approach people. It is a science on how to get the most out of
the employees but also how to touch every individual right to boost and develop their
potential. Several theories conquer those challenges differently. In the following paragraph,

the main seven schools of management will be covered.

1.3.1 Frederick W. Taylor's theory - scientific management
Frederick Taylor an engineer was the first one, who studied the work scientifically with the

main goal to increase its effectiveness and efficacy in the process of work in 1919. In Taylors

28 Atlassian 2020, Condeco 2020, Mansson 2021
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theory are four principles. The first principle is to study each task in a way to find the best
and most efficient way to complete and perform the task. Secondly, the employees should be
matched with tasks that match their skill set and their motivation. Furthermore, they should
be trained in that specific task with the scientific processes analyzed in the first principle. The
third principle is supervision. It is said that the worker has to be supervised closely to control
if the worker does the job in accordance with its scientific practices. Fourth, the supervisor
should train more workers in accordance with the scientific principles and plan the future
needs, so the work can be done most efficiently and efficacy. 2°

Taylors theory aims at increasing the workplace efficiency by finding the perfect process to
perform a task. This is general is a positive outlook however it does not mention the way
individuals or rather teams had to perform together. The aspect of teams was ignored in
Taylor’s theory.?® Also, the way the managers had to treat, to force the workers to fulfill the
scientific guidance is not our standard today. Therefore, it can be concluded that nowadays
workplace efficiency and training is valued, but it will not be found this theory in practice

anymore.

1.3.2 Henri Fayol's theory of administrative management
A mining engineer and senior executive, Henry Fayol’s theory deal with the interaction
between managers and staff. His theory states that managers have six main functions:
to forecast the next weeks and months, plan for the future, organize the needed resources,
coordinate the teams and workers, command and control the worker to ensure everyone
follows the commands. Furthermore, he installed 14 principles, rules and practices which
were not rigid but were up to the manager to decide in which way they were applied to lead a
team effectively and efficiently. ' The 14 principles are:
o Initiative: The level of freedom each worker should have to do their work without being
ordered or forced.
e Equity: Equality in the workplace, everyone should be treated equally.
e Scalar chain: Top to bottom chain of command. The principle ensured a working
supervision chain.
e Remuneration of personnel: In order to create a connection, a bond between the

workers and the company there should be monetary remuneration but also non-monetary

2 Taylor 1919
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remuneration. This remuneration has to be bond to the individual’s performance of the
worker.

Unity of direction: The principle means that there has to be only one manager per
department which leads the team then more effectively and efficiently towards one single
goal.

Discipline: Every employee has to be respectful towards other employees but also to the
rules and regulations of the company.

Division of work: To make team members more efficient and effective every member
should be certain responsibilities based on its skillset, motivation, and interest.
Authority and responsibility: The principle proclaims that there has to be a balance
between authority and responsibility whereas authority is the right to make decisions and
tell commands and responsibility is the obligation of a worker to do the job he is hired to
do.

Unity of command: The unity associated with this principle means that there is only one
manager who gives commands to the workers and they are only having to report to this
one manager.

Subordination of individual interest to general interests: This principle takes care of
the conflict of interest, personal interest and interests of the company. In the best case, the
personal and companies’ interest is the same. However, the companies’ interests should
have a priority as the worker gets paid to fulfill those interests.

Centralization: Centralization of power mainly. The power of making big decisions
should be centralized at the top management level.

Order: This means every person has to be the right person for the job. With this as a
principle, the company should run smoothly, and employees and materials should be
organized properly.

Stability of tenure: This principle asserts that an employee only can work efficiently
when the job the employee performs is secure.

Espirit de corps: No one is bigger than the company. This belief asserts that the team
contribution should always be higher than the added contributions of each member of the

team.>2
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This theory is a good example of how managers and leaders within a team are supposed to
work with its members. Those interpersonal and direct actions have a big impact on the

workplace and the well-being of each person.

1.3.3 Max Weber's bureaucratic theory
Max Weber, the German sociologist developed the bureaucratic management theory. The
idea is rather simple. If an organization is structured in a bureaucratic way, it will be most
effective. The organization has to have a clear structure with departments, a clear chain of
commands and rules of governance. In his belief, these rules and structures were most

effective in large cooperation. The theory included five main principles:

o Task specialization — Every employee has a specific task which the worker is
responsible for within the company.

e Hierarchy — Each company needs a certain structure, a hierarchy to work and function
successfully.

o Formal selection — In the selection of leaders, a personal vote is not appropriated
anymore. If a person will be selected leader, then only because of its qualification which
are best suited for the task.

e Rules and requirements — Weber wanted companies to have unified standards, so every
employee knew what’s expected of him/her.

o Impersonal — The structure and regulations should make the company impersonal, so
Weber. In that way, promotions are not about personal ties and connections but rather

about performance. *3

Weber has certainly some valid points so that the promotions should be based on
performance, but he has some flaws. In modern workplaces emotions are essential for a good
working team and a good leader. Impersonal workplaces will not work as employees want to
belong somewhere or feeling appreciated and respected. Emotions should never dictate our
decisions, but good leaders have to be able to relate in order to lead. Keeping emotions out of
the business and out of the workplace is far away from reality in our workplaces today.

However, the structure of Weber is the foundation for every bigger company today as well.

3 Weymes 2004

13



1.3.4 Elton Mayo's human relations theory
Elton Mayo’s human relations theory can be seen almost as a direct opposite to the
bureaucratic theory by Weber. Mayo reached on how productivity in the workplaces can be
increased. He focused mainly on lighting, length of the workday and lengths of the breaks.
Every test he did the productivity seemed to increase. In the end he summarized that nothing
of his testing with lighting etc. has been the reason for the increase but the attention the
employees got from the researchers. The human relationship theory was born. The theory
emphasis on personal attention, belonging to a group or a team and the value of one’s
colleagues. Those factors will increase productivity. 3*
Focusing on the emotions and feelings money cannot buy is important and is a big impact on
people's performance. However, focusing entirely on this will lead to drama in the workplace.
Too much collaboration and affection among team members might lead to romance and
distraction. A good mixture of Weber and Mayo would be a healthy choice for leaders in

today’s complex workplaces.

1.3.5 Ludwig von Bertalanffy's general systems theory (GST)
The GST asserts that companies and business work together as a system, they can be seen as
a living organism which interacts, depends on and collaborates. The theory is stating clearly
that no business isn’t just one person. It needs more to survive. The company is seen as
departments, business units and subsystems. The success of the organization is depending on
the synergies of those systems. So, each of the small systems is an important part of success.
Within the GST manager have to analyze the patterns of the organization and evaluate the
ideal management approach. They have to handle the different systems in order to ensure
company success. 3>
The idea about the systems within an organization could be seen as right. In every department
are still smaller subsystems and workgroups. However, the point that the success is solely
dependent on the synergies among the systems is quite bold. Also, the interdependence
among the systems is only to a certain degree right. If an HR department suffers, other
departments like the sales department suffer too as they do not get enough personnel.
However, if the sales department suffers this does not mean that necessary the HR
department suffers. Synergies are an important factor in a company’s success but by far not

the only one.

34 Conlin 2019, Indeed Editorial Team 2020
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1.3.6 Douglas McGregor's theory X and Y
Douglas McGregor published in the 1950s his book “The Human Side of Enterprise” with his
X and Y theory in it. The theory assumes that there are two types of employees or two types
of motivation. Managers should be guided by those styles of motivation and should use their
management style in accordance.
The first group of employees are X workers, they lack typical motivation, dislike their job
and need to be guided closely. The second group of employees are Y workers. They are
responsible, self-motivated and committed to their tasks.
The ideal approach for X workers is the more authoritarian style of management and will lead
to micromanagement. The ideal approach for Y workers is collaborative. Here the manager
should participate and work collectively together.
McGregor states that theory X is more suitable for big organization to keep an eye on
organizational goals with a closed control over its employees whereas theory Y is more
suitable for smaller companies when the employees are a valuable and important part of a
team with an opinion when it comes to decision making. Here theory Y encourages them
more. 36
This management theory could be seen as outdated today. Employees are not either-or.
Employees are human beings who cannot be categorized in only two different styles.
Nowadays, especially knowledge workers do not have to be pushed around and controlled at
every small task. A micromanager can be very stressful and build an atmosphere of
perfection in the workplace. A workplace where mistakes aren’t allowed is a workplace
where people's development and growth will stagnate. This cannot be in the interest of the
manager or the companies.
Whether in art or science, management is constantly evolving. In most offices today are
managers with mostly hybrid models. There will not be a manager who only uses theory A or
B. To appeal to all employees, to improve their productivity but also their well-being it is
important to acknowledge that even the manager has to improve constantly to ensure the

performance of the team. 3’

36 Conlin 2019, Indeed Editorial Team 2020
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1.4 Motivational Theories
Another factor in the workplace is motivation. To work productively, every employee has to
be motivated. Some have intrinsic motivations while others need a bit of external motivation
with certain incentives. All employees are different, but all humans are built equal.
Motivational theories apply to everyone equally and are an important part of the employees’

experience in the workplace.

1.4.1 Maslow’s Hierarchy of Needs
In 1943, the psychologist Abraham Maslow published in the journal Psychological Review
his paper “A theory of Human Motivation” in which he introduced his hierarchy of needs. He
installed five basic needs everyone tries to satisfy in form of a hierarchy. He suggests that
everyone tries to satisfy those needs in order of the hierarchy after one another. Even though
his theory is well renounced and world-famous the theory is to be seen critical as in the
original paper there is not much scientific research done to prove the theory is working.
Nevertheless, until today the theory is well used and an important base on how to motivate
employees at the workplace.

The five needs are to be seen in the illustration below.

Self- Self-fulfillment
actualization: \ needs
achieving one's

full potential,

including creative
activifies

Esteem needs:
prestige and feeling of accomplishment Psychological

needs
Belongingness and love needs:
inimate relationships, friends

Safety needs:
securify, safety Basic
needs
Physiological needs:

, water, warmth, rest

Figure 5 — Maslow’s hierarchy of needs

As a new graduate and at the beginning of its career it is important to satisfy the lowest need,
basic survival. It is physiological needs that are tried to be met in terms of a stable income
and a good salary to fulfill their needs.

If an employee does not meet these criteria, he or she might decide out of an economical

mindset to quit the job or try to increase the salary. The security needs are crucial to
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achieving the basic needs of Maslow’s hierarchy. If during a crisis the lower needs cannot be
met anymore the employee will always be open for a job change. This will make the
workplace an insecure place. Managers have here the chance to show their human side and
relate to the employees specifically to make them feel wanted, respected and needed.

When the basic needs are met, the person will try to fulfill the third layer of the hierarchy,
belonging. In a work environment, this means social interactions with coworkers or
customers. Here it is important to differentiate between introverts and extroverts as they have
different needs in this regard. Managers have to ensure that the workplace is a safe space
where people feel like they can be accepted and respected to perform their tasks. An
environment with cooperation and interpersonal relations is crucial.

Overall, I can sum up that for the psychological needs, the second layer, communication and
recognition from the superiors is very important. No employee likes to be kept in the dark
about operational decisions. The esteem needs have to be addressed by the manager with
attention and time. In a situation like working from home or a digital employee, this is even
more important as the face-to-face human experience is lacking.

The top of the hierarchy is hard to be met alone. With the help of a team and manager, it is
doable. For employee’s self-actualization means development. Here it is important to cross-
train the employee, offer maybe job rotation programs or a new more meaningful job title.
The employees must understand people are believing and caring about them that they can
reach their full potential. 3

In this way, Maslow’s hierarchy of needs gives a good roadmap not only for managers but
also for leaders, in general, to make the workplace a safe, respected and caring space to thrive

n.

1.4.2 Herzberg's Motivators and Hygiene Factors
Fredrick Herzberg, who was also famous for his quote “mental health is the core issue of our
times”, is the father of the motivational hygiene theory. Herzberg’s theory was a survey in the
50s and 60s. He was determined to find out about the relationship between motivation and
work attitude. Therefore, he questioned workers and asked them about their job. When did
they feel very good and why and when did they feel bad and why? Those rather simple

questions helped him to find the two factors, as his theory is sometimes called two-factor

3% McLeod 2018, Tanner 2020
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theory. Also used here as a source, Herzberg published his findings in the Harvard business
review in 1968 in the article “one More Time: How do You Motivate Employees™.

He found two factors which for him were factors associated for satisfaction in the job and
certain factors for dissatisfaction. Those factors are specific characteristics of the job of the
workers. *°

Factors for satisfaction are achievement, recognition, the work itself, responsibility,
advancement and growth. These characteristics of a job were associated with job satisfaction.
Whereas Company policies, supervision, relationship with supervisor and peers, work
conditions, salary, status and security were factors associated with dissatisfaction.

Hertzberg said that these two factors are no opposites which mean in the end if you eliminate
dissatisfactory factors from your job the employees will not feel satisfaction. But also adding
characteristics from the satisfaction side will not take the dissatisfaction away. Herzberg
himself said that if you eliminate negative factors in the workplace you might create peace,
but you certainly will not increase the productivity of your employees. 4°

For motivating employees, managers should try to eliminate dissatisfactory characteristics.
So, the management has to think about company policies and how to fix them, supervision
should be changed and maybe can be less controlling and more support. Furthermore, they
should install an atmosphere of respect and support in the workplace, so every employee feels
safe there. The job itself has to be meaningful, secure and the salaries should be competitive,
so all the factors of dissatisfaction are addressed. With the elimination of those factors,
management lays the ground for increasing productivity by motivation. Therefore, the
managers have to create satisfaction in the workplace. Only cause the negative factors are
gone does not increase the productivity yet.

Herzberg said that every job should be analyzed for the potential of improvement, how to
make the job better for the person who is doing the job. Management should create
opportunities for achievement and notice, recognize and value employee’s contributions.
Additionally, more responsibility for employees is valued highly as much as having a job that
matches one’s skills. Ultimately the organizational structure has to be changed for more
development opportunities and internal promotions. *!

There are only minor flaws in his theory, e.g., he did not address the performance of a

company in relation to its worker's attitude to the job. The premises is, when the company is

3 Herzberg 1968
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quite successful thriving employees will also be more positive about their job. Also, the
opposite, if the company is struggling, employees might be more negative about their work as
well.

Hertzberg introduced a theory in the 1960s that has still today value and is an important part
of how to motivate people, half a century later. Theories like this have an impact on the
workplace. They also shape the atmosphere in which employees. Management and
motivational theories play an important part when talking about the workplace as they

determine how the leader will act.

1.5 Workplace organization — 5S
The workplace is a place where employees should perform their tasks but is also a changing
and developing space. This space can directly improve feelings like comfort or discomfort in
employees and can improve their motivation and as such also their productivity. For the right
workplace, many factors are important. In 1.2 workplace history, I elaborated on the
technology impact in the workplace and the design which plays an important role. 1.3
workplace management theories showed how managers and their approach towards their
employees can be beneficial to their productivity. However, an organized, clean, and
structured workplace can also contribute to a space where people can work productively.
From Japan comes the workplace theory 5S. The 5S stands for “Seiri (sorting), Seiton
(organizing), Seiso (cleaning, shining), Seiketsu (sanitizing, standardizing) and Shitsuke
(sustaining) . 4> This theory claims that when people want to deliver quality results and work
efficiently then the workplace has to be tidy, clean, safe and everything needed has to be
easily accessible. This will ensure that the employees can concentrate purely on their job and
aren’t distracted. Once implemented it is said to boost productivity, whether installed in a
desk space or production line set up.
It also can be beneficial for knowledge workers in their workplace as it will be shown in the
following paragraph explaining how every “S” helps in the workplace.
First S is sorting. For a better overview in the workplaces, enterprises could sort materials
like folders or papers. If they do not do it there is a chance of suffering a productivity loss. To
help stay organized materials should be sorted by the usage of it, daily, monthly, or even
yearly. Everything which is needed daily can be organized in the workplace and all the others

could be marked and put some other place.
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The second S is organizing. As the first S already shows, unused things should be stored in
someplace functional. The 5S theory says labels and other visual signs should be applied to
help employees to understand where things are located or have to be put.

The third S is shining. Shine is this framework means more not dirty, so the workplace has to
be shiny clean. The workplace should be freed of waste, dirt and everything partly distracting
from a clean surface. But even further, this does not have to happen once but systematically
by using cleaning schedules on a daily, monthly, and annual basis.

The fourth S is standardizing. Standardized work routines have to be implemented by
frequent team meetings. Those rules have to be followed to reduce wasted time.

The firth S is sustaining. Sustaining stand for ensuring that the implemented four S stay
functional. There should be a periodical audit to check the introduced work processes to
ensure that the frameworks continue to work. Also, feedback for improvements can be
collected during those audits. 3

This theory seems to be far away from reality today, however, many production companies
e.g., Toyota, Amazon, FedEx and Rolls-Royce have implemented the 5S system. For
workplaces like offices where the workplace is designed like in 1.2 shown the 5S can be also
beneficial but on another level. An office might be tidy, and no one can even see dust, but
this doesn’t mean that the employee will be productive as the tools changed. Today it is
important to be digital and that the computer is clean and organized. In this way, the 5S can
even be introduced in a folder system in the computer tools to increase accessibility for

important files and relocate less important so it can increase productivity. #*

1.6 Different generations in the workplace
People tend to be the most influential factor in the workplace next to technology which I have
already established earlier and widen the impact in the second chapter. The impact on people
is easy to prove. Everyone is different but how different are people?
Working in HR the author comes across a lot of people and a lot of opinions. But everyone
agrees that the various generations have different attitudes, needs, demands and behavioral
patterns. Especially in recruiting portals, countless articles with headlines like: “15 Strategies

for Recruiting Millennial and Gen Z Candidates™*® or “6 Millennial Recruiting Techniques
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You Need to Know About’# or if Today’s young people differ from yesterday’s.

more seniors are the target group:

“5 Ways to Recruit and Retain ‘ } :

Baby Boomers in 2020”47 can be

Baby boomer Gen X Gen Y (millennial) GenZ
1940-59 1960-79 1980-94 1995-2010
found. . . o -
Context * Postwar e Political transition e Globalization * Mobility and
. * Dictatorship and ¢ Capitalism and ¢ Economic stability multiple realities
Before starting to elaborate on what repression in Brazil  meritocracy  Emergence of * Social networks
dominate internet ¢ Digital natives
is the current research situation, an
. . : . Behavior ® |dealism * Materialistic * Globalist * Undefined ID
illustration will be presented m * Revolutionary * Competitive * Questioning * “Communaholic”
. . ¢ Collectivist ¢ Individualistic ¢ Oriented to self ¢ “Dialoguer”
which the generations are defined « Realistic
and explained. In the illustration, it Consumption « Ideciogy « Status py=vem— yp—
* Vinyl and movies e Brands and cars * Festivals and travel e Unlimited
can be seen how the survey from o Luxury articles ~ » Flagships * Ethical

Tracy Francis and Fernanda Hoefel figure 6 — Generations explained

defined the different generations. Both are a partner and senior partner from McKinsey in
Brazil.*® In the survey in Brazil, they discovered the core Generation behaviors and
consumption patterns. They found four core behaviors of the Gen Z.% The survey is not to be
seen in the workplace and works here only as an example of how people research various
generations. There are also many studies out for the right motivation on millennials or other
generations.

The associate professors Russell Calk from Texas, US published in The Journal of Business
Inquiry a study on this topic. This study was conducted to examines the Millennials'
perception of the Work Motivation Inventory model by Hall and Williams in 1967. This
model is based on the Maslow hierarchy of needs discussed in chapter 1.37.

The result of that study was that it is really difficult to generalize an entire generation.
However, Millennials are more positive than prior generations, so Calk.>°

Another study which was first published in the Harvard business review by Associate
Professor Eden King which works in the Department of Psychological Sciences at Rice
University, Lisa Finkelstein, a professor in the social and industrial-organizational
psychology area of the psychology department at Northern Illinois University, Courtney
Thomas, a doctoral candidate in the Social-Industrial/Organizational program at Northern

[llinois University and Abby Corrington a five-year graduate student. In the article, they state
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that different generations aren’t that different after all. The only thing which makes it
different is the belief that there is a difference. And this difference harms workplace
productivity. °!

For this statement they have reviewed the 2012 “Generational Differences in Work-Related
Attitudes: A Meta-analysis” by David P. Costanza, Jessica M. Badger, Rebecca L. Fraser,
Jamie B. Severt and Paul A. Gade published in the journal of business psychology.?

They take the given and assumed stereotypes which I mentioned earlier and try to validate
them by empirical findings. In their study Eden King & Co. found that the study of David P.
Costanza shows after analyzing over 20.000 subjects, the result is that there is a big variety of
several needs and values within every of the generations. Individuals might have specific
preferences and demands in their work career, but those individual varieties are not
depending on age or generation alone. 3 With this said it is proven that there are not these big
differences between the generations.

King & Co introducing the meta-stereotypes to explain why there are differences in
perception among the generations. They state that people believe they are different and for
this reason, they behave differently. Meta-stereotype is a concept of Industrial-Organizational
Psychology. In this concept a person has a stereotype of another person based on their age or
generation, e.g., a young person is irresponsible. And the meta-stereotype is what people
think as a young person what others might think of me because I am young. This means a
young person might worry that older people think he/she is irresponsible, even though this
might not be the case. If both age groups are doing this simultaneously about each other there
will be tension in the workplace. Everyone will have stereotypes about each other.
Collaborations, teamwork, supporting each other will be impacted negatively. Furthermore,
the research of King & Co. shows that those stereotypes are not accurate. In a survey which
they took 20123 its shown that people tend to assume others will think negatively about
themselves. Even though this is rarely the case. The stereotypes were even positive.

To proof, the impact of the workplace King performed a laboratory experiment’. This

experiment showed that the assumption, the stereotype of someone has a direct impact on

3l King, et al. 2019, Finkelstein, et al. 2019
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one’s performance. So, if someone thinks you are old you will not understand he will not give
100% for explaining it to you as he/she assumed you are old you will not understand. 3
These assumptions, these meta-stereotypes are productivity risk at work. Managers have an
eye on these issues. Open communication and role-plays will be beneficial for the team and
overall, for the workplace.

Another interesting study about the differences is from Henrik Bresman. He is an associate
professor of organizational professor at INSEAD Business school. In the survey of the
business school, they asked 19.000 professionals and students in over 19 countries about their
aspirations and values. In this study its seen that the different generations like Generation X,
Gen Y and GenY have a different mindset and therefore in terms of recruiting could be
approached differently. For example, one question was about technology, whether they think
technology is useful. The older generation even saw technology as a barrier, helpful by most
of the GenX. GenY saw technology as most favorable and to GenZ students was it useful
while students from China and the US saw technology as a hurdle.”’

With these small excerpts from various studies and their methodology, I wanted to show how
broad the research around the different generations at work is. This topic will be increasingly
important as with workplace changes different generations have different approaches. And
the war for talent has begun. Methodology-wise, it can be summarized that most studies,
which have been referenced or read are whether surveys or laboratory experiments. The
survey has up to 20.000 respondents are reflecting the global phenomena about the difference
in generations. The fact that for diversity or generations it has to be gathered a lot of answers
disqualifies for interviews or similar techniques. Also, the laboratory experiments are made to

confirm or deny the impressions after the survey to conclude a statement.

1.7 Workplace strategy
Another more evolving topic, especially right now is workplace strategy. But what is
workplace strategy?
Anika Ellison Savage writes 2005 in her article in the Journal of Corporate Real Estate:
“Workplace strategy (...) is the dynamic alignment of an organization’s work patterns with

the work environment to enable peak performance and reduce costs. ‘3

%6 King, et al. 2019
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In her study about the impact of technology on work patterns plus the work environment, she
found that major corporations in the US were using her office as a competitive advantage.
They did that as they were aligning strategically their resources, tools, policies, and work
environment which they provided for their employees. However, the environment, the
workplace they provided failed more and more to deliver the anticipated result. The
workplaces failed to cope with the emerging patterns of technology at work. Workplaces
from the 80s and 90s are unsuited for nowadays demands of innovative, collaborative, and
high-performing workforces. >

Savage lists the cubicle and open plan workplaces are negative examples from 2005. In her
opinion, this office setting doesn’t offer much privacy, variety, and anything else but a desk.
An effective workplace should be focused on more interactions and knowledge sharing. The
office must have different spaces for different purposes. Big space for enough interactions but
also small spaces for thinking time, work time, time for collaboration and time to just meet
someone. The office should have the right mix of spaces so the employees can use them
effectively and with this, they will increase their time of working and ultimately their
productivity.

On page two it was mentioned earlier Luchetti and Stone. Already 1985 they stated in their
article in the Harvard business review that the corporate office world has to offer a variety of
purpose-driven spaces in which the workers could move around during their working day.®!
Already in 2005 Savage knew that technology would continue to impact the workplace.
Another factor I already discussed is the different generations in the workplace when the
baby boomers retire or better if the baby boomer retires. In the US strategies on how to keep
the wisdom of the elders have gained popularity. Several retiring processes came up and are
discussed how the ease out the elder but keep them there to train and to be smart.®

With the just mentioned factors, how can corporations and companies stay up to date and win
the war about the best talent but also keep their productivity high with all the new emerging
patterns in work?

Savage identified four factors on how to create an effective workplace to increase knowledge
sharing and stay on top of the competition. Before everyone could start to change everything,

first business processes must be observed to understand how people work. This happens
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usually in interviews, observations, and surveys. But also, employee demographics, brand
image and business drivers have to be considered.

The strategy has to address the four components easier motioned: technical, physical, social
factors of work and simultaneously the financial capabilities of the company.

Technology should support different working models such as remote work and more
collaboration in the workplace. It should give the workplace a certain degree of flexibility
and mobility within the office context.

Physical factors are geography and architecture. Should the new workplace be a campus or a
tower? What else should it have, Gym, daycare, supermarket? How should it look like urban,
suburban, rural, or modern? These factors have a big impact on the employees’ emotions,
how they feel, and this leads to performance decrease or increase. So, the design has big
impact on the employee’s performance as well.

Social factors consist of thoughts about the employee exchange. The workplace should make
it easier for people to exchange knowledge. It should lower the barriers to communication in
general and consider that the workplace reflects how the company values its employees.
Financially the benefits will come as revenue will increase and costs will be lower in the end.
All under the premises that employee productivity increases. If the productivity increases,
then innovation will increase with that quality. Space will be used more effectively, and real
estate, in general, does not have to be quired anymore.

As workplace strategy is such a complex field, for implementation it is recommended to use
an interdisciplinary team consisting of internal and external employees. interdisciplinary
team. &

The just mentioned workplace design is another area that has an impact on the performance
of employees in the workplace. The workplace has a major impact on employees and their
well-being. Workplace design will also play an important role in the next paragraph which

will take a closer look at mental health.

1.8 Well-being in the workplace
The presented studies, research papers and articles all have been about productivity and how
to keep employees motivated. The goal is to have hard-working, well-connected, and well-
educated employees. This paragraph will deal with the topic, how to keep employees healthy

or what are the biggest risk factors in the workplace and how can it be avoided.

83 Savage 2005
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In the research for the thesis, the author came across many studies, mostly surveys or
intersectional studies which dealt with violence in the workplace. Violence in the workplace
(WPV) is a well-documented and well-dealt topic in the scientific community. It can be
found recent studies from 2019 like “The impact of workplace violence on job satisfaction,
job burnout, and turnover intention: the mediating role of social support by Xiaojian Duan,
Xin Ni and Lei Shi.®* Other topics include “Strategies and Tools to Reduce Workplace
Violence” by Mary A. Gallant-Roman® in 2008. All authors are health officials in the US.
Workplace violence research is based on the healthcare system in the US. A lot of research
about WPV is only in the US. For this reason, it disqualifies to be further explored.

Another field is workplace bullying. Here, again more recent studies and older ones alike.
However, research topics are very similar. It is about the measurement of workplace
bullying®, the incidence of workplace bullying®” and the literature reviews about workplace
bullying®®. It can be acknowledged that the area of workplace bullying is important however
bullying is not affecting everyone and for this reason, this area will not be further explored.
The topic which will be explored further in this paragraph is stress at work. Stress connected
to the workplace is a major problem in the workplace. Studies show that 18% of Europeans
experience stress in the workplace every day. Furthermore, rather woman women than men
experience stress at work. Also, the response to stress at work is different. 46% of women
would overeat whereas only 25 of men would. However, men are more likely to engage in
drug use than women, 12% versus 2%. %° Also, studies have shown that there is a link
between stress and cancer progression.”®

Emma Seppild, Lecturer at the Yale School of Management and Faculty Director of the Yale
School of Management’s Women’s Leadership Program and Kim Cameron is the William
Russell Kelly Professor of Management and Organizations at the Ross School of Business at
the University of Michigan showed in a Harvard Business Review (HBR) article in 2015 how
bad stress really is to an organization’s performance and how big the impact for the

employees is. They name the following arguments on how stress is impacting the workplace.
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Some managers tend to think that stress and pressure do increase the performance of
employees what most organization and their managers are unable to notice are the hidden
costs, the backlash of the stress and external pressure.

The American Psychological Association believes that approx. $500 billion is taken away
from the U.S. economy due to workplace-related stress. Additionally, 550 workdays are lost
each year to sick leaves caused by stress at work. More than half of workplace accidents
(>60%) are believed to be connected to stress. !

Even further studies prove the connection between the stress of belonging to a hierarchy and
diseases and death. Other studies show the impact on rank. Employees from lower ranks of
the hierarchy have a higher risk to get cardiovascular diseases or die from a heart attack. The
researcher Anna Nyberg found out at the Karolinska Institute with a study of over 3000
employees that the behavior of leaders and managers are strongly linked to heart diseases in
employees.”?

Another problem pictured in the HBR article is the factor of disengagement. Once employees
realize in which kind of a toxic workplace they are in, they will not perform as strong as
before. A study from Queens School of Business has shown that employees who do not feel
valued, supported, and respected visited 37% less the workplace than engaged workers. Even
further, 49% more accidents and disengaged employees produce more errors and failures up
to 60%. If accumulated to the result of an organization, it will end up as a result of 65% lower
share price of the company over time. Disengaged workers will cost the company a fair
amount of money. Disengaged will lower the job growth by 37% and overall productivity
will decrease by 18% in the organization. Those numbers are alarming to all high-pressure
cultured companies. 73

The third point of impact Seppidla and Cameron show is recruiting. The war of talent is
negatively impacted as well. Hiring and also retaining employees will get more difficult. The
American Institute of Stress claims that workplace-related stress leads to an increase of
approximately 50% involuntary turnover. Voluntary turnover means people will engage in
the following activities up to 50% more: quit, do not accept, or do not want promotions and
to search actively for a new position. Now people could argue that with flexible working
setups and working from home those things could be prevented. However, changing the

workplace and not the work culture or climate itself will not change the engagement of the
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employees. A poll by the Gallup management journal revealed that those well-being benefits

will always be more valued by the workforce than more money.”*

1.8.1 Where does stress come from?
Another field of research answered the question of where the stress comes from, in which
situations does it occur. It will be showcased theories, transactional and interactional.
A short overview will be given, however, not further get into the details as the entire research
could be another thesis or dissertation topic.
The Transactional Model of Stress and Coping by Richard S. Lazarus and Susan Folkman
believes that workplace stress comes from the internal negotiation each employee does with
itself about the circumstances at work. The process of accepting that the work is how it is.
External factors are important for the negotiation as they are the reasons however the stress
comes from the process of negotiating acceptance of the situation. The amount of stress
depends on the approach of each employee individually. It is the way they think about the
workplace situation which can influence their mood and their stress level.”>
The interactional theory also takes the employee relation to the workplace situation into
account but does not focus as closely on the employees’ internals as the transactional theory.
The interactional theory focuses more on the factors which cannot be changed easily around
the employee like the environment including culture, hierarchies and more rigid factors
which are hard to change for an employee. 7
Within the interactional theories, there are two models. One model in the person-environment
fit model by Jeffrey R. Edwards from Kenan-Flagler Business School University of North
Carolina, Robert D. Caplan from the Department of Psychology at George Washington
University and R. Van Harrison from the Institute for Social Research from the University of
Michigan. Based on this model, the reduce stress effectively an organization has to ensure the
employees fit into the environment at work. The theory says it is important to hire for skills
but also and even more important for the right fit to the environment at work. If the fit
between the employee and organization is giving there will be less work-related stress, a

higher identification and ultimately higher productivity of this employee.”’
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The other model is the Job Demands—Control-Support (JDCS) Model was invented by the
American sociologist Robert Karasek in 1979.7% It shows how job characteristics impact the
well-being of employees. It tries to explain how job demands are the reason for workplace-
related stress, e.g., too much work, too little time, or if the employee is too ambiguous. The
theory focuses on the skills employee should use to deal with the situation at work. That
ability is called “control”. The author defined control “as the ability to make changes to one's
circumstances””®. In comparison to the other theories, this theory put the control of the
employee in the focus. Companies should be allowing their employees to arrive not on a strict
schedule and b more flexible with working hours to decrease the stress level of their
employees. That freedom at work, this control over their own time and mind is then the
responsibility of the employee to create a workplace structure or setup in which he/she is not
exposed or feels the stress. The author stated further that companies cannot give enough

workshops and training for meditation or mindfulness.®

1.8.2 A positive workplace
Until now a base for where the stress comes from it has been established and which degree of
impact stress can have. Furthermore, it will be explored which solutions and measurements
companies can introduce and take to prevent workplace-related stress. Earlier I mentioned
already a workplace strategist in 1.7. Such a person or department could be responsible to set
up a workplace designed to reduce stress factors.
Seppéld and Cameron believe well-being for employees comes from a positive culture at
work. Now I can make the connection to chapter 1.3 where I discussed workplace
management theories. There the focus was to increase productivity, sometimes even on the
cost of the employees. Here is another approach with positive work culture.
Seppild and Cameron reveal in their research six characteristics to have a positive workplace,
six important factors which will create a positive influence at work. Those six are: caring for
each other, being genuinely interested in each other’s lives and feel a certain degree of
responsibility for the coworkers. The second one result from the first one: being supportive
and offer kindness and empathy, show compassion. Third, to have an open culture where
people are allowed to make mistakes and coworkers are forgiving and do not blame others.

Fourth, to inspire others at work. Fifth, focus on the purpose of work, try to focus on the

78 Robert und Karasek 1979
7 Kathy 2019
80 Van der Doef und Maes 2010

29



meaningfulness of the work pursuing. Sixth, be respectful, treat others with gratitude,
integrity, and trust.

If a leader can foster such an environment, the positive workplace will be more successful in
the long run as positive attitudes and the employee’s well-being will be increased. This will
increase further people’s relationships and creativity and will be a hurdle for any incoming
negativity. Also, it will attract new employees on another level, it is not anymore, the brand
image but also the working culture and workplace experience. It can become a competitive
advantage and be implemented in the brand image after all.®!

Combining now the learning from this chapter and 1.2 and 1.7 I can conclude that workplace
design plays an integral part in the well-being of employees in the workplace. This also
shows a survey of Fellowes in 2019. In their big survey, their Workplace Wellness Trend
Report they found out that for 87% of the asked employees it is important that they work in a
healthy environment. Additionally, they would like to have health benefits like healthy lunch,
better seating, or a wellness room.%? For future exploration on how a healthy workplace looks
like the WELL Building Standard™ is recommended. This is the first standards for interior
spaces, office and buildings which want to implement and measure the health and well-being

of their employees. %3

1.9 New work
In the introduction to this thesis, it was stated that the impact of corona will be analyzed in
the second chapter of this paper. It tends to be one of the biggest influences on the workplace.
However, before the global pandemic HR professionals, strategists, leaders and scientists
tried already to recognize patterns to predict the future. This more practical than scientific
approach is called “new work”. As this is a scientific paper, the author would like to point out
that this area is close to practice and has influence on the current statements of experts will be
influencing the future.
New work, work 4.0, workplace transformation, flex work or future of work. All these titles,
all with different meanings and emphasis are out there. Nevertheless, the new work in its
purest form is more human-centered and purpose-driven.
New work comes from the Austrian philosopher Frithjof Bergmann. Born in 1930 he became

a famous professor for philosophy at the University of Michigan. In the 1970s he started to
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question capitalism and communism. During this time, he struggled with the system and
thought about the freedom of humans and how it interacts with work.

He is the so-called father of the idea behind new work. New work itself is a collective term
for a new, disruptive approach on how work is perceived and lived. Where there is new work
there also has to be old work. Bergmann believes that the old model of 9 to 5, big hierarchies,
and management theories from hundreds of years ago are outdated. This classic hired labor
he describes just do the job for the salary at the end of the months and they might even hate
their jobs. The new work approach is more people-centered and focuses on freedom and
purpose. It describes the conditions for a job in a globalized and digitalized world. People
should like what they do, if they do it voluntarily and not solely for the payment, Bergmann
is certain they will do it better as a consequence for the company as much as for the economy
collectively.

For implementing new work companies have to understand that they cannot force new
approaches in all patterns. They have to give their staff a chance of new creativity, autonomy,
co-creations, and more participation. To do this it needs a different hierarchy. Not only a flat
one but a new leadership approach. Leadership has to be more democratic and on eye level. A
new leadership culture has to be implemented with a focus on employee autonomy. People
want to feel appreciated and valued. This connects directly to the earlier mentioned
motivational theories, employee well-being and mental health. It is overall an employee-
centered approach in which the employee is able to choose how to perform best.

More agile working processes would also be beneficial for enterprises to be able to adapt
more quickly to unpredicted situations and new requirements. The culture has to be
rewarding, feedback-oriented and full of trust and error tolerance. It is important to
understand that silos and departments have to be taken apart in order to support exchange. 34
Another important part of the implementation of new work is to see the employee as an
individuum. They are able to set their goals, decide their performances and pieces of training
themselves. Another important factor is new office concepts. To give their employees the
necessary space to be creative and to foster exchange companies have to implement flexible
workspaces with multiple different setups, like quit rooms, open spaces, common areas and

call stations. This should encourage creativity and virtual teams. 3°
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Some companies go so far and let their employees set their own salaries, like the German
vegan condom producer Einhorn.86 Blizzard, the French video gaming production company
has implemented this new leadership approach as well and Jeff Kaplan, chief developer at the
video comments the following statement about being a leader at Blizzard: ,,I know that
developers all over the world would love to work for Blizzard, so we have some of the best
people working for us. We should also let these people make decisions. Every now and then,
a conflict arises, and I have to have the final say. This then feels like a failure. If I never have
to make a decision, because the team takes care of it, then I have won as the boss. %’

Not every employee can work in such an environment. The new work approach gives a lot
however it also takes a lot from an employee and with this are coming certain restraints. To
be able to implement new work fully people have to aware of the restraints. This approach
depends on the discipline of the employees and their self-motivation and time management.
Furthermore, the staff has to be able to organize themselves. If there is too little structure,
there will be chaos. Critics are, that the workers might be available after hours, but again, it is
up to the autonomy of the employee to not be reachable. It is a lot of responsibility and it is
not everyone’s cup of tea. 8

As new work is an ongoing trend and a future outlook, HR professionals and industry leaders
state every year on LinkedIn and other not scientific sources the trends for the new year. As it
will be written in the second part about Covid-19 and its impact on the workplace it might be

interesting to see if these professionals have an accurate outlook in the year 2021.

1.10 Workplace trends
Dan Schwabel publishes every year the trends for the workplace trends for the following
year. He is New York Times Bestselling Author and Managing Partner of Workplace
Intelligence. For preparation, he has conversations with more than a hundred HR leaders and
CEOs, and he studies several national and global surveys. Furthermore, as secondary data he
derivates information from more than 450 sources and comes up with the rends for the new
year.? The author cross-referenced his 10 trends with other various sources e.g., Deloitte’s
Global Human capital trends 2021°° and made its own list with topics that will shift into

focus in 2021. This can be seen as part of this thesis to see at the end how well the predictions
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from him perform in comparison to the data which will be presented and conducted in the
second part of this paper.

The first area is employee well-being and health. All sources agree that this will be the topic
of 2021. This is not new especially after introducing the new work approach in the prior
chapter. However, Schwabel and others agree that with then changed in 2020 the well-being
and especially mental health of the employees in new workplace settings will be a crucial
factor to organizations’ performance. This goes along with the second focus on 2021. The
transformation of workplaces in connection with more agile workplace methods as well all as
increased digitalization. Workplaces transformed in 2020 already, hybrid models (work from
home and present time in the office) became normal and the share of remote workers remote
work also increased. With the digitalization and new technology possibilities remote and
work from home (WFH) is easy to set up and easier to manage as it was before. When the
workforce should come back to the office, enterprises have to answer the question: what
purpose has the office now? The authors agree that new models will transform the purpose
and with that also the way people work. No one is sure in which way only that this is about to
happen. Schwabel speaks from the biggest disruption since the world wars.

If the workforce comes back to work, the workplace will be more about employee experience
at the workplace. This closes the circle to mental health and also new work. The employees
have to feel and see another experience at their workplace in comparison to 2019. The old 9-5
models should be outdated.

The last focus point in 2021 will be retaining and reskilling the workforce. This is about the
often mentioned “war of talent”. Skilled labor, well-educated knowledge workers are going to
get more rarely, which means competition for high skilled workers will further increase.
Companies should use their workplace experience as a competitive advantage. However, the
employees should be retained and the turnover should be reduced. In order to do that training
and development has to be an essential part of the employee experience in the company.”!
The research and advisory company Gartner found out in their studies that only 16% of
newly hired employees have the skills for their current and future roles. They caution HR
leaders and executives equally to reskill their employees to be successful in the future.®?
With this short overview of the workplace trends for 2021, the author would like to end the

presentation of the various workplace research areas.

1 Schawbel 2020, Chang 2020, Volini, et al. 2020
92 M. Baker 2020

33



The following paragraphs will go into detail with some problems with workplace research
and which topics the author did not mention and explored further. Afterward, the research

design for the second chapter will be explained.

1.11 Problems of workplace research
In the first chapter, several areas which are impacted the workplace, and which are in direct
relation with the workplace have been explored. Certain characteristics have been noticed
during the study of the material which made the process of displaying different workplace
areas difficult. It has been noticed that there is not this one topic “workplace” which scientists
investigate. All presented areas did their research in connection to the workplace but not only
the workplace. The workplace is an interdisciplinary field of manifold interest.
However, the overall topic of most studies, surveys or research papers will ultimately only
answer one question: How can an organization increase the productivity of its employees? In
the covered topics from design, metal health, history or management theories this question
was underlying present in each of these topics. As in the showed beginning, the workplace is
the place where people work. This means the workplace is the one constant which applies to
all employees equally. If the workplace changes sometimes it will have a direct impact on the
employee and in the end on its productivity. This is a surprise to the author but does also
show how the capitalistic system is constructed and is influencing research. Even in the
workplace health chapter, the main goal is to keep the employees healthy, however, the
human resource is the most important resource in a company and should be productive.
Apart from being truly interdisciplinary, workplace research is conducted sometimes through
interviews, experiments etc. but doing research in the workplace brings certain risks with it
which could interfere with the overall goal of the research, to unveil unbiased facts.
To conduct an experiment, an observation or another form of research it has to be followed
certain rules to ensure a neutral unbiased direction. However, while using human participants,
one of the regulations governs that the participation has to be voluntary, and the research
team has to have accurate information. If research is about a workplace setting, the
employees’ participation then is questionable to which degree this participation is voluntary?
Are there negative results for the employee when he does not want to participate? Does
he/she have a free choice to decide? Are the employee’s behavior and even perception free

from authorial views on the hierarchy? Do they have to show their positive loyalty to their
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employer? These questions have to be addressed and discussed to ensure unbiased research

processes. 73

1.12 Not addressed research areas
Due to the interdisciplinary nature of the workplace research, it was not possible to cover all
topics which impact the workplace as well as all areas which conduct research with touching
the workplace. However, the author would like to point out two topics that have not been
mentioned and would like to explain the why.
First of all, workplace psychology. This term refers to the field of study called Industrial and
Organizational Psychology. This covers understanding, explaining and improving the
characteristics, behavioral patterns of teams and individuals in companies. Taking this
knowledge and try to solve work-related problems. I could also say the workplace is an
interdisciplinary field of research within Industrial and Organizational Psychology. As this is
not a psychology thesis only topics relevant to the thesis topic have been touched. But indeed,
mental health, employee well-being, stress, named bullying and sexual harassment have been
covered as well as talked about the problem of the workplace research about employee’s
productivity, which are all mainly topics in Industrial and Organizational Psychology. **
The workplace itself is of course influenced by psychological topics as humans come
together, interact, have to solve problems and perform tasks. However, in Industrial and
Organizational Psychology the workplace is described rather less. It is not a physical space
where people sit and work or a place that can have different designs, it is more a theoretical
construct. Consequently, I did not explain it further as it would have taken away the focus
from the workplace as the center topic.
Another big topic within the research is workplace learning. Learning itself is a popular
branch within the HR department, called learning and development. This too, rather a
psychological area. But the complex topic of learning does not influence the workplace to the
degree like the other covered topics.
Ultimately workplace psychology and workplace learning are very complex topics with
various focuses and several areas to cover. The topics are so diverse that one thesis alone

could not cover the whole field of research.

93 Kean University 2019
% Emotiv.com 2021, Nguyen 2016

35



1.13 Methodologies of workplace research
This paragraph will be used to summarize the scientific methods used by the presented
experts and researchers to discover and identify a pattern to understand why certain methods
have been used.
All researchers used empirical research methods as their conclusions are strictly drawn from
tangible empirical evidence and as such its verifiable evidence. Most of the researchers used
quantitative research methods like surveys of up to 20.000 participants, some even across
multiple countries. Surveys are perfect for gathering big amount of data. The big advantage is
that with the advanced digitalization starting in the 2000s surveys could be easier managed
via email or faxes. This made this type of research cheap, easy and at the same time still
reliable. It is excellent to support or deny the hypothesis and also it can be derived from a big
group of participants easier to a certain group of people with a survey. Furthermore, it is
easier to compare it to gathered data. It seems handy for topics around the workplace for the
above-mentioned reasons.
Next to the survey as the tool for quantitative research, some used a so-called meta-analysis.
This is a statistical analysis that combines results from more than one study. This is often
used in research areas that are already known and heavily research. With a meta-analysis,
people try to summarize and work out the most important evidence and statements from
multiple studies from one field of research.
In the field of workplace violence, the author came across multiple intersectional studies.
Those are designed to conceptualize a group of people or individuals who are affected by a
problem. This special kind of study combines the common ground the group has and tries to

understand the complexity of their problem.”

1.14 Research Design
This paragraph will be used to outline the research design for the second chapter of this
thesis. The design is going to be exploratory. Exploratory research design is used to identify
and explore new developments. In this thesis, it will be used the exploratory design and start
with an analysis of the gathered secondary data in the second chapter. Therefore, it has been
gathered scientific articles, surveys from major companies and reports from business and HR
leaders and experts. Afterward, primary data will be used. For the primary data, qualitative

research techniques will be applied. The benefits have been stated already in the prior

% Crenshaw 2017
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paragraph. For the qualitative research techniques, it will be explained how the questionnaire
has been constructed for the in-depth interviews with the experts. For qualitative research, the
in-depth interview and projective techniques will allow gathering the necessary information,
opinions and feelings from the experts rather than just facts from participants. Also, it is
easier to identify believes about the future rather than collecting answers from a survey. As
projective techniques, completion technique, more precisely sentence completion will be
used. This will be used to trigger the imagination of the experts and not limit them with
closed questions. The sample size will be maxed at 20, due to characteristics of the in-depth
interview, being time and money consuming plus the restriction in the covid-19 situation.
Afterward, they will be analyzed and connected to the analysis of the secondary data.

The hypothesis for this research is:
“Covid-19 will have a permanent impact on the workplace. The new workplace concepts will

stay even when the pandemic is over. They will bring new challenges to the employees and to

the leaders, which have to ensure the well-being of the workforce in the new workplace. “
Exploratory research

As stated before the research design will be exploratory. This design will be used to discover,
understand and identify new trends, methods, concepts and focus points on the workplace

which got introduced or accelerated during the pandemic.

2. Secondary Data analysis
Secondary data is data that has already been collected from companies, institutes and other
organizations. Those are articles, studies, comments and magazines. It is easily accessible,
relatively inexpensive and quickly obtained. This type of data can help formulate an
appropriate research design, answer certain research questions and test some hypotheses. In
this chapter, secondary data will be used to test the presented hypothesis in 1.14. The data

will be presented, described, analyzed and summarized.

2.1 Remote Work Statistics: Navigating the New Normal
In late 2020 Emily Courtney published an article for the American website flexjobs.com.
This website is a source for all topics around remote work. In her article she is citing various
surveys and analyzing their main statements. The data have been collected together for this

article to show that remote work will not disappear once the pandemic is over. The gathered
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data go back until May 2020. It is a trustworthy source and it can be categorized as external
data.

Courtney cites one PwC % survey. PwC asked 699 CEOs in 67 courtiers in June and July
2020 about their perceptions about the future of work. The main finding here is that 78% of
the CEOs agree that forms of remote collaboration are here to stay for longer than the
pandemic.

In their own survey of flexjobs, they asked approx. 4.000 remote working people how they
perceive changes in their work life. 31% of the respondents want a hybrid work environment
and 65% want to work remotely. All in all, this is 96% of people who want some sort of
remote work setup. 27% of the people said they even would reduce their salary up to 10-20%
to work remotely. Additionally, the survey showed an increase in productivity for remote
workers. 95% said their productivity has been higher or the same than in the office and 51%
stated that they have been more productive remotely. The reasons are quiet and more
comfortable work environment, more focus time, fewer interruptions.

A remote workforce report shows that in 2020 remote workers showed a Workforce
Happiness Index of 75/100, compared to their in-office counterparts with 71. Furthermore,
remote workers are more likely to say they are satisfied (57%) with their job than workers in
the office (50%).

Another survey in cooperation with Mental Health America found out that people with
flexible work settings report better mental health than in-office setups and employees with no
access to flexible work have a risk of having poor mental health which is twice as big as their
remote counterparts. °7

In this article Courtney shows clearly and effectively that remote workplace concepts are not
vanishing once the pandemic is over and even more than that, a remote workplace has only
positive benefits for the employees. The employees recognize this and will ask and demand

this workplace flexibility in the future.

2.2 Gartner survey
The American research and advisory company Gartner obtained external data with a survey
on the 5™ of June 2020 of 127 company leaders. The group was represented by leaders from

all departments of a company.

% Sethi, Rivera und Amitrano 2020
7 Emily Courtney 2020
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Gartner found out that 82% Figure 1: Company leader intentions regarding flexible working after COVID-19

of leaders want to allow

Percent Selecting; Multiple Responses Allowed

peop le sSome remOte Let employees work remote some of the time

WOI'kll’lg tlme Whel’l Let employees work remote all of the time

Flex days

employees return to the

Flex hours

office. Also, approx. half of Shortened work weels (4-105)

Other

them said that want to give

None of the above

their workforce the option of o% so% 100%

n=127

fully working remotely.
Figure 7 — Gartner survey

Only 13% of leaders worry

about their employee’s productivity in hybrid workplaces. About 60% introduced more
frequent check-in with their staff and 29% did not change anything towards that. 3

In conclusion, Gartner shows

with this survey that remote will find its way into the business world after the pandemic.
Most leaders think about it and almost half of them will offer fully remote options. This

clearly shows that remote work will stay.

2.3The 2021 State of Remote Work

What's the biggest benefit you see to

The fully remote company Buffer, a marketing and working remotely?

engagement company publishes every year a

remote work report. For this report, they asked 32% @ Ability to have a flexible schedule

25% Flexibility to work from anywhere

2.300 remote workers. The external data were

22% Not having to commute

obtained from October 14th, 2020 to January 4th,

11% @ Ability to spend time with family

2021 and the help of Doist, Remotive, and We 8% ® Ability to work from home
2% Other
Work Remotely. In this year’s report, 45% of the

people are not voluntary remote workers. 45% are

2021 State of Remote Work
buffer.com/2021-state-of-remote-work

working remotely due to Covid-19. It is remarkable
that still, 97% of the responders would like to work ¢~ Bullersurvey question 3

remotely, at least some time for the rest of their career. This number did not change this year
even though almost half of the respondents do not work remotely voluntarily.

The major benefit of working remotely is the flexible schedule everyone can have in

accordance with the individual life (figure 8). 25% favor the free choice of the location.

% Gartner 2020
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The struggles of remote work are shown in What's your biggest struggle with working

?
figure 9. Here it can be seen that with 27% the remotely?
biggest struggle is to unplug, and turn work off, 7% @ Notbeing ableounglug
while working remotely. This is followed by 16% © Difficulties with collaboration
and communication
16% Loneliness

16% from difficulties in collaboration and
15% @ Distractions at home

communication and by loneliness. Another point 12% @ Styiinetiad

7% Being in a different timezone than
teammates
7% ® Other

worth motioning is the working hours and the

frequency of meeting for the people who got into

remote work due to covid-19. More the half 2021 State of Remote Work

buffer.com/2021-state-of-remote-work
o .
(52%) of the respondents find themselves in Figure 9— Buffer survey question 4

more meetings than in the office. Regarding the
working hours please see figure 10. Here can be Would you say you are working less or more
recognized that a majority of 45% of the now that you work remotely?

respondents who work remotely due to Covid-
19 work more than before. *°

To summarize the findings of the Buffer survey 45% @ I'mworking more

. . 42% I'm working the same amount
it can be stated that remote work has a direct won !
13% I'm working less
impact on the employees. There are some
negative impacts as well as positive ones.
However, the benefits outweigh the
2021 State of Remote Work <
buffer.com/2021-state-of-remote-work 8

disadvantage by far, 97% of the employees,
Figure 10 — Buffer survey question 15

which do not work remotely by choice still do

not want to miss it and would recommend to

their peers (97%).

2.4 Blinds anonymous survey
An article from April this year from the American start-up magazine TechRepublic. deals
with the survey of Blind. In the anonymous professional network Blind, a user published a
poll in March 2021. The poll only contained one question: do you quit your job if WFH ends?
Over 3.050 users answered. With this sample size, this one-question survey has to be seen as
at least worth mentioning. More interesting the setting in Blind allows users to add in which

company they are working.

% Buffer, Doist, Remotive, We Work Remotely 2021
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The main result is that over one-third (35%) of users said, they would quit if their employer
made them go back to the office. Also, 54% said they would not. Further 11% said, that they
already had negotiated about WFO for after the pandemic. Also interesting is the slight
difference among the companies. 43% of Amazon employees said they would quit in
comparison to only 31% of Google and 28% of Apple employees. 1%

Here a trend is to be recognized. Employees are forcing their employers to implement more
flexible workplace models such as remote and hybrid options. Overall, approx. one out of
three employees will at least think about quitting its job to stay remote or at home. Also

approx. one out of ten has already negotiated remote working conditions for the future.

2.5JLLs — Landmark survey
A Landmark survey ordered by the big property manager company JLL shows how the future
might look like. The survey categorized as external data has been obtained in mid-2020.JLL
and Landmark are both well-known research and scientifically working companies as can be
seen as very trustworthy. The article about the survey has been published in December 2020,
which means the time lag is not big. The survey contains data from 2.000 office workers in
10 different countries.
In the article, JLL states that the pandemic was a great success in terms of gained flexibility
of employees, even though everyone is missing the office. They say one thing is for sure,
companies cannot just go back to the way it was before. The survey showed that 66% of the
respondents are expecting to work in a hybrid model post-pandemic. Also, a majority of
people do want to work remotely on average two days a week. At the same time, 74% of the
employees want to be able to visit the office and 70% even say that the office is the best place
to work. So, the future of the office is the point of discussion here. JLL says that everyone
missed and still misses the office but in the future, the purpose might be more collaborative
and with new purposes which are just emerging. Those might even need more square meters
than before. The survey also shows that employees expect the company to take better care of
their work-life balance and their well-being (three out of four people). JLL clearly says that
as good as home office is, people might lose their sense of belonging somewhere. So there

has to be a huge focus on mental health in the future from the employer. In the end, it should

100 Adams 2021
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be about human performance and only later about how the employees work and from where.
It has to be a people-friendly work approach. 19!

All in all, the survey and JLL show that the pandemic is a big wake-up call for companies to
take better care of their employees. Companies that will not follow these trends will have
difficulties in the future to keep their best employees. Also, the employees reorganize the
value of the office but also admit and want to have the option of visiting is but not 5 days a

week.

2.6 McKinsey & Company — Study about remote work
In April 2021 McKinsey & Company published an article in connection to their survey in
which they asked around 5.000 full-time employees about their opinion about the future of
remote work in the current situation. The data has been obtained from December 2020 —
January 2021. The time lag is 3 months, and the survey has to be defined as external data.
McKinsey & Company states that the future will be a hybrid working model which features
time in the office and sometimes working remotely due to the increase in productivity seen in
2020. However, many employees feel burned out or anxious even though their productivity
went up. Anxiety is known to cause less satisfaction and a decrease in performance, so the
gained productivity might be unstable in the future if the manager and leader cannot eliminate
the sources of the anxieties of its employees. The survey found out that the main source of
anxiety is the lack of clear communication by the organization about the post-pandemic
workplace concepts. People do not feel involved in the decision-making process and are left

out with no proper communication while companies are preparing for the return to office in

Organizations with clearer communication are seeing benefits to employee

the future. Leaders have to communicate more well-being and productivity.

and more frequently. If they do not have a plan Importance of Communkcating

icati
communicating @ remote-relevant

vision and policies
policies

yet or the plan is not worked out properly yet, oo™
inclusion,
impact multiples

they should also be honest with their employees.

This way employees will feel taken care of and g
involved. Also, the survey showed that - _
- ontCOVID-19visi
companies that have vocalized their guidelines or .
@

policies about the workplace future have seen an

Feeling Feeling Individual
supported included productivity

increase in employee productivity and well-

belng' Figure 11 — McKinsey & Company survey question 1

101 JLL 2020
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In ﬁgure 11 can be seen the direct correlation Individuals who are feeling anxious due to a lack of organizational
communication about the future are more likely to feel burned out.
between employee well-being and

Lack of clear
vision as a factor

productivity to the level of communication of i causing anety,

multiples

2.9%

more likely to result
in moderate to high
levels of burnout

the employer.

In figure 12 the results are shown for the

Baseline

second question which shows that only 32%
of the employees report that their companies

communicated well, even more, interesting is

that 40% of the companies did not

communicate at all. This means that around
Figure 12 — McKinsey & Company survey question 5

40% then feel anxious and burned out due to

this lack of communication as mentioned above.

Most organizations have not clearly communicated a vision for

In figure 13 it can be seen that lack of clear oG ndemic work.

communication and visions a factor that Employees that report
their orgz.mi:a;ion hai .. ‘ . . 32 Well communicated
causes anxiety and multiplies that risk of e ...‘.. [ ) ...
% survey participants . . .. ‘.. . .
getting burnout by 2.9. This is interesting 000 .‘ .‘ 000
: : : : @
to see when this data is put into relation to :: : : : "..'..:g 28 Vaguely communicated
figure 12 where 40% of the employees ...‘..‘. ..:.‘......
report that their company does not ...‘....‘...'
: L (J Y L/
communicate at all. Also, productivity will .‘..‘.‘.. 40 rot communicates
decrease. Here it is a clear
recommendation from McKinsey & Figure 13 — McKinsey & Company survey question 2

Company that leaders should

Most employees would prefer a more flexible working model after the

communicate more, share more. pandemic is over.

Even if they are uncertain about Working models pre-COVID-19 and desired working models post-COVID-19, % survey participants
the future, only to improve On site Hybrid Remote
employee well-being.

In figure 14 it can be seen that =28 perceniage points = B
employee’s opinions experienced s ORI 52 -

520/ of workers would prefer a more flexible
O working model postpandemic.

a clear shift towards more
flexibility. Pre-pandemic 62% R Feke Wi Pkt o Do 202 O M e o2 = O e e e e e e o ek ot
favored an onsite work concept and 30% hybrid. Now during the pandemic, the mindset and

preference of employees Changed' Figure 14 — McKinsey & Company survey question 6

Now employees focus more on
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hybrid workplace COl’lCCptS and favor Going back to a fully on-site model might have significant talent implications.

flexibility with 52% of employees wanting

of employees say they are
likely to switch jobs if
returned to fully on-site work

hybrid and 11% remote working concept. ok Tt © g

fully on-site, 1
% survey participants

The on-site working concept lost 25%. %

Employees who are [
likely to switch jobs . e . 8 ~30%
19 24 5 2

Figure 15 shows that approx.. 30% of

employees are likely to switch their jobs if

| Very likely
Likely
® Neutral

the companies decided to get back to fully

m Unlikely

on-site working concepts. It has also to be  Very uniikely

Asia  Australia Europe Latin us Total

said that employees who say this still might America

remain in their current job if some solution

Figure 15 — McKinsey & Company survey question 7
has been found, however almost 1/3 of
people has their preference in mind with more flexibility and are likely to change their jobs
for this preference as well as might consider salary cuts if necessary. 192
In conclusion, it can be said that McKinsey & Company created a big warning signal to that
40% of companies which do not communicate at all. The survey shows precisely how poor
communication is impacting the employee’s productivity and well-being. The perception
work of workforces changed in that one year. In a future where remote is wanted to get the

best talents and win the war of talents, this is an important statement to be understood by

many leaders globally.

2.7KPMG - 2021 CEO Outlook Pulse Survey
KPMG's CEO Outlook Pulse Survey is a survey which takes place annually since 2020. The
objective is to understand the changes in the 3-year outlook of business leaders of the most
influential companies globally. Therefore, KPMG surveyed from 29" of January to 04" of
March 2021 500 CEOs from 11 markets like Australia, Canada, China, France, Germany,
India, Italy, Japan, Spain, the UK and the US). These companies come from the following
industries: asset management, automotive, banking, consumer and retail, energy,
infrastructure, insurance, life sciences, manufacturing, technology and telecommunications.
The companies have annual revenues above US$500M. Approximately 35% of the
companies have more than US$10B in revenue. The time lag is by 20 days only and the

obtained data is external.

102 Alexander, et al. 2021
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As seen in figure 16 is the answer to .
24% say their business

the topic “return to normal”, which is forever changed 31% expect it

to return to normal
this year

means back in the office before.
Here the study found out that 24%
of the surveyed business leaders

think that the pandemic has changed

their business forever. Only 1/3 45% see a
. return to normal
(31%) believes that the workforce sometime in 2022

can come back to the office this year
Source: KPMG 2021 CEO Outlook Pulse

and the majority expects that in Figure 16 — KPMG 2021 CEO Outlook Pulse Survey

2022 everything will be back to normal.

Also, office space reduction is a big discussion for business leaders to use or reduce the space
which is not needed anymore when so many employees are working from home.
Interestingly, here the study indicates that only 17% still plan to reduce their offices,
compared to 69% of 2020. Even though at the same moment, 30% plan to give their
workforce the option to work remotely 2-3 days per week. This is not the new normal after
all, so KPMG. KPMG interprets the result in a way that the business leaders are more
confident this year as the vaccination in most countries is successfully implemented and
ongoing. And therefore, the workforce can be back to normal office life soon. Another 61%
of leaders say they are planning to transform their workplace with investments in digital
collaboration and communication tools. Also, 50% of the respondents want to expand their
HR resources to manage their employee’s well-being and mental health. Another statement
the survey can make is that CEOs in 2021 plan to spend more money on digital technologies
than the year before and also on data security. 1%

In conclusion, it can be said that even when a majority of business leaders expect work life to
be back to normal office life in 2021 or 2022, they are aware of the requirements of their
workforce and investing in more digitalization and hybrid workplace concepts for their
employees. It can be said it is interesting that business leaders are as wise as to invest and
recognize the pandemic as accelerable for the digitalization of their businesses however at the

same time only 1/3 of the leaders want to offer a hybrid scenario to their workforces.

103 KPMG 2021, Huges 2021

45



2.8 Harvard Business Review — Our Work-from-Anywhere Future
In the Harvard Business Reviews November — December 2020 edition Prithwiraj Choudhury,
an Associate Professor at the Harvard Business School, before at Wharton, published an
article about the best practices of knowledge bases and all remote companies. In his five-year
research, he studies the benefits and challenges for all stakeholders involved by questioning
leaders from several knowledge-based and all-remote companies in the US, like Github and
others which want to go all remote. His research focuses mainly on the future of work.
In his article, Choudhury presents research from 2015 by Nicholas Bloom. This shows that
employees who got the choice to work from home (WFH), this option increased their
productivity up to 13%. If then those employees get the choice nine months later to stay at
home or come back to the office their productivity increases again by up to 22% compared
before this experiment. This shows that it is best for employees and employers if employees
determine themselves from where they should work. 104
Additionally, Choudhury presents benefits for employees, organizations and society as well
as the challenges with the work from anywhere (WFA) approach. For example, he shows
how WFA with more flexibility is easier for employees to intergrade work in their life. He
shows the case of a spouse of a military member. Usually, those spouses cannot pursue a
career on themselves as military service is connected to a lot of moving and changing
locations. However, WFA makes it possible that also the spouse is able to pursue a career
with this increased flexibility. Another advantage is the choice of location. This means for
some parents that their kids can visit their grandparents more frequently or to live in a
warmer culminate or to have better recreational possibilities all while WFA. Also, the cost of
living is a factor which has to be named. If the HQ (head quarter) of the company is a popular
town real estate and the cost of living might be high. However, with WFA employees have
the choice to live a better life and acquire real estate in areas where it is cheaper than in the
city of the HQ, maybe even abroad. The group of millennials is especially fond of this digital
nomad lifestyle, so Choudhury. They love the idea to work and travel the world at the same
time.
For organizations, the benefits are an increase in employee engagement and an increase in
productivity. With WFA organizations can also reduce real estate costs with fewer people in
the office and fewer people in meetings they do not need all the office space anymore. The

pandemic shows it does work. Another advantage is the retention of their employees with a

104 Bloom, et al. 2015
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wide range of workplace options attracting and satisfying their workforce. At the same time,
they are also able to attract new talents globally and are not bonded to any tax or borders.
With this, the talent pool of potential employees just got much bigger, and the selection of
better-educated talents got better.

For society, WFA has some positive impacts as well. With people able to work from
anywhere, employees are not bonded anymore to big cities and will move to smaller
communities and rural locations. This stops the brain drain and is a boost for their economies
in those places as well as the environmental benefits, as WFA employees do not commute as
much as their on-site counterparts. With that, they generate fewer emissions.

Next to the benefits for all the stakeholders Choudhury also lists the challenges connected to
WFA. For example, performance evaluation and compensation. Leaders and companies have
been used to measure those things also with present time. In a remote setup, the
measurements have to be strictly output-related. This will be a shift in many companies’
mindsets and practices. Topics like socialization and mentoring will be harder as well in a
remote workplace. Especially for introverts, it will get harder to engage and “be”, feel the
belonging towards their peers and company. Organizations have to create those experiences
artificially to boost the morale and the atmosphere among coworkers. However also the
employees themselves which are WFA can have frequent meetups. They can organize certain
events in their WFA community wherever they are living. The same applies to
communication and brainstorming. An asynchronous distributes workforce will have to deal
with such things. Tools like Google Meet, Slack, etc. will help. However, when the
workforce is asynchronous distributed over several time zones then the challenges get bigger.
Also here are found some advantages. Online shared documents, not worked on parallelly
will be better as people do not feel the pressure of their peer watching them while writing. 19
All in all, it can be seen that the pandemic caused an increase in remote working concepts in
knowledge-bases organizations. Choudhury shows more than just certain benefits, he also
highlights benefits for the society and also challenges for the organization and employees.
However, he offers solutions from his research for the major problems and with this, he
minimizes the challenges for organizations that want to change their on-site policy towards a
more flexible concept. This source shows too well that there are certain challenges associated

with more flexibility in the workplace, but the pandemic showed us all that it does work, and
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the hurdles can be overcome, and the outcome will be beneficial to every stakeholder in a

company.

2.9JLL — Homework Fatigue
Another survey from JLL from March 2021, published in May 2021 tries to understand the
shift in employee’s mindset towards WFH. For this reason, they surveyed 3.300 employees.
The results of the survey suggest, that the WFH experiment during the pandemic in 2020 had
been successful but as WFH is continuing employees are getting tired of the isolation and
long hours at home. JLL says that the employees lose track of time and experience a lack of
belonging in their homework environment, days feel endless und and employees lose the
notion of time with WFH. Also, nobody has yet researched the long time impacts on
employee’s mental health with WFH.
A survey in April 2020 showed employees want 2 days a week working from home, results
from March 2021 say, employees only want 1.5 days at home, the other days they want to go
to the office. Also, the number of employees who feel more productive dropped. Only 37%
feel more productive at home in comparison to 48% last year. It is also new that 33% do not
want to work from home at all while 88% say, they want to choose their working hours. It
can be seen that the office gives employees structure and a purpose, it is a place where they
can interact with their colleagues and where they feel valued and recognized. This is also
shown in the numbers, 78% of employees miss the office.
The future is hybrid and more flexible, this is out of the question, so JLL, however how
exactly this future, this hybrid model will be implemented in companies will be one of the
biggest challenges in the future. To find that sweet spot between office and home will be no
small task. The survey of JLL shows that this sweet spot lies at a minimum of 3 days a week
in the office for most surveyed people. This gives them the structure and human interaction
they need, and the other days can be worked from home. 1%
This survey gives a new perspective on the long-term preferences of WFH. It can be said that
the longer employees work from home the more the disadvantage gets into the focus and their
productivity drops. Therefore, companies have to find the mentioned sweet spot and have to
work on their hybrid workplace concepts when vaccination continues to go well for most
parts. Another factor is that employees’ preferences have to be seen individually. A company

will not do any good saying all employees have to be back in the office for 5 days. However,
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it is also not beneficial to say only 2 days and the rest cannot come to work as the office
space has been reduced already. This sweet spot might be the next thing to find on an

individual basis for the organizations.

2.10 Steelcase Global Report — Work Better
The Steelcase study is about workers and their impact on their workplaces. Steelcase tries to
uncover key insights which show the true drivers and influencers in the workplace to improve
their experience. Since the pandemic, Steelcase has conducted ongoing research and for
organizations to understand what is changing in their employees and operating model. The
study used here as secondary data is another result of eight primary studies designed to
measure how covid-19 will change the future of work. The methodologies are based on social
since and have been conducted in 10 different countries, such as Australia, Canada, China,
France, Germany, India, Mexico, Spain, the USA and UK. All in all, the studies have
accumulated 32.000 respondents.
Steelcase found out that working from home was difficult for everyone but not for everyone
equally. Extensive work from home policies by companies might have bigger burdens for
some than for others, they might create unintended inequalities for employees. Some people
have ideal working from home situations like an extra room or enough silence to work
productively, others might not have that much luck with a small apartment and being young
parents. Those conditions are liked to an increase in stress, a decrease in well-being and
ultimately a decrease in productivity. The problem is the decision-makers are mostly the
persons who have this extra room to spare and to create a home office room. This might lead
to hidden bias as those people might think everybody can perform as well as they can. It is
important to understand that every employee has a unique working situation. Steelcase
categorized those work set-ups into four different types:
e Home office

Those are the people who have the extra room to spare, and maybe were even working

pre-pandemic as their home office. Those people can work from home with no problem

and perform on the same level or better.
e  Work Zone

The work zone is a newly created space in an already existing room with new furniture. It

created a functional workplace divided from the other areas in that room.
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e Multipurpose area
Using what you have. Using the already existing furniture in a room which has a different
purpose than working, e.g., living room table, also dinner table.

e Temporary Set-up
This area is not even designed to work there, the primary function is a different one,
people do here both, personal and work activities. Less designed for work than the

multipurpose area.

The research found out that there is a direct correlation between their condition in their
workplace at home and their stress levels and well-being. Both are impacting the
performance. The better the conditions the better the performance. However, not everyone
has the same benefits or the same setup. With this said, not everyone can deliver the same
output as they have to, considered the workplace situation at home.

Globally there are big differences in the WFH experience. The quality of performance
depending on a lot of factors such as set-up, location, industry and job level. Also, people's
home life as parents, caregivers or personal responsibilities are an important factor. However,
41% of workers say that they are dissatisfied with working from home. These people will
experience a drop in productivity and well-being. The research shows that people in all 10
countries report a drop in productivity and engagement when they feel dissatisfied with their
work from home experience. The longer people have to endure that, the bigger the drop in
productivity is. But the countries experience on a different level as shown in figure 17. For
example, Germany has the smallest change in productivity and engagement whereas China

has the biggest.'?’

Engagement Il Productivity

Figure 17 — Steelcase dissatisfaction WFH by country
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Overall, with 72% of a leader saying that they will implement hybrid workplace concepts in
the future it is crucial to understand for organizations about the unique workplace situation of
their employees. Organizations can implement guidelines and best practices, follow up on
employees' struggles and train their leaders to engage and take more care of each employee to
ensure its productivity and engagement as well as its mental health.

Another focus point of the research by Steelcase is how the future of the workplace looks like
and they say this future is hybrid. After one year in home office, people do expect when
coming back to the office to be still able to work some time from home. But how often
employees want to work from home differs enormously. Therefore, leaders have to find a

solution for everyone. In figure 18 can be Tdayaweekorless W 2:3days aweek I 45 days aweek

seen that the majority of people expectto ™™ - o

United Kingdom 46% 19%

be mainly in the office, data suggests that

Spain 53% 14%

people will be at home maybe one day a oo 4o 20%

week or less. However, there is also a part inda 3o 27%

of people, around one-third, which would o - -
like to work 2-3 days from home. Also, : :

China 59% 14%

here a big difference, seen in the Canada so% 15%

comparison from Germany to India. 59% 12%

0% 100%

Germans do not want to work too much
Figure 18 — Steelcase how many days WFH?
from home. What the research also shows
is that not only the employees expecting more flexibility in
[v)
their work-life, also the mindset of leader changed. As seen v
38%
in figure 19, from April 2020 until September 2020 more and / Fexiony |
more leaders are expecting more flexible options such as
working from home in the work-life of their workforce.

. April 2020 September 2020
However, research suggests that almost 25% of all companies e

Figure 19 — Steelcase Leaders will allow more
will have the office as primary work destination in the future  flexibility
(see figure 20). The majority will implement a hybrid
working model where employees can work from home or in a third place. Some businesses
are considering a wide range of third places next to their office and home. The biggest benefit
for most people of WFO is that they do not have to commute to work. Businesses are
thinking now about third places like coworking, satellite office or others to offer their

employee to work from those places which are ideally closer to their homes. The right mix

could be building, leasing, buying and coworking options.
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Global Leaders Anticipate More Hybrid Work

f oA

23% 72% 5%
In Office Hybrid Work From Home
Figure 20 — Steelcase Leaders lookout in the future

Furthermore, Steelcase presents 4 macro changes organizations should implement based on
their research to make the workplace future ready. People already started to change their
expectations pre-covid. However, covid-19 worked as an accelerator also for people's
expectations and concerns thinking about that office due to their experience in the pandemic
time at home and society as such. People and especially young talents will have a bigger
focus on workplace attractivity and therefore organizations should be ready.

Steelcase's first change is called “Design for Safety”. Research has shown that people are
now more aware than ever about transmittable diseases. It is clear that once employees return
to the office it lies in the responsibility of the employer to implement safety measures.
Business needs a holistic safety approach to take care about every employee. Even when the
whole workforce might be vaccinated people will be cautious in safety terms and therefore a
company has to consider those feelings to improve the workplace experience of its
employees.

The second out of four topics is called “Design for Productivity”. Pre-pandemic the
workplace was simply the place where people come to work. Post-pandemic research
suggests that this not inclusive strategy will not allow people to focus on work. The
workplace cannot be just a social hub after covid. Companies have to create functional areas
for focus and collaborative work to give their employees what they need to work
productively.

The third area is called “Design to Inspire Community”. Research says that the main reason
people want to go back to the office is they want to meet their coworkers and interact with
them. People are tired of video meetings and feel isolated and lonely only working from

home for such a long time. Companies should foster those needs and create a workplace that
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gives them back their sense of belonging and excite them about their work. Workplaces will
have multiple purposes not only a social hub.

The last area which should be changed by the organization is “Design for Flexibility”.
Steelcase takes the old paradigm where the office space was used for fixed and permanent
seats and turns it around in favor of the employees and ultimately also in favor of the
organization as employee productivity will increase. Business should provide more control to
teams and individuals to where they would like to work, and in which are in the office. There
have to be a variety of choices and IT infrastructure to make the workplace experience more
flexible and suitable for the new way of work. 18

Steelcase shows with their wide range and very detailed research approach an interesting
overview based on data and gives an outlook which will be surely hybrid. However, data
suggested that a one solution fits all approach in the hybrid world would be too easy for
organizations. Teams and individuals have to have the choice, everyone has its own
preferences and its own unique workplace situation at home. Steelcase gives a lot of thoughts
for organizations tackling the return to office and balancing the home office time. The office
the employees come back to has to change to retain employees and their productivity and also
secure their mental state of mind. In the future, the responsibility of the companies will get
bigger and the focus on every single employee has to get higher to create a workplace
beneficial for the employee first and secondly for the company. In the end, it is the same.
Companies who understand this and will change their workplace concepts accordingly will

have a competitive advantage, not only in the war of talent.

2.11 Harvard Business Review — Designing the Hybrid Office
The Harvard Business Review article “Design the Hybrid Office” from the edition April 2021
describes perfectly why the office has to stay.
The pandemic showed that the experiments which visionaries talked about already in the
1980 “remote work™ is widely possible. Research showed that pre-pandemic in wealthy
western industrialized country up to 80% of knowledge workers could do their job from
home. And now it is known, they can, and it works. Pre-pandemic the office was seen as a
place where individuals do their job. Post-pandemic this narrative has to change. Post

pandemic the office has to be presented and used differently.
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Many report the same situations at home. First, they like it, the productivity and relationships
increase and feel better. But after one year of not being in the office people are getting less
energized and tired of this set-up. Also, the number of short video meetings increased
heavily. People miss the human connection, the human moments in the office, to just drop on
a coworkers’ desk and have a short chat about how he or she is doing. The home office takes
those chats in the coffee kitchen. Also, remote meetings are mainly task-focused and less
human or emotional. The meetings are without an emotional component. However, to be
productive and to be innovative and creative research shows that people need to be around
people. Creativity increases when the individuum is among people and is able to work
collectively. Also, for new employees, this situation is very frustrating. Things could be
solved by just asking a coworker are not possible, people have to go back and forth in the
inbox.

The authors are certain that the hybrid workplace concept is the future and with certain tasks
done better at home the office has to change. Returning to the office the office has to serve a
different purpose and foster certain areas more than before. Here the authors mentioned that
the office has to be designed for human moments. Collaboration and unscripted innovative
collaboration cannot be planned but the office space can be used in a way that the chances of
those spontaneous interactions get higher. The office has to be used for more spontaneous
and planned interactions; it should encourage to seek those connections.

Another area the name is technology. Technology can improve the communication between
remote and office coworkers. It is able to enable knowledge sharing on a different level than
before and overall can technology support the office. Companies have to invest in smart I'T
infrastructure to make the office to an interactive and connected workplace where people can
work in cross-departments and collaborate in a way where it is not important if people are
present in the office or online. '%°

The authors present here an excellent reason why the office has to stay and in which way it
has to change. That the human interaction is missing in the workplace is something everyone
is feeling at the moment. But not only this, also the way people work and which kind of tasks
people do from home changed. Therefore, the office has to adapt to this new way of work and
has to set different priorities in the usage of the space of a real estate. To focus on the human
moments to ensure creativity and productivity within the hybrid model can be seen as a bold

move as the human connection is that what challenges the most people at home. So, giving
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back the people what they miss the most and still giving them the choice between office and

home will be the future of workplace.

2.12 McKinsey & Company — The Priority for Workplaces in the New
Normal? Wellbeing

McKinsey & Company published a study that consists of independent surveys. In one 1.122
executives and the other 2.656 employees across 11 countries have been surveyed. The
respondents have been spread over 11 countries: Australia, Brazil, Canada, China, France,
Germany, India, Ireland, Mexico, the United Kingdom, and the United States. The companies
of both groups are identified by their annual revenue of over $500 million and by their
workforce of over 250 employees. The data for these surveys have been obtained from 19™ of
August 2020 to 1% of September 2020. The goal of the study was to understand the
differences in experiences of the employees and what companies and leaders can learn from it
and how organizations should respond to the needs of their workforce.
The surveys are exciting as they ask the leaders and their workforces alike. The research
found out that the majority of the asked employees (62%) consider mental health as their
biggest issue and the most important challenge in the covid-19 crisis. At the same time, the
executives report a massively 96% that they have invested more to support mental health
resources to employees. One could think that’s on point. If reading the statistic like this yes,
however at the same time only 6% of employees said that they feel supported by their
employer. Here, research found a 90% gap. This is a gap organization have to reduce to
accelerate again. Also, to reduce the big costs which are connected to not solving this gap
with employee’s mental health. These costs are in the hundreds of billions. At the end the
organization will struggle with sick days, lower motivation, decrease in productivity and
overall a worsen performance which ends costly. McKinsey & Company derives that
companies have to make employee well-being a priority. Well-being should be treated as a
skill by companies that can be trained and measured and improved. Society trains everything,
how people present, speak, technical skills, lead and deal with problems. In the same way, the
skill well-being could be improved. With support, mediation, enough sleep, exercise, a well-
balanced diet, a spiritual connection and a purpose employees will feel better. Employers
have to support these areas with offers and services, so employees feel the support and are

more engaged in it.
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Top and middle management alike have to be aware of these issues and how the solutions
could look so they can engage and support their teams better. They have to prioritize
supporting their teams and feel the responsivity to help them. The topic should be perceived
more naturally in public and also in the office. '

In theory, this sounds great. However, research found out that only 30% of employees, feel
comfortable talking and reporting to their manager about mental health. The topic is not there
yet, where it should be, not even by the people who need it probably the most.

McKinsey & Company found out that the connection between the actions of executives and
the audience receptions is unbalanced. This issue will be added to the hybrid working concept
which has to be solved rather sooner than later. However, also employees can do something
about it. To see well-being as a skill is a new perspective and gives the employee more
responsivity over that. It has to be seen in the future how employees are handling this
responsibility. Additionally, organizations cannot get away with this shift in responsibility
and have to prioritize the well-being of their workforce if they do not want to see a dramatic

drop in retention in productivity.

2.13 JLL — The new ways companies are investing in employee wellbeing
Well-being is not a new topic on the roadmap of employers. Gym memberships, discounts for
wellness services and occasional gym in the office have been there for years. The pandemic
shows us that this is not enough. Over 50%!!! on a study in the US provide emotional and
mental health programs. The data is even stronger in the UK. Their research shows that
86%'12 of employers change their approach to employee health because of covid-19. In the
past year, employees delivered under pressure excellent performances and feel now it is time
to get something back. Employees are ready to sacrifice higher salaries for better health
benefits. With that, expectations have changed. Those push companies to change their
approaches towards employee health. Employers have to prioritize their health if they do not
want to experience a decrease in productivity in their workforce. Many companies already
nowadays introduced various health programs and offers. Those services do not have to be
always expensive. Some offer just random zoom calls to imitate the break and employee gets

when someone is entering the room. Some others offer expensive on-site facilities and
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nutrition counseling in the cafeteria. Others offer special working from home concepts for
parents or offer an online summer camp.

Some corporations seem to have understood that in a hybrid working concept home, the
office and third places are getting more important. And with this, the office has to compete
and has to be an excellent alternative for employers to escape home once in a while.
Therefore, the office has to offer a variety of space concepts such as individual workstations,
collaboration areas and small meeting rooms, so employees feel part of the community and
belonging. '3

The article from JLL shows that companies need to understand that the workplace, the office
will play an important part in the post-pandemic work life. The workplace itself can
contribute to an increased well-being feeling of the workforce. The office has to be

understood as an advantage, a space that serves a purpose and not simply a place where

employees work, like in the pre-pandemic world.

The presented secondary data showed that the COVID-19 pandemic did not only change the
way people experience their private life, but it also changed the way people work. The
numbers of remote work and WFH increased strongly at the beginning of 2020 for
knowledge workers. Here it shall be mentioned that in the literature, there is mainly no
difference between work from home and remote work. As it is for this work, remote work is
as stated in the HBR article from Prithwiraj Choudhury (2.8) is work from anywhere, so-
called third places.

Another fact which has to be seen critically while analyzing different sources is the timely
manner and the data of obtaining the data for all the surveys. As the lockdowns began and the
numbers of remote and WFH increased research reported an increase in productivity and an
overall positive feeling from the employees. With WFH employees gain flexibility, which is
especially important when people need to take care about someone, have a parent or have
other private responsibilities. The research which found this out was mainly from mid to end
2020.

Also, studies show that the leaders are aware of the dramatic shifts in workplace structures
and the newly gained flexibility of its workforce. They prepare for the future and
acknowledge that the future will be a hybrid workplace. Nevertheless, some traditionalists

still believe that in 2021 or 2022 everything can get back to normal and everyone is at his or
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her desk. However, people value the benefits of WFH and remote more than the negative
aspects, even though people miss their coworkers and the human touch of the office, the
typical chat in the coffee kitchen. Even employees who had to work from home or remote
due to the pandemic see and value the flexibility and would recommend it to their peers.
Some workers will even quit if their companies will force them back to the office.

At the end of 2020 and the beginning of 2021, there is a shift in the data. Research suggests
fatigue of working from home. After one year at home, people miss the interactions in the
office and also their productivity and mental health is suffering. With their gained flexibility
and being aware of their condition’s employees will demand changes when coming back to
the office. The paradigm of the office where everybody is doing their job will be over.
Companies have to acknowledge that the space in the office has to be handled and organized
differently in a hybrid workplace setup. The office is competing with home and third places
about the attendance of its employees. The office has to reinvent itself and has to be
functional for the employees and not the employees for the office. Organizations have to
realize that employee mental health will be the most pressing factor in the close future and
that the office as a space can help them to contribute to a safer and healthier workplace.
Managers have to be trained and the whole organization has to be aware of the special
transition from WFH to hybrid. Solutions have to found more on a team or individual level
than for an entire company. The office and leaders have to create moments of human touch in
that new hybrid world to ensure people's well-being and their productivity. Research
suggested that 96% of leaders invest more money in the mental health of their workforce but
employees only report to 6% that they feel this support. This gap has to be addressed and
closed. Organizations that will not be able to change the office, the culture and their operating
model will not only lose their employees but also the war of the new talents on the market.
The working set-up will be a deciding characteristic for young professionals in the job

market.

3. Primary data
In this chapter, primary data will be used to prove or disproof the hypothesis: “Covid-19 will

have a permanent impact on the workplace. The new workplace concepts will stay even when
the pandemic is over. They will bring new challenges to the employees and to the leaders,

which have to ensure the well-being of the workforce in the new workplace. “
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Furthermore, qualitative research techniques have been applied as an in-depth interview.
Qualitative research techniques will be used as the topic is relatively new and in transition.
The in-depth interviews allow understanding decision-making motivations and underlying
feelings towards certain workplace concepts. Additionally, facts can be seen as hard to find in
an area of research that is so current. The 20 interviews took place from 3™ of May 2021 to
20" of May 2021 and took up to 45 min on average and have been held online in a video call
set-up. Due to the covid-19 pandemic, it was not possible to meet in person which also gave
the opportunity to have several international experts from the USA, Russia and Belarus. Here
also the statement was true: “The best participants tend to be the busiest and most successful
people.” ''* Furthermore, the interviews have been held in English and German language due

to the geographical and cultural differences.

3.1 The in-depth interview — Participants
The participants for this paper have been selected regarding their function, position, academic
background and or their occupancy in general. In this paragraph, the participants will be

shortly described.

Georg Bauser — business owner of the company Expansion Partners. Expansion partner is a
small company that offers a variety of services Market entry strategy, Product Localization,
Budget & KPI Setting, Organizational Structure, Recruiting, Culture & communication,
Sales, Marketing and Operations. They work with companies, which would like to expand to
other markets. Within this line of service, Georg and his team mainly work at the customer's
offices or in one of their two main offices in Europe. As the owner of Expansion Partners, he

is responsible for his 20 people team and how they all cope with the pandemic.

Donat Matthews — a swiss businessman, worked several years at McKinsey & Company and
commuted during this time between Morocco and Switzerland. After this, he became an
advisor, start-up consultant, mentor for successful business students from the St. Gallen
university, investor and jury member on several start-up competitions. Furthermore, he was
on several boards of directors in SMEs. In the last years, he spent his time chasing ideas and
how to market them in Europe. Frequently travels to Asia, specifically China rounds up his

profile.
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Marie Kannelopoulos — One of the two female CEOs of DONE!Berlin, the Berlin-based
boutique HR consultancy. Marie has the responsibility for an all-remote 25 people company,
operating over 2 time zones and two continents. She is a recognizable voice in the Berlin
start-up scene with several interviews for podcasts, magazines and traditional business
newspapers. Also, thanks to her presence DONE!Berlin became more attractive in the public

eye of the Berlin scene.

Stefanie Rander — former Global HR Business Partner at Siemens. Today she is Enabler of
Future of Work. 20+ years’ experience in HR. Lately more shaping the shape the structural
change and Energy transition at Siemens Energy. She tries to create an Ecosystem that

supports New Ways of Working to co-share, co-learn and co-create.

Judith Weisbecker — Over 25 years’ experience in the Lufthansa Group, the last 4 years
forces on workplace digitalization and the future of workplace which is a digital workplace.
She is already working in an activity-based office in a hybrid setting and drives the digital

workplace in the Lufthansa group ahead with her team.

Hubertus Abt — Founder, owner and CEO of New work and workcloud24. New Work is a
provider of workspace solutions in CEE. They have 20 locations in over 4 countries and 8
cities. They are managing over 50.000 sqm. He comes originally from the real estate sector
and proved now flexible workplace solutions. With workcloud24 he jumped on the pandemic
train and offers now a so-called office pass, which can be a QR-code in an app where
employees can register themselves for being able to go to the office. With such solutions, it

can be tracked who met whom and when.

Jens Feddern — leader of the Berliner Wasser Betriebe (BWB), the Berlin water supply
company. Here he is responsible for 4.000 office employees and more who are working
manually in the streets of the city. In his position, he is also responsible that the water supply
is secured and keeps flowing in Berlin. Here it has to be mentioned that the BWB is a SOE

(state owned entity).

Matthias Meifert — Founder and Managing Partner of the Berlin-based company HRpepper

Management Consultants. He started at the management consultancy Kienbaum. There he
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spent more than 15 years of his career. Then he founded HRpepper and is still a keynote

speaker and investor and business angel.

Daniel Pangritz — He is Manager at Kienbaum where he drives client’s transformations with
main focus on people and organizations. In the past, he was also involved as an agile and
digital transformation Manager where he was pushing client’s transformations f clients to

more agile and digital organizations.

Sebastian Holtze — He is Senior Manager at PricewaterhouseCoopers Germany and Project
Leader People & Organization. In this role, he is driving digital and workforce transformation
projects for the past eight years. He is also involved in learning and development topics and
with this function, he became Managing Director at the DBU, the digital business University

Berlin.

Dr. Peter GeiBller — Head of Digital Workplace at Communardo Software GmbH, a
company selling solutions for the digital workplace based on social collaboration tools. Also,
they consult on topics like transformations, Leadership, Change Management and
organization development. Furthermore, he is a lecturer at the Technical University Dresden

for Digital Change: Competencies for the work of tomorrow.

Marc Nicolaisen — He is Director of Customer Experience at Steelcase AG, located in
Bavaria. Steelcase is the biggest office furniture supplier globally and also publishes a lot of
scientific papers and studies. For the pandemic, they have an entire study on how the
workplace changes and will continue to change. Marc responsible to showcase the learning
and innovation for their customers. Steelcase sees space as a strategic asset of an

organization.

Jodi Williams — She is the Global Lead of Workplace Strategy and Change Management,
principal and director of the Washington DC office of CallisonRTKL, a global architecture
and design company, which is dedicated to creating a better world. She is consulting several
multinational clients and Federal governments and agencies. In that role, she is an on-site

space planner and gets to know and feels the needs of her customers.
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Eugene Victorov — He is Knowledge Management & Digital Workplace Lead at Gazprom
Neft in Saint Petersburg, Russia. He is mainly involved in knowledge sharing and digital
workplace experience and how the digital workplace increases productivity at work, also
regarding knowledge sharing. Also, public speaker on several online panels about the future

of work and workplace.

Idan Tobias — He is the Head of Digital Employee Experience at N26. N26 is one of the
fastest-growing banks in the market. As a leader in the digital employee experience, he is
leading his own team of several international members across Europe. With his insights from
his team and his passion for the digital experience as well as being a public speaker on

several panels for workplace changes; he is a qualified candidate.

Dr. Marie Puybaraud — She is the Global Head of Research at JLL Corporate Solutions.
JLL as one of the biggest real estate companies globally publishes several studies and survey
regularly but also during the pandemic. Some also have been sources for this paper.
Therefore, as she in charge of these publications, she is an excellent expert on the ongoing

and current changes in the workplace.

Catherine Gashkina — She is a former HR Business Partner from PricewaterhouseCoopers
Belarus and currently HR Business Partner of EPAM in Minsk, Belarus. At EPAM she is
responsible for engagement, employee experience and was and is involved in transitioning
the company in home office. She is also connected through EPAM with all HR business

partners globally and has unique insights on how this company operates amid the pandemic.

Eloi Lesegretain — He is a Senior People Geek at Culture Amp. Culture Amp offers a
platform for innovative companies which makes it easier to obtain, understand and act on the
feedback of employees. They provide real-time data to manage certain topics like
engagement, learning and development, employee experience and performance management
easier. Additionally, during the pandemic, Culture Amp published a lot of insightful surveys

and papers.

Jill Deschner-Warner — A professor for intercultural communication at Mittweida

university. Coming from industrial psychology background she is also a freelance coach. In
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this function, she is involved in several companies and consults and trains them in team

building, cultural questions and transitions at work in general.

Jonathan Sadow — Co-Founder, Chief Product and Technology Officer at Scoop
Technologies, Inc. Scoop is a start up in the silicon valley in CA, US, it enables organizations
to get the most advantages from a hybrid workplace setup by providing tools and data to
make decisions to optimize spending and investments. At the same time, they offer

employees to work from anywhere.

3.2 The in-depth interview — Questionnaire

For the qualitative research approach in-depth interview, several projective techniques have
been used. This can be seen as better suited for current and transitioning topics. These
techniques allow gathering more and deeper information like the motivations or feelings from
the participants.

At the beginning of the interview, the interviewer had to present himself and the purpose of

the interview first. Afterward, the interview started.

1. Could you introduce yourself frankly?
The first question has been used as a small gesture, as an icebreaker to put the interviewee in
a familiar position. Experts, company leaders and business owners are used to be interviewed

so the right start is an important step.

2. Let’s say we have the year 2014, Germany just won the world championship in
soccer, how did you work at this time?
The interview starts with a collective memory of all Germans. Collective memories are
memories where most people know where they have been to this specific date. The author has
chosen the year 2014 as it is before the pandemic and far away in our thoughts. However, as a
collective memory, most people connect specific emotions with the win of the world
championship in football/soccer. So, the mood of the interview starts with strong emotion and

gets connected to the main topic and will be led to the workplace of the interviewee.

3. What factors are impacting the workplace the most apart from covid-19 at the

moment?
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Question three can be seen as a sequence to the prior question. Here the focus will be led to

which topics, concepts, feelings are impacting the experience at the workplace the most.

4. Which Covid-19 restrictions have been put in place in your company?
Question four builds the towards the current situation without considering the future. The
question clarifies also for the interviewer in which kind of workplace and organization the

interviewee works.

5. How did your workplace change due to Covid-19?
This question connects the current situation and the thoughts about a possible change in the
workplace of the respondents. The question touches on the intimate workplace experience

and how it has been changed due to the pandemic.

6. What are new workplace concepts which emerged due to the pandemic?
The direction of the interview takes a broader turn. Coming from the emotional connection
and the private workplace, the interviewee has to derive to the bigger and more general

picture.

7. What are the challenges with these new concepts? What will be more

important?

The author tries to compare the new workplace concepts from question six and connects them

with emotions from prior questions. The respondents have to assume or derive from their
experience what might happen in the future and which factors will be more important. The

factors from question four also get compared to the new factors.

8. What do you think about how many companies you know, or you have worked

with are ready for these challenges of new workplace concepts?

In question 8 projective techniques like association and projection in the future will be used.

They trigger the respondents to analyze their own experiences and come up with a solution to

this question. This and the following two questions will lead to a deeper understanding of

how the industry in which the interviewees are operating can be seen and characterized.
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9. Imagine we have 2023, the pandemic is over, which of the new concepts

discussed these days are still in place?

10. Let’s say hypothetically, the covid-19 pandemic is over in 8 weeks. What do
you think, how many companies have working return-to-office policies?

Question 10 is hypothetical. Respondents have to think and go deep into their minds to come

up with an answer to such an imaginative question. It is not a simple yes or no question.

11. Netflix announced in the beginning of April that the employees should come
back to work in September this year, what do you think about such

announcements?

12.How do you feel about the future with all the, some might say the most
disruptive changes after WWII which are happening in the business world? In
which kind of workplace will we work after the pandemic and in the future?
This question unveils the true opinions of the respondents. It is designed to give a definite
answer to the hypothesis they haven’t been familiarized with. It will answer the question out
of their perspective and will lead to an understanding of the industry and the future of the

workplace.

13. Please finish this sentence: The corona pandemic was/is bad for workplaces of
knowledge workers because...
For the last two questions, sentence completion techniques have been used. It is designed to
show how the interviewees really think about the pandemic situation and how they would
assess the overall situation for knowledge workers, not for the originations. The focus lies on
workplaces and the employees. They will show their underlying thoughts with two simple

questions at the end which tell a lot about their perception.

14. Please finish this sentence: The corona pandemic was/is good for workplaces

of knowledge workers because...
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3.3 Primary Data analysis

Before analyzing the most important questions of the interviews it will be Company size by
given an overview of the background of the respondents. For the analysis, em ponees

the data have been collected and categorized and counted how often the

participants have answered in a certain category. So, one participant could

= <50
. . 25%
answer and his statement matched later 3 categories. 50% : S0
. . : 259
As seen in figure 21, the majority of the respondents work for a major >% >1.000

corporation with more than 1.000 employees globally whereas 25% work

in smaller companies with less than 50 employees and 25% in companies . .
igure 21 — Company size be

employees

with more than 50 but less than 1.000 employees. So, the participants have
a good mix between major players and smaller organizations.

In figure 22 can be seen the roots of the companies in which the Companies

participants are working. Here it is clear to see that the majority works for country of ori gin

German companies and the second biggest portion works for American

companies. Under others are Switzerland, Australia, Russia and Hungary.

= Germany
As question one was used as an icebreaker, certainly, the given —_ N
. . o 30%
information is not of major importance. Only that much, 19 out of 20 . Others

participants have a founder, CEO, Team lead or other leading roles where
they have responsibility for a small to a bigger team. Only one participant

. . Figure 22 — Companies country of
is a freelancing coach and lecturer only. origin

Question 2
In question two the majority worked in a normal open plan/Space office (65%). Of that 65%

who worked only in a normal office, primarily, only 38% had to travel to their customers and
only approx. 8% were able to work remotely or from home. This is a big difference from the
second largest group. 55% worked mainly in the customer's office and had to travel to them.
Of that 55%, 36% worked already remote and 45% said they also worked in their own normal
office. A big difference is to the first group. In 2014 they have been big gaps in how and
where people worked. The home office was only mentioned by 15% while remote has 25% of

the people saying there were able to work remotely.
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Question 3
In question three, two factors equally define the workplace for the participants, the IT

infrastructure /Hardware or Technology, the team or the human interaction with 40%.
Followed by corporate culture with 30% of people who mentioned it and 20% who
mentioned leadership. IT can be seen as interesting that even in 2014 the IT infrastructure
was the main factor at work, as well as the human interaction. But also, corporate culture
goes into this direction. Many associates corporate culture with a sense of belonging to a
group or having a common goal. So together the human factor is not to be underestimated.
Eloi Lesegretain said something interesting here. He said something like the people and
culture are key to understand what is important for the employees, so you know what you
have to improve to keep the people, make them more productive and more creative. The war
of talent is on an all-time high. Nowadays its crucial to understand and focus on your people.

The next big factor is technology, with the increase in automation it will change again. '

Question 4

The biggest restriction or change due to Covid-19 was the home office requirement for
approx. 80% of the participants. Followed by the statement that they minimized the number
of people in the office and that they traveled less than before. 26% answered that the
restrictions are made by the government and not the companies themselves. 21% mentioned
that remote work became available for them.

George Bauser stated an open and concerning comment. He talked about the people how they
deal with the restrictions and said that the everyone is damaged. His employees, he himself
and his customers. Everyone experiences different consequences, challenges or other
outcomes with this major restriction. He talked about former superstars in the office and
lately those people did not take care about themselves anymore and just decreased in almost
every area. Also, the biggest restriction at the end, which he mentioned was the financial hit

many companies had to face as a result. '

115 Interview for this thesis with Robert Schulz on 05.05.2021
116 Tnterview for this thesis with Robert Schulz on 26.04.2021
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Question 5

Here can be seen that for 45% the home office is now normal.
With the second group of 35%, nothing changed. Here it has to be
differentiated between the answers to question 4 and 5. In 4
approx. 80% said home office is now a requirement but only 45%
say now, that their workplace changed. This is explained in
question 2 as an already small group of people worked 2014 in
home office or remote. So, this gain in the home office are the
leaders which did not do home office before and now have to
practice it. A comment which fits to this made Hubert Abt, when
he mentioned that his workplace did not change, he did not have an
office for the past 15 years. However, the acceptance for platform
like Zoom or Teams charged. The acceptance that conferences can
be held online, this changed. This wasn’t possible pre-covid. Also,
work and private life are harder to separate anymore. They mix
more and more which can get dangerous. However, the trend for

remote work is undeniable, so Abt. '7

Question 6
As seen in figure 24, a big majority said that

How did your
workplace change
due to Covid-19?

H Did not change

B Home office became normal
positive change if not kinds in the
house

extreme changes, WFO and no
customer apointments anymore

Figure 23 — Question 5

the pandemic caused the shift in their What are new workplace concepts

workplace concepts more to WFH. This

question defined a direct correlation between

which emerged due to the pandemic?

WFH I 65%

remote work [INNIINIENEGEGNGNGNGNGNNNN 0%

the pandemic and the spread of workplace

hybrid model I 25%

concepts like WFO, remote or hybrid. Also, a

The acceptance is... I 25%

shift in leadership mindsets can be

A shift in leadership I 20%

accustomed to the pandemic said 20%. more flexibility NN 15%
Furthermore, 25% said, the methods aren’t hot desk sharing Il 10%
new at all, only the acceptance for these is. 0% 20% 40% 60% 80% 100%

This also correlates with statements from the
participants and the fact that some already Figure 24 — Question 6

worked from home in 2014. Considering the

17 Tnterview for this thesis with Robert Schulz on 01.05.2021
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numbers from question 2 and compared to question 5 (WFH 15% vs. 45%), there is a clear
trend. With question 6 the pandemic can certainly be seen as a big accelerator for the
acceptance of the home office, remote and hybrid working concepts. Marie Kannelopoulos
comments this as for her company did not change much after all. However, there are many
clients, she said, which introduced home office the first time in their company’s life and
struggle with

letting go of employees into the home office. There is an extreme mindset shift happening
right now, more and more feedbacks from CEOs are actually positive. However, there are
still some people who do not want to change it. Nevertheless, she believes the biggest trend
after corona is the hybrid working model. She is sure that applicants will decide for rather for

hybrid word as for onsite only positions. Hybrid work will stay, so Kannelopoulos.''8

Question 7

Question seven delivers the challenges which the new concepts will bring along. Some are
seen already some might not be visible at first. The biggest challenges can be seen in figure
25. Half of the participants said the biggest challenge will be for the leadership team. This has
to deal with communication (25%), trust the employees (15%) and also takes care of each
individual (mental health (40%). It is in their responsibility to be advocates and lead into this
new situation. The second large group is the employees who have to adapt to the new way of
working and to the situation when the ways back to the offices are free. Corporate culture
(35%) cannot only do as much as leaders and the workforce earlier already established a
foundation for culture. Another mentioned several times in the interview, that it has to be
found a new definition of productivity and performance. Old models where presences
accounted for performance will not be valid anymore in a time where employees will work
from home and third places. Marc Nicolaisen emphasis to this question that the leaders have a
specific responsibility which has to be shaped by trust mainly. He quotes Drucker: “Culture
eats strategy for breakfast”. The culture will be the net which supports each individual
employee. The Manager should be more a coach then a controlling force. This shift in

leaders’ styles will be crucial especially for the talent acquisition, so Nicolaisen. '"°

118 Interview for this thesis with Robert Schulz on 30.04.2021
119 Tnterview for this thesis with Robert Schulz on 11.05.2021
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Question 8

The majority with 40% said that the companies they work with are mainly ready. This is also
the blind spot of the question. Companies, like big consultancies, property managers and
global architectural offices have hired them to deal with the challenges of the pandemic.
Therefore, mainly the companies are ready but only the companies, the participants of the
interviews are working with, as those are their clients. The second most mentioned answer is
with 35% that it depends on the size and structure of the company. During the interviews,
some respondents said the smaller companies are more agile and can adapt and change easier
than big corporations (5%) ad at the same time people said bigger companies will have it
easier (10%) as they have the financial means to transform. Also, 1/3 agreed that leadership
has to recognize the shift in working and then lead the companies towards it. 20% of
participants say that many companies will be left behind as they do not want to adapt or do
not recognize or think it will all get back to normal. 10% even said that this will affect talent
retention and question, meaning if companies do not adapt or change, people will leave or
will not decide to join this organization. Idan Tobias, states in his answer something a bit
different. He was explaining that the company have to answers so challenges on a team rather
than a company level. The middle managers have to be taught how to lead remote teams and
receive metal support to do so. Trust was named by Tobias as the most important factor in

this process. 2°

Question 9
Approximately 40% see the hybrid model still existing in 2023. They do believe that it is here

to stay. However, followed by 33% of people mentioning that flexibility, in general, will stay
and that all workplace concepts from question six will still be working in 2023. This already
is a small indicator that the presented workplace models which emerged due to the pandemic
will stay longer than the pandemic. They might have a long-lasting impact. Another 1/3 of
participants of people mentioned that there will always be traditionalists which want to go
back to how it was before. Reasons here are management style which is more control-focused
than letting go of people control in more flexible workplace situations. The last categories
which still mentioned 28% is that in the future the workplace situation has to be an individual
choice for each employee. Everyone has their own preference and will thrive in another

setting than someone else. Connected to that 22% said that the physical space, called office

120 Tnterview for this thesis with Robert Schulz on 04.05.2021
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has to get more attractive for employees to compete with other workplaces like home or third
places. Stefanie Rander presented during the interview the study her company just finished.
The study says that hybrid work is here to stay for sure. She explained there will always be
people who want to go back to the normal office. But the answer cannot be given on a
company level, it has to happen on a team level. What the job of the team and what’s the
team’s preference considering the workplace concepts? Some people will struggle with this

newfound autonomy and other will thrive in it, so Rander. 2!

Question 10

During the interview, it could be noticed that this question wasn’t really important to the
participants. They do not worry about any policies or do not think it is that important. 44%
that only a few companies might have policies and approx.. 20% said that no one will have
one. Also, one interesting answer was that in the lockdown situation companies focus more
on short-term goals and not long-term. So, the companies do not care or do not consider this
to be important. For question ten, Judith Weisbecker gave a statement. Her perspective is
about the time how long employees have been in home office and have they only been in
home office or on short-term work as well? Then it is not emotional anymore the back to
office thoughts it is also a professional question. When people did not work full time in the
office for a year, they might have emotional, structural and organizational issues to get back

to their daily life in the office, so Weisbecker. !>

Question 11

Question 11 was not a popular question during the interviews. Due to several time-sensitive
interviews, where participants did not have enough time or this question did not fit anymore
in the time flow or topic-wise in the interview process, this question was only answered by 14
participants. However, one opinion will be presented. Dr. Marie Puybaraud gave an insight
concerning back to office announcements. She mentioned that not many companies are
announcing it but those who do, mostly have a big motivation. Netflix for instance just build
its own new campus. Also, Netflix did not say how exactly are the employees coming back?
It is a 5-day week in the office or hybrid model? It is a bit a fake perception as they know,
100% of the workforce cannot be back to the office. But with such bold statements Netflix is

121 Interview for this thesis with Robert Schulz on 30.04.2021
122 Tnterview for this thesis with Robert Schulz on 30.04.2021
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showing its competitors and especially for the talents that they have the lead there, keep that

in mind, so Puybaraud. '??

Question 12 In which kind of workplace will we work after
This is to be seen as the key the pandemic and in the future?

question for answering the
Hybrid I 37%
hypothesis and to determine

activity based spaces [N 37%
how the future and the post-

Office will be more in the focus | NN 32%

Technology advancements will lead to
workplaces look like. It can be more tasks get automatized

depending on individual preferences | I 26%

pandemic work-life and
I 26%

seen that overall, the
Offices will be for collaboration and

workplace will get more socializing mianly I 21%

hybrid, a mixture of office and Third places/remote I 21%

third places. Also, there will more flexible [ 16%

be a new focus on the “old” more mobile [ 16%

office. It has to change, and 0% 20%  40%  60%  80%

the majority believes it will get Figure 25— Question 12
more activity-based. Furthermore

with 26% of respondents think that the workplace should depend on personal preference to
integrate work into life better. People will not give up their newfound freedom/flexibility
anymore and will then request more and more this freedom back in the office. All in all, it
will become more flexible but also mobile and the office concepts have to be rethought. Third
places will increase in importance to the shift towards hybrid working concepts. Dr.
Puybaraud gave a very detailed answer to question 12 which will be summarized. She is
certain that we have to change the allocation of space towards more collaboration and more
community life. She explains that before covid there were 70% individual and only 30%
collaborative spaces. Post-pandemic JLL is anticipating 80% collaborative space allocation
and only 20% individual. This is a major shift in how to allocate space but also how people
work together. The office will become a social hub, people will come together. She believes

that individualistic work e.g., focus work should be done from home and not in the office as it

would occupy an expensive desk, so Puybaraud. '**

123 Interview for this thesis with Robert Schulz on 11.05.2021
124 Tnterview for this thesis with Robert Schulz on 29.04.2021
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Question 13

The answers are very Please finish this sentence: The corona pandemic
diverse. There are three was/is bad for workplaces of knowledge worker
groups of people. Group one because...
with 50%, believes that the we lost the human connections/interactions

which leads to motivation and more _ 50%
pandemic is bad cause we productivity and more well-being
lost human contact, the it caused more stress for humans - 20%

interaction, the coffee chat
. . . wasn't bad 20%
in the office. With this the . o
decrease in pI‘OduCtiVity and the least workplaces were ready for the new

B o%

. requirements
a decrease in employee well-
. | don't think it was bad for the workplaces, it |
bemg' The second group was bad for the humans - 106
. . o
which are still 20% of the 0% 20%  40%  60%  80%

participants does not believe Figure 26 Ouestion 13

that the pandemic was bad

for the employees and their workplace as they see the chance which this situation delivers. It
has to be said that the question was only understood correctly by 10% as the question targeted
the workplaces and not the employees primarily. However, with this small misunderstanding,
the data fit as well, especially when analyzing the employee’s situation. An interesting
standpoint has Sebastian Holtze. His answers summarized is that the corona pandemic was
bad as it is increased the complexity significantly, even more it increased the physical and
psychological burden of work. There are very few companies which act in a preventive way.

At first technology was important and now physiological and psychological factors are more

important while work and life will merge into each other, so Holtze. 1?°

Question 14

This can be seen as a positive take on the pandemic situation. 45% believe that the pandemic
will lead to more flexibility in the workplace. 35% agree upon on that the pandemic was good
as it increased the acceptance for the use of the technology people already had years ago.
Back in time, no one allowed it and this time it had to happen by federal law in Germany for
example. So, people were and especially leaders were forced to implement concepts like

work from home which could have been implemented already years ago but decision-makers

125 Tnterview for this thesis with Robert Schulz on 11.05.2021
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did not want that. Even more, 35% agree that the situation is like a new start, a point to
rethink how people work, where do people work and work together. Do we have to fly from
KoIn to Diisseldorf or for a pitch from Berlin to Stuttgart? Technology will allow us to make
it online in a digital meeting room. Those questions are discussed now. The answers will be
seen post-pandemic. Another area is the focus on output in terms of measuring predictivity
instead of presence. This will change leadership styles and leaders globally when
implementing more flexible workplace concepts. Catherine Gashkinas opinion is more
straight forward. She explained that first of all it helps to save lives and also moreover we are
able to rethink what is work to us? What are we willing to sacrifice and where for which
purpose? The pandemic showed how hurtful the old leadership style was. In the future she

hopes for a more human centered approach. '

Please finish this sentence: The corona pandemic was/is good for
workplaces of knowledge workers because...

it led to more flexiblity [ N DB /-

Acceptance for the right use of the technology we already had
years ago (virtual meetings, remote work and home office)

presented us with an opportunity to break harmful norms,
I 35%
ways and thoughts about how we work

I 35%

led to more digitalization | NI 30%
led to a new focus on output instead of presence | NENEGING 25%
led to more productivity [l 10%
value of the individuum increased, unique employees [l 5%

0% 20% 40% 60% 80% 100%

Figure 27 — Question 14

The presented primary data indicates that the future of the workplace will be very likely a
more hybrid form. Hybrid concepts do not require full-time attendance in the office anymore.
People are going to be able to work from home or anywhere. The data indicate as well that
this will not be a trend, 40% believe that hybrid is the future. With this shift in the workplace
as data also indicates 32%, the office will get more into the focus and has to compete with an

increasing number of third places where people can work from. Data predicts the office will

126 Tnterview for this thesis with Robert Schulz on 03.05.2021
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change into a more activity-based allocation of space. The times of the open space offices and
individual offices are over. The space will be used for a specific task or way of working;
small meeting rooms, big meeting rooms, focus areas, collaborative areas and socializing
areas. The hum contact will be more designed. The human contact is the biggest challenge
during the pandemic (50%) and for the future, the research discovers that 50% of leaders said
that leadership itself will be challenged with these new ways of working. The participants
believe that the shift has first to be realized by the leader which then has to implements
changes in their organization or team. The question of where and when to work has to be
answered on an individual level (approx. 1/3). The workplace will get a bit more human-
friendly. The employee should not depend anymore on the workplace, the workplace should
depend on the employee. The increasing flexibility is a fact which got across all questions
equally.

Leaders have to accept the shift and perceive this as an opportunity to rethink work and
workplace. One participant said in an interview something like: without the pandemic, this
big push in digitalization would have taken us 10 years, no it came in one.

This momentum is crucial, it is essential do not to lose employees on the way to a more
flexible future. Leaders have to ensure that their leadership style and their actions enable
everyone in the workforce to work in new ways. That corporate culture (35%) and mental
health (40%) are on everyone’s radar as a challenge for the future. The shift is there now
these have to ensure that the employee well-being is secured as the correlation between
employee well-being and motivation and productivity is scientifically proven and presented
in secondary data chapter two. With this shift, there also has to be a new definition of
productivity. Research shows that in the future the measurement of productivity should not be
any more “presence”. It rather should be the outcome. This new form of measuring employee
performance and the leader’s awareness of future challenges will secure employee well-

being.

3.4 Primary data analysis example
In this paragraph the work of gathering and analyzing data can be seen and followed and
understood. These data have been analyzed with the help of Microsoft excel and got
summarized by the author. These are excerpts from the orginal file and more will be found in

the appendix.
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3.

Interviews

Size of the Company
Country of origin of the company
Questions

Konnen Sie sich bitte kurz vorstellen?

‘Sagen wir, wir haben das Jahr 2014,
Deutschland hat gerade die
Weltmelsterschaft im FuBball gewonnen,
‘wie haben Sie zu dieser Zeit gearbeitet?

Welche Faktoren beeinflussen den
Arbeitsplatz neben Covid-19 am
Meisten?

Grilnder und Inhaber von Expansion Partner

Iemmer im Bilro, war viel unterwegs. 2014 war ich
in San Francisco und bin wahrscheinlich nach
Dublin geflogen oder wo auch immer ich zu der
Zeit gewohnt habe. Ich war mobil sehr viel
unterwegs. Imames am Laptop und hatte aber auch
keinen richtigen Laptop war flexible und safl
imener irgendwo.

Kunden und Kollegen, was wiirde mich ins Biro
treiben? Kollegen und auch mal en KafTee trinken.
Kundentermine sind einfach im Prisentieren wenn
sie Face to Face sind. War auch immer Gut beim
Kunden zu sein, andere Kultur und andere Firmen
kennenlernen wie sie arbeiten ticken etc.

German Interviews
Donat Matthews Marie Kannelopoulos
<50 <50
Switzerland Germany
Geschiftsmann und erwiesener HR Experte mit
CEO st DONE!Berlin

jahrelanger Exfahrung in den verschiedensten
Berexchen

Ieh war ziemlich auf Reisen, sehr viel sogar. 10
‘Tage pro Monat in Reisen. Der Rest cine
Mischung aus Aufenthalien hicr in der Schweiz

oder Tch hatte 4

Sehr flexibles arbeiten das ich es perfekt in mein

mit Zugang zu Regus Biros. Ansonsten habe ich
in den Blros von Geschifispartnern oder Firmen
die ich kannte gearbeiet. Ich habe dort Meetings
‘gemacht und anschliciend dort geblicben fir den
Tag oder in Hotellobbics gearbeitet, oder im
Zimener oder am Flughafen.

Convenence. Ich hatte sei und eh und je keine
besondere Bindung 2

Leben
eigenen zeitlichen Blocker. Es war sehr mobi, ich
hab in Cafés gearbeitet und bin auch bei Kunden
in den Bilros gewesen. Wir haben ausschlieblich

remote gearbeitet.

Staussymbolen. Es muss o sein oder so
‘aussehen, das ist vollkommen cgal. Get the Job.
done! Wenn das bedeutet ich muss auf einer

Auf jeden an Zet. Jeder hatte

im Biiro sein missen von 9-18 Uhr vor Covid.

Der Arbeitsweg war cin grofier Faktor. Mectings

wurden relativ spit am Ende des Tages gehalien
el fir Kunden da sei

arkbank Vertrag zu 4

‘was dann mach ich das such, Der ganze Glamour

und das ganze it vollkommen irrelevant. Es muss
pragmatisch sein und schaell geben.

Figure 28 — German interviews excel file excerpt

Als werdende Mutter war das schon sehr hart vor
Corona in einem normalen Baro.

Interviews

English Interviews

Jodi Williams Eugene Victorov Idan Tobias
Size of the Company >1.000 >1.000 <1.000
Country of origin of the company USA Russia Germany
Questions

Managing Director of the Branch in DC
Washingion, US and Global Lead of Workplace

Working for 15 years in the areas of Knowledge
Management and Digital Workplace with #deep

Could you introduce yourself frankly?

Let's say we have the year 2014,
Germany just won the world
champlonship in soccer, how did you
‘work at this time?

‘What factors are impacting the
workplace the most apart from covid-19
at the moment?

Strategy of CallisonRTKL. Clients vary from small
local companies 1o big local cooperation's to the
US government as we are based in DC.

Ialways worked mobile as I always had to work
with clients and look at the project at the ground.
Its the field of architect where the offices are open
collaborative studios and I love it. Open space is
my home. Also the opportunity all the time to work
from home and also at the clients office.
Nevertheless I always had my assigned desk but
we never used it and also its no the way forward.
The federal government were 9% assigned seats
and 1% alteative work schedule. Also some full
time telework but it was more full time in or not.
by 2014 most clients were assigned seats and some
‘had some shared seats available but not really
using the space.

A bundie of different factors. It depends on their
‘organization, mission and vision. Number 1 is who
s the organization and how 100 use the space.

experience in KM strategy and methodology and

tools as well as IT project delivery in areas of

Digital Workplace, Enterprise Social Collaboration

and Intranet portals (SharePoint, Confluence).

1 was living in Moscow working at accenture as a

knowledge manager back then

How to do it. Get the data yourself or given data.  Logistics, on how the employees got to work as it

‘What they want, what they need and what's the

‘was very central next to the metro. It was ata

gap. s not always the workplace, sometimes its ~ consultancy and many people worked at the clients

policies. Work patterns are super important. We are

office, The office itself was smaller then the

observation the people. Which groups are here and  number of people employed by accenture. They
where and how are they working. What do they  have been organized as hot seats, 5o clean desk

need for their job? Answering all those questions

helps us to design the workplace. Also leadership

s an important factor if they support our ideas ot if
the just answer and dont do anything.

and you had 10 book it one day in advance.

Figure 29 - English interviews excel file excerpt
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Technology has impacted the past and will even

more in the future
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Interaktive Tools wie heute, keine virtuellen
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Dr. Marie Puybaraud
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Global Head of Research at JLL.

worked remotely already and from home as well,
traveled a lot around the world. We started the
talking about flexible workforce but the mindset
‘wasn’t there yet it was the spark around 2014

Schritte in
Wir stoBen aber auch viel auf Widerstand mit den
Tools. Shared Desk in ihrem Department
‘emngefuhrt. Flexible Schreibtische, kein fester

Hype, kontakloser Zugang, 1964 gibt es Co-
Working, nichts neues. 1988 als Industrie mit
REGUS dann WeWork 2008, Jetzt komt der

Atbeitsplatz. Komet auf die Aufgabe an. Servicegedanke, Space als a Service. WeWork
iten zu Hause, Teamarbeit  C ty b Die
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werden veriindern sich immer schneller und nur
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Catherine Gashkina Eloi Lesegretain
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USA Australia
People Partner at Epam Senior people geek at Culture Amp

development. What does a manager needs to focus  flexibility, shared facilities and from desks for
everybody to mutualize the space for everyone. Culture and people, not sure what's amore
employee. The rate of change is tremendous, covid ~ We thought that large scale remote work would

peak at 2025-2030 but covid accelerated that

important, purpose of work maybe

worked as a recruiter, very structures day, one

hours commute to work, strict day if you are late | Intern at the moment in person not remote, the
you will be fired. Half and hour lunch break which office was an open space lot of screens, people on
‘was scheduled for you, not flexible at al. Level of the phones, really crowded, right now not possible
digitalization was quit low, not much automation.

People and culture are key you have to understand
whar's important for your employees 50 you know
what to improve to keep your people, more
productive, more creative, war of talent is on a all
time high. Its crucial to understand and focus on
their people. Technology is playing a huge role as
‘well, automation of process, more efficient.
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Figure 30 - Interview analysis excel file excerpt

Exploratory research — Conclusion

The primary data supports the secondary data in many areas. The secondary data was
gathered by surveys of leaders and employees. The role of the employee was a crucial one. In
the gathered primary data, the respondents were mainly leaders and therefore there is an
interesting symbiosis of secondary and primary data. Primary data supports the increase in
work from home as well as the described increase in productivity by the secondary sources.
Both are aligned that the human interaction, the coffee chat in the office, those human
movements are missing in the WFH reality at the moment. People miss this. Leaders are also
concerned with the outlook that with the new workplace concepts mental health and with that
employee well-being will be an essential factor in the future. Both data suggest that the future
of the workplace will be a hybrid working model. Leaders are aware that leadership will be
even more important in that transition. Employees have to be shown the way, step by step,
leaders have to be role models and execute their own roadmap in that transition. Leaders also
vocalized their concerns that employees might be lost when leadership is not careful enough.
This newly won flexibility will not go away anymore. Both data acknowledge that there are
traditionalists out there. One interviewee mentioned that one company she is working with
simply waits until the pandemic is over and then we behave like nothing ever happened. But

you cannot delete experience. New hires, employees and young professionals will demand
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newfound flexibility and the workplace, including the office will play a crucial part in the war
of talent. Organizations can use their workplace set up as a competitive advantage.
Furthermore, both data agree that the future of the workplace will be hybrid. After the
pandemic people will require this flexibility as mentioned earlier.

The hypothesis of this work is: “Covid-19 will have a permanent impact on the workplace.

The new workplace concepts will stay even when the pandemic is over. They will bring new
challenges to the employees and to the leaders, which have to ensure the well-being of the
workforce in the new workplace “. Secondary and primary data suggest that when the
pandemic is over, the workplace models, like WFH, remote or hybrid will stay in effect.
Organizations will adapt and change. If they do not accept this, they will suffer consequences
like talent retention, unproductive employees and ultimately and overall massive decrees of
productivity and with this, loss of financial resources as income will be lacking. The impact
of the workplace happened. WFH was made possible for many. The primary data showed that
the workplace concepts are directly linked to the pandemic. The challenges have been
discussed and are evident. Leaders themselves said leadership will play the biggest role in
transitioning and ensuring employee well-being in that process. The hypothesis is proven.

In the end, it has to be said that this work was produced in March, April and May 2021 and
the used resources reflect the current status. The business world and the academic world is
realizing more and more that this shift happened and cannot be undone. This question of what
is next, what consequences will be experienced due to this shift in working in the office or at
home or remote will get even more important. Time will show how knowledge workers will
work in the future, but data gathered in this research suggests it is going to be in a hybrid

workplace.

Interpretations and recommendations

This paragraph will be used for presenting ideas on how the presented results in chapter two
can be used in the business world to prevent companies from damage and increase their
performances. Therefore, a scheme has been developed which shows simply but effectively
the dependencies between the most important factors which are impacting and will continue
to impact the workplace of knowledge workers. The scheme can be understood to be a
guideline for leaders of teams or organizations to better understand what the topics of the

future be, which they have to be prepared for.
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In figure 31 the scheme can be seen consisting of six factors and the main subject, the
workplace of the knowledge workers. In a clockwise direction, each factor will be assessed in
what way it will continue to change the workplace and which factors will be more important
as well as recommendations on how to achieve that to prevent damage and increases the

speed of transition in the future.

oa®
&

Figure 31 — Dependencies and affecting factors of the future workplace

4.1 Leadership

With the corona pandemic, organizations were forced into a new way of working.
Organizations had to implement new workplace concepts whether they were ready or not.
Leaders had to assess which jobs could be done from home and which cant. The period of
time right now is a transition period under government-imposed lockdowns.

The research and the presented secondary data show that 75% of leaders of companies,
whether they are founders, managing partners or team leaders will face a new level of
responsibility to lead the transition in an unforeseen future. No one knows today what the
future will be like. No one ever faced such a situation before. The future is neither the way
people work now nor what was in the past, a completely new way of working has to be
determined by many factors by leaders on a company, team and even individual level. In the

past companies were theorizing about the future of work. Today leaders have to recognize
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this shift and work practically on a solution. They have to break with the past, have to accept
the future will look different than what society knew pre-pandemic.

Therefore, leaders have to identify which tasks can be done in which way, which work
patterns are given by the organization or team structure. Also, they have to redefine which
jobs might be done from point a or point b. They have to assess the entire company in or sign
every aspect to understand which impact this aspect would have. Decision-makers will be
more important than ever before. The interviews have proven that. Leadership is the second
biggest factor that influences the workplace (20%), the participants said that leadership has to
be able to realize that there is no way back to the old normal (20%). Research by KMPG
suggests that even 25% of leaders accept this fact already. Here leaders have to be careful.
However, the same data suggest that traditionalists which still believe they can wait until the
storm is over and can go back to the old normal are the majority.

However, the point of no return has already passed us, said Abt in his interview. People have
to realize to plan accordingly.

Another important factor for leadership is the style of how to manage a company or team.
Decision-makers and leaders, which have to act as advocates to lead their teams have to be
role models for a successful transition. Their leadership style has to change in accordance
with the new way of work. Data suggest that a more trust-based leadership style will be best
suited in a business world where the manager will not be able to control as close as in first
theories like Taylorism discussed in this thesis. In a world where the employees will not be in
the same space as the manager necessarily trust has to be the foundation of a good
relationship. Relationships, in general, will become more important. The biggest factor which
1s impacting the workplace the most as well as the number one answer to why the pandemic
was bad was the missing human contact. People miss their coworkers, their team and the
social interaction the most (50%). This is also the biggest reason for home office fatigue
(78% miss the office), shown in a study by JLL shown in 2.9. The human interaction is the
most important factor. The style of leadership has to capture the trust, the belonging and the
acceptance of each employee to give the employee the mental environment in which he/she is
able to thrive. The workplace will become more human-centered.

To implement a new leadership style, leaders have to be mindful of their way of
communication. The way of communication has to be an asset for the decision-makers to turn
the transition skeptics around. Not only on the decision-maker level are traditionalists,
skeptics or critics towards new ways of working but also on a lower level in the

organizational structure. Leaders have to be aware of preferences and attitudes in their teams

80



in order to communicate effectively and affectively. Only with a new level of trust, empathy

and compassion of each individual the successful transition can be managed.

To increase the feeling of belonging, the team mentality HRpepper is sending packages to

their employees to let them know: even though we cannot be together, this doesn’t mean we

do not care for each other.!?’ This feeling of belonging is named one of the major reasons for

missing the office as well as talent retention.

To summarize and structure the given recommendations, leader and decision-makers would

benefit from:

e Recognizing that the point of no return has been passed already

e Assessing all jobs and identify possibilities for more flexibility but also to identify
potential barriers for a successful transition

e Acting as advocates for their own organization and team

e Being a role model, mentor and coach in times where on-site workshops in big groups
with favorite colleagues are not possible

e Adapting a new leadership style based on trust, engagement, motivation, empathy and
compassion

e Communicating on an eye-to-eye level with their employees and team members

e Supporting their employees in the transition with a sufficient WFH setup budget so the
home office is equipped properly

e Fostering corporate culture so the culture will foster more human relationships

¢ Introducing new virtual bonding experiences; increase chances also at work for more
human interaction with office design changes or another approach with small care

packages for the lunch break to foster the belonging

Following these recommendations will ensure a successful transition but more importantly, it
will prevent several negative results if the transition is not started or managed poorly.
Negative results might be talent and employee retention, employee productivity and overall a
more negative financial result as data suggests already 1995 in “Workplace by Design:
Mapping the High-Performance” '?® by Fritz Steele and Franklin Becker a direct link between

employee well-being and their productivity and with that the financial result of the company.

127 Interview for this thesis with Robert Schulz on 05.05.2021
128 Becker und Steele 1995
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However, leaders are not only responsible for their own actions but also have to ensure the
following factors of the scheme. They are the biggest carriers of responsibility and are
deciding factors for the successful implementation, to make their company or their team

future ready.

4.2 Technology

Technology consistently changed the workplace as shown in chapter 1.2 history of the
workplace — impacts of design and technology. Starting in the 1950s with a typing machine
over fax to mobile phones, internet and nowadays almost everybody can scan a document
with a smartphone. Technology has always impacted the workplace and was the reason for
the change.

Pre-pandemic next to the human connection at work, technology is the most impactful factor
in the workplace with 40% of the participants mentioning it. In the current situation, the
corona outbreak forced almost every company to depend on technology if they wanted to
resume their work from home. Technology-enabled working from home. Companies reacted
differently. Organizations that have been further in their digitalization process did not have
many difficulties as the companies which did not start their digitalization process yet.
However, the situation before, the majority of companies managed the forced transition very
well. In a very short period of time, companies had to send their employee’s home.
Employees learned how to operate at home the tools and hardware to work productively. The
productivity even increased as shown in chapter two.

Covid-19 highlighted the various stages of the digitalization process in companies.
Companies had a technology gap. The current needs could not be fulfilled with the current
supply of technological development of some companies. In this regard, the pandemic was a
big accelerator for digitalization not only for companies but also for the entire society,
especially in countries that haven’t been digitalized well pre-pandemic. Eloi Lesegretain
mentioned in his interview that it would have taken us ten years in terms of digitalization, but
the covid-19 pandemic made it possible in only one year.'?° The only group of companies the
majority of participants worried about were federal offices or public administration. There the
pandemic did not accelerate digitalization as fast as in privately-owned companies.
Organizations have to identify potential technological developments and progress in their

structure to determine if their workplaces are already digital and how they can be improved

129 Tnterview for this thesis with Robert Schulz on 05.05.2021
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for the long term as the future will be hybrid. Companies that identify a lack of technological
advancement have to invest a bigger amount of money or have to create a bigger budget for
the IT-infrastructure as this will be a deciding factor on how well the transition into the future
of workplace will be accomplished. This also has been vocalized by 25% of the participants
that technology will be one of the most important factors in working concepts like hybrid,
WFO or WFA. Technology enables all of those workplace concepts, it is the base for every
kind of innovative concepts and will help to increase the acceptance of so-called third places,
e.g., co-working spaces or airport lounges.
Research suggests that 35% of leaders believe that due to the pandemic the technology has
finally been used in the way it has been intended for. The technology was ready already for
this use years ago. The pandemic only pushed the leaders and organizations to a new level of
acceptance to use the hardware and technology in a new way. If thought further technologies
impact will continue with artificial intelligence combined with robotics, many people believe
that this will increase the level of automation massively. Already positions like executive
assistant are not only scheduling meetings anymore. A lot of processes have been automated
so assistants have more time for creating workshops or organizing events, according to
Stefanie Rander. '3°
Which can be seen as at least interesting is a KPMG study, which shows that only 33% of
leaders accept that the workforce and the workplace have been changed forever and 66%
believe in this or the next year it will be back to the old normal. However, the same 66%
invest more in IT-infrastructure and in hybrid workplace concepts as they know it is the
future as well. The requirements for hybrid, WFH and WFA are different than pre-pandemic.
To summarize the most important challenges for decision-makers and organization around
plus recommendations from the presented research for the current situation as well as the
future:
e Leaders should be aware of their degree of technological advancement in their
organizations
e A roadmap for digitalization should be installed
e Potential gaps where the technological demand does not meet the supply have to be
identified
e Investments in the IT infrastructure can be seen as crucial to companies’ financial success

e Technological solutions have to be found for a new level of collaboration

130 Tnterview for this thesis with Robert Schulz on 30.04.2021
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e The new acceptance of technology should not fade away, once the offices are open
e Employees have to be considered in order to engage and motivate them for the
technological advancement of their workplaces

e Training has to be provided

Following these recommendations might lead to a better overall result in the transition to a
future ready workforce with an option of a workplace, collaboration and events. Technology
has to be taken seriously as well as the human operating it. IF the human gets lost, technology
will not do the job autonomously, yet. Therefore, talking about technology, the employee is
still the main focus of interest and has to be taken into consideration while changing the
workplace. Employees have to participate and act in the transition as otherwise there will not

be any development and the company will lose its most valuable resource, the human being.

4.3 Design/ Choice

To prepare for the post-pandemic situation companies have to reevaluate how and where the
work is done. To achieve a future-ready workplace for more flexibility organization, have to
identify work patterns, models, teams and the entire organizational structure. As it has
already been stated before in this paper, hybrid will be the new way of work. The big
challenge is that organizations rarely thought about how they use their workspace apart from
being functional. Companies have now the chance to redesign their workspace, the office has
to be considered in detail and the way of work, the mission and the anticipated outcomes
have to be considered. The workspace has to support the individual preference of the
company or the team. To make the change possible the paradigm of how the space used has
to be changed. There will be more needed than meeting rooms and individual offices.

The presented data and research back this up. In 2.8 it is presented, that employees who have
been forced into home office showed an increase in productivity by 13%. Asked again after 9
months of home office in the office if they would like to have home office as an option and
they can decide when they want to use it, productivity increased again by 22%. It is a clear
indicator that employees value this choice. Work becomes then not only a place I go to; it
becomes more the task they have to perform which can also be done in the friendly and
known environment of their homes. Work can be better integrated into life. Consequently,
working remotely offers even more integration. Also in the interviews third places, so-called

satellite offices which are closer to the employees’ home will increase. Hubert Abt stated that
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urbanization will increase heavily. The infrastructure in the next couple of years has to get
better for people to work effectively in smaller and bigger cities or even villages. This is a
major shift for everyone, architects, public transport and nature. The places have to get
human-friendly places as more and more people will not work in the office anymore
primarily, so Abt. 13! For companies, this is a chance to allocate space in a new way, maybe
even reduce the space and save money. Abt also said, that the office has to compete with
third places and home, if the office stays the same, no one wants to come back there as it is
useless for the new cause.

The presented Steelcase study in 2.10 showed that 41% of employees are dissatisfied with the
home office. Everyone has a different living situation and people need the office as an
alternative. Organizations have to create this alternative in accordance with their way of
working and their workplace concepts. 72% of leaders said they will implement hybrid
workplaces, which is the same level in the interviews. Employees have to get told or given
the chance to decide when and where they are able to work. However, the office has to be
redesigned. Steelcase gives a very detailed overview of its study. It will be explained briefly
on what organizations should focus on and how they could change their office to make it
more attractive for their employees but also to use it for talent attraction as a competitive
advantage.

Pre-pandemic, people's minds started to change already about the expectation of the office.
However, the experiences made during the pandemic have pushed their expectations much
more. Four macro shifts are identified by Steelcase which are to be recommended. The first
one is designed for safety. When talking about coming back to the office, safety is the first
and foremost concern employees raise. Therefore, organizations have to have a holistic safety
concept. Even when the vaccination becomes widely available globally if companies are
investing in a safer workplace they will be better prepared for the next pandemic.
Organizations should consider the air quality. The CEO of HRpepper said in the interview he
already installed in all the offices' new ventilation systems to keep the air moving and
exchanged.!** Also, outdoor collaboration areas could be considered as this also will increase
the health measures. The geometry of the desk allocation should be considered to minimize
face-to-face situations. The materials used in the office should be chosen by their ability to be

cleaned easily and safely. Sanitation is already an important factor and could be implemented

131 Interview for this thesis with Robert Schulz on 01.05.2021
132 Interview for this thesis with Robert Schulz on 05.05.2021
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in the safety plan. Cleaning should be visible and regularly, so employees feel safe as well.
Sensor technology might be implemented to understand and track the occupancy of desks and
the entire office. Hands-free devices should be installed, especially doors, room scheduling
and elevates. Touchpoints in general should be minimized.

The second priority is design for productivity. Pre-pandemic productivity was the single
focus but even then open plan did not work for focus work. Therefore, new office concepts
have to be suitable for several different kinds of work, such as in-person collaboration and
virtual collaboration. High-performing people have to be able to switch between different
work settings like group collaboration or single work to be effective. Also, remote
participation has to be implemented and rooms have to be created for a hybrid interaction.
Another factor is privacy. The workplace has to be able to provide individual and group
spaces to satisfy both needs. Some might thrive in a small private cabin while others need the
busting life in an open plan. Movement has to be possible. Studies have shown that physical
movement increases the creativity of people and connected with whiteboards or digital board
this increase the ability to solve complex problems.

The third is the social aspect of it, design to inspire the community. The office has to serve
more purposes than just a place of work. The office should create the infrastructure for more
relationships and social interactions. Therefore, the office has to have a positive vibe coming
from. The workplace should be as inclusive as possible and should be designed for everyone's
needs, doesn’t matter of introverts or extroverts or special needs. Trust has to be implemented
deeply in the design for people to feel that the workplace is the place where they can be with
their manager and actually see him and interact. Another factor is the environment the office
has to grasp, employees have to see that their employer shared their values and that not only
on paper but also in the workplace.

The biggest change compared to the pre-pandemic situation is design for flexibility. Earlier
offices have been designed with fixed spaces for long hours and a permeant location. This has
to change. They are also not flexible if the conditions change, like a pandemic. Returning
back to the office, employees will expect more control and more choices where to access
their needed tools and where to work. To satisfy these needs, organizations have to consider
multi-use approaches in space allocation, so employees have a broader variety to choose
from. Multipurpose approaches will be maximizing the usage of one area. It could be a café,

a big meeting room or a collaboration space. This will help to reduce the needed space as

86



well. Last but not least the furniture should be movable in order to change the setting

depending on the needs of the tasks or the employees. 33

To summarize the challenges and recommendations what organizations should focus on:

e To identify work pattern, mission and style of work

e To rethink the allocation of space to maximize the usage and reduce if possible

e To create a competitive alternative to the home office

e To allow employees to choose their preferred workplace, at least for some days in the
week

e To grant a home-office budget to each employee for setting up a sufficient area at home

e To consider the presented recommendation concerning the specific space allocation
presented prior to this list from Steelcase

e To use the office as a competitive advantage

4.4 Employee well-being

Another factors organization currently have to focus on and is employee well-being or in
other words mental health. Presented data and research suggests this will be the next top
challenge companies will have to face if not addressed properly.

Pre-pandemic employee well-being was already an important factor as explained in chapter
one under 1.8 well-being in the workplace. However, with the current pandemic on top of this
topic gets more important. Therefore, this paragraph will talk about the effects it might have
and how to prevent them.

More than half of the Americans said in a stud that the global pandemic affected their mental
health negatively. '3* Presented data throughout this research thesis (2.5, 2.7 and 2.12)
suggested too that mental health is the upcoming big challenge for companies. 62% of
American employees said this will be the top challenge during the crises. '3 Mental health
was always a topic also in the interviews. So, names 40% of the participant's mental health is
one of the major challenges with new workplace concepts like hybrid, WFH and WFA. The
reasons are presented already, lack of human interaction, difficult life situations, not suitable
living arrangements for home office and no structure or no support given by the company or

their managers. The interviewed leaders support this with their statement that everyone got

133 Steelcase 2021
134 Panchal, et al. 2021
135 McKinsey & Company 2020, Segel 2021
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somehow damaged in the pandemic, psychological safety will be more import and companies
should not forget introverted employees which maybe do not raise their voice and ask for
help. The leaders mainly agreed that this is an underestimated issue that is affected by a big
taboo and stigmata, especially in Germany, where no one really talks about mental diseases.
The resented data in 2.12 by McKinsey & Company are the most alerting. McKinsey found
out in a survey that only 30% of employees feel comfortable talking to their managers about
their mental health. However, this cannot be solved without communicating. Mental health is
a highly verbal issue. The employer has to create a safe space for the employee to open up as
well as managers and leaders have to be trained and made aware of these issues.
Furthermore, McKinsey found out that 96% of leaders invest more money in their HR
departments for more resources for mental health. However, only 6% of the employees report
that they feel supported by their employers. This 90% gap is the issue that has to be
addressed. The offered help has to be offered in a way that employees are noticing it firstly
and secondly are willing to get and accept help. 3¢

If companies decide to ignore this gap or decide to talk these issued away this will be
expensive. Research found out the costs associated with ignoring this are in the hundreds of
billions for entire industries. Consequently, organizations will fight an increase in sick days,
low employee motivation, low retention, a decrease in productivity and an overall decrease in
performance which will end up costly for companies.

Companies should make employees' mental health a priority. Well-being should be treated as
a skill by companies that can be trained and measured and improved. With support,
mediation, enough sleep, exercise, a well-balanced diet, a spiritual connection and a purpose
employees will feel better and will improve their wellbeing. Employers have to support these
areas with offers and services, so employees feel the support and are more engaged in it. '3’
This challenge will be one of the biggest in the future, therefore here are the recommendation
based on the presented data and research:

e Make employee well-being a priority

e Treat it as a skill that the employees can train

e Offer supporting services, like family or workplace therapists, yoga instructors,

meditation apps, courses about healthy diets and workouts

e Create an open and safe environment, support by the corporate culture

136 McKinsey & Company 2020
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e Train team leads and manager to make them aware of these challenges
e Offer emotional check-ins

e Leadership style has to be adjusted as well as communication

e Be aware of peaks in working hours

e Mandatory vocational leave

e Be aware

4.5 New measurements of productivity

Talking about employees in general, the most important factor is ultimately the increase of
their performance. Talking about well-being, retention or happiness, in the end, the success of
a method will only be measure by the increase or decrease by the productivity of the
employee. This is how it has been traditionally pre-pandemic. However, the opinions about
how to measure performance began to change already before covid. The shift in perception
came with a shift towards work from home or remote work and the epiphany that no control
via presence is possible. With the massive increase in home office due to the pandemic the
performance cannot be measure as many did it before, by presence. Measuring the
performance of employees by presence could be seen already as questionable however this is
not the point that should be made here.

The primary data gathered mentioned the shift in how to measure productivity fairly often in
comparison to the collected secondary data, which does not mention it often at all. 30% of the
participants bring up the issue with the way of measuring productivity as one of the
challenges with these new workplace concepts. But even more talk about this issue in other
questions as well. Marie Kannelopoulos said: “you (...) cannot measure productivity by
presence”.!3® Others make statements like: if no one saw you in the office then you did not
work. Judith Weisbecker said the sentence:” Only a present employee is a productive one”!3,
as she talked about some of the leaders in her company. And this is exactly the point. People
cannot manage a team anymore by visibility. Furthermore, a leader cannot judge an
employee’s productivity by presence anymore. Leaders have to change their style how to
manage. Leading a team remotely is another challenge that they have to get trained for.
Therefore, they should also be made aware that they cannot judge an employee by checking if

the person is online and equalizing the online time of an employee with its productivity. This

138 Interview for this thesis with Robert Schulz on 30.04.2021
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does not work anymore in a world where people work from home or third places. To

implement those changes leaders, have to lay down a foundation of trust and feel comfortable

with the lost control as they cannot just get over in someone’s office and check up on this

person anymore. This is an important factor in how to judge a performance in general. It

should be based on the outcome or on agreed results after a certain time period.

Recommendations are the following:

e Leaders have to trust their employees

e Productivity should be mainly judged by outcome rather than by presence

e Ifleaders struggle with this, agree on a set of results and a certain amount of time after
those results are expected. Expectation management is crucial in a virtual working
relationship

e milestones help to keep track of the team but also of the overall progress of the project

¢ individual millstones for each employee help to trust and track the made progress

e deadlines are a very important tool

e clear communication, expectations and reliability are crucial = if you say you do it, you

do it. When you struggle with it, no worries just let me know.

4.6 War of talent

First describes in chapter one under 1.10 Workplace trends, the war of talent is the increasing
shortage of well-educated or skilled labor. In other words, the competition for getting the best
talents has never been that hard. As described before companies can use their workplace
experience, their design, reputation, well-being aspects as a competitive advantage to get the
best talents on the market.

The war of talent is not to be found in the gathered secondary data however in the primary
data, the war of talents has been named quite a few times in various questions. 10% of
participants named that the companies which are prepared best for the new workplace
concepts will get the best talents. Furthermore, 20% said that with new concepts like remote
and home office, this will be a big challenge for the onboarding process and for the feeling of
belonging. Talents and new joiners will not feel immediately welcome as they might not even
know the team and have never met them offline. Role models will be harder to find as well as
mentors which play an important role in the development of a young professional.

As more and more baby boomers retire, newer employees will be the majority of the

workforce sooner or later. Also, new employees who come into the job market are used to
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digital tools and a life between online and offline. Companies that do not adopt the new

trends and will not offer the requested flexibility will lose this war. If they do not satisfy the

demands of the talents, like working from home or even remote, an attractive office which is

a real alternative, then talents simply will not be joining those companies.

Another deciding factor will be how well the company is meeting the psychological needs of

the talents. Do they identify with the values of the company? Does the company really live

the values and implements them? Do the people feel the trust or is it just a slogan? These

questions will decide if talents join or do not join.

The other big factors are employee retention which has been covered already here. For

employee retention, it is crucial that employees participating in the transformational process

and are taken care of. Employee well-being and leadership style are important for employees

as they form the experience in the workplace as describes earlier in the paragraph about

leadership.

Companies that fail to implement solutions are losing the war of talent already. Not getting

new employees means a company will not grow any further and a company that does not

grow will be not successful in the long term. Therefore, having an attractive workplace, a

supporting corporate culture and trustworthy and supportive leaders is key to win this war.

The recommendation for retaining and attracting employees and talents:

e Be aware of your own company, the values, your mission and implement the prior
mentioned recommendations

e Create an attractive workplace, office design, flexibility, home office, maybe remote

e Do not just write it somewhere in a mission statement live your values, act accordingly

e Have leaders which can lead on eye-level

e Value your employees, mentioned them, support them (compare employee well-being)

e Be authentic as a company and have a believable corporate culture on every level of

seniority

If organization follow these recommendations they will be perfectly equipped for the
challenges of the future. The recommendations mirror the found data, the conducted research
and the given outlook in the future. Leaders and organizations are advised to take the ongoing
changes seriously. The presented data indicates that post-pandemic will not be pre-pandemic.
The hybrid workplace model will endure the pandemic. Therefore, companies should be

prepared even though this means an increase in financial obligations.
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However, if companies choose not to believe or fail to recognize the transition in which the
business world is, they will face a series of issues. This could lead to difficulties in attracting
talents and keeping the current workforce satisfied. This leads then to a weak foundation in
the company and it will become harder to face the ongoing and the next coming challenges or
to grow further. To put a label or a number on the financial impact of these failings is highly
speculative. It only can be summarized that it will be more costly to ignore the changes and
recommendations then to follow and implement them. Having a future ready company with a
flexible workplace setup will save a lot of financial recourses and time, especially when the

next pandemic comes, which all the experts are sure of.
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Appendix

German interviews excel file excerpts
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Arbeit nur integriert wird. Sonst sicht das echt
schwer aus.

istes den Mitarbeiter aufzuzeigen was get und

‘was nicht. Das muss man den Mitarbeitern sagen.

und die Motivation von den Mitarbeitern. Alle
missen sich aber an dic Regeln halten.

Es st fr mich innovativer und viel Aufgegtben

Schutzgedanke, alle machen es gestaffelt bis X von 0 auf 100 in ihre Jobs zurick Unternehmen
dann weiter bis Punkt Y. sollen friihzeitig auf ihre Mitarbeiter zugehen.

‘werden durch
arbeitetest mobiler, flexibler und auch mit

das kann mnJo Gberal lesen. ch denke im Bdro

‘Wie sehen Sie die Zukunft mit all den, und cher agile Projekifiche. Andere Bereiche sind
manche wirden sagen, den Tch we e nichtaber ich freu mich draaf, wis | ES wird iminee mehe Sachen geben die Compuier gewissen Department oder M und mehr MASICTUE gy ch einen Raum
achdem  missen csals Ch ifen. Ich kann das Menschen missen nur noch probiers viel mehe s, jtt homent s | und Wil b Personaler di : L Wi haben die
iprvipr Entreprencur sen viel mehr zur Gelnung, Try and kreative Die
12 2 WK, die n der Geschiftswel sbfoden und bin privieget. Vil wissennicht | Computer Gherwachen und viellech Spezistille | o v o vt vt i e laerviews. Man B T e
stattfinden? In welcher Art von wie cs abget sber ich sch e als Chance. Meine. | bearbeiten. Und dicse Jobs werden dann immer mmum.mmm”k et ”""'_‘ snmicten fur e
Arbeltsplatz werden wir nach der Frau Professorin in Madrid aber war noch niein | Schwieriger.Ich bin da sehe skeptisch wir das e auf jedenfalls geben, vor alem wo Mitarbeter | AP arbeies
arbeiten und in der Zukunft ‘Spanien. Das hite es friher nic gegeben, weitergeht. iindern. Dicser Hype an Innovation noch “""""‘“"""""'“""""‘”‘ i Home Office arbeiten kianen. Auch das die Regeln bestimmen.
hiro domiaoter wie, i Menschen e (i Asstenten shgesommen werden et machensie 1% DR SO Feh
Verinderungen werden und individuclle. Wir  schon keine Worksbops, keine Moderationen o dann B
"""‘S&"’;:m“"""“’“ md 0 Anzahl der Mitarbeiterim Bilro niedriger halten.
ehten. Dahier wisd Hybrides Arbeien immer wichtiger
warden.
Sehe ich nicht s0. Es war fir die Arbeiterschlecht | Es gab keine groblen Nachtcle fi mich und mein
Bitte beenden Sie diesen Satz: Die weil der Kontaks verloren aber nichi fi die Arbeitsplitze. Es war schlecht |\ C1L51¢ €€ Bewisse At voa Stress fir den umm::mmnmmmm. . §
13, Corona-Pandemie warfist schlecht fir persbaliche g e Warum? ’ ‘ ! cr Stecke. Kann ich nicht zusimmen
o S st fir dic Menschen aber nicht fi die Arbeitsplitze. e o fachich;
Arbelispiltze ve Blroarbeltern, Keine Bedrohung fir die Arbeitsplitze. Thema. Teamspict st weg
der Went des Individuums ncu crkannt wrde.
Weil der Mitarbeier nicht mehr heute in der Masse
wie die Schafe ins Biro kommt sondern jetzt 2u
. . i Hause anders wahrgenommen wird. Das
"'“""W_""m"d"’:" Teamwork, die Projektarbeit rickt wieder in den
weil man das ganze als Chancen schen kann, man " weil s und in ci Zeit fir den i aber | Fokus aber der Mitwbeier wind ds besimncn,
Bite becnden S desen Sate: Die Kaan flexibler arbeiten von wo auch immer, wann t;"&“:"'“m:ﬁ:’:‘z pelehrt hat das Unsicherheit flexibel umzugehen, | such das Arbeit und daera
sch immer. Man ki incm Job auch mal Fokus  Filirungsl HEN | schnell praktikable Lisungen 7u finden und weitc. Dic Effzien und Produktiviti im welchem Team cr wann was licfert. Und das
Prisenz it schon gut ety Alemative Losungen 2 finden. Viel Wege fiben | Homeoltie st gesteigen. Fokussires Arbetn ‘wurde vorher vorgegeben aus der
Arbeltspiitae von Birearbelter, well— | vingen. Man muss es as Chance seben weil Iz:"“""’:“'"“m"““".":_‘ nach Rom anstatt Schema F. Und es gab cinen | kann cinfach sein wenn i
sonst misste ich in den Keller geben und heulen. ntegrieren. Je schlechter man sich im Leb unglaublichen Digitalisierungsschub, schafft. eine Individualisierung des Arbeitsplatzes. Damit
bt desto grdfer ist auch der Einfluss auf die s Wi o Ao, s v
.

Atbeisleistingen. such ransparcnter und Leistung wird abecfragt.
die vorher vieleicht 30 nicht flr lle asgetroffen
hat. Mitliufer und sndere. Die Underperformer

wiltes.
Jens Feddern ‘Matthias Mefert Daniel Pangritz Sebastian Holtze Dr. Peter Gelfler Mare Nicolaisen
>1.000 <s0 <1000 >1.000 <1000 >1.000
Germany Germany UsA Germany UsA
Griner von HRpepper, Consuling, PuC, Digiae Transfomion,  “sn s et oo b oo
Leter der Berkiner ienbaum, davor Bank und| ncstindische Untemchmen mit digitale w_m""’_."' okpec i Dreen.
‘Wasserbetricben, damit zustindi i die Wirschafipidagogik sudirt undin Manager bei Kienbsum Consuling fir HR 2 Entwicklungen. Der Fokus New e " Customer Expericace Manager s6i 29 Jbren i Sl sch bite Kure vorstelen?
Wasserversorgung der Stadt Berlin und Leiter der fert. War mal " isaionsdesign | World,new Skils, Leadership. Geschifisfibrer P m"“m‘_ e Untemehment. Kannen el
Corona Task Force Prof an einer privaten Hochschule. Hat SO bei der PWC Koopersion mi der Digitalen  Un'oehen el des technische
V— Butncs Schoc Dt St Mg pac 556t Die Themen ind di seben wie voe 10
Jahren. Vrheirater 2 Kinder, promiviert.
- ) Beratungsbusiness ist schr strkes
N mﬂzﬁ’o‘:ﬁ?m Menschenbusiness. Kunden waren viel bei uns im Wie haben damals schon progressiv und modem
et s gl Biro und wi haben Wt auf Erebnisse und Vicl rumgercist, war damals viel auf Projekien  gearbeitet, offenc Bilrowelten aber weniger
Pmi-mlm‘c\mdkvaAW& i Bl Coworking Spaces it 2014 de e Beratung bei RWE, joden Tag operathy unerwegs. Morgens sufishen, 3 Tage | Technologie, Arbeltformen waren el verore, Sagen wh, wir huben das Jahr 2014,
Zu der Zeit nur Zogriff auf einige Systeme. 7u dex Zeit gerade, haben wir auch Essen und im Viel b b " Nur wenig
e bt ot g e P, Wi hben sehrvielinechien | EPECETO M RO £° im Baro in Dresden. Vielbeim Kunden mit dem _ offenen Strukturen, Publi viewing in der Firma.In FuBball gewonnen, wi habe Sle zu dieser
Prosesse e o st M yicbnissen gewbeie. Viel Wegezeiten da vor Ort L Lo Laptop des Kunden vor Ort in Mecting riumen.  das war groartig, Customer Excperience gab cs  Zelt gearbeltet?
it At Hareare b o e Kunden gearbeie wunde. Wenn dann hat Viel mit LAN Kabel noch. och nicht. Vertiebsleite hat Produkte und
Skt onden. man mal telefonsert. Skype mal war das bochste Losungen im Biro priscatiert.

Zugang zu den Systemen. Es muss viel in SAP

Systemen gemacht werden. Das ist das Wichtigste. 01 R

Die Systeme sind unabhingig aus
sicherheitsiechnischer Sicht. Also
Biroarbeitsplitze mussten von vor Ort benutzt
werden. K ein Druck jemanden nach Hause zu
schicken.

der Gefthle

Menschliche Bezichungen sind ein zentrales
Mammmm

Technologie und technisches Wissen und
Ausstatung werden immer wichtiger. Am Ende ist

das Wichtigste Fihrung unter s egal, ob Whitecollar oder bhue collar,
Infrastrukay
Man kann das auch mit Stolz vrbinden. 4 Drumbherum, € istcin ziclori verden damit alk
Sinnebenen, Zugehirigkeit, wa, Vertruenin | kinnen, damit alle arbeits ihig sind. Es geht um
stobs s d sen. Despegt som Acbopltz | s T g, st mam pecsinomn Zise | i Labro digialer Kommpebmsams, vcn PRiuer
sehr stark. Technologie ist nice 10 have und erreichen kann ‘bis zum CEO. digitale Bros geben milssen. Auch

Ergonomie, beinhalet immer stchen und sitzen.
Stihle, Abwechslung, immer wieder in einem
anderen Umfeld zu sein mit Orswechsel.
Integration von Medien, Inhalt, dic man
irgendwie Ober groBe Monitore teilen kann. Ein

Laptops, Akkubsufzet, Verfligharkeit von Internet,
‘Piinktlichkeit der Bahn und des Fliegers. Die  #°
Kunden mit Thren Wiinschen. Auch Support from
Client, sie musste i Themen wie neues Arbeiten
sensibilisert werden, sprich Coaching. Das ging
nicht per Telefon, man koante es sber ¢s ging nicht
weil e keiner wolle. Der Wertder Arbeit war
‘gemessen an Prisenz und bin vor Ort alle sind da
sber der Berater feh. Das ging nicht. Das wire

den
kann. Piophelie, die Naturverbundenbeit im Biiro, Arbeitsplatz neben Covid-19 am Meisten?
liche Materealicn. Wird cin Trend werden in
einem Umnfeld 2 arbeiten was nicht steril ist

lange
tolerieren.

‘sondem in cinem Umfeld, was einen an die Natur
erinnert, Ein Umfeld was die akustische Belastung
verringert.

das wollte man

94



English interviews excel file excerpts

r. Marie Puybaraud Catherine Gashkina Elol Lesegretain
>1.000 >1.000 >1.000
USA USA Australia
Global Head of Research at JLL People Partner at Epam Senior people geek at Culture Amp

and from home as well, worked as a recruiter, very structures day, one

Jill Deschner-Warner Jonathan Sadow
>50 <1.000
Germany USA

Lecturer at the University of applied Sciences at
Mittweids, Germany. 1 am from the filed of
psychology and I focus on the intercultural
competence, organizational psychology and

Corporate Social Responsibility

Co-Founder & Chief Product & Technology

2
Officer at T jes, Inc. Could you introduce yourself frankly?

1 'was working mainly as a coach and lecturer, as a
lecturer I enjoyed a full classroom. As a coach I
was teaching face to face teambuilding’s. The
focus was to build the team so everyone could

hours commute 1o work, strict day if you are late  Intern at the moment in person not remote, the  accept each other and works together better. I was
you will be fired. Half and hour lunch break which office was an open space lot of screens, people on  travelling to my clients and there was no thought
was scheduled for you, not flexible at all. Level of the phones, really crowded, right now not possible about anything online. No online meeting, I didn't
digitalization was quit low, not much automation. ‘even attended any meeting so far 2014. Also the
suggestion for the clients we could do it online
was not possible, it had 1o be done outside and

faces to face, or in the office

traveled a lot around the world. We started the
talking about flexible workforce but the mindset
wasn't there yet it was the spark around 2014

People and culture are key you have to understand placa of

Let's say we have the year 2014, Germany just
‘won the world champlonship in soccer, how
did you work at this time?

Office

‘what's important for your employees 50 you know
what to improve to keep your people, more
productive, more creative, war of talent is on a all
time high. Its crucial to understand and focus on
their people. Technology is playing a huge role as
well, automation of process, more efficient.

flexibility, shared facilities and from desks for

everybody to mutualize the space for everyone. Culture and people, not sure what's amore

We thought that large scale remote work would important, purpose of work maybe
peak at 2025-2030 but covid accelerated that

mmmwmmmm “The corporate culture and the purpose of work, as
that you have to work together now, whether you  well as your colleges. Purpose of work will  What factors are impacting the workplace the
like it or not. Leadership is responsible for creating  become more and more important especially for most apart from covid-19 at the moment?
luchllpwuhdd\vllthdnu!lynlpolme the younger generation.
‘ay but being aware of the differences

A bundle of different factors. It depends o their
organization, mission and vision. Number 1 is who
s the organization and how 100 use the space.
How 10 do i, Get the data yourself or given data.
mmmwnmmuwmu
sometimes its

3. workplace the most apart from covid-19

at the moment?

Which Covid-19 restrictions have been
put in place in your company?

How did your workplace change due to
Covid-19?

What are new workplace coneepts which
emerged due to the pandemic?

What are the challenges with these new
concepts? What will be more important?

What do you think about how many
‘companies you know, or you have
worked with are ready for these
challenges of new workplace concepts?

pubru Work patterns are super important, We are
observation the people. Which groups are here and
where and how are they working. What do they
need for theie job? Answering all those questions
helps us to design the workplace. Also leadership
s an important factor if they support our ideas or if
the just answer and don't do anything.

Our company is globally 0 we had 10 answer
depending on the location. China was closed down
first for 12 weeks. Others one were slower o
close. It impacting the work quit much but right
now its phase 10f reopening, We decided 1o no
longer have assigned seats we have now reserve
ale seats which you can book before, low
occupancy with booking system. Everyone is
‘working remotely and from home. People are jut
going to the office for printing tsks as we need to
‘print stuff like models. The transition was really
good cause it foroed some people who were
resistunt had 10 change now.

Answer from prior question.

Focused on safety, immediste retum o office
safely. Less touch points and rules and regulation
with low and now we are i the phase
what's the future of the office. And this is a lot of
flexibilty and collsboration. Our senioe stuff had
always flexibility, but the junior didn't have that or
didn feel they could use it. No matter who they

are and we trust them. But also there will be

situation where people dont behave like adults.
You can support that with guidelines

think the biggest on ¢ is the financial side.
Companies with large portfolio how to do address
the change without investing super much money?
That' the biggest question. How do you make the

existing propertes better? Leadership is a big

challenge its changing hearts and mind? Big
opportuniy 10 talk the talk but the concern is more

of the middle manager to say they believe n s but | |

don't behave like it. Across the board the executive
s well prepared and very supportive sbout this.
Middle line managements is more traditional which
needs the team around from 9-S. Culturally we
seen a generational divided. Baby boomers
leadership and the next gen with X and mil

Logistics, on how the employees got 1o work s it
Was very central pext 1o the metro, It was at &
‘consultancy and many people worked at the clients

Change in coasciousness how we engage with
work in general, compared to 2014 its more
individualistic approach from company and
employee side. A lot of focus on personnel
1. What does a manager nceds 1o focus  flexibility, shared facilities and from desks for

on?1t's the key factors of an everybody space ryone. cu amare
office. The office itself smaller then the
““ “by employee. remendous, We would impoctant, purpose of
number of people employed by acoenture. They % o oiieruied it New challenges with new ‘peak at 2025-2030 but covid accelerated that

have been organized as hot seats, s0 clean desk
and you had 1o book it one day in advance.

technology. Regulations of the country the
company is in cause it imits the

Technology has impacted the past and will even

Work from home for the past years since March
2020 which | dreamed for many years. Now here
at home I don’t have any restrictions. We don’t
have a lockdown we don’t have anything. They
have been lockdowns in Moscow but not Saint

«changed. 99% work from home, in the office you  workforce are in the office. We think this situation

more in the future

there are no restrictions per se. We got guidelines
‘which we were asked to follow. We work from
‘home, business travel stopped, 95% of employees
work from home. People are allowed in the office

A lot. Last Feb no international travel anymore and
WFH, no travel, tests, hiring and recruiting people were sent home 1o WFH. 2% of the

People and culture are key you have to understand

more creative, war of talent is on a all

time high. Its crucial to understand and focus on

their people. Technology is playing a huge role as
‘well, automation of process, more efficient.

13 month working from home, remote working is
normal now

being a bit more bought into the idea of shared
spaces and resources. Baby boomers a bit more
reluctant, (CONTRA 10 JLL). Also who is the
leader of the future? Is it the people who are in the
‘company now or the next generation? We have 10
alk about this in order 1o make the company
attractive to those targes audience.

1 would say all the company I work with will be

ready and are planning and thinking sbout They  Depends on the cuture and indusiry. Oil and gas | Don't know on a market perspective. Is ot a

Petersburg. To enter the office I have to make 2 have to wear masks Wi st ] October 202) Testng. ¥ IOn bt it and you have 0 sign in an online ool
tests art from 7 days. Or I can present a paper that Sywiems, ux smacat of poople I 4 B k. t0doso
1 had covid slready.

. Didn’ 't go o any office Usually I was located in London, then | moved
""'"’“"‘“":'."‘.""_‘“M“ always worked from home so didn’ - physically change for me. | restriction were not forced or something. They | back to France o the countryside, escaping urban
rictons Docsn'travel anymore ‘gave us guidiines which we then follwed. spaces.

WEH = remote. Some organization have a remote

first pioriy. Also this is impacting the recruitng

WEH = emote. s given us  new mindset how | process. Usully twas office you have o live in
Remote and work from home. But people stat ) we work, hat city now its ht country
using services which the  WFH, with new serum and m’&mﬁ:“‘”’::':‘em can oaly be doe from the office not from some  for tax reasons. uom.mylwnmm-nm
companics IT. We saw alotof security breaches more online mestings. o oo e Toams or et T other plac. This 2020a0d s the office which you can
from the staff. now ing 100% reduce when bave

the 1o the office. The

foodback of the employees i ke that st some

companics
The culture and to improve iteracy that people
understand bow 1o use the tools but o the same missing social connections. It could be diffiult s
time 1ol tht literacy that people do not use i Mental Health! With stress by g . . you don't get the energy for your coworkers,
for other stuff which they are not cmployees having to themselves. I's P e " mecting poople and have an informal chat o the
‘runup:pkm:hm:umu: :‘mymnmmsomn.dyﬂ-mt v:"“m"_”"""m“"‘" e Monage by wﬁu_:;&hhwuym‘::::‘
problem s the IT have to be. about the level of ""'“"'l'il"“"""’""""""‘ » calume + Welbek remotely this is harder then before. Distributing
which i not suitable if you send the entire wlmm\'mulld-ywm performance. B8 i formation is missing. Younger cmployees don't
workforce home at once. And if t breaks down weseea | benefits. It will be more crucial to implements 3 et mentors anymore, fole models arc missing
o wize o ‘o drop of moral and aniousness. They arlooking | senseof B

0. No one is work life et One energy level is low then | 10% 4 W2 10 come back. The office as a form of wmhmn-mhﬂmﬁqunﬂnb.

© iy o o Al ypeof_*EuCtRE ot hedey. Commuting 3 physica o v

‘home. Others y back | job is important, F e s perfect, | Virooment Now work happens from home and reassure people. Productivity get up but mental
atall 1 have so much time with my small family 0| Working is not about presence anymore the boarders to private shifts health goes down as people don take their

its perfoct. 1 save like 3 hours a day just
commuting 10 work if I stay home.

80% of our clients are ready to shifl. They are
seriously looking to make hybrid work model

Government

and its harder for

points questi
is @ bit further behind, its administration and all  people who work in the office for many years. It quﬂlnllh.lnbenlwaﬁdnﬂl_lh.i Abo

work. Not sure bow o share but we think s the indusiry and on each company individual. |

vacation days.

wellin Belarus very few but is also depending on  most are adapting, as they had two. If you dont

adapt you will b eft behind. Over the last 12

going to be like 3 days office, 2 days of home.  think locals up to 100 people

in one year which

trend  also depends the company.  leaders. Capacity is limi
Also the lower level is quit ‘ounger liar with how to and how to support
:d...a.m".‘._., - “Toch compen Mny:' XUt B mmwmonh-m-ayum people all over the world will be
Worked outside of government, 50 they don have implement it casir. ‘major importance. a5t also a inancial question
mo’m
scen many options.

canthave 100% - here with thos changes bt global companies with usually it would v aken them 10 years. S0 the
pandeic is

technology and tools
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9.

Imagine we have 2023, the pandemic s
over, which of the new
discussed these days are stllin place?

Let's say hypothetically, the covid-19
pandemic s over in § weeks. What do
you think, how many companies have
working return-to-office policies?

Netflix announced in the begianing of
April that the employees should come

. back to work in September this year,

‘what do you think about such
announcements?

How do you feel about the future with all
th

A of them will be there. The office itself will be

talents in a physical room. You need it for culture
reasons. How do we work together etc. I foresee 8
lot of physical space changes. There wil be some
factoe like fresh air and make people safe, there
will be people who sillfeel insecure about the
‘pandemic. We have leamed 30 much about this
whole thing. There will be less need for in person
‘meetings But then those in person meetings will be
‘more about collaboration and individual space then
before. Heads down work wont be down in the
office. The best thing from
perspective is that you saw each others rate life, so
you got to know more people and their situation.
S0 everyone could gain an understanding about
‘what the are dealing with.

Remote work will be there in the future. People
don't want 10 ake shops where they don't have

remote is here o stay, flexibility is important and
with equality.

a5 right now. 1 q

my employer tells me | have 10 go back to the  able 1o work remotely and who is not. Its dividing.

office. Working from home is a new level or
‘comfort. You don’t have 1o do all the suits. A

Equality on who is

‘Wellbeing will be crucial as well with those gaps
inthe society. The fortunate ones might even

‘g00d business sui costs 300€ and you don't need  reconsider her job decision with more time now in

10 spend it at al. People are also not allowed in the
office if they don't wear this "uniform".

Maybe half of the companies. Maybe I am
optimistic but mainly big companes they have

Did not fitin the progress of

“The tech companies 1 work for are mostly ready
for it. They spend a lot of time thinking about what
nceds t0 happen. Those task increased the
collaboration between HR and real estate. Which
we for centuries, those integration HR,
IT and facilites. Its a total workplace experience its
ot just an office. And those tech companics have
deceply integrated this,

1 think its going o different for everybody and
‘what they do. Not person by person but more
‘sector or sector or company by company. We will
0 somewhere in the future for being together this
will be the office I don’t see this changing in the
foresecable future. Maybe with any future
. pandenics tismightchangs. Bt the nd o
is real and its

changes after WWIT which are

" happening in the business world? In.

‘which kind of werkplace will we work
after the pandemic and in the future?

Please finish this sentence: The corona

. pandemic was/is bad for workplaces of

knowledge worker because...

Please finish this sentence: The corona

m-wm.,mwrawm
together is il

Tdon’t know. 1 doa’t care about getting back o
office. 1 know my space is

‘home office

Wellif its over then there is no problem. Its sbout
and about communication.

All

Policies are important, but § weeks are quit short.
Also the health restrictions wont allow enable the
retum of all. Put clents anticipate that the
vaccinations are working and then X % come back
in July and X% in October. The problem is not the
office, you can control is and make it safe, but the
problem is commuting!

They are not the oaly one, many companies are
doing this. They never tell you how many people
‘come and when they come. Is it S days a week in
the office or hybrid? No one i saying that, It's a

s only i

Something like wework, temporary office
pwvda'mcyp-lpv\'mde h

Future s divers, different industries needs
dllfauuduu Nowadays cthics and design
ial revolution. Now we can

ill be super cool
tike airport lounge or hospitality based
environments. Or more traditional open plans. This.
will be options. It will be critical for companies 10
invest in IT infrastructure as we know now hoe 10
interact virtually. Every workplace should have the
possibility o serve these needs. And technology
will be another big point of impact.

ithas given us so mach flexibilty and sble o truly
collaborate and connect globally imenediately. All
. .

Knowledge workers because...

ly already but

todoitwe i

for open up and are more remote and yet connected
workforce.

Twouldatsay it was bad actually

because it highlighted the issucd which have been
overlooked for years before. The issue with
commating, uniforms in the office. The tasks
getting 1o the office is higher then work you will
do during the day. Then money for your suits. |
think its an issue many think its @ feature. First the
will ook at you then they wil listen 10 you. Its not
right. Then the se what you have done. These
issued have been overlooked before.

s on the rise so I think muum‘rm,nmmm

50 digital It will be more divers and design their
‘space for purpose

e are physical beings and need physical
e

opportunity o rehink and bresk the noms which
forus

they they
Know it cant be 100% back in the office. Also
Netflix buikds a new campus and wants 10 open
this soon. Light at the end of the tunnel and being
in your "normal” lfe again. Also advertisement for
Netflix 10 attract more talents

s certain we going 1o nced to shiftthe allocation
of space towards collaboration and community
life, Before covid we had 70% individual and 30%
collsborative space, post pandemic we are
anticipating 80-20 where 80% is collsborative and
20% individual So i will be a big shift in how to
use the space. The office is a social hub, for people
come together and work in leams. Any

we wont go back to normal. It has been a change
inthe mindsc of people about how work is or

‘The world of worked changed for good. Hybrid

hat's ? People most
probably don't want back 0 th offceand neither

Even Finance and PE never allowed their
mm-mmmnwkmty

rducs property cots but more importualy they

have 1o atractthe right talents and to do that they

hhave to offer and create an attractive environment
0 retain and atract talents

s important o communicate clearly about
everything with the employees in order 1o make
them feel secure and engaged in the company.
With those announcements its possible to reassure
the people of they way it will go

‘The biggest change willbe the change how we
: P

leave. They
mmmmﬂm Even the most
traditional companies have 10 adapt in order 10
retain the talent

N«-uouhmwmﬂunumm
bat things move quickly nowadays.

mumm-m.mwm
very difficult if small and one office much easier

Every decision i arade of. You gin the humen

famnilies again. Also Netflix is a cool and flexible
company its not Goldman Sachs

There will be a pre and post covid mindset. The
time has a fundamental impact on society. T am
French, 1 say welcome we kiss each other twice

sense that an

expensive desk when you could work from home.
Tt depends on the level of integration. Clash of
generations was § years ago. Nowadays everyone
is adapting is quit good. Its a individual preference
what 10 accept or want. There will be ahways some
people which are rekuctant towards techaiques. We.
are all in the same boat. From the research we
donit see big differences. The biggest difference is
among young parents with young kids and singles

mummm-mﬁmu
live within

And with remote work to stay
eaders have 10 acoept that otherwise the company
will suffer and employees will leave

employ

called an office. It's the notion of

jul

is really strong. s like an injury which doesn’t
heal. And we have this for one year, Its traumatic.
‘We, a8 human beings, want to be together.

because it is an opportunity for us 1o completely

starring ot
namusm-m-umum-m
be seen more frequently in the future.

first of

f work and the
‘workplace and reconstruct it much stranger align

This is unique! For us
its an unique possibility 1o reveal and invent
something much stronger

lifes. Secondly it

showed how wrong the old views of work and

leadership were. In the future it has 10 be a more
human centered approach.

Who
knows if we will do it again in the future? There
will be new workplaces with social distances.
Also the office will change 10 a activity based
place with various spaces for different reasons kike
collaborations, mectings and events

Because the lack of social integration. Employees
are fed up with the situation and want o come
back to the office or maybe will look for new jobs
fthe jobs doesnt give them what they want
anymore

Because its & great opportunity for 10 rethink the
way how we work and how this impacts our
unique calture. Also it gave us a big step forwards
adopting new technologics and shifts in
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Interview analyses excel file excerpts

Talentu/role models and a sense of

9 Trust ‘Work life balance Mental heakth corporate culture Teambhumansindividuaks Acceptance Communiation
What are the challenges with these new conoepts? What will
b more mportant?
[ ) ) ¥ ? 4 0 . 3 s
Percentages 15% 15% o 5% 0% % o LY %
m we work with are willhave it depends on the size, structure
Question 8 Y bt behlnd to adapt T ifcutis -..m.uu.'-' 40% are ready takeat retention ‘maialy ready and culture
What do you thask shout bow many companies you know,
you 'y
e workplace concepta?
[ ‘ 1 1 3 2 2 s 2 7
Percentages 20% ” £ 15% 0% 0% o % b
here will always be people who for
An Hybrid working model Home office - s remote work
Question il
Imagine we have 2023, the pandemnic is over, which of e
ew concepts discussed these days are stil in place?
Partipants 6 3 6 7 6 6 s 4 3
Percentages LY 1™ 0% % LY % % % s
Question 10 we have one w0 one has one very few might have one "‘“'::::'_‘"“‘" 0 one needs one "“"".:'::‘"““
Let's say hypothetically, the covid-19 pandemsic is over in §
weeks. Whit do you think, how many companics hsve
working retum-1o-office policics?
Partcipants 2 3 s 2 2 2
Percentages n% 1™ “n 1% n% n%
shoming people hope s important Bkeybere  PeUformew cmployees toflnally  employee protection sheulda’t Tech b rendy for it Dea't realy care "
Question 11 suler
Netflix announced in the beginning of April that the
cmployses should come back 1 wark in September S
year, wht o you thank sbost uch amnouncements”
Participants. 7 L] 1 3 1 1
Percentages so% sm ™ 1% ™ ™
Po— ':::'.':’.:‘__‘"_ ‘more mobile Third more human centered ‘activity based spaces Hybrid oy and sodhlbing
How do you feel about the future with all the, some might
say the most disruptive changes after WWII which are
happening i the busmes workd? n which knd of
workplace wil we work after the pandem and = the
futare?
Participants. 5 3 3 4 1 7 7 6 4
Parcensges 2% 16% 16% 2% EN e m % %
Tost human 1 don't think it was bad for the
connections/interactions which  workplaces, it was bad for the ‘more stress for humans wasn't bad offices haven't been used anymore “':’:‘n:::""’ were ':"
Question 13 leads to motivation and more humans requiremen
Please finish this sentence: The corona pandemic was/is
for workplaces of knowledge worker because. .
Participants 10 2 4 4 1 2
Percentages 50% 10% 20% 20% 5% 10%
Acceptance for right use of the
technology we already had years opportunity to break harmful | L of value of the individuum
age (virtusl meetings, remete work more flexbility """"""'_‘::"’"""’" presence more productivity increased, unique employees
Question 14 and home office)
i sentence: aslis
‘good for workplaces of knowledge workers because....
Particpants 7 9 7 s 6 2
Percentages 5% as% 35% 25% 30% 10%
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