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target group. Now the amount of jobs and job vacancies keeps growing, companies started a battle to
attract talented knowledge workers to gain the best organisational market position in the current
knowledge -driven economy. There is assumed that work environments can be used strategically to
attract employees, wherefore companies invest in their work environments. However, it has not been
proven that work environment stinvolving characteristicson location, service & facilities, building, and
workplace levelt may lead to increased employee attraction. Therefore the main research question is:
?What is the influence of work environments on attracting employees to enhance competitive advantage
PPUT DPOwUT 1 wh.A UtendtuCeWavi@nErO toM@ination with structured interviews and an online
survey resulted in information on the influence that work environment characteristics have on the
attraction of knowledge worker s. The data on the influence of work environment characteristics is
generated by implementing the value tree method in combination with the constant sum method within
the survey. Subsequently, the data is statistically analysed in SPSS bynainly using a Repeated Measures
ANOVA in combination with a Paired Samples FTest or aGamesHowell Test. From the results can be
concluded that the work environment is comparable influential as other, more general, employee
attraction factors, but is not perceived as one of the most influential factors. Mainly the location -related
factors, geographical location and accessibility, appeared to be high influential on people z thoice for a
job. In addition , sgnificant differences between groups from different socio -demographic perspectives
were found for almost all tested variables. Remarkable is that no significant differences were found
between groups on the value that the influence of the work environment perceived when comparing to
the general employee attraction factors. This indicates that there can be assumed that the survey
respondents have a comparable opinion on the influence of the work environment on their choice for a
new job. Besides, 74% of the respondents indicated that they are willing to give up a certain percentage
of their (future) salary in exchange for their idealwork envir onment. However, as most of the variables
did indicate significant mean differences concerning their influence of the work environment
characteristics between different groups, the ideal work environment is different for each (socio-
demographic) group and even for each individual. T he advice for companies is to define their target
group and link their target group to the employee profiles as presented in this thesisin order to increase
the chance of attracting their employee target group, and thereby enhancing their competitive
EEYEOUET | wpPUI POwUT T ws PEUwWI OUwWUEOI OUz 6
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The job and job vacancy growth in The Netherlands has not stopped since 2013 wherefore companies
got caught up in a competition for employees. Mainly the business services sector suffers from this
employee shortage, wherefore there is currently a shortage in knowledge workers (CBS, 2018a)To
I BxUl U0wOT T wEOOXxI UPUPOOWI OUWUEOT OUI Ewi 0x00al 1 UOowUT T wlC
& Company. Many companies see employeeattraction as their priority within their overall strategic
challenges To support corporate business strategies, ompanies can use their real estate as a strategic
asset (Nourse & Roulac, 1993). Real estate related decisiemaking within private organisations and
businesses is part of Corporate Real Estate Management (CREM)Real estate consultants express the
importa nce of using real estate in a strategic way in order to attract and retain talent, which increases
the awareness of this opportunity among companies. It is assumed that transformations of work
environments into inspiring and enjoyable places with optimal facilities , and relocations to for example
Central Business Districts, can be used as strategies ifE O O x E Geimpiszto attract employees. For
these companies, it could be useful to know tbefore executing the transformations and relocationst
what potential employees are looking for when searching for a job in order to actually attract their
employee target group. Knowing work environment related preferencesand the influence of the work
environment on job choice decisionmaking could help companies in developing employee attraction
strategies and therefore in enhancing their competitive advantage within the war for talent. The
conceptual framework (figure i) shows the main concept of this thesis, including the (underlying)
strategic goals that areaimed to achieve.
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Figure i: Conceptual Framework.

The problem that forms the incentive of examining this researchtopic, is that companies assume that
work environments have an influence on employee attraction and therefore consider this as an



important reason to invest in their work environments, while it has not been proven that these
investments could potentially lead to employee attraction.

In order to provide insights to companies to be used as part of their strategies on enhancing their
competitive advantage within the war for talent , the goal of this research isto identify the influence of
work environments on employee attraction

The main research question of this research is as follows:
What is the influence of work environments on attracting employees to enhance competitive
advantage within the war for talent?

Sub questions havebeen formulated to answer the main research question:

1. What is the current knowledge on employee attraction by work environments?
a. What is the role of work environments in research on employee attraction?
b. What is the role of employee attraction in research on corporate real estate

management?
2. Which work environment characteristics are taken into consideration in job choice decision -
making by knowledge workers?
3. To what extent do knowledge workers take work environment characteristics into
consideration in job choice decision-making?
4. How can companies use knowledge on work environments to enhance competitive

advantage within the war for talent?

The research questions that are formulated form the base of the three main phases of this research:
theoretical research, empirical research and synthesis. This division is visualised in the research
framework (figure ii). In the framework is shown that the output of e ach research phase is used as input
for the subsequentphase.
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Figure ii: Research Framework



Employee attraction is part of the recruitmentsection within Human Resource Management. In their
recruitment strategies, companies are focused on theiremployer brandWalker & Higgins, 2007). In the
process of attracting employees, a positive employer brand can contribute in becoming an employer of
choicap UOUUUOOT Owl YYt A3 w, OUIl wUx1 EPI DPEE OOa Oeuiplbyerivdiu® Ul wOi w
proposition(Zeuch, 2016; Armstrong, 2014).Work environment related aspects could be one of these
value propositionsHowever, after an extended literature review , it appeared that work environment
related aspects are barely mentioned as avalue propositiotio become anemployer of choic®nly attraction
factor Locationwas found in some literature on employee attraction (Chambers, 1998; Uggerslev et al.,
2012; Rampl, 2014), andch few workplaceelated aspects were mentioned (Wong et al., 2017).

A literature review is conducted to find the most influential General Employee Attraction related
factors. The factors that appeared most influential on employee attraction are included in the empirical
part of this thesis.

Most studies that are focused on the relation between people and the work environment examine the
consequences and impact of specific work environment characteristics on employee behaviour,
satisfaction, productivity and well -being (Giuliani & Scoplliti, 2009; Rothe, 2011). In contradiction to a
lot of research that is focused on satisfactionthe research of Rothe et al. is most comparablédo the topic
of this thesis, as it focuses on preferenceswhich is tightly linked to attraction (Rothe, et al., 2011).
Therefore, a literature review is conducted to find work environment related factors that are most
preferred by employees. Those factors @an be divided into four main categories (based on Rothe, 2011):
Location, Services & Facilities, Building, Workplacehe factors that appeared of influential when
examining employee attraction are included within the empirical part of this thesis.

As there was not an extensive pool of literature found on the thesis subject, structured interviews are
held with ten different people to examine the found variables in order to ensure a valid set of variables
as basis for the survey The interviewees represent the following perspectives: students, HR
professionals, real estate consultants, and independent experts on the topic.

The structured interviews resulted in the determination of the following General Employee Attraction
factors to be examinedin the survey:



GENERAL EMPLOYEE ATTRACTION FACTORS

reputation, brand, familiarity, values, mission, delivered quality

salary, bonusses, retirement agreements, other forms of compensation

relations with colleagues and managers, social activities, work atmosphere, culture
(international) promotion opportunities, trainings, personal development

flexibility of working hours, work-life-balance, pace and stress level, amount of overtime

location, building, services & facilities, workplace

Table i: General Employee Attraction Variables that are tested in survey

In addition, with help of the structured interviews, there is concluded to im plement the following Work
Environment Factors in the survey:

Table ii: Work Environment Variables that will be tested in survey

SURVEY

WORK ENVIRONMENT FACTORS

Geograpical Location
Location Type
Accessibility of the Location

Proximity of Amenities

ICT (helpdesk)
Coffee, tea, and other refreshments
Healthy Catering

Car Parking Places

Building appearance
Networking Opportunities

Sustainability Implementations

Interior

Variety in Workplace Types
Personal Desk

Opportunities for Remote Working
Ergonomic Workplace

Amount of Light

specific location/ city

Central Business District, historical city centre, business park,
former industrial site, country house

by public transport as well as own transport

eg. park, restaurants, fitness center, physiotherapist

(architectural) appearance

with employees of other organisations within the building

e.g. presence of solar panels or toilets that are flushed with
rain water

design, apprearance, lay-out

e.g. concentration, meeting, and informal places

whether or not having an assigned or a flexible desk

ICT (services) that allow you to work e.g. at home or in the train
comfortable, functional and adjustable

daylight and lighting

The information derived from the survey is the data that is used for the statistical analysis in SPSS,
which will eventually lead to the formulation of an answer to the main research question of this thesis.
As the survey questions are based on preferencesand hypothetical considerations when choosing for a
future job, the data will be stated preference datatated preference data describes hypothetical or virtual
decisions on existing or proposed choice alternatives.

In this thesis, two multi criteria analysis methods are combined, wherefore the advantages of both
methods are implemented: the hierarchical implementation of the value tree methqgacombined with the



distributed weight allocation that provides calculable data of the constant sum method he value tree
including the selected variables, which forms the structure of the survey, is presented in fig ure iii.

This online distributed survey was aimed on the target group of this research: knowledge workers .
Therefore is the survey distributed among knowledge workers -employed people-, and to-be-
knowledge workers -students. . Including both groups will provide insights in whether having
experience with work environments or not provides different opinions.
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Figure iii: Value Tree Design

This part of the researchwill use th e data generated in the survey to formulate conclusions and possibly
find patterns in the data on the indicated influence and preferences.

The statistical analysis is mainly focused on finding variables that have significantly most influence on
employee attraction. The first part analyses the whole sample of 368 respondents as one homogeneous
group. The second part of the analysis is a heter@eneous analysis and compares groups of different
(socio-demographic) perspectives in order to enable advising companies on attracting their specific
employee target group.

The homogeneous data of the whole sample is analysed by a Repeated Measures NOVA , followed by
a Paired Samples FTest. The heterogeneous data of the different groups within different perspectives
are analysed by a Repeated Measures AIOVA , followed by an Independent Samples T-Test in case
there were two groups to compare, or followed by the GamesHowell post hoc test, in case there were
more than two groups to compare.



To enable a comparison of the values of all different sub variables, the means of these sub variables are
plotted in a value tree and multiplied by the means of the main variables (figure iv).

Variable Work Environmentappears to be comparably influential as the other General Employee
Attraction variables, despite it is ranked at the secondlowest place. In addition, it appears that the
calculated means are strongly dependent on the number of presented General Employee Attraction
variables. When solely asking the respondents about the influence of the work environment (without

presenting other variables), they valued the work environment much higher with an average score of

52 degree of influence on a 106point scale.
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Figure iv: Research results in Value Tree
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When evaluating the calculated means, the work environment variables can be placed in a rank order

as presented in figure v. As main variable Locationsignificantly received the highest value, it is logical
that some Locationvariables are on the top of the rank order: Geographical Locaticend Accessibility of the

Location.
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Networking opportunities 4,4

Interior design 4,3

Personal workplace 43
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Ergonomic workplace 4,2 o
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attraction & work environment factors
Variety in workplace types 4,0
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Availability of car \ variable of category
parking places 3,6

Figure v: Work Environment variables in rank order

The examined groups that are leading in this part of the results, represent the following perspectives :
current situation, gender, generation, household composition, educational level, years of work
experience, job level, working time, desk type. The analysis of the different groups i s explained by using
a scheme in which the results are visualised (figure vi). This scheme shows two different types of results:
1) per variable, significant differences between groups of different perspectives (horizontal), and 2) per
group, the most infl uential variables for each variable category (vertical).

For almost all variables, significant differences between groups within the different perspectives are
observed. Remarkable is that there are no significant differences found between the groups concerning
the influence of the Work Environment.
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In the literature on Human Resource Management is recommended to specify a profile of the specific
employee target group in order to tailor the recruitment practices to this group and attract the most
suitable employees (Armstrong, 2014; Chambers et al, 198; Hiltrop, 1999) . Moreover, graduation
organisation JLL emphasised their use of employee profiles to explain different types of employees to
their clients. They recommended creating employee profiles as a useful way of applying the generated
knowledge in practice. Hence,the results from the statistical analysis of the heterogeneous groups
from different perspectives is used to create employee profiles. These employee profiles present the
results of the heterogeneous data in a simplified and visualised way in order to make it usable for
companies.

The created profiles cover the following groups of potential employees: students, starters, mid ranged
employees, experienced professionals, managers, university educated, applied science educated,
Millennials, and women. In addition, a reference profile is created that represents the results of the
sample of the research as a whole: the homogeneous data.

The profiles that are concerned with the career path of (future) knowledge workers are combined into
one scheme (figure vii) , in which is shown how employee perception s on the influence of work
environments develop throughout the years of employment.

To conclude, an answer will be provided to the main research question: What is the influence of work
environments on attracting employees to enhance competitive advantage within the war for talent?

There are many factors that have an influence on people tlecision for a certain job at a certain employer.
The influence of the work environments tested against theseGeneral Employee Attraction factors. From
the statistical analysis appeared that the work environmenthas a comparable influence on employee
attraction as the other five factors. When rank ordered, Social Climatgollowed by Rewards appeared
most influential on employee at traction, and Work Environment received the second lowest place, just
above Image of the Organisatioihis second-highest place might insinuate that the Work Environmentis
not that influential on employee attraction. However, when taking into account that the Work
Environment is barely discussed in literature on Employee Attraction within literature on Human
Resource Management, this place in the rank order with a mean that does not differ that much from the
other variables, could be considered as rather high and previously overlooked.

It is exceptional that in the analysis of the heterogeneous data not a single significant difference is found
between different groups within the tested (socio-demographic) perspectives concerning the influence
that the work environmenthas on employee attraction. Therefore can be concluded that all survey
respondents have a comparable opinion on the degree of influence that the work environmenthas on
their choice for a new job.

When zooming in to the main categories that the work environment consists of, Location, Services &
Facilities, Building,and Workplaceit can be concluded thatLocationhas significantly most influence on
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the other two variables, Services & Facilitieand Building.

The respondents indicated that they are, on average, willing to give up 7,1% of their (future) salary in
exchange for their idealwork environment . This demonstrates that the work environmenthas such an
impact on peoplez thoices for a certain job, that they would agree with a lower salary. However, to
some (socio-demographic) groups this is more applicable than to others.

By examining the influence of the sub variables, it became clear that GeographicalLocation and
Accessibility of thé.ocationwere extreme significantly higher valued than any other sub variable. Sub
variables Healthy Cateringand Remote Workingppeared to be of high influence as well.

The work environmeninfluences employee attraction in many ways. Some factors have more influence

than others, and some people are more influenced by the work environment than others. But it can be

stated that the work environmentertainly competes with other influential fa ctors as a strategic asset in
this in this battle for employees!

This research assumes that a potential employees know the work environment of a company they
consider working for. However, this is not always the case. It can be assumed thatwhen a potential
employee has no (or little) information on the work environment of a company, the work environment
has another degree of influence on employee attraction.

The War for Talent is of all times, and is not only present in a prosperous economy. However, in an
economic recession, thee can be assumedcertain attraction factors -including the work environment -
might play a smaller role or do not play a role at all for the people who are left out the War for Talent
pool.

For future research, it is recommended to execute a similar research, but with a conjunct research
method for the survey. This method allows a more unconscious way of answering the survey questions.

Also the use of qualitative interviews are recommended to obtain more in-depth insights. In addition,

case studies on office buildings that are well-known f or their attractiveness could be used to examine
whether these buildings actually attract the employee target group of the companies within these

buildings .
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This introduction starts with the provision of the relevant background information
that leads to the problem statement. After the problem is explained, the main goal and
objectives of this research are presented.Subsequently, the scope and boundaries of
the research are explained, including an explanation of some terms that are used
throughout this thesis. Thereafter, the scientific and societal relevance will be
discussed, complemented by the motivation for the t hesis topic. The introduction
chapter concludes with presenting the research questions and the conceptual model,
which combined form the foundation of the overall thesis.

As the job and job vacancy growth in The Netherlands has not stopped since 2013 (CBS, 2019a; CBS,

2019b; UWV, 2019), companies got caught up in a competition for employees. Employers indicate that

vacancies are difficult to fill, and many of them expect th at it will become even harder the coming year

(UWV, 2019). Mainly the business services sectorsuffers from this employee shortage, as this sector

counts the greatest amount of fast growing companies compared to other sectors (CBS, 2018a)The

business sewices sector is part of the current mainly information -based and knowledge-driven

economy. This economy is characterised bythe central position of the work that employees conductin

the operations of companies, causing that people are the asset to gainorganisational competitive

advantage (Christopher & Sumantra, 2002). The importance of human ability and knowledge was
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Handfield-Jones, Hankin, Michaels, 1998 Vault, 2019a; Vault, 2019 6 w, E* DOUI az Uuehtl i DODPUD
PUOW?RUT T wUUOwWOI dukisuoxherintidso gifts uslElE, Rnovidddd | ekperience, intelligence,
NUET 1T Ol OUOWEUUPUUE]I OWET EUEEUI UOWEOEWEUDBYI w( UwEOUOW
Handfield -Jones & Axelrod, 2001, p. xi). With the statement 2 E1 OUT UwUEOI O0wHUwpkPOUUT t
McKinsey originally pointed out employees at senior levels of anorganisation and stated that complex
1 EOO0OOawEI OECEUwW?UOxT PUUPEEUI E w-tuEuel fddney, HeRindlagidalO OE E Ow E |
literacy, entrepreneurial skills and the ability to manage increasingly delayered, disaggregated
OUT EOPAEUDOOU? wop" T .BEA) HbweQay howadBy® theQerrhugariti3 not specifically
intended for employees at senior levels anymore, but is widespread used for everyone who has ?natural
or trained brainpower ? EOBhe EEPODPUa wUOwWUT DPOOWEUI EUDYI Oa~» wp3l 1 w$EOO

A research of CBRE shows that 34% of the questioned companies see employee shortage and employee
skills as their priority within their overall strategic challenges, which is double the percentage compared

to 2018 (CBRE, 2019)Also UT T ws ! BT w %O U Uz WwEYE Be®itied KAMG] and MKidsey -
emphasise the importance of prioritising employee attraction (Atalla, 2017; Brown & Lepeak, 2016;
Gardner, N., Park, J., Smith, M., Willcher, J., 2013Hagel, 2012. More and more multinational companies
even prioritise attracting and retaining talent over cost savings, which was 67% of the questioned



companies in 2014 according to CBRE (CBRE, 2014). In addition, McKinsey stated that companies

should make talent a strategic priority to gain competitive advanta ge, but that they should constantly

rethink their talent strategies as most of the companies are unable to attract, motivate and retain

employees (Guthridge, Komm, Lawson, 2008). Therefore, when suitable employees are scarce and
companies face a war for talOl OUOWE OOxEOPI UWEOUOEwWUUI w' UOEOw11 UOUUEI

To support corporate business strategies, companies can use their real estate asstrategic asset (Nourse
& Roulac, 1993). Real estate related decisiomimaking within private organisations and businesses is part
of Corporate Real Estate Management (CREM) (Nourse & Roulac, 1993De Jonge, Arkesteijn, Van de
Putte, De Vries, & Van der Zwart, 2009. Nourse & Roulac (1993) distinguish several real estate
strategies: occupancy cost minimisation, flexibility, promote human resource objectives, promote
marketing message, promote sales and selling process, facilitate and control production, operaions,
service delivery, facilitate managerial process and knowledge work, capture the real estate value
creation of business. Focusing on thehuman resource objectives strategy, Nourse & Roulac do not
specifically emphasise the use of real estate whenattracting talent, but are discussing the retention of
skilled workers. They appoint that skilled workers may demand a patrticular location, specific amenities
and facilities, and quality of space (Nourse & Roulac, 1993). Their recommendations for implementing
T UOEOwWUI UOUUET UwbpbUT POwWOT 1 WEOUXxOUEUT wUIl EOQwi UVEUT wep" 1%
enhance productivity, recognize that environments are important elements of job satisfaction and
therefore compensation, seek locations convenient to enployees with preferred amenities

In line with this vision, many organisations -particularly real estate consultants- are convinced that
companies can use their real esate as an asset to attract and retain employees (CBRE Research, 203
Wit, 2019;Knight Frank & Newmark Grubb Knight Frank, 2016; Savills Commercial Research 2019;
Van der Mije, Bertens, Zoetmulder, Van der Kurk, 2017; Weeink, Frost, Duncan, & Carroll, 2017). Also
urban area developers acknowledge that the office is more and more becoming a mears to distinguish
the company (Van der Krabben, 2013).

Leveraging real estate as a strategy to attract and retain talented employees can be explained fiancially:
when observing the expenses of companies within the business services sector, employee expenses have
a much larger share than the expenses on real estate (CBS, 2019d). In this sector in The Netherlands, the
expenses on employees aren averageeven 12 times as large as the expenses on real estat€BS, 2019d).
Besides, he average costsof replacing an employee are very expensive. As an example, the costs of
replacing an employee within the legal sector are tconverted to eurost around z + kK 3YYYOuw bl 1 Ul (
approximately 15% of the costs go to recruiting a new employee and 85% to the lost output while th at
new employee is trained to reach optimal productivity (Oxford Economics, 2014).The loss of value can
also be expressed by loss of training, knowledge, reputation, and client relationships (Knight Frank,
2016). Moreover, the loss of output can be even more if the vacancyis on a leadership spot, since others
are reliant upon that employee (Knight Frank, 2016).

As organisational expenses on employees are much more costly than the expenses on real estate, using
the work environment to improve employee efficiency, motivatio n and productivity , and to lower
employee turnover, could be far more cost effective than trying to lower the already relatively low real
estate costs (Earle, 2003; Knight Frank, 2016)

Real estate consultants express the importance of using real estate in a strategic way in order to attract
EQEwU]I UEDOWUEOI OU S wechaurmstizesiHe impogtamée bia igdddakiiteRoCaitioh ang
a good workplace environment are emphasised (CBRE, 2019;De Wit, 2019; Puybaraud, 2017; Savills
Commercial Research 2019;Van der Mije et al, 2017 Weeink et al., 2016).Within CRE strategies, a



transition can be noticed from the focusons OOEEUDOOOWOOEEUDOOOWOOEEUDPOO7z wldu

requirement to a varied range of requirements for location, building and workplace (Van der Krabben,
2013).

According to research of different real estate consultancy companies, the awareness regarding the

importance of using real estate strategically in the war for talent is increasing within organisations. In

research of CBRE, the dllowing is stated: 27 1 Ox 00al | wi OT ET 1 Ol OUWEOEwWUEOI OUWEU
[are] two of the three most important drivers of corporate real estate strategy, even ahead of cost

Ul EUEUDOO?» wp" ! 130wl YruUNOwxd wl Adw3T 1 Ul bvé théirofficels@r@m wE OO x E C
peripheral business locations to more expensive and attractive Central Business Districts (Knight Frank,

2016). Another reason for companies to move their office location is the increasing demand for amenities

within office areas: a multifunctional surrounding has become a priority (Van der Krabben, 2013).

Next to using office locations strategically, almost 60% of the companies would pay higher rents for a

building with optimal facilities to be more attractive for potential employees (CBRE, 2019). Besides,

UOOT wWEOOXxEODI UWUUEOUI OUOwUT 1 bUwWOI | PET Uweititcas@w? DOUx E
to attract talented employees (Knight Frank, 2016, p.27). Moreover, with as specific reason to attract and

retain talent, 28% of the companies want to use flexible space, which is 10%mnore than a year ago (CBRE,
2019).Implementing flexible working subsequently comes with the demand for better accessibility and

less officespace, which could be another reason for companies torelocate their office (Van der Krabben,

2013).

As explained in this introduction, companies assume that transfo rmations of their work environments

to inspiring and enjoyable places with optimal facili ties and relocations to for example Central Business

Districts, can be usedas strategiesin their attempts to attract employees. For these companies,it could

be useful to know ¢ before executing the transformations and relocationst what the potential employees

are looking for when searching for a job in order to actually attract their employee target group.

Knowing their preferences and understanding influential factors when making job choice related

decisions could help companies in developing employee attraction strategies. ( O w iH&ntbwog of

" UOEOQOw 11 UOUUET w, EOETT Ol OUw / UEEUDEIT z OuwhoUepetiebc® OT w Ul E
EPi i PEUOUPI UwPOWEUUUEEUDOT wi OxO00al il UwUOwW?EEUUawOUUWEU
candidatest UT 1T wUUOUI O1 UT UWEQGEwWPI EOOI UUT UwOl wUOT 1 wOUT EOPAEUB
p.228).In line with this recommendat ion, this thesis will examine factors that may have an influence on

the attractiveness of an employer towards potential employees, with a focus on the work environment .

An overview of this introduction is visualised in Figure 1.1, which shows the context of this research.
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Figure 1.1: Research Context.

As explained in the previous paragraph, companiesare s | BT T UDOT z wi OUwWUT T wdOOUUwUU
PPUT POws U1 1 w maEdUane ipbkitising Ee@plaPde zatimaction within their overall business

strategies. Companies assume that work environments ¢ consisting of a wide range of characteristics on

location, service & facilities, building, and workplace level ¢ could have a positive influence on employee

attraction and are therefore relocating and transforming their work environments.

As companies invest in their work environments with the intention to attract employees, knowledge
about the actual influence of their investments on this desired result will provide insights in the
effectiveness of such investments.

However, there is very limited knowledge on the actual influence that work environments have on
employee attraction. In scientific literature there is research on the influence of work environments on
employee satisfaction which focuses on experiencing an existing situation. However, there is very
limited research on the influenceof work environments on attraction and very limited research on
employee preferenceswhich focuses on the greater liking of an alternative compared to others.
Generating knowledge on the influence of the work environment on job choice decisionmaking of
potential employees can therefore contribute to the existing body of knowledge and help companies in
their real estatestrategies.

Hence, the problem in this research is that companies assume that work environments have a influence
on employee attraction and therefore consider this as an important reason to invest in their work
environments, while it has not been proven that these investments could potentially lead to employee
attraction.
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In order to provide insights to companies to be used as part of their strategies on enhancing their
competitive advantage within the war for talent , the goal of this research isto identify the influence of
work environments on employee attraction . More specifically, the objectives of this research are:

1. To gain understanding about the role of work environments in employee attraction.

2. To gain understanding about the role of employee attraction in corporate real estate
management.

3. To identify the work environment characteristics that might be taken into consideration in job
choice decision-making by knowledge workers.

4. To determine the extent in which knowledge workers take work environments characteristics
into consideration in job choice decision-making.

5. To define how companies can use knowledge on work environments in order to enhance
competitive advantage within the war for talent.

In this thesis some terms, concepts and words are used that could beinterpreted in several ways. To
prevent misunderstanding and to simultaneously set some boundaries, some ambiguous concepts are
explained.

dNork environment 7
(OwUT PUWOT T UPUwsPOUOwWI OYPUOOOTI OUz wubUwOOU wlexdreBsed PEEOOa
OT1T wspPOUOwWI OYPUOOOI (Obezlavdidh upkildiry BsérvicesugF0ildies], ahddworkplace
are all included within this term. This divi sion is based on the division Rothe (2011) makes in her
licentiate thesis.
Locationdoes not only indicate the geographical location of the work environment, but suggest
a broader meaning. For example, themesaslocation type and accessibility of the location are included.
Services & FacilitieBdicate services and facilities that are part of the building or office.
Building indicates the general characteristics of the office building itself.
Workplacdandicates aspectssuch asthe overall floor lay -out, the different work spacetypes, and
characteristics of the individual workplace . OUQwUT 1T ws i O1 RPEOI wEUxI1 EUZz wOi wbOUC
such as opportunities for remote working and desk sharing.

s*OOPOI ETT whpOUOI UUZ

3T PUwWUT 1 UPUwi OEUVUUT UwOOwOOOPOIl ET 1 wp O Uikdividualdwhs @b O1 ET 1 wbp
high levels of education and specialist skills combined with the ability to apply these skills to identify

EQEwWUOOY] wxUOEOI OUB » wp# U DH®IOU &EH O uu PdOQWI WK huouthBYOH KA Gul E |
problem solving using non -linear creative thinking, by using their own knowledge and the knowledge

of colleagues as main resource(Reinhardt, Schmidt, Sloep & Drachsler, 2011; Liu, 2012).

In this thesisthe U1 UOws O | DET wpOUOI UUz wuPUwbOUI OUPOOEOOawOOUwUL
offices. Because of flexible working concepts, which will be explained in paragraph 3.2.2 work

environments can be perceived from a much wider perspective than only the physical office

environment.
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defined by many definitions, focusses on a very limited part of the entire workforce, and is on

the other hand widespread used to refer to the entire workforce. Therefore, in this research the

Ul UOws UEOI OUz wbDOOwWO OO pank dndundvtn thewedyicel gait ofithé UEUD x UD Y I
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three competencies: knowledge, skills and abilities (* 2 )(Cheney, Hale & Kasper, 1990;
Wright et al., 1994; Stevens & Champion, 1994).

? * O O b Gdfefsita the content and technical information needed to perform adequately
in a job and is mostly obtained through formal educ ation, on-the-job training, and
information media, such as manuals.

Skills are the specific psychomotor processes necessary to meet the current requirements
of a specific job.

Abilities refer to the cognitive factors that represent present capabilities or achievement
Ol Y1 (Ohgley, et al., 1990)

3TT wxUOxOUI EwETI I DOPUDOOwWI OUws UUPUEEOIT wi OxO00al il zwbkpbOC
skills and abilities required for the specific job.

Business Services Sector

This research will focus on the tertiary sector of the economic sectors the Business Services sector. The

national Dutch organisation that collects, processes and publishes statistics for the government,

science and business is called Central Bureau of Statistics (CBS) and has categorised all possible work

sectors in theirdoE U O1 OU ws 2 UE O Disidh w!y YW Qug2W g wl YY WOw!l YA K8 w3 T 1 DL
letters A till U and has a more detailed subdivision, based on numbers. The subsectors within the

Business Services sector are as follows:

- J: Information and communication
0 61 Telecommunication
0 62 Support activities in the field of information technology (IT)
0 63 Information service activities
- K: Financial Institutions:
0 64 Financial institutions, except insurance and pension funding
0 65 Insurance and pension funding (no compulsory social security)
0 66 Other financial Institutions
L: Renting, buying and selling of real estate
0 68 Renting buying and selling of real estate
- M: Consultancy, research and other specialised business services
69 Legal activities
70 Holding companies (not fi nancial)
71 Architects, engineers and technical consultancy
72 Research and development
73 Advertising and market research
74 Industrial design, photography, translation and other consultancy

O O O 0O o O



This thesis will focus on knowledge workers within all subsectors of the business services sector.
Including all sub sectors enables to provide extensive and comprehensive insights in employee
preferences concerning their work environment, without excludin g certain knowledge workers in
advance. Besides, including different sub sectors enables the comparison of employees preferences on
the basis of the sub sectors they are working in. Moreover, not excluding subsectors will generate a
higher chance of a sufficient amount of responses to the surveys in the empirical phase of the research.

Preferences

When job seekers have multiple companies tochoose from, they are able to choose for the company

that meets their preferences best. Therefore, when examining the influence of work environments on

attraction, research should not be focused on employee satisfaction, which focuses on experiencing an

existing situ ation.

371 Ul wEEOQWET wOEET wEnedd W Bpiedc@® @O OU P PED wprdadere UUOwPT 1 C
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potential employees would like if they have a choice, aligns the most with attractionwhen assuming

that they can choose between different employers with their corresponding work environments.

Attracting

, OUO0wOPUIT UECOUUT wOOwUT T whEUwWI OUWUEOT OUwi OEUVUUTI UwbOOws EVC
will focus on attracting in particular. In the existing literature on work environments, the focus is

currently on satisfyingemployees, which is in direct link with retaining since it focuses on experiencing

an existing situation. However, this thesis will contribute to the existing literature by examining an

underexposed topic in literature on work environments: attracting employees.

Netherlands

The geographical location is the last set boundary for this thesis. The thesis is developed in The
Netherlands and will alsofocus on the Netherlands. As cultural differences might cause different results
for different countries, there is chosen to solely focus on one country to ensure coherence in the results.
Moreover, as there is general interest in knowledge workers zpreferences,there no need for geographical
bound aries within the Netherlands .



Current theories on CREM are often rather based on explanations and experiences of CREM
professionals in practice, than on scientific evidence (Heywood, 2011). Therefore,scientific evidence in
literature on CREM is limited in general.

Within the existing scientific literature on CREM there is research on the influence of work
environments on people. However, most of the research is from an organisational perspective. There is
Meulenbroek, 2008), on office building and location characteristics that cause office vacancy Remay,
Koppels, van Oel & de Jonge, 2007, on the decision-making behaviour of office occupiers (Leishman &
Watkins), and on preferences of office occupiers (Luoma, Niemi, Rothe, Lindholm, 2010, Remoy & van
der Voordt, 2014). Besides, there is scientific literature about the influence of specific work environment
characteristics on employee behaviour, satisfaction, productivity , job performance and well-being.
Within this research, specific topics are for example: comfort, sustainability, office lay-outs, desk
ownership, personalisation, lightning (Wells, 2000;Roelofsen, 2002; \&n der Voordt, 2004; De Croon,
Sluiter, Kuijer, & Frings -Dresen, 2005; Vischer, 2007Haynes, 2008 Veitch, Newshman, Boyce & Jones,
2008; Feige, Walbaum, Janser & Windlinger, 2013Kim, Candido, Thomas, Dear, 2016)

Research about the influence of work environments tincluding a wide range of work environment

characteristicst on the satisfaction of end-users/ employees/ knowledge workers/ office workers, from
their own perspective, is limited ly found (Appel -Meulenbroek & Feijts, 2007; Appel-Meulenbro ek,
Kemperman & Van Susante, 2015; Kim et al., 2016).

M ost studies concerning work environments are focused on how current office users experience the
work environments and the effect of work environments on the current office users (Rothe, 2011).
However, when examining in this thesis what the influence of work environments is on attracting new
employees, there should be identified what office users want. Research from the userorientation to
find out what the needs and preferences of office users are, without focusing on an existing work
environment situation, is very limited (Rothe, 2011).

A few scientific publications on office user preferences, from an office user perspective and including
a wide range of work environment characteristics can be found limitedly (Rothe, 2010Rothe, Lindholm,
Hyvonen, Nenonen, 2010, 2011, 2012Rothe, Beijer & Van der Voordt, 2011).

On the other hand, a domain wherein scientific research on attracting employees {from an employee
perspectivet can be found more extensively is Human Resource Management (HRM). However, the
influence of physical work environments on employee attraction is only limitedly incorporated
(Chambers et al., 1998Berthon, Ewing, & Hah, 2005;Uggerslev, Fassina, & Kraichy, 2012 Wong Wan,
& Gao, 2017)

Concluding, scientific research specifically focused on the influence of a wide range of work
environment characteristics on knowledge worker attraction, from an employee perspective, cannot be
found in scientific CREM or HRM literature. Since no connection can be found in scientific literature
between (1) employee attraction within research on HRM and (2) work environment preferences within
research on CREM, a gap in literature is determined. In Figure 1.2 a visualisation of the scientific gap
can be found. The knowledge that will be the result of connecting information on £mployee attractionz

and s b Oéh@ronment x U1 | 1 Uvill@énirikiiie to better alignment of scientific research onHRM
and CREM.



Figure 1.2. Visualisation of the scientific gap.

1.5.2 SOCIETAL RELEVANCE
For companies, it is important to attract talented employees , asit wid ely acknowledged that people are
the asset toimprove organisational position sin the current knowledge -driven economy.

The societal relevanceof this research can be derived from the provided insights for companies into the
alignment of work environment related investments and employee attraction. These insights could
potentially lead to enhancement of the competitive advantage within the war for talent for these
companies and consequently to an improved general organisational position.

The more knowledge is derived about the influence of different work environment characteristics on
employee attraction, the more work environment related investments will be made effectively . Effective
investments that will actually lead to attracting the most suitable employees to a company can
eventually lead to higher profitability of that company and increase its value.
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Considering the problem statement, the goal, and objectives of this research as discussed in the previous
paragraph, the main research question of this research is as follows:

What is the influence of work environments on attracting employees to enhance competitive
advantage within the war for talent?

Sub questions have been formulated toanswer the main research question

5. What is the current knowledge on employee attraction by work environments?
a. What is the role of work environments in research on employee attraction?
b. What is the role of employee attraction in research on corporate real estate
management?

6. Which work environment characteristics are taken into consideration in job choice decision -
making by knowledge worker s?

7. To what extent do knowledge workers take work environment characteristics into
consideration in job choice decision-making?

8. How can companies use knowledge on work environments to enhance competitive
advantage within the war for talent?

Companies should develop corporate real estate strategies that are aligned with their general business
strategiesin order to enhance their organisational success(Nourse & Roulac, 1993) Also the alignment
of work environments with the n eeds of employees, is part of the corporate real estate strategy. The
Corporate Real Estate Management (CREM) Framework combines four domains that should be in
balance when creating a corporate real estate strategy(Den Heijer, 2011) More information on this
framework is explained in paragraph 3.2.1.

The CREM Framework is adjusted to visualise the main concept of this thesis in the Conceptual Model,
including the (underlying) strategic goals that are aimed to achieve (figure 1.3). The framework is
adjusted in a way that it emphasises the core of this thesis: identify ing the influence of work
environments on employee attraction . Information on the influence will be generated on the basis of
insights in employee preferences concerning work environments.



FOCUS ON INSTITUTION < FOCUS ON REAL ESTATE >

-
A STRATEGIC FINANCIAL
ttt STRATEGIC €

)
I ORGANISATIONAL EFFECTIVE
< COMPETITIVE INVESTMENTS
|C_I ADVANTAGE
(Vp)

\/

ENHANCE C R E M Sy

A
I
Z
O MOST SUITABLE WORK
E EMPLOYEES ENVIRONMENT
[ad INSIGHTS ON
E INFLUENCE ON ATTRACTION
Ol o - — ﬁf

y 8 FUNCTIONAL PHYSICAL e

Figure 1.3. Conceptual Model. Own illustration (based on Den Heijer, 2011).



2.1 Research Framework
2.2 Research Methods
2.2.1 Literature Review
2.2.2 Interviews
2.2.3 Survey
2.2.4 Statistical Analysis
2.2.5 Knowledge Implementation
2.3 Type of Study
2.4 Dissemination and Audiences
2.5 Data Plan
2.6 Ethical Considerations




This chapter explains the overall research plan of this thesis, starting witch presenting
the research framework. This research framework forms the base of the overall
research design. After the research framework is explained, the different research
methods are discussed accoding to the different phases within the research. Also, the
types of study are explained based on different perspectives, followed by an
explanation of the dissemination of the thesis and the audiences thatmay be interested
in the outcome of the thesis. This chapter concludes with discussing the data plan and
evaluating the ethical considerations.

3T PUwUI Ul EUET wWEEQWEI WEOOUPEI Ul EwWEUwWwsUOEPEOwWUI Ul EUEIT
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related problem with in the corporate real estate management domain, this research can be
acknowledged as social research.

The questions that are formulated in paragraph 1.6 form the base of the three main phases of this
research: theoretical research, empirical research and synthesis.This division is visualised in the
research framework (figure 2.1). The theoretical research is performed by a literature review and
provides an answer to sub questions1.A and 1.B. This researchsection generatesan output that consists
of relevant employ ee attraction variables and work environment variables , which serve as an input for
the following research phase. Thereafter, the empirical research starts with providing an answer to sub
question 2 by conducting structured interviews with people from different perspectives who are linked
to human resource (management), corporate real estate (management), or the combination. These
structured interviews are held to ensure that a valid set of variables is used in the subsequent phase of
the research.The next part of the empirical research answers sub question 3 and consists of two different
sections In the first part, a survey is used to generate data onpi UOUUT AwOOOPOI ET T wbOUOI
concerning influential factors within job choi ce decisionrmaking, with a focus on work environments.
The information generated in this sectionis statistically analysed in SPSS to find patterns indata on the
perceived influence of the factors and on employee preferences within job choice decision-making. In
the last part of this research, the synthesis, sub question4 is answered by the creation of employee
profiles. The intention of the employee profiles is to simplify and visualise the generated knowledge,
wherefore the application of th is knowledge in practice is eased In the next paragraph is elaborated on
the different research methods.
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Figure 2.1: Research Framework
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Before gathering knowledge in practice, the already existing literature on the topic should be discussed
to illustrate the already known information on the topic, the concepts and theories applied to the topic,
the potential controversies and clashes in evidence concerning the topic, and who the key contributors
to research on the topic are (Bryman, 2012). A literature study therefore forms the theoretical foundation
for the research.

In the literature review the first sub question iSE QU P 1 Ul E ¢ hecbrierE Khowiete th attracting
1 0x00all UwEawbPOUOwWI OYPUOOOI OUUyYy 28 w3l PUWUUEwW@UI UUDPOOWE
The first sub question (1A) PUw ? PT ECwPUwWwUT T wUOOT woOl whbOUOwWI OYPUODOOI
resource management(figure 2.2). This part of the literature review generate s general information on
human resource management, recruitment and employee attraction. The aim of this literature section is
to gain knowledge on the factors that are considered by knowledge workers concerning a job choice
decision-making process and to examine the role of work environments within these considerations.
This section provides the employee attraction variables that are used in the empirical part of the

research.

1 UUEUI wOEOET ik énbwered/by aoidlcking a literature review within the scientific field of
corporate real estate management(figure 2.2). First, general information on the evolution and added
value of corporate real estate managementis provided as a general foundation for the research. Next,
this research sectionelaborates onwork environments and work related activities in combination with
mobility . Afterwards, different factors examined in research on work environments in relation to people
are discussedand the role of employee attraction within this research is reviewed. The relevant work
environment characteristics used in previous research are used as input for the following part of this
thesis.

HRM CREM
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EMPLOYEE ATTRACTION

Figure 2.2: Visualisation of Literature Review
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Purpose and Method

Since there is noexisting data about the influence of work environments one employee attraction, data
is collected to be able to execute this research. The main part of the data collection is performed by an
online survey. In order to create the survey, a literature review was conducted to find variables that
could potentially have an influence o n employee attraction. The found variables are split into two
different lists: 1) employee attraction variables from HRM literature and 2) work environment variables
from CREM liter ature. These two variable lists can be found in figure 3.3 and figure 3.11

Concerning the work environment variables, the focus of the literature review within Corporate Real
Estate Management is on peoplg preferencesoncerning the work environment. However, there was
not found an extensive pool of literature. In order to ensure that a valid set of variables is used as a basis
for the survey, structured interviews are held with ten different people to examine the foun d variables.
More specifically, the interviews provide insights into the extent that variables are considered as
influential on employee attraction with the purpose to 1) evaluate the variables that are discussed in
literature , and 2) add potential new variables.

The ten interviews that are conducted are structured interviews, which is the common interview
method when standardising answers and minimising their differences (Bryman, 2012). Standardised
answers are suitable for the discussed purpose of these interviews, since they provide a clear overview
of variables that can be used as input for the survey.

Interviewees

To conduct the structured interviews, ten different people from diffe rent perspectives were contacted.
With thesepeople, aone on oneface-to-face meeting was heldto conduct the interviews . Below, a short
description can be found per interviewee category on the reason to include them in the interviews ,
complemented by a visualisation in figure 2. 3:

1. Students
Interviews with students generate insights in the general and work environment related factors
that graduate students take into account concerning their job choice related decisions when
looking for their first job. They will provide information from another perspective than the other
interviewees, since they do not already have experience with work environments as the others
do.

2. HR professionals
Interviews with HR professionals are conducted in order to use their experiences on factors that
play a role in employee attraction.

3. Real Estate Consultants
Real Estate Consultants will be interviewed in order to get mo re insights from their perspective
on the real estate related factors that could potentially play a role in employee attraction.

4. Independent experts on the topic
Independent experts will be interviewed to accomplish a comprehensive and independent list
of factors that potentially play a role in employee attraction. The independent experts are both
scientific researchers who are experts on the influence of work environments on people.




STUDENTS HR PROFESSIONALS REAL ESTATE INDEPENDENT
EXPERTS

CONSULTANTS

IN TOTAL: INPUT OF 10 DIFFERENT PEOPLE

Figure 2.3: Ten interviewees from different perspectives.

The Interview Design

The conducted interviews consisted of three parts (figure 2.4). The first part was focused on evaluating
and finalising the general list of Employee Attraction variables. The interviewees was told that during
the interview, they had to imagine that they were a (future) knowledge worker that was looking for a
new job at a new employer. The students was asked to imaginethat they were looking for a new job at
a new employer themselves. Thereafter, they were given five pieces of blank paper and were asked to
write down the five most influential factors when considering a potential employer. After collecting the
five pieces of paper, the interviewees was explained that the research focusses othe work environment.
This was not explained before the first question to prevent a bias. In the second part of the structured
interviews, the interviewees were again provided with five pieces of blank paper. They were asked to
write down the five most inf luential factors considering a potential employer, only focussing on the
work environment . In the last part of the structured interview, the interviewees were given a composed
list of work environment variables (appendix I.I1), and were asked to select and rank the seven most
influential work environment related factors when considering a potential employer. In paragraph  4.1.2
is explained how this list of work environment variables is created.

QUESTION TESTED VARIABLE LIST PROVIDED INSTRUCTION

WRITE DOWN
5 PIECES OF PAPER five most influential factors
when considering a
potential employer

Explanation about focus of research: work environment

WRITE DOWN

5 PIECES OF PAPER five most influential factors
when considering a
potential employer

SELECT & RANK

COMPOSED LIST seven most influential factors
when considering a
potential employer

Figure 2.4: Design Structured Interview.
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By conducting the survey, information is gathered to answer the fourth sub question: ? 3 Owb T EUwl R UI Ol
do knowledge workers take work environment characteristics into consideration in job choice decision -

O E O b OThg inf@mation derived from the survey is the data that is used for the statistical analysis in

SPSS$Swhich will eventually lead to the formulation of an answer to the main research question of this

thesis.

As the survey questions are based on prefererces and hypothetical considerations when choosing for a
future job, the data will be stated preference dattated preference data describes hypothetical or virtual

decisions on existing or proposed choice alternatives. Next to stated preference data, there is revealed
preference data, which is actual data and is based on actual observations and actual behaviar

(Louviere, Hensher & Swait, 2000). Therefore, when applying the results of this research, there should

be taken into account that the results are not based on actual behaviour, but on stated preferences.

Survey Design
From the potential employee perspective, making the decision for a certain job can bebased on many

criteria. This thesis will analyse these criteria with a multi -criteria decision analysis in order to answer
the main research question.

The first part of the survey focuseson the influenceof the selected factorswithin job choice decision -
making. Thesefactors are tested by asking the survey participants to indicate the degree of influence
that these variables have on their choice for a new job. These tested variables are selected through a
combination of the theoretical review and the structured interviews, which is more extensively
explained in chapter 4.1.

The influence of different variables is assessed in two different parts:
1. Questions focusing on general employee attraction variables (including the work environment).
2. Questions focusing on solely work environment criteria.

This division allows to examine (1) the degree of influence that the work environment hason job choice
decision-making compared to other, more general, employee attraction variables, and (2) more
thoroughly the influence specific work environment characteristics have on job choice decision -making
compared to other work environment characteristics.

By first asking questions on general attraction criteria (including the work environment), the respondent
is not aware of the work environment focus of the survey, which prevents biased answers and therefore
biased data, and a biased conclusion. The results of these questions provide insights in the extent of
influence of the work environment compared to general criteria.

The method that is used to enable the survey participants to indicate this degree of influence is by asking
them to divide 100 points over a certain list of variables. In the second part of the survey, socio
demographic questions are asked in order to enable the possibility to find patterns in the collected data

from a socio-demographic perspective. Moreover, people who are employed are asked some questions
about their current work environment to enable the comparison of their current situation to thei r

preferences and potentially find correlations between them.

The used variables in this research can be divided into main variables and sub variables. To enable a
comparison of the values of all different sub variables, while taking into account the va lues of the main
variables, amulti -cirteria analysis method that takes hierarchy into account is required . For hierarchical
multi -criteria analyses,a Value Tree method can be used(Weber & Borcherding, 1993). This concept is



visualised in figure 2. 5. The influencerelated questions of the survey are designed in such a way that the
results will enable the construction of the value tree. This will be explained further in paragraph 4.2.1.

SUB VARIABLE 1.1
SUB VARIABLE 1.2
— VARIABLET V'@ et 0 T L
SUB VARIABLE 1.3

SUB VARIABLE 1.4

SUB VARIABLE 2.1
— VARIABLE 2 SUB VARIABLE 2.2 foce-l

SUB VARIABLE 2.3

l

compare values

Figure 2.5: Value Tree method.

In the influencerelated questions, the survey participants is asked to divide 100 points over variables
within multiple variable categories. A multi -criteria method in which allocated points sum up to a
certain constant number is called aConstant Sum method (Chayes, 196Q Kodali, Prasad Mishra, Anand,
2009). A visualisation of the point allocation per variable for this method is showed in figure 2. 6. In this
thesis is decided to implement the constant sum method in order to force the survey participants to
choose which variables they value of more influence than other variables. In this method the
respondents have to allocate points to variables at the expense of the other variables of the category.
These forced decisions result in useful data when advising companies onthe work environment related
criteria they should invest in to attract their employee target group. In addition, this method provides
more information than for example a rank order question , becausethe results of rank order questions
do not provide any info rmation on value weight. Moreover, the information retrieved from a constant
sum method can be used to calculate with, because it provides an absolute zero to the data.



SUB VARIABLE 1.1

SUB VARIABLE 1.2

SUB VARIABLE 1.3

SUB VARIABLE 1.4

divide 100 points

Figure 2.6: Constant Sum method (for 100 points).

In figure 2.7, the application of the constant sum method on multiple respondents is visualised. Each
respondent allocates-in this case- 100 points to a list of criteria. By calculating the mean values of each
criteria, the values of the criteria can be compared. According to Field (2009), the mean value is a
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Figure 2.7: Schematic representation of Constant Sum Method. Own lllustration based on Roberts &

Goodwin (2002).

In this thesis, these two multi criteria analysis methods are combined, wherefore the advantages of both

methods are implemented: the hierarchical implementation of the value tree method, combined with

the distributed weight allocation that provides calcul able data of the constant sum method. In figure 2.8
a visualisation of the method combination is presented. This combined method is barely used in

research. However, a similar method is used in the research of Kodali et al.,

sEOEOCAUPEEOwWI Pl UEUET awEOOUUEOUwWUUOwWOI Ul OEz 6

(2009), by using the name:

EwUOu
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Value Tree - method Constant Sum - method
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Figure 2.8: combination of Value Tree method and Constant Sum method.

This thesis focuses on knowledge workers, wherefore the survey is distributed among knowledge
workers -employed people-, and to-be-knowledge workers -students:

1. Knowledge workers
This target group is split into two categories: employed people and people who have been
employed but do currently not have a job. The answers of these knowledge workers will
provide data on the influence that the work environment has on job choice decision making
from a perspective of people who are in a work environment on daily basis. The data they
provide might be influenced by the considerations they took into account when choosing for
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their current (or previous) job(s), but can also be based orthe imagination of choosing a new
job at a new employer.

2. Sudents
This target group is split into two categories: students and just gr aduated/ stopped students
who are currently searching for their first real job. The data they provide is based on the
imagination of choosing a job.

Including also to -be-knowledge workers as survey participants, enables a comparison of the indicated
influence of the work environment between people who already have sufficient experience with work
environments and people who do not yet have sufficient experience with work environments. Including
both groups will provide insights in whether having experience with work environments or not
provides different opinions.

The survey is distributed online wherefore respondents can answer the questio ns in their own time and
pace, which could positively contribute to the respondence rate. There is aimed to get as many
respondents as possible, since more respondents will provide a better reflection of the population and
therefore result in more valuable results (Field, 2009) Therefore is chosen to create the survey in Dutch
as well as in English. The survey is created in the software Qualtrics.

The knowledge workers are targeted with help of graduation company JLL. Their clients were contacted
with the question whether they could distribute the survey among their employees in exchange for a
personalised report of the research results In addition, the aim was to include companies from different

sectors, as that would provide a more general reflection of the entire population. In an attempt to
convince as manycompanies as possibke to participate in the survey, a one pager was createdto provide
all relevant information in an attractive way (appendix ILIII).

The statistical analysis in SPSS will be the second hal§ection in providing an answer to the sub question

three:? 3 Qwbl EVwl ROT OUWEOwWOOOPO! ET T whbOUOI UUWUEOT whOUOwWI OY:
in job choice decisionOEOPOT y2 8w UwPEUwWUT T wxUl YPOUUwxEUUOWEOOEUE
data on employee opinions and preferences within job choice decision-making, this part will use that

data to formulate conclusions and possibly find patterns in the data on the indicated influence and

preferences

SPSS stands for Statistical Package for Social Sciees and is used for complex statistical data analysis.
This computer software can be used to simplify the analysis of individuals from a sample in order to
generalise the results and draw conclusions aboutthe population.

Homogeneous and heterogeneous analysis

The statistical analysis is mainly focused on finding variables that have significantly most influence on
employee attraction. The first part analyses the whole sample of 368 respondents as one homogeneous
group. The second part of the analysis is a heterogeneous analysis and compares groups of different
(socio-demographic) perspectives in order to enable advising companies on attracting their specific
employee target group.




To find out which variables have significantly more influence on job choice decision -making than other

variables, the allocated points to different variables are tested on significant mean differences. A

schematic representation of how the variables are mutually compared to test these significant mean

differences is showed in figure 2.9. In the homogeneous analysis, the variables are all tested pairwise.
In the heterogeneousanalysis, the variable means of all different groups within each socio -demographic

perspective are pairwise compared for each discussed variable.

ANALYSIS HOMOGENEOUS DATA

VARIABLE1 | VARIABLE2 VARIABLEY

VARIABLE 1 X X
i

VARIABLE 2 ‘ X X

VARIABLE Y X X

ANALYSIS HETEROGENEOUS DATA

VARIABLE 1 GROUP 1 GROUP 2 GROUP Z VARIABLE 2 GROUP 1 GROUP 2 GROUP Z VARIABLE Y GROUP1 GROUP 2 GROUP Z
GROUP1 X X GROUP1 X X GROUP 1 X X
GROUP 2 X X GROUP 2 X X GROUP 2 X X
GROUP Z X X GROUP Z X X GROUP Z X X

Figure 2.9 Schematic representation of the analysis of the homogeneous data and the heterogeneous
data, and their relationship.

Standard Deviation, Skewness, and Kurtosis

The standard deviations of the variable values support the analysis of the results (chapter 5). These
standard deviations EUT w? O1 E U U U1, &5ty kieltiidéserilseb ib fissbeok and provide
insights in how well the means are representative for the data (Field, 2015, p. 38). The smaller the
standard deviations are relatively to t he mean, the more equivalent the answers of the respondents
are, and therefore the more they could indicate a generalised opinion of the population.

The formula of a standard deviation for a sample of the population is:

sy 20

sx= sample standard deviation

C WwAwluOwoi

X = sample mean

n = number of scores in sample




In the analysis, also at the skewness of the datais evaluated. The skewness says something about the
symmetry in the data distribution. Positively skewed data indicates that most scores are at the lower
part of the scale, wherefore most respondents allocated points to the certain variable that are lower than
the mean. Negatively skewed data indicates the opposite. Skewness between 0 and 0,5 or0,5 and 0 are
considered as low skewed. Skewness between 0,5 and 1 010,5 and-1 is considered as moderate skewed,
and skewness higher than 1 or lower than -1 is considered as highly skewed.

In addition is looked at the kurtosis of the data distribution. Positive kurtosis is called leptokurtic and
indicates that the frequent values are clustered around the mean (peaked) and has many outliers (thick
tails in histohram ). Negative kurtosis is called platykurtic and indicates that the values are distributed
widespread around the mean (flat) and has little outliers (thin tails in histogram).

Repeated Measures ANOVA

In this analysis, a Repeated Measures ANOVA is used to analyse the data. A Repeated Measures
ANOVA is used when people are tested within different conditions (Field, 2009). This is the most
appropriate method, because from an analysis point of view each different variable can be considered
as a different condition.

A Repeated Measures ANOVA is a parametrical tests, wherefore the data in this research has to meet
the assumptions for parametrical tests as modified for the Repeated Measure ANOVA:

Normal Dist ribution :

- Normal distributed data is needed to be able to reflect the sampled data to the population.
However, when having samples that are greater than N = 30, there can be assumed that the data
is somewhat normally distributed because of the central limi t theorem, wherefore in that case
this assumption is not needed (Field, 2009). When evaluating the dataof this researchthere can
be concluded that it is mostly normal distributed: the means and medians are highly
comparable, the histograms indicate normally distributed data, as well as the Q-Q plots. In
some cases, skewed data or leptokurtic or platykurtic data is detected. This is discussed per
case.

Sphericity:
- 3T PUWPUWOT T wsT 660711 01 PUaAawWOT wYEUPEOET wOT U0z wi OUWE w
Ol U0l EwOl EOQOWUEOUI UwEUI wUDPODPOEUOwWPT PET wbUwUI U0I1 Ewp
is not met, a correction is needed (see the next section).

Interval data:
- The data should be measured by interval data or ratio data. As the data in this research that is
tested by the Repeated Measures ANOVA is ratio data (scale), it meets this assumption.

Independent observations
- In case of a RepeatedMeasures ANOVA, this means that the behaviour between the survey
participants should be independent. As the survey participants were under no condition
encouraged to provoke dependent behaviour, there can be assumed that this assumption is met.

Analysis Steps within SPSS

The steps within the statistical analysis in SPSS that is used for the analysis of theinfluencerelated
guestions are visualised in two figures. Figure 2.10 explains the steps within the analysis of the
homogeneous data. Figure 2.1l explains the steps within the analysis of the heterogeneous data.




HOMOGENOUS DATA
SCALE (RATIO) DATA

Mauchly’s Test for Sphericity

1 1

' !

Use Greenhouse-Geisser Use Huynh-Feldt
results results

|
.
»

Variables are rated Variables are not
equally rated equally

Figure 2.10: SPSS Decision Tree - Homogeneous Data.

Means of the
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significantly

ired Samples Test

Means of the
variables do not
differ significantly
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HETEROGENEOUS DATA
SCALE (RATIO) DATA

REPEATED MEASURES ANOVA

!

Mauchly’s Test for Sphericity

!

results

Use Greenhouse-Geisser Use Huynh-Feldt
results results

Variables are not

Variables are rated

equally rated equally

INDEPENDENT-SAMPLES T TEST

!

Independent Samples Test

Games-Howell Test

Means of the Means of the
h h groups differ groups do not
significantly differ significantly
Use Equal variances not Use Equal variances
assumed results assumed results

Means of the Means of the
groups differ groups do not
significantly differ significantly

Figure 2.11: SPSS Decision Tree — Heterogeneous Data.
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The intention of the last part of this research is to enable the generated knowledge to be appled in
xUEEUPEI OwUIl 1 wUadUT 1 UPUBw( OwUT DU wUHok thpddpanies &pplyu @ Ul U0 D C
knowledge on work environments to enhance competitive advantage within the war for talent? ? 0 w

Employee profiles are created to simplify and visualise the generated information. These simplified

employee profiles serve as a mediumthat eases the application of the generated knowledgein practice

when providing advi ce to companies on enhancing their competitive advantage within the war for

talent.

This research can be described as an empirical research when considering the aim of the research and
the type of research question. Empirical research has adescriptive methodology which can be
Ul EOT OPUI EWEaAawWUUEUUDPOT wUOT 1T wOEDOwWUI Ul EVUET w@aUl UUDOOwb DI
Van Gunsteren & Van Loon, 2012).It deals with a knowledge -related problem: it is unknown what the

influence of work environments is on attracting employees. Therefore this research aims to produce

knowledge: gaining knowledge on the influence of work environments on attracting employees. The

first two parts of this research are empirical by focusing on producing knowledge on the influence work

environments have on attracting employees. The third phase of the research has an operational

character since itallows for synthesis of the obtained knowledge in order to implement the gained

knowledge in practice.

This research ismainly quantitative. Quantitative research can provide powerful and sufficient support

to the prior gained qualitative information (Edmondson & McManus, 2007). The survey and

subsequently statistical analysis can be categorised as a quantitative research approach since it is based

on rationalism and aims to quantify information. Quantitative research is recognisable by the

measurement of variables and drawing conclusions from large samples that can be generalised to make

claims about the population (Kumar, 2019; Creswell, 2002).

This research will not only be an addition to scientific literature, but also aims to improve a practise
related issue. The outcome of this research can be used in different domains within practice:
1. Companies can use theresults as part of their real estate related strategies when attracting
employees is part of that strategy. Interest from companies can comefrom two perspectives:
(1) people who are concerned with the real estate strategy of the company, such as the inhouse
real estate department and office managers, and (2) people who are concerned with attracting
employees, such as human resource managers oteam managers.
2. Real Estate Consultants can use the knowledge when advising companies on their real estate
strategies, when attracting employees is part of that strategy.

When the outcome of the researchis proved to be useful and interesting for graduat ion organisation
JLL, there is a possibility that the findings of this research will be used by (1) the Strategic Consulting
department of JLL in their real estate advise to their clients, and (2) the Research & Strategy department
of JLL as input for a research they will probably start next year . In addition, this thesis will be rewritten
into a research paper, which will be presented at the EuroFM congress in Barcelona, June 2020.



This thesisis processed in accordance with the FAIR Guiding Principles in order to make the scientific
data Findable, Accessible, Interoperable and Reusable (Wilkinson et al., 2016). The final thesids
accessible by a publication on the educational repository of the Delft University of Technology, which
can be found by using the following link: https://repository.tudelft.nl . Data that is not directly attached
to the published thesis in the repository can be retrieved by sending an email to the author via
shuly.themans@gmail.com (accessibility). In addition , in this thesis formal, accessible, shared and
broadly applicable language is used and qualified references are included (interoperable). Also, the
used data meets domain-relevant standards as it is easier to reuse data sets within a domain if they are
similar (reusable).

Concerning sensitive (company) information as part of this thesis, there is ensured that this data is
treated confidentially: the information is anonymis ed and no results that can be traced to a certain
person or company is shared with third parties.

Ethical principles and considerations in social research revolve around issues in the following four main
areas (Diener andCrandall, 1978 as referenced by Bryman, 2016, p. 135):

1. Whether there is harm to participants;

2. Whether there is a lack of informed consent;
3. Whether there is an invasion of privacy;

4. Whether deception is involved.

There is ensured that the participants in the interviews and the respondents of the survey in this

researchedare notharmed and there is no invasion of privacy, which is done by making their statements
anonymous and unidentifiable. To prevent a lack of informed ¢ onsent, all participants of the research
are informed on the goal of the research. Besides, with all participants is communicated that
participating in the research is on a voluntary basis and that they are in no way obliged to answer the
guestions. Lastly, to prevent involvement of deception, all components within the research represent
the real nature of the work without pretending to be something else.
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This literature review is divided into two main parts: 1) employee attraction, and 2)

work environment preferences. The review will start with the section on employee

attraction to make sure thatthis topic is examined in an unbiased way without already
focusing on work environments. Following this sequence the literature will be
discussed from a broad scope, including all factors that potentially have an influence
on employee attraction, to a smaller scope, focussingon work environment related
factors that potentially have an influence on employee attraction. In figure 3.1, a
visualisation is represented of the theoretical research as part of the whole research.

METHODS LITERATURE REVIEW

EMPLOYEE F WORK 5 DETE"M'NE DATA INFROMATION ON MOST EMPLOYEE:
ATTRACTION  pr ENVIRONMENT VARI s ON EMPLOYEE INFLUENTIAL VARIABLES IN et
VARIABLES VARIABLES PREFERENCES EMPLOYEE ATTRACTION
/ ) N
| | 5,0

Figure 3.1: Theoretical Research within the Research Framework.
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research-relevant employee attraction variables and work environment variables - serve as input for the

subsequent section of this research in whichthese variables are evaluated within structured interviews.

The variables derived from this literature review form the foundation for the empirical research and

therefore for the rest of this thesis.

3.1 EMPLOYEE ATTRACTION

3T PUWET ExUIl UwxUOYDPEI L’JLch")wE(”)l’Jb‘l UwUOWUUEwW@UI UUDOOwWh o w?
OOwl 6xO00al 1l WEUUDUEEUDPOOY 23 w3OwEOUPT UwUT PUw@UT UUPOOOWE w
field of human resource management is conducted. The first part of this chapter generates general

information on human resource management, recruitment and employee attraction in order to discuss

the context of this research, including relevant concepts and terms. The aim of this literature section is
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to gain knowledge on the factors that are considered by knowledge workers concerning a job choice
decision-making process and to examine the role of work environments within these considerations.
The final part of this chapter provides the employee attract ion variables that are used in the empirical
part of the research (figure 3.2).

STRUCTURED KNOWLEDGE

LITERATURE REVIEW R SURVEY STATISTICAL ANALYSIS (SPSS) e o

EMPLOYEE i WORK
ATTRACTION ENVIRONMENT
VARIABLES VARIABLES

& 0 ® O

Figure 3.2 First part of Literature Review within the Research Framework.
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management (HRM) is concerned with all aspects of how people are employed and managed in
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performance and is therefore of interest to organisations (Guest, 1997; Armstrong, 2016). The term
human resource manageménteveloped during the last century, taking over terms as labour management
and personnel managemenfThe EOQOOET xOw Ol w' 1, whPEUw Il OQUOGETI EwbDOwUT 1 wh
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Armstrong, 2016; Beechler & Woodward, 2009, p. 274). The view on managing people in organisations
changed to a more long-term perspective wherein people are considered an asset rather than merely a
cost to be minimised (Beer et al., 1984; Storey, 1989HRM was founded by launching the matching model
which stated that human resource systems and organisational structures should be managed in a way
that is aligned with organisational strategy (Fombrun, 1984). Besides, other HRM pioneers developed
the Harvard Framewor®w b1 1 Ul DPOw PEUw UUEUTI Ew UT EQw 2T UOEOwW Ul UOULU
management decisions and actions thataffect the nature of the relationship between the organization

and employeest POUwWT UOEQwUIT UOUUET U? wo! 1 1 hkhadithéJopikicd &ax wnamy WK O w x & h
xUl UU0UT UwET OEOET EW?PEWEUOEE]I UOwWOOUT weOOXxUIT 11 OUDPYI wED
OT1 wOUT EOPAEUDPOOZUwi UOEOWUIT UOUUET U» we! 11 Uwl DwEOS8 OwhiN U

Strategic human resource managementt the combination of strategic management and human resource

managementt is based on the resourcebased view, which implies UT EOWEQOwWw OUT EOPUEUDOOZ |
produce its unique character and its competitive advantage (Boxall, 1996; Armstrong, 2014). An
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simultaneously being implemented by any current or potential competitors and when these other firms
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characteristics of people as a resurce are also defined ashuman capitad w? 6 OOOP Ol ET1 OwUODPO
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Armstrong, 2014). These three human characteristics create value for organisations, wherefore
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Nowadays, many definitions of human resource management are used in literature. Three of them are:
PHuman resource managemast distinctive approach to employment management which seeks
to achieve competitive advantage through the strategic deployment of a highly committed and
EEXEEOI wpOUOI OUET wUOUDPOT wEOwWHPOUI T UEUI EWEUUEawoOi wEU
(Storey, 1995, p.5).
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2014, p.5).

?Human resource managemestthe process tirough which management builds the workforce
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Human resource strategies, policies and practices consist of many subcategories, derived from HR
philosophies (Armstrong, 2014). Fobrun et al. explained the human resource cyckhat should be
performed and aligned in all organisations, consisting of: selection, appraisal, development and
rewards (Fobrun, 1984). Nowadays the practices of human resource managrs are described by a
much more complex system, with the following main categories (Armstrong, 2014):

1 Organisation ¢ diagnosing organisational behaviour.

1 Resourcing + workforce planning, recruitment and selection, attracting and retaining
people, managing employee turnover, absence management and talent management.

1 Learning and development - ensuring that the organisation has the knowledgeable, skilled
and engaged workforce it needs.

1 Performance and reward ¢ ensuring that individual and team performance develops and
that the contribution people make to achieve organisational, departmental and team goals
is recognised and rewarded.

1 Employee relations ¢ managing the employment relationship and the psychological
contract.

Attracting employees is part of the recruitment section within the Resourcing category of human
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involves actions and activities taken by an organization in order to identify and attract individuals to

the organization who have the capabilities to help the organization realize its strategic objectives. In

particular, such activities should generate a pool of desirable candidates; enhance their interest in and

attraction to the organization as an employer; and increase the probability that they will accept a job
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significantly to the value -creating capacity of the iUO?> WEOEwWUUEUI gUI OU0aw?2UU0I1 1 Uw
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Ahad, 2015, p.210).

Zeuch makes a division in organisational recruiting between (1) the activities that are focused on
attracting new employees, what he calls HR Marketing or Recruitment Marketing and (2) the other
activities that are focused on hiring people such as workforce planning, employee sourcing, pre-
assessment, selection, job offer, and contracting, what he callfRecruitment(Zeuch, 2016).

Attracting potential employees comes after some other activities within the recruitment process: when

the future demand for the wor kforce in the organisation is identified and planned, and the requirements

for the future employees are set, then the process of attracting the potential employees will start
(Armstrong, 2016).

According to Chambers et al., (1998), organisations should recruit continuously to become a highly
successful company, rather than starting a recruitment process just to fill job openings.

A large part of literature and research on recruitment and employee attraction is focused on
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considered the most important term in the field of human resources (Capelli & Keller, 2017).
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wherein they studied 77 companies within different industries and interviewed almost 6000

managers and executives(Chambers etal, 1998)3 1 1 a wOEUOET 1 EwUT 1 wUl UOQws 6 EVwI
recognised that companies have difficulties in attracting and retaining talented people due to a
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her intrinsic gifts, skills, knowledge, experience, intelligence, judgement, attitude, character, and drive.
(DWEOUOWDHOEOQUET Uwil PUwOUwI I Uw E BdeExeaod, 2001, p.&.dm w o, DET |
addition, many other publications emphasise the importance of talented employees and

additionally talent management for the success of organisations (Beechler & Woodward, 2009; lles,
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McKinsey reports that companies who are taking great effort in managing talent h ad much better
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The shortage in talented employees that McKinsey discussed had according to their publication
the following main drivers:
1. The more complex economyd w31 1 WEOOx Ol RPUAW?RE]I OEQEUWOOUI wUubxIT B
acumen, multicultural fluency, technological literacy, entrepreneurial skills, and the ability to
manageD OEUI EUDPOT OawEl OEal Ul EOWEDUETTUITEUI EwOUT EOPA
2. Competition from other companies . Many companies are targeting the same people:large
companies get a lot of competition from small and medium -sized companies, such as stat-ups.
3. Increasing job mobility . People are changing jobs more often, which is expected to increase
even more.



Talent shortage is of all times: it is not just an issue when the economy is prosperous, but also in

economic crises (Hewitt Associates, 2008; Salllion, Sparrow & Farndale, 2011). According to

Beechler & Woodward, attracting, developing, motivating and retaining talent is a critical strategic
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elite group with high impact, but with high maintenance who can deal with a lot of complexity

(Robertson and Abbey, 2003). David Ulrich, widely recognised as expert on HRM related topics,
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knowledge, skills and values that are required, commitmentfor the willingness to work hard and

use their abilities in favour of the organisation, and contribution for finding meaning and purpose

in their work (Ulrich, 2006).
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of human capital is context-dependent, that natural talent is overrated, that 1Q only correlates 0.04
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Sutton, 2006, p. 90).
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Management almost has become an equivalent d the term Human Resource Management, the
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The Economist, 2006).
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more extensively.

The process of recruiting employees comes with setting up aprofile of the employee looked for in order
to be able to tailor the recruitment practices to this specific target group (Hiltrop, 1999; Armstrong,
2014): the required education level, qualifications and experience of the desired employees should be
specified (Chambers et al, 1998; Armstrong, 2014), but also the desired type of person with regard to the
extent they are likely to fit the culture, values and norms of the organisation (Armstrong, 2006). Another
part of setting up the employee profile is identi fying where the potential employee can be found:
internal or external. The internal pool consist of employees within the organisation, however, attracting
new employees is about searching within the external pool, e.g. at other organisations or from
educational establishments (Armstrong, 2014; Rabbi & Ahad, 2015). When taking external candidates
into account, potential parts of the county where they could come from could be identified (Armstrong,
2014).



The potential employee pool can be distinguished into active and passive job seekers. Active job seekers
can be targeted by relatively passive recruiting methods, whilst passive job seekers have to be attracted
by active approaches (Acikoz, 2018).

The method of setting up employee profiles as the basis of the recruiting process, forms the foundation
of the synthesis part of this thesis, in which employee profiles are created to ease the application of the
research results in practise.

This thesis aims to find out whether work envi ronments could be used strategically as part of an
employee attraction method. Organisations can use different types of techniques and methods when
attracting potential employees. It is claimed that various techniques and methods should be used in
order to find the right talent and that the recruitment process should be tailored to the specific target
group (Armstrong, 2006; Hiltrop, 1999).

Traditional methods of recruitment include advertisements, employment agencies, referrals by
friends, relatives and employeest, internal job postings, walk -ins ¢ reaching the office for a job interview
without any prior appointment ¢, job fairs, and campus visits (Zottoli & Wanous, 2000). Adver tisements
can be divided into different types of the advertisement media, such as internet, TV and billboards
(Acikgoz, 2018).

Using the internet, in addition to the traditional methods, has become an established practice for
recruitment during the last tw o decades: company websites, online job boards and social networking
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largest professional social networking website, is extensively used by recruiters to find and approach
potential employees for their job openings (Jobvite, 2016). According to Acikgoz (2018), professional
networking sites as LinkedIn are especially effective in targeting passive job-seekers because of the large
number of reached potential employees.

In order to attract graduate students, it could be a strategy to focus on a few key schools to establish
long-term relationships with. Besides, internships and trainee programmes are a main strategy to attract
and assess young talent (Zeuch,2016).

In the survey of CIPD, wherein 1000 HR professionals were questioned, it appeared that 74% of the
respondents choose their own corporate website as effective recruitment method, 60% professional
networking sites, 58% commercial job boards and 52%considered recruitment consultants as one of the
most effective recruitment methods (CIPD, 2017).
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survey of CIPD wherein over 1000 HR professionals were questioned, nine in ten of the organisations
made efforts in 2016 to improve their employer brand (CIPD, 2017).

In the process of attracting employees, a positive employer brand can contribute in becoming an
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the organisation, rather than for another organisation (Chhabra & Mishra, 2008; Zeuch, 2016;

Armstrong, 2014).

In order to create an employer brand, Armstrong (2014) advises organisations to (1) analyse what ideal
potential employees need and want, (2) establish to what extent the core values of the organisation are
in line with what potential employees consider as attractive and ensure that these values are presented
as executive vdues, and (3) define the features of the employer brand based onareas that positively
affect the perceptions of people on an employer brand.
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organization offers that prospective or existing employees wou Id value and which would help to
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The extent an employee can associate his/ her own values to the organisational values is in relation to

the extent he/ she is attracted to that organisation (Schneider, 1987; Cable and Judge, 1996; Judge and
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In order to find out which organisational characteristics play a role in job choice decision -making and
whether work environmentplays a role in this literature field, an extended literature research is
conducted. In figure 3.3 all found organisational characteristics in research on human resource
management and recruitment are combined (second row), and are divided based on more general
categories (first row). On the right side of the table, nine different res ourcesare shown. These literature
resources are placed in chronological order. The first eight are scientific literature resources, while the
last research is an institutional survey report. The crosses within the table indicate that the specific
variable is discussed within the specific research and the numbers indicate the rank order of the
variables, in case the variables were ranked within the research. This overview of employee attraction
variables gives an indication of the variables that are included within existing literature and the role
work environmenplays within th is field of literature . Therefore, this overview provide s a starting point
for the empirical part of this thesis (figure 3.3).

When analysing the overview, it becomes clear thatwork environmenbarely plays a role in literature on
employee attractiorOnly attraction factor Locationwas found in some literature on employee attraction
(Chambers, 1998; Uggerslev et al., 2012; RampR014), and someworkplacedJ | OEUI EwEUxT EUUWUUET
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Figure 3.3: General Employee Attraction Variables



