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Summary

The world of work, particularly the physical organization of work, is undergoing a profound
transformation process. The causes of this transformation process are technological
innovations, organizational changes, and the increasing pluralization of employee
requirements. Even though this transformation process of the physical organization of work
began several years ago, the COVID-19 pandemic has significantly increased its speed. As a
measure to contain the COVID-19 pandemic, working from home enabled office workers
worldwide to gain experience with this workplace. Work from home describes regular
working from home, which is made possible using information and communication
technologies. This gives employees a direct comparison between working in the office and
working from home and allows them to choose their place of work more purposefully
depending on their work activities. The widespread introduction of work from home
influences life and work on several levels. At an individual level, the question arises as to
which employees are generally suitable for working from home. At the level of the working
environment, there needs to be more knowledge about the extent to which work from home
influences the digital equipment of residential properties. Furthermore, it remains unclear
how the interaction between the employee (person) and the working environment
(environment) in work from home affects individual work success (fit). This dissertation

explores these research questions with the help of a total of five research articles.

The first article classifies work from home in a hybrid working environment and uses an
international comparison between the United States and Germany. Hybrid working is
defined by the distribution of working hours between the office, work from home, and third
places of work, and describes a combination of these places of work. The article shows that
WEFH is a high priority for many employees in a hybrid working environment. While working
hours in the office are almost identical in both countries at around one-third, it is clear that
third places of work (e.g., coworking spaces) are more important for employees in the United
States than Germany. The article shows that this divergence is primarily cultural. Overall,
this article shows that employees internationally attach great importance to WFH in a hybrid

working environment.

The second article addresses the importance of work from home in a hybrid work
environment and examines in a preliminary study which aspects enable successful work from
home. The results of the article show correlative relationships between spatial, personal, and
work-related characteristics on the one hand, and satisfaction and productivity on the other.

Consequently, successful work at home is only possible if all three dimensions are met. This
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article indicates that only around 25 % of employees who can work from home are successful

there.

The third research article takes up the results of the second study. The aim is to take a closer
look at these 25 % of employees who successfully work from home. The results make it clear
that more experienced employees who live in well-equipped residential properties and have
a high degree of work autonomy can work successfully from home. Career starters, who
often live in properties that are not suitable for work from home, are less successful in

working from home.

The fourth article is specifically dedicated to examining the influence of real estate
characteristics on satisfaction and productivity in work from home. Furthermore, the relative
importance of real estate characteristics is compared with organizational and socio-
psychological characteristics. It is shown that real estate characteristics highly influence
satisfaction and productivity in work from home. Compared to organizational and socio-

psychological characteristics, real estate characteristics are the most important.

The fifth research article delves into the factors that impact the purchase intention of smart
homes, shedding light on the heightened inclination towards technology, notably spurred by
the COVID-19 pandemic and the surge in remote work. This study investigates the intricate
interplay between these aspects, unravelling the nuanced role that the increased affinity for
technology, especially in the context of the widespread shift to remote work, plays in shaping
consumer attitudes toward smart home adoption. The social environment primarily
influences the intention to buy smart homes. However, the results also make it clear that the
increased affinity for technology improves attitudes toward such residential properties,

leading to a higher purchase intention.

With these findings, this dissertation expands research on work from home. Work from home
offers potential for both companies and society. At the same time, the dissertation also shows
the risks associated with working from home. These potentials can only be realized by taking
an individual view of an organization’s workforce and combining the office, work from home,
and third places. The dissertation offers a theoretical-conceptual classification in the current
state of research and supported by the results, provides implications for practice to meet the

challenges in the transformation process of the physical organization of work.
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Zusammenfassung

Die Arbeitswelten und insbesondere die physische Organisation der Arbeit befinden sich in
einem tiefgreifenden Transformationsprozess. Ursachlich fiir diesen Transformationsprozess
sind technologische Innovationen, organisatorische Verdnderungen und die zunehmende
Pluralisierung der Anforderungen von Arbeitnehmenden. Auch wenn dieser
Transformationsprozess der physischen Organisation der Arbeit schon vor einigen Jahren
eingesetzt hat, hat die COVID-19 Pandemie die Transformationsgeschwindigkeit signifikant
erhoht. Work from Home, als eine MaBnahme zur Einddmmung der COVID-19 Pandemie,
ermoglichte es Biiroarbeitenden weltweit Erfahrungen mit der Arbeit zu Hause zu sammeln.
Work from Home beschreibt dabei das regelméafRige Arbeiten von zu Hause, das durch die
Nutzung von Informations- und Kommunikationstechnologien ermoglicht wird.
Arbeitnehmende haben dadurch den direkten Vergleich zwischen dem Arbeiten im Biiro und
dem Work from Home und wégen ihren Arbeitsort in Abhédngigkeit der Arbeitstiatigkeiten
zielgerichteter ab. Die flachendeckende Einfiihrung von Work from Home beeinflusst das
Leben und Arbeiten auf mehreren Ebenen. Auf individueller Ebene stellt sich die Frage,
welche Arbeitnehmenden grundsétzlich fiir das Work from Home geeignet sind. Auf der
Ebene der Arbeitsumwelt fehlt es an Erkenntnissen, inwiefern Work from Home einen
Einfluss auf die digitale Ausstattung von Wohnimmobilien hat. Weiterhin bleibt offen, wie
sich das Zusammenspiel aus den Arbeitnehmenden (person) und der Arbeitsumwelt
(environment) im Work from Home auf den individuellen Arbeitserfolg (fit) auswirkt. Diesen
Forschungsfragen geht die vorliegende Dissertation mithilfe von insgesamt fiinf

Forschungsartikeln nach.

Der erste Artikel ordnet Work from Home in eine hybride Arbeitswelt ein und nutzt dazu
einen internationalen Vergleich zwischen den Vereinigten Staaten und Deutschland.
Hybrides Arbeiten definiert sich iiber die Verteilung der Arbeitszeit auf das Biiro, das Work
from Home und dritte Arbeitsorte und beschreibt eine Kombination dieser Arbeitsorte. Der
Artikel zeigt, dass WFH in einer hybriden Arbeitswelt fiir viele Arbeitnehmende einen hohen
Stellenwert einnimmt. Wéhrend die Arbeitszeit im Biiro mit rund einem Drittel in beiden
Landern nahezu identisch ist, zeigt sich, dass vor allem dritte Arbeitsorte (z. B. Coworking
Spaces) fiir Arbeitnehmende in den Vereinigten Staaten einen hoheren Stellenwert als in
Deutschland einnehmen. Der Artikel zeigt, dass diese Divergenz vor allem kulturell
begriindet ist. In der Summe zeigt dieser Artikel, dass Arbeitnehmende dem WFH in einer

hybriden Arbeitswelt international einen hohen Stellenwert einriumen.
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Der zweite Artikel greift den hohen Stellenwert des Work from Home in einer hybriden
Arbeitswelt auf und untersucht in einer Vorstudie, welche Aspekte erfolgreiches Arbeiten zu
Hause ermoglichen. Die Ergebnisse des Artikels zeigen, dass korrelative Zusammenhéinge
zwischen radumlichen, personenbezogenen und arbeitsbezogenen Merkmalen auf der einen
Seite und der Zufriedenheit und Produktivitit auf der anderen Seite existieren.
Konsequenterweise ist erfolgreiches Arbeiten zu Hause nur durch positive Voraussetzungen
aller drei Dimensionen moglich. Dieser Artikel gibt einen ersten Hinweis darauf, dass
tatsachlich nur rund 25 % der Arbeitnehmenden, die die Moglichkeit haben von zu Hause

zu arbeiten, dort auch erfolgreich sind.

Im dritten Forschungsartikel werden die Ergebnisse aus der zweiten Studie aufgegriffen. So
ist das Ziel, diese 25 % der erfolgreich von zu Hause arbeitenden Arbeitnehmenden, néher
zu betrachten. Die Ergebnisse verdeutlichen, dass insbesondere berufserfahrenere
Arbeitnehmende, die in gut ausgestatteten Wohnimmobilien leben und eine hohe
Arbeitsautonomie haben im Work from Home erfolgreich arbeiten konnen. Weniger
erfolgreich im Work from Home sind vor allem Berufseinsteiger, die haufig in Immobilien

wohnen, die nicht fiir das Work from Home geeignet sind.

Der vierte Artikel widmet sich konkret der Frage, welchen Einfluss die
immobilienwirtschaftlichen Merkmale auf die Zufriedenheit und die Produktivitdt im Work
from Home haben. Des Weiteren wird die relative Bedeutung der immobilienwirtschaftlichen
Merkmale im Verhéltnis zu arbeitsbezogenen und sozial-psychologischen Merkmalen
gesetzt. Es zeigt sich, dass die immobilienwirtschaftlichen Merkmale im Work from Home
einen hohen Einfluss auf die Zufriedenheit und die Produktivitdt haben. Im Vergleich zu
arbeitsbezogenen und sozial-psychologischen Merkmalen haben die

immobilienwirtschaftlichen Merkmale sogar die grof3te Bedeutung.

Der flinfte Forschungsartikel untersucht, welche Aspekte die Kaufabsicht von Smart Homes
beeinflussen und welche Rolle die gestiegene Technikaffinitit, ausgelost durch die COVID-
19 Pandemie und insbesondere durch Work from Home, einnimmt. Die Kaufabsicht von
Smart Homes wird vor allem durch das soziale Umfeld begiinstigt. Die Ergebnisse machen
aber auch deutlich, dass die gestiegene Technikaffinitit die Einstellung gegeniiber solchen

Wohnimmobilien verbessert, was wiederum zu einer hoheren Kaufabsicht fiihrt.

Mit diesen Erkenntnissen erweitert die vorliegende Dissertation die Forschung rund um das
Thema Work from Home. Work from Home bietet sowohl fiir die Unternehmen als auch fiir
die Gesellschaft Potentiale. Gleichzeitig zeigt die Dissertation auch Risiken, die mit dem

Arbeiten von zu Hause verbunden sind. Nur durch die individuelle Betrachtung der
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Workforce einer Organisation und durch die Kombination des Biiros, Work from Home und
dritte Arbeitsorte lassen sich diese Potentiale realisieren. Die Dissertation bietet eine
theoretisch-konzeptionelle Einordnung in den aktuellen Stand der Forschung und liefert mit
den FErgebnissen Implikationen fiir die Praxis, um den Herausforderungen im

Transformationsprozess der physischen Organisation der Arbeit gerecht zu werden.
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1 Introduction

1.1 Motivation and research question

Over the years, organizations have been undergoing a profound change process that
significantly impacts not only, but primarily, the work environment. Work environments
encompass, on the one hand, the physical work environment and, on the other hand, the
psychological aspects associated with it (Voll, Gauger, and Pfniir, 2022). Physical work

environments in particular have constantly evolved over the last decades.

Whereas work in the pre-industrial era was initially performed from home (first place) — thus
combining living and working — increased knowledge work has led to a spatial separation
between living and working in the office (second place) for knowledge workers (Oldenburg,
1999). Since the 1980s, technological, economic, and social developments have led to an
increasing flexibilization of work (Gauger, 2021; Kriiger, 2023). Work-life balance
increasingly became more important for employees, and the introduction of information and
communication technologies (ICT) made it possible to work at other places (third place),
such as coworking spaces, in addition to working from home or working in the office (Johns
and Gratton, 2013). Work thus became increasingly flexible in terms of location and time,
and the new ways of working approach was introduced by many organizations worldwide
(Blok et al., 2011; Harris, 2015; Nijp et al., 2016; Gillen, 2019). Accordingly, in the future,
knowledge workers will increasingly weigh up the location at which they would prefer to
work and work from home (WFH) will play a crucial role because of the possibility to align,

once again, work and life (Pfniir et al., 2021; Pfniir et al., 2023c).

Even before the COVID-19 pandemic, the proportion of WFH in Germany rose steadily.
Between 2017 and 2019, the proportion of employees working at home, at least occasionally,
ranged between 11 % and 13 % (Destatis, 2022). In a Europe-wide comparison of WFH
percentages, Germany was only average, whereas the WFH percentage in The Netherlands,
for example, was around 37 % (Bonin et al., 2020). The main reason for this low proportion
in Germany was skepticism by employers (Pyorid, 2011). However, the onset of the COVID-
19 pandemic in 2020 forced organizations abruptly to change the physical organization of
work and enabled their employees to WFH (Kramer and Kramer, 2020; Contreras, Baykal,
and Abid, 2020), leading to a large-scale experiment. At peak times, up to 45 % of employees
worked from home (Fliiter-Hoffmann and Stettes, 2022). It became apparent that working
from home turned out better than expected (Orel, 2021) and many studies assumed that
WFH would continue to play an essential role for the physical organization of work in the

post-COVID-19 pandemic era (Alipour et al., 2020; Brynjolfsson et al., 2020; Hofmann, Piele,
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and Piele, 2020; Kleinert et al., 2021). Hence, it is not surprising that even after the COVID-
19 pandemic, nearly one in four employees in Germany work from home (Destatis, 2022).
Barrero, Bloom, and Davis, (2021) predict that in the future, 20 % of full workdays will be
performed from home. Pfniir et al. (2023c) depict that WFH has become an indispensable

part of the new way of working and has both social and economic potential.

Many studies have already shown that, on average, WFH can have a positive impact on job
satisfaction and productivity in addition to employee retention and overall company success
(Bloom et al., 2015; Fonner and Roloff, 2010; Harker Martin and MacDonnell, 2012). The
positive experience of many employees with WFH during the COVID-19 pandemic confirms
this trend. For example, Pfniir et al. (2021) find that employees are, on average, 14 % more
productive when working from home compared to the office. Even post-pandemic, job
satisfaction and productivity when working at home remain high (Pfniir et al., 2023c). These
studies also show, however, that success at work when working from home varies widely.
For instance, 40 % of employees are not more successful working from home than in the
office (Pfniir et al., 2021). Instead, work success at home depends on the employee himself
on the one hand and the work environment at home on the other. Especially young
employees with less job experience are less successful working from home (Pfniir et al.,
2021). Additionally, employees with a low tolerance for uncertainty and less agile work
characteristics are less successful at home (Smith, Twohy, and Smith, 2020; Heidt, Gauger,
and Pfniir, 2023). Hence, work success at home is only possible due to a fit between the
person and their work environment (physical environment and psychological aspects
associated with it) at home. There are hardly any studies that deal with the interaction
between the person, the physical environment, and the associated psychological aspects

when working from home.

Hence, the primary objective of this dissertation is to address the existing research gap
comprehensively. This will be achieved through a thorough examination of WFH, focusing
on the alignment between individuals and their respective work environments.. This
investigation expands the theoretical understanding of WFH through a broader investigative
approach. Thus, studies are initially carried out at the level of the person. Then, work success
is analyzed with the help of the interaction between the person, their physical environment,
and socio-psychological aspects. Finally, the impact of increasing affinity for technology on

housing is considered due to use cases of digitalization like WFH.
Consequently, the dissertation aims to answer the following research questions:

1) Which employees work successfully from home?
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2) What role do real estate factors play in being able to work successfully from home
and what is their relative importance compared to organizational and socio-
psychological factors?

3) Does increased affinity for technology in the society, partly caused by WFH, lead to

the purchase intention of smart homes?

To answer these research questions, five studies were conducted with partially varying

datasets while different methods were used.

1.2  Positioning of the thesis

WEFH is a research field that can be viewed from different perspectives and, thus, is highly
complex. To do justice to this complexity and to be able to answer the research questions, a
broad theoretical approach is needed. Due to its versatility and theoretical breadth, the
person-environment fit (P-E fit) theory is used as a theoretical framework (Conway, Vickers,

and French, 1992; Kristof-Brown, Zimmerman, and Johnson, 2005).

The origins of the P-E fit theory can be traced to Frank Parsons, who expressed through the
trait-factor approach that a good fit between the work environment and employees’ abilities
can lead to higher work success (Parsons, 1909). The trait-factor approach has been the
dominant approach in this research field for a long time (Su, Murdock, and Rounds, 2015).
While Holland’s (1966) theory of vocational choice describes that individuals choose work
environments congruent to their personalities, the theory of work adjustment indicates that
there is no perfect fit between individuals and their environment, so adjustments in behavior
must be made (Rounds, Dawis, and Lofquist, 1987). These findings led to the addition of
the assumption to the trait-factor approach; i.e., that there is a reciprocal interaction between
persons and their environment (Pervin, 1968; Chartrand, 1991). The relatively static trait-
factor approach was replaced by the more dynamic P-E fit approach (initially called
“individual-environment fit”). The core message of the theory is that the person and the
environment influence each other, and an initial mismatch can be eliminated by adjustments

of the person or the environment (Chartrand, 1991).
Overall, the P-E fit theory has several theoretical assumptions:

e The interaction between a person and their environment is reciprocal and ongoing
(Chartrand, 1991; Edwards, Caplan, and Harrison, 1998).
e The fit can be directly or indirectly measured and it can be objective or subjective

(Edwards, Caplan, and Harrison, 1998).
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e The goodness of fit between a person and their environment increase the probability
of positive outcomes (Chartrand, 1991).
e Humans are capable of rational decision making (Chartrand, 1991).

¢ Individuals are looking for congruent environments (Chartrand, 1991).

The P-E fit theory and its basic relationships are shown in Figure 1.

Person Environment

Figure 1: P-E fit theory (own illustration based on Chartrand, 1991)

Due to the broad definition of the P-E fit theory, many variations exist. While the dimension
of the person is regularly not subject to any modification, the dimension of the environment
is often modified in the research process. Kristof-Brown, Zimmerman, and Johnson (2015)
performed a meta-analysis in which they identify four modifications of the P-E fit theory:
person-job fit, person-organization fit, person-group fit, and person-supervisor fit. Above all,
this meta-analysis makes it clear that it is necessary to delimit the dimensions of the P-E fit

theory, particularly the environment dimension.

The fit between the person and the environment is of particular importance. Kristof-Brown
and Billsberry (2013:1) state that fit is “assessed by the explicit comparison of person and
environment characteristics to determine whether or not there is a match.” It is essential to
distinguish between the conceptualization and the fit measurement. In the frame of the
conceptualization, a differentiation between the complementary and supplementary fit can
be made. While the complementary fit results from a match of a person and their
environment through mutually complementary characteristics, the supplementary fit occurs

due to matching the characteristics of a person and their environment (Muchinsky and
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Monahan, 1987; Schneider, 1987). Regarding measuring the fit, two different aspects have
to be considered. First, the measurement can be direct or indirect. Second, and more
important, the measurement can be subjective or objective. If the attributes of the P-E fit
theory are derived from the employee’s perception, then it is a subjectively measured fit,
whereas attributes derived from other sources are objectively measured (van Vianen, 2018).

Frequently, the fit is measured according to stress or job satisfaction (Edwards, 2008).

Person-centered approaches in workplace design have been introduced previously. Taylor
(1911) and Weber (1947) were the first to suggest the influence of the workspace on work
success and well-being of employees. In the workspace, the human-environment principles
were often used (Becker, 1991). Primarily because of the versatile applicability of the P-E fit
theory, it is also helpful for topics related to the workplace. For example, activity-based
flexible work results from the P-E fit theory (Armitage and Amar, 2021). Leonard (2013)
describes the P-E fit theory as a new way of designing workspaces. In addition, the P-E fit
theory should also be used more against the background of changing working environments
(Armitage and Amar, 2021). Against the backdrop of increased work from home, the

dimensions of person and environment are becoming more critical.

In addition to the advantages that the P-E fit theory can be used in different contexts and
has been used frequently for years (Caplan, 1987; Kristof-Brown, Zimmerman, and Johnson,
2005), there are also various disadvantages or limitations of this theory. Edwards, Caplan,
and Harrison (1998) state that the P-E fit theory does not concretize the dimensions of
person and environment and that those other sources are necessary for the specification. The
two dimensions must be delimited, leading either to inflate or to limit the effects in the P-E
fit theory. Furthermore, the fit between a person and their environment is only a snapshot,
and the approach has no anticipatory, prognostic character. Ultimately, it cannot be ruled

out that the fit always leads to positive results (De Cooman et al., 2019).

1.3 Thesis structure and synopses

With the help of the P-E fit theory, WFH can be examined holistically from the employee’s
perspective. First, hybrid work environments, which have been subject of much discussion
since the COVID-19 pandemic, must be examined more closely. In this study, hybrid work
environments include the office, WFH, and third places such as coworking spaces. This is
followed by a deep dive into WFH, which includes studies on the dimensions of person and

environment as well as their fit. It must be mentioned that the studies cannot be assigned to
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a specific dimension. Instead, the studies set a focus and repeatedly touch on other
dimensions. Figure 2 shows the studies of this cumulative dissertation integrated into the P-

E fit theory.

Article 1: Hybrid work and
the future of distributed
work locations

Article 2: Work from Home
im Interessenkonflikt

: Article 4: The power of ;
Article 3: Work from place Article 5: Purchase

Home: bane or blessing? . intention of smart home

Figure 2: Theoretical framework and integration of the research articles

The dissertation comprises a total of eight chapters. In the introduction, the motivation and
the research gaps are first derived, and the research questions are developed. In the second
chapter, definitional demarcations are made and the impact of WFH on work success,
society, and the economy is investigated. The various studies are presented in Chapters 3-7.
The eighth and final chapter summarizes the results of the dissertation, classifies them in the
research field, derives theoretical and practical implications, and gives recommendations for

future research fields.

All articles included in this dissertation have been submitted to double-peer-reviewed
research outlets. Articles 1-3 all have been published, while Articles 4 and 5 are submitted.
The originally published or submitted versions are slightly adapted to ensure a consistent

layout. Table 1 offers an overview of the included research articles.
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Table 1: Overview of the research articles included

Chapter 3

(Article 1)

Work experience from home: Hybrid work and the future
of distributed work locations — a comparative empirical

analysis between the US and Germany

Gauger, Felix; Bachtal, Yassien; Pfniir, Andreas (2022). In:
Corporate Real Estate Journal, 11(3), 280-292.

Published

Chapter 4

(Article 2)

Work from home im Interessenkonflikt. Empirische
Analyse verdnderter Arbeitsorte und praktische

Implikationen

Pfniir, Andreas; Bachtal, Yassien; Gauger, Felix (2023). In:
WSI-Mitteilungen, 76(1), 38-45. DOI:
https://doi.org/10.5771/0342-300X-2023-1.

Published

Chapter 5

(Article 3)

Work from home: bane or blessing? Implications for

corporate real estate strategies

Hocker, Martin Christian; Bachtal, Yassien; Pfniir, Andreas
(2022). In: Zeitschrift fiir Immobilienokonomie, 8(2), 101-137.
DOI: https://doi.org/10.1365/541056-022-00061-3.

Published

Chapter 6

(Article 4)

The power of place: The impact of real estate on work

success when working from home

Bachtal, Yassien; Voll, Kyra; Gauger, Felix; Pfniir, Andreas

(2024). In: Human Resource Management

Submitted

Chapter 7

(Article 5)

The purchase intention of smart homes and the

moderating role of affinity for technology

Bachtal, Yassien; Lachenmayer, Fabian; Voll, Kyra; Pfniir,

Andreas (2024): In Building Research & Information

Submitted

In addition to the research articles listed above, the following articles were also published or

submitted for publication during the author’s time as a research assistant and doctoral

student. However, these articles are not part of the dissertation:
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https://doi.org/10.5771/0342-300X-2023-1
https://doi.org/10.1365/s41056-022-00061-3

1. Hocker, M. C.; Bachtal, Y.; Pfniir, A.: Make the office great again — An empirical
user-based evaluation of the office in times of hybrid working. Submitted to: European
Management Review.

2. Voll, K.; Bachtal, Y.; Pfniir, A.: Employees’ intention to adopt the digital workplace
— the role of corporates in fostering digital transformation. Submitted as book chapter.
Book title: Humanizing the Digital Workplace: Creativity, Innovation, and Leadership
in the Age of Technology.

3. Pfniir, A.; Voll, K.; Hocker, M. C.; Bachtal, Y. (2023): Von der Pandemienotlésung
zum Konzept multilokaler Arbeit — Empirische Studie zu den Erfahrungen der
Beschiftigten fiir eine Zukunft an verteilten Arbeitsorten. In: Andreas Pfniir (Hrsg.):
Arbeitspapiere zur immobilienwirtschaftlichen Forschung und Praxis, Band Nr. 50,
Technische Universitdat Darmstadt.

4. Pfniir, A.; Lachenmayer, F.; Bachtal, Y.; Voll, K. (2023): So wohnen wir in
Zukunft: Wie der soziodemografische Wandel das Wohnen verdndert — Empirische
Studie bei privaten Haushalten. In: Andreas Pfniir (Hrsg.): Arbeitspapiere zur
immobilienwirtschaftlichen Forschung und Praxis, Band Nr. 49, Technische
Universitdt Darmstadt.

5. Pfniir, A.; Voll, K.; Bachtal, Y.; Lachenmayer, F. (2023): So wohnen wir in
Zukunft: Wie die Digitalisierung das Wohnen verdndert — Empirische Studie bei
privaten Haushalten. In: Andreas Pfniir (Hrsg.): Arbeitspapiere zur
immobilienwirtschaftlichen Forschung und Praxis, Band Nr. 46, Technische
Universitdt Darmstadt.

6. Pfniir, A.; Bachtal, Y.; Voll, K.; Gauger, F. (2022): Okologische Nachhaltigkeit als
Treiber der Transformation des Wohnens in Deutschland — Empirische Studie bei
privaten Haushalten. In: Andreas Pfniir (Hrsg.): Arbeitspapiere zur
immobilienwirtschaftlichen Forschung und Praxis, Band Nr. 45, Technische
Universitat Darmstadt.

7. Pfniir, A.; Bachtal, Y. (2022): The power of place: Die multilokale Zukunft der
Arbeitswelten. In: Denkanstof3e (iddiw).

8. Bachtal, Y. (2021): Work organization and work psychology theories in the context
of Work from Home — A literature-based overview. In: Andreas Pfniir (Hrsg.):
Arbeitspapiere zur immobilienwirtschaftlichen Forschung und Praxis, Band Nr. 42,
Technische Universitdat Darmstadt.

9. Pfniir, A.; Gauger, F.; Bachtal, Y.; Wagner, B. (2021): Homeoffice im

Interessenkonflikt. Ergebnisbericht einer empirischen Studie. In: Andreas Pfniir
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(Hrsg.): Arbeitspapiere zur immobilienwirtschaftlichen Forschung und Praxis, Band

Nr. 41, Technische Universitat Darmstadt.

1.4 Presentation of the research articles
The following section provides an overview of the five research articles. For each of the five
articles, the motivation of the study, the methodological approach, the main results, and the

main implications are presented (see also Table 2).

Article 1 (Chapter 3): Work experience from home: Hybrid work and the future of
distributed work locations — a comparative empirical analysis between the US and

Germany

The first research article examines the relationship between work satisfaction and
productivity depending on the place of work. Consequently, the focus is on hybrid work
environments. In an international comparison between the U.S. and Germany, the article
examines how hybrid work environments could look like and how companies should position

themselves in such a working environment.

Flexible work regarding where and when to work has been the new normal since the COVID-
19 pandemic. With the accurate use of hybrid work, both social and organizational potential
can be leveraged. Broadly speaking, the success of hybrid work hinges on various factors.
First, it relies on the individual employee, emphasizing the significance of their personal
attributes, spatial considerations, and job-related characteristics. Simultaneously, the
cultural conditions prevalent in a country play a pivotal role in shaping the dynamics of
hybrid work. The article, therefore, examines which characteristics of an employee should

be considered in hybrid work settings and to what extent cultural differences play a role.

To pursue these research questions, data were collected in the U.S. (n = 549) and in
Germany (n = 467) in June, August, and October 2020 and a panel was established.
Hofstede’s cultural dimensions scores were used to quantify cultural differences. The results
show that successful hybrid work depends on an employee’s personal, spatial, and work-
related characteristics. It also becomes clear that working in coworking spaces is less
widespread in Germany compared to the U.S. This is mainly cultural as Germans prefer to

avoiding uncertainty and having a long-term orientation.

Hybrid working offers companies immense added value. However, the employee and his
personal, spatial, and work-related characteristics must be urgently considered. This requires

structured and integrative change management.
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Article 2 (Chapter 4): Work from home im Interessenkonflikt. Empirische Analyse

verdnderter Arbeitsorte und praktische Implikationen

The second research contribution is explicitly dedicated to WFH by daring a deep dive and
looking at employees’ work situations, work success at home, and their determinants. The
analyses provide a basis for companies and their management to receive information about

necessary changes in their Corporate Real Estate Management (CREM).

Almost all office workers have had the experience of working from home during the COVID-
19 pandemic. Besides the traditional office, another workplace is now an option for
employees. The physical organization of work has thus become the focus for employees and
they carry out mental accounting between the different work locations. The experiences of
knowledge workers explicitly allow conclusions to be drawn about the work situation and

work success as well as the determinants of success.

With the help of data from German office workers (n = 467), the work situation and work
success at home are described first. Subsequently, bivariate, correlative relationships
between personal, spatial and work-related characteristics are laid as the first basis for

further causal-analytic research.

The results show that satisfaction and productivity correlate with various personal, spatial,
and work-related characteristics. It becomes clear that there are winners and losers in WFH

and that WFH needs to hold the potential for increasing success for every office worker.

Article 3 (Chapter 5): Work from home: bane or blessing? Implications for corporate

real estate strategies

The third research article is devoted to different subgroups of office workers in Germany and
the U.S. It examines whether there are differences between the subgroups concerning the
distribution of working time among WFH, the office, and third places. Furthermore, the
article investigates whether the desired distribution of work locations also increases
employee satisfaction and productivity. Based on different clusters of office workers, the
paper thus provides a decision-making basis for Human Resource Management (HRM) and

CREM.

The experience with WFH has revealed the immense potential of this work location. Even if],
on average, work success could be increased individually, many employees show losses in
productivity when working at home. WFH is only equally suitable for some office workers.

Instead, the question should be answered for which office workers WFH offers added value
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and for which it does not. Accordingly, there is an urgent need for the office and third places

as alternatives to WFH, which are needed for different office workers in different time scales.

Sub-clusters are identified using data from Germany (n = 243) and the U.S. (n = 245). A
hierarchical cluster analysis is performed, including personal, spatial, and work-related

characteristics.

The results illustrate that employees in Germany and the U.S. choose their place of work
according to where they can work successfully. At the same time, companies must objectively
decide which employees should work at which work location with a view to the company’s
success. It is also clear that with increasing hybrid work setting, spatial factors take on an
important role both for work success at the individual and company levels as well as in

creating a corporate culture.

Article 4 (Chapter 6): The power of place: The impact of real estate on work success

when working from home

The fourth research article focuses on work success at home. It examines the impact of real
estate factors on satisfaction and productivity of employees when working from home. It also
presents the relative importance of real estate factors compared to organizational and socio-
psychological factors. The study provides a holistic approach by integrating multiple
influencing factors into one model. Organizations need to look not only at the necessary
condition of suitable work tasks when deciding to grant more WFH but also at the real estate

conditions of the employees at home.

The research article uses the Job Demands-Resources (JD-R) model to integrate real estate,
organizational, and socio-psychological factors holistically. The sample size includes n = 502
knowledge workers from Germany and the U.S. Data were analyzed using partial least

squares structural equation modeling (PLS-SEM).

Results show a significant relationship between real estate factors and satisfaction and
productivity in WFH. Compared to the organizational and socio-psychological factors, they

have the most significant impact on satisfaction and, thus, on productivity.
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Article 5 (Chapter 7): The purchase intention of smart homes and the moderating role

of affinity for technology

The fifth research article investigates on the process of purchasing smart homes; particularly,
the impact of increasing affinity for technology is examined. Due to the COVID-19 pandemic,
individuals were rapidly forced to use smart technologies in different areas. Especially to
maintain work productivity at home, employees used smart technologies more often.
Nowadays, WFH is one of the main reasons for individuals to purchase smart homes. Thus,

a shift toward a more digital affine society is observed.

The study uses the theory of planned behavior (TPB) to address the research question. For
this purpose, a total of n = 748 private households in Germany were surveyed. The results

were analyzed using PLS-SEM.

The results show that digitalization in housing is slowly gaining momentum through use
cases such as WFH. In this context, subjective norms, i.e., the influence of family, friends and
colleagues, have a remarkable impact on the willingness to purchase smart homes.
Furthermore, the perceived control of private households, i.e., the available resources such
as money or information, influences the willingness to purchase. In some cases, affinity for
technology moderates the effect positively, so an increasing affinity for technology in society

leads to a higher willingness to buy smart homes.
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Table 2: Overview of the research articles

Study Research Question Methodology Main Contributions

Does work success in a hybrid work setting | Quantitative approach | Successful hybrid work depends on an employee’s
Article 1 | depend on space and what role does culture | using data and bivariate | personal, spatial, and work-related characteristics

play? analyses and on the culture of a country.

Are there employees who are particularly | Quantitative approach | The results show that satisfaction and productivity
Article 2 | successful when working from home? using data and bivariate | correlate with various personal, spatial, and work-

analyses related characteristics.

Are there subgroups of employees who strive for | Quantitative approach | The results illustrate that employees in Germany and
Article 3 | a different distribution of working hours at | using data and hierarchical | the U.S. choose their place of work according to

different locations? cluster analyses where they can work successfully.

Is there an impact of real estate factors on | Quantitative approach | Results show a significant relationship between real

1 satisfaction and productivity and how important | using data and PLS-SEM estate factors and work success in WFH; compared to

Article 4

is real estate in comparison to organizational organizational and socio-psychological factors, these

and socio-psychological factors at WFH? have the most significant impact.

What are the antecedents of the purchase | Quantitative approach | The results show that digitalization in housing is
Article 5 | intention of smart homes and is there a | using data and PLS-SEM | slowly gaining momentum through its use cases such

moderating effect of affinity for technology? with moderation as WFH.

Introduction
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2 Theoretical foundation and review of the literature

In this chapter, the theoretical foundations are first discussed in order to create a better
framework for understanding of the subsequent research articles. The definitional
foundations are laid at the beginning. In particular, the terms “remote work”, “telework”,
“WFH”, and “hybrid” or “multilocal” work are defined. Subsequently, existing scientific
findings regarding the connection between telework or WFH and work success of employees

are discussed. The chapter ends by presenting the social and economic effects of WFH.

21 Definitional delimitation of different work concepts

In the past, knowledge work was usually performed in the office. This rigid concept of
working at a centralized workplace has increasingly dissolved and remote forms of work are
gaining ground. Remote work does not occur at a centralized workplace such as an office
(Heidt, 2023). Most studies dealing with remote work have examined the specific remote

form, known as “telework.”

Telework is the result of different but simultaneous acting megatrends. Above all,
digitalization, globalization, and flexibilization meant that telework became increasingly
important in the 1970s (Gschwind and Vargas, 2019; Lopez-Igual and Rodriguez-Modrofio,
2020). The debate surrounding telework is broad and, consequently, there is no uniform
definition of the term. However, certain aspects of the debate keep emerging. Telework is
remote work (work from outside the office) that is only made possible through the use of
ICT (Olson and Primps, 1984; Gillespie, Richardson, and Cornford, 1995; Huws, 1996;
Nilles, 1997; Pérez Pérez, Martinez Sanchez, and Pilar de Luis Carnicer, 2003). Due to the
breadth of the definition of telework, depending on the research focus, various subcategories
of telework have emerged. This means there is a need for a more precise, project-specific
definition of the work location (Yap and Tng, 1990; Sullivan, 2003). Early research on
telework focused primarily on the potential of telework to reduce or eliminate commuting
and was subsumed under the term “telecommuting” (Saxena and Mokhtarian, 1997).
Another subcategory of telework that has rapidly gained prominence in science is working
from home using ICT (Huws, 1997). In the literature, the terms “telework” and “WFH” have
often been used synonymously (Lamond, Standen, and Daniels, 1998; Baruch, 2000).
Studies on “telehomeworkers” are the predecessors to today’s studies focusing on WFH.
Based on the previous statements, in this dissertation, WFH means working from home at

least one day per week by using ICT.
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However, many employees not only WFH but also spend a certain proportion of their
working time either in the office or at third places. Therefore, hybrid work is becoming
increasingly important in the work environment. Halford (2005:22) states that “hybrid
workspaces are not simply relocated or dislocated, but multiply located. People work both
from home and from an organizational workplace using virtual technologies to connect the
two spaces.” An essential feature of hybrid work is that it is not limited to working from
home or in the office but also includes work at third places, with the free choice of work
location for employees (Bouncken and Gantert, 2021; Gauger, Bachtal, and Pfniir, 2022). At
the same time, the term “multilocality of work” is often used in this context. Multilocality of
work includes the combination of office, WFH, and third places as work locations, made
possible through ICT (Pfniir et al., 2023c). Hybrid work and multilocality of work are also
often used as synonyms (Voll, Gauger, and Pfniir, 2023; Bouncken, Lapidus, and Qui, 2022;
Pfniir et al., 2023c). In this dissertation, hybrid work or multilocality of work is understood
as a concept that combines the office, WFH, and third places, and is possible due to the use

of ICT.

2.2 Work from home and its impact on work success of employees

Classification of the term “work success” is a highly debated topic in research and
encompasses several dimensions. Yalabik et al. (2013) describe work success as a process
that directly influences job performance (output) based on employees’ attitudes (input).
However, at the same time, employee attitudes can also indirectly influence job performance

through work engagement (throughput). The causal relationships are shown in Figure 3.

Work engagement

Employee attitudes Job performance
- Job satisfaction - Productivity
- Organizational commitment - Turnover intention

Figure 3: Causal relationships on work success (own representation based on Yalabik et al., 2013)

Theoretical foundation and review of the literature 15



Employee attitudes toward their job or organization can be represented, for example, by job
satisfaction. Job satisfaction describes the extent to which employees like or dislike their job
and its various facets (Locke, 1976). Weiss (2002) describes job satisfaction as an emotional
state in which people affectively and cognitively weigh what they feel or think about their
job. Organizational commitment is another construct often used to measure employee
attitudes (Yalabik et al., 2013). Work engagement in this context is seen as a mediator
between employee attitudes and job performance. Work engagement is a psychological
status that measures involvement, commitment, enthusiasm, and passion toward the job
(Attridge, 2009; Bakker and Demerouti, 2008; Yalabik et al., 2013). The output of the
process of work success is job performance, which is often measured by individual
productivity. Productivity represents the ratio of output achieved to resources used
(Brinkerhoff and Dressler, 1990; Aronoff and Kaplan, 1995). In the model of Yalabik et al.

(2013), turnover intention is also used as a construct to measure job performance.

The relationship between employee attitudes (in particular job satisfaction) and job
performance is strongly discussed. Judge et al. (2001) examined different relationships

between job satisfaction and job performance as summarized in Table 3.

Table 3: Causal relationships between job satisfaction and job performance (based on Judge et al., 2001)

Model Causal Relationship

1 Job satisfaction causes job performance.

2 Job performance causes job satisfaction.

3 Job satisfaction and job performance are reciprocally related.

4 The relationship between job satisfaction and job performance is spurious.

5 The relationship between job satisfaction and job performance is moderated

by other variables.

6 There is no relationship between job satisfaction and job performance.

7 Alternative conceptualizations of job satisfaction and job performance.

Due to its frequent use in science, this dissertation uses Model 1 and Model 5 for the causal

relationship between job satisfaction and job performance.
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Job satisfaction as a measure of employee attitudes and productivity as a measure of job
performance have also been studied in the context of WFH, albeit often separately. The
studies often came to different conclusions. Bellmann and Hiibler (2021) state that remote
work does not clearly affect job satisfaction. In contrast, Bloom et al. (2015) show in an
experiment that WFH can lead to higher job satisfaction. Other studies are more cautious,
stating that WFH can impact job satisfaction and that this positive signal should receive more
attention from companies (Irawanto, Novianti, and Roz, 2021). These different assessments
of the connection between WFH and job satisfaction are mainly because the assessment of
WEFH varies widely among the respondents. Pfniir et al. (2021) depict that real estate,
organizational, and socio-psychographic factors should be considered when employees
individually assess WFH. For example, job satisfaction when working from home is rated
higher by employees who have a high family centrality at home (higher home-to-work
enrichment) (Bolingen, Carrillo, and Weller, 2023) and respondents with a separate room
and adequate ergonomic furniture are often more satisfied by working at home (Tleuken et

al., 2022).

The study situation is also diverse concerning productivity, with most studies postulating a
positive impact of WFH on productivity and only a few showing no or a negative relationship
(Anakpo, Ngwayibana, and Mishi, 2023). Alfanza (2021) reports no significant relationship
between productivity and the amount of remote work. On average, Shi et al. (2020) indicate
that only 23.8 % of employees are more productive at home, finding that productivity fell by
as much as 8-19 % among employees in IT (Gibbs, Mengel, and Siemroth, 2021). In contrast,
Barrero, Bloom, and Davis (2021) show a productivity increase of around 5 % through
optimized work arrangements and the integration of WFH, and Pfniir et al. (2021) show an
average productivity growth of 14 %. Here, too, it is clear that these are average values and
that the individual situation of each employee must always be considered. Thus, family-work
conflict (Tsang, Liu, and Nguyen, 2023; Galanti et al., 2021) and social isolation (Toscano
and Zappala, 2020) have a negative impact on productivity at home while self-leadership

and autonomy are positively associated with productivity at home (Galanti et al., 2021).

2.3 Work from home and its impact on society and economy

WFH can not only offer added value at the level of work success of an employee or the
company but can also offer potential for society and the economy as a whole. The number
of hours worked at home amplifies positive and negative spillovers on employees’ work and

lives (Massar et al., 2023; Bolingen, Carrillo, and Weller, 2023). Due to WFH, labor markets

Theoretical foundation and review of the literature 17



are no longer regionally limited and the potential group of employees is, thus, larger for
companies (Mello, 2007). At the same time, the COVID-19 pandemic forced people to adapt,
accept, and use technology at home more quickly (Maalsen and Dowling, 2020). As a result,
the willingness of the population to use technology has increased massively and WFH is
intensifying the process of integrating more smart home technologies (Alhussein, Kocaballi,
and Prasad, 2022). In particular, technologies that support WFH are becoming increasingly
important (Barrero, Bloom, and Davis, 2021). Guan et al. (2022) describe that WFH can
increase a company’s overall productivity with the help of the right technologies at home.
Thus, Rana et al. (2021) report increased productivity and well-being among workers
working from smart homes. WFH has led to an increase in the degree of digitization; in
particular, the appropriate use of smart home technologies can further increase the efficiency
of WFH. The ICT infrastructure is still the most significant challenge when integrating WFH

and smart home technologies (Malti and Wamba, 2023).

The blurring of boundaries between living and working leads to increased adaptation of
technologies at home, and WFH is changing living as a whole. If more people work from
home, then this could lead to a shift in the desired form of housing, reconsidering one’s own
living location, and changing housing markets (Doling and Arundel, 2022; Pfniir et al.,
2023a). Mainly due to WFH, there is a tendency of private households wanting to live more
in the outskirts of the city and not in the inner city (Pfniir et al., 2023b), and they are more
sensitive to amenities in the neighborhood (Robbennolt, Haddad, and Bhat, 2023). As a
result, average house prices in inner-city locations are falling while prices in peripheral areas
are rising (Delventhal, Kwon, and Parkhomenko, 2022). These urban exodus tendencies due
to WFH directly affect the inner cities themselves. Studies assume that WFH directly reduces
spending in major city centers by at least 5-10 % compared to the pre-pandemic period

(Barrero, Bloom, and Davis, 2021).
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Abstract

Already two decades ago it was claimed that “work is no longer a place - it is an activity that
can be conducted anywhere”. This quote is equally true and false. While COVID-19
demonstrated in a large-scale experiment that a significant proportion of work activities can
be performed flexibly and in the home office, the importance of place has come to the
forefront of employee’s minds. Although work is not necessarily tied to a place, the location
determines the efficiency of work performance to a significant extent. This paper shows how
work satisfaction and productivity depend on space and elaborates on future distributed
work locations and spatial split where the different activities will ideally be performed.
Future work will be multilocal, divided between the “first”, “second” and “third” place.
Whereas the first place — the home office — is ideal for concentrated tasks with high work
autonomy, the second place — the corporate office — becomes more and more a place for
social interactions and face-to-face tasks. If employees have no ideal work conditions at
home, third places — such as coworking spaces — can serve as a “first” place for employees
and take over its function, but third places can also serve as substitute for the second place.
Empirical data shows that these alternative work environments will gain traction in the post-

COVID world, especially in the US.

! Please note that this article is written in British English and therefore differs from the rest of the dissertation, which
generally uses American English.

Article 1: Work experience from home: Hybrid work and the future of distributed work locations - a
comparative empirical analysis between the UsS and Germany
19



31 Hybrid, multilocational work

Location independence of work has become the new normal since the COVID-19 pandemic
has changed the way we work. Employees have largely worked from home, allowing
companies and employees to gain large-scale home office experience that would otherwise
probably not have occurred to such an extent without the pandemic. These flexible work
practices, virtual teamwork, and working from home, at least for some days a week, could
remain part of the future way of working (Brynjolfsson et al., 2020; Bloom, 2020). While
positive effects for organisations have already been demonstrated for telework (Harker
Martin and MacDonnell, 2012), the experience that corporates and employees gained due
to flexible work from home has also been predominantly positive. It became apparent that
working from home turned out better than expected; work underwent a metamorphosis and
resurfaced in new forms (Orel, 2021). Thus, employees are constantly evaluating their
workplace and adjusting their work patterns regarding time, space and location of work.
There has never been a greater focus on organising the physical workplace and employees
are aware of the significance of their spatial work settings that determine work success.
Consequently, the organisational distribution of work locations could be an even more
important argument for corporates regarding the recruitment of employees (“war for

talents”) than it was before.

While concentrated work and working productively in a home office was very successful,
collaboration, team spirit and social interaction was not as effective from home. Employees
missed social exchange, spontaneous chats in the coffee kitchen and having other people
around. It turned out that implicit knowledge could not be shared sufficiently. In addition,
the good results due to working from home were achieved because many employees already
knew each other through face-to-face work in the corporate office before COVID-19.
Employees already knew the right contacts and knowledge holders in the company. This
simplified knowledge processes and made it easy to move communication from the physical
into the digital realm. In addition, the positive results of working from home can only be
evaluated on average. A certain number of employees, especially younger employees with

less job experience, were less successful working from home (Pfniir et al., 2021).

This also shows, however, that the experience during COVID-19 cannot be transferred one-
to-one to the future world of work. For new employees who are not yet familiar with the
organisational structures, new challenges arise because they do not yet know their
colleagues, frameworks and knowledge processes well enough (Blanchard, 2021). Young

talents in particular need the physical social interaction and exchange of ideas on site. For
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companies, challenges but also new potentials for acquiring talents arise when employees
are more distributed and are no longer concentrated in certain regions or labour pools. In
addition, companies could lose an important competitive advantage as a result of the lack of

employer branding when not using the corporate building.

This suggests that no complete spatial delimitation of the office will occur, as the office is
still an important place for social interaction, creativity, branding and collaboration. The
sense of community and creativity through cooperation and collaboration with others
influences work success. Therefore, the right mix of different workplaces results in massive
advantages in terms of employee satisfaction and productivity. This mix is called hybrid
working, which can provide a suitable solution by combining work from home, office and
other independent workplaces. Table 4 shows some of the definitions of hybrid working

given so far in the literature.

Table 4: A definition of hybrid working

Definition of hybrid working Source

“Hybrid workspaces are not simply relocated or dislocated, but
multiply located. People work both from home and from an
organisational workplace, using virtual technologies to connect
the two spaces. This raises questions about practices of work,

Halford (2005:19 et
organisation and management where individuals are relocated

seq.)
and dislocated and continue to participate in more traditional
organisational spaces. Spatial hybridity changes the nature of
work, organisation and management across domestic space,

organisational space and in cyberspace.”

“A hybrid workforce essentially refers to a workforce that is
distributed across different locations, from traditional office and
factory spaces to remote locations, including within employees’
living space, be it a family home or shared apartment. A hybrid | Capgemini (2020:2)
working model is characterized by the flexibility and choices it
offers employees, and it can be an innovative way of driving new

approaches to agility, collaboration, and ways of working.”
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Basically, this work model means a combination of mobile
working, semi-mobile working and office-based working. (...)
Hoog (2020)
Hybrid working gives employees the choice of how, when and,

crucially, from where they work best.

“We identify boundarylessness, multitasking, non-work-related
interruptions, and demand for constant learning as hybrid work | Xie et al. (2019:479)

characteristics in the modern work environment.”

A common feature of the definitions is that hybrid working does not only refer to the
interaction of working in the corporate office and from home, but rather to flexible working
from any location (third places) with the employees' own choice of their workplaces
(Bouncken and Gantert, 2021). Furthermore, the term hybrid working also includes aspects
that involve the realisation of spatial factors, flexibility, sensemaking of work and a high
degree of self-responsibility (Bouncken and Gantert, 2021). While there is a consensus that
only a certain amount of work will be done from the office and that hybrid working will be
a significant part of future office work, research is still in the early stages on how this mix
can be achieved and when it will lead to the highest possible success for organisations (Yang
et al., 2022). We are therefore examining the factors that influence employee satisfaction in
this hybrid work settings and how corporates can understand and influence employee
productivity when working flexibly and hybrid. Therefore, we analyse important factors of
work satisfaction and productivity that were gained through a research project during
COVID-19 in the US and Germany to better understand the role of the office in the future.
We also give hints when to use which work location and how to combine office, work from
home and third places. Additionally, the paper provides practical implications to achieve the

benefits of hybrid working environments.

3.2 Work efficiency as a function of the workplace

While the office is the place for work, the home is supposed to be the place for living, privacy
and recreation. This allocation has changed dramatically, however, due to working from
home, and boundaries between work and life have become blurred. This is also evident from
the fact that job satisfaction is massively dependent on the spatial conditions and the physical
workplace, not only with regard to the office but to all other workplaces as well. Satisfaction

with home office work is positively related to job satisfaction (reflected with a correlation
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coefficient of r=.34). US employees showed a high satisfaction working from home with a
mean of 5.75 on a scale from 1 = highly unsatisfied to 7 = highly satisfied. Compared to
Germany, having a mean of 5.64, US respondents were slightly more satisfied with working
from home. Nevertheless, it should be mentioned that employees in both countries show a

high level of satisfaction when working from home.

The higher satisfaction of American employees in home office can be partly explained by real
estate factors. In the US, participants indicate having more living space on average. Not only
is the total living space larger, but the area of workspace at home, with an average of 249sq.
ft, is also nearly 86sq. ft larger than in Germany. While the German participants report
having an average of around 3.8 rooms per household, in the US the average is 4.3 rooms.
Fifty-five per cent of German participants have a separate room to use as home office,

compared to around 69 per cent of US participants (see Figure 4).

Spatial conditions when working from home

) 45%
dedicated space
31.3%
55%
68.7%

0.0 10.0 20.0 30.0 40.0 50.0 60.0 70.0 80.0

separate room

B Germany ®mU.S.

Figure 4: Spatial conditions in home office

This suggests that the better, more comfortable and larger living situation in the US is the
reason for the higher level of work satisfaction in home office. Both US and German
participants state that on average, they are able to work more productively from home than
in the corporate office. Although they suffer from more loneliness working from home, about
68 per cent of the American participants (German participants: 56 per cent) would rather
agree that they are more productive working from home compared to the office. These
findings are in line with Leesman (2021), who find that more people work productively from
the home office compared to their office environment. This emphasises the fact that

corporate offices, which were meant to solely fill the function of high work productivity, in
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their present form are no longer up to current requirements and circumstances of employees’
needs. Work has increasingly shifted to knowledge work, which requires an alternation
between concentration tasks and creative tasks in direct exchange with people. For example,
a large part of work time is now spent on processing e-mails, which can be done in a more
concentrated manner in home office. If, on the other hand, teamwork is required, the
corporate office can provide the necessary space and contribute substantially to a

collaborative work environment.

Two considerations can be taken into account in this context. On the one hand, work thrives
on multilocality and a flexible choice of work location. If employees have the flexibility to
choose where to perform certain tasks, they achieve the highest fit between type of work and
spatial supporting conditions. In addition to this freedom of choice, the nature of work plays
a major role. Home office has its advantages when work can be done in a concentrated way
at a stretch, making people feel more efficient and productive. Creative and innovative work
that benefits from close interaction, on the other hand, requires the joint presence of those

involved.

For this reason, the office remains important, but will fulfil a different function in the future.

It will become a place of social connectivity.

Our results also show that people with higher incomes, older people and people with more
job responsibility feel more comfortable working from home, while young people benefit

even more from direct exchange on site.

The survey reveals that future use of the corporate office will account for around one-third
of the working time in both countries. About 43 per cent of the working time in the US will
be spent in home office and around one-quarter in third spaces, such as coworking spaces.
In Germany, coworking spaces play a minor role. These multi-occupied flexible and vibrant
offices can specifically serve as a substitute for the corporate office or the home office. All
those employees who do not find ideal working conditions at home or in the office will find
good working conditions for creative and productive work in coworking spaces. Figure 5

shows the proposed share of working time of the multiple workspaces in future.
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Figure 5: Share of workplace and percentage of working time in the US and Germany

3.3 What determines future multilocality and why it differs significantly
between Germany and the US

Do coworking spaces substitute for the home office in Germany and for the corporate office
in the US? There are some reasons for this thought. While US respondents have higher work
satisfaction at home due to better spatial conditions, German respondents show a slightly
higher propensity to work in the corporate office. Americans already have more prior
experience working in third places. The results show that 67 per cent of the participants in
the US would rather agree that they have experience working in coworking spaces, whereas

only 13 per cent of the German participants have experience in coworking spaces. On the

Article 1: Work experience from home: Hybrid work and the future of distributed work locations - a

comparative empirical analysis between the usS and Germany
25



contrary, a share of 71 per cent of the German participants (only 22 per cent of the American
participants) would rather disagree that they have experience working in coworking spaces.
The "Starbucks way of working" and gig economy of the US support this idea of flexible
working. Thus, Americans are better able to appreciate the advantages of coworking space
compared to the corporate office. These flexible and thriving workspaces, which are
specialised in creativity and collaboration, take over the function of the corporate office and
also enable commuting time to be saved. Another aspect of the establishment of coworking
spaces in Germany that should not be underestimated, and which goes hand in hand with
experience, is the freedom of employees to decide where they want to carry out their work.
Thus, 69 per cent of the survey participants in the US state that they are free to decide where

they perform their work. In Germany, it is 44 per cent.

These two reasons identified for the desired future multilocality can be justified from an
overarching perspective of cultural peculiarity. For this purpose, the cultural dimensions
according to Hofstede can be used. The dimensioning of cultures takes place within six
categories: power distance, uncertainty avoidance, individualism versus collectivism,
masculinity versus femininity, long-term versus short-term orientation, and indulgence
versus restraint (Hofstede, 1984). Germany and the US differ in their cultural peculiarities
especially in uncertainty avoidance, long-term orientation and indulgence. The scores for

these six cultural dimensions for Germany and the US are shown in Figure 6.
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Figure 6: Scores of Hofstede's cultural dimensions (Hofstede’s Insights, 2021)

In contrast to the US, Germany is a country that is strongly characterised by the avoidance
of uncertainty and a long-term orientation. It is precisely these cultural peculiarities,
however, that contradict hybrid and thus also flexible working, especially in third places. In
contrast, the US is characterised by a more short-term orientation which accompanies with
the business model of many providers of third places. A higher need for indulgence also
enables the use of modern coworking spaces and explains that US participants prefer vibrant
third workspaces, especially in view of the fact that American corporate office buildings
might also lack modernisations compared to the German office buildings. The trend away
from individual freelancers to larger companies using coworking spaces is present and
increasing. This could also be due to the fact that American companies are more willing to
experiment and have a lower long-term orientation than German companies, which still rely
heavily on ownership and long-term leases. The empirical results, especially the affinity of
participants from the US to work in coworking spaces, can thus also be substantiated on the

basis of cultural dimensions.

It seems that in the US, coworking spaces tend to replace the corporate office, while in Ger-
many they are most likely to replace the (rather smaller) homes as a place to work. We there-
fore assume that as German employees gain more experience in coworking spaces and have
the opportunity to decide where to carry out their work, they will increasingly consider them
as an alternative place to work. If coworking spaces respond with a wide variety of office
configurations and offer concentration rooms, dedicated desks, but also opportunities for

collaboration and face-to-face interactions, they will meet the requirements of future work.
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3.4 How third places will evolve in the post-pandemic times

While coworking spaces initially emerged almost exclusively in central business district
(CBD) locations, an increasing number of these flexible workplaces are being developed in
more rural and residential environments, substituting for employees with less ideal working
conditions at home. If coworking operators particularly focus on these future users with
adverse working conditions at home, they can access a new group of users who would
otherwise have worked from home. The location independence of work that leads to thriving
suburban areas, which are more affordable, is changing the business model of third places
toward neighbourhood-based coworking spaces that are close to the workplace at home.
While employees continue to save commuting time, they have the benefits of work-life
segregation, more social interaction and less loneliness in these shared work environments.
The boundaries between satellite offices, coworking spaces and corporate offices are then

becoming blurred, as hybrid working intends to do.

This trend is also accompanied by an increased number of employees from large companies
working in these spaces. While freelancers used to be the main users, the ratio between
freelancers and employees from small companies and corporations is becoming more evenly
split. For example, WeWork, a widespread example of coworking space providers has over

30 per cent users from large companies.

By taking into account the efficiency scope of work from home and its implications for hybrid
working, corporates need to consider how they can ideally support individual work success
of their employees in order to maximise organisational outcomes. The above-mentioned
study (Pfniir et al., 2021) shows the broad distribution of opportunities and risks very clearly.
According to the results of the study, from the point of view of employers and thus also the
national economy, labour productivity is growing by 14 per cent on average in Germany

when working from home (see Figure 7).
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Figure 7: Productivity change from working at home, own illustration based on Pfniir et al., 2021

The results show a strong correlation between productivity and job satisfaction of the
individual employee in home office. From this close statistical correlation of the success
variables, a fundamental equality of interests between employers and employees can be

derived with regard to the home office situation.

From an individual as well as an overall societal perspective, the study results show on
average great opportunities for individuals to better integrate life and work. Family bonds,
neighbourhood and district communities can be strengthened. There are opportunities for
unattractive residential areas and city centers. On the individual level, commuting time is
reduced and can be used for alternative leisure or work time. On the societal level, fewer
commuting trips and traffic leads to reduced CO, emissions and higher air quality, especially

in large cities.

Employees working from home show an exceptionally wide range of productivity, however.
For example, 40 per cent of employees in home office are less productive than in the office.
If this group of people or work tasks are forced to work in home office, productivity and job
satisfaction would plummet, in some cases drastically, compared to work in the office. This
is mainly due to an inadequate real estate situation. For example, only slightly less than two-
thirds of employees at home have the necessary conditions to work properly. Personal
prerequisites in the areas of socio-demographics as well as personality traits
(psychographics) need to be appropriate for working at home, which is also only the case

for just under two-thirds of all employees. It is important to understand, for example, that
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not every personality type is predestined for this flexible work. In terms of the Big Five
personality traits, the results show that conscientiousness and agreeableness are positively

related with working from home.

Finally, only just under two-thirds of all work tasks fulfil the prerequisites to be done

successfully from home due to organisational and technical characteristics (see Figure 8).

Work-related
characteristics

Spatial
conditions

Efficiency

Scope
(~ 25 % off
all tasks)

Personal
requirements

Correlation | Work-related Personal
characteristics requirements
Positively Leadership Older and
related responsibility wealthier,
married

Higher job experience,
high job autonomy and Big Five traits:
variety, digital affinity conscientiousness

and agreeable

Negatively Low job experience Single, bored,
related (rookie), low decision- stressed
making authority, part- personality

time job

Figure 8: Efficiency of work from home, own illustration based on Pfniir et al., 2021
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In weighing up the opportunities and risks, employees and companies alike must decide:

1. Which individuals have positive personal prerequisites;
2. Which tasks can be performed by these individuals in home office; and

3. Whether the spatial conditions for efficient working at home are given.

Only if all three criteria are met work from home is the efficient workplace variant.
Otherwise, the office or third places of work should be chosen as the physical location for
completing tasks. So far, this is basically far less often the case than previously assumed. The
empirical results indicate that this is currently the case in about 25 per cent of all task-
employee combinations. Large corporations in Germany strive to roughly achieve this
percentage of home office work to be the new normal in the near future. It is interesting that
the 1,000 employees surveyed in Germany in the above-mentioned study stated that they
had already spent about 25 percent of their working time in home office before the
pandemic. If one compares these results with studies conducted among employers, there are
clear upward deviations. Obviously, the number of unreported cases of home office use was
considerable, perhaps because employers did not want to know about it officially or were

allowed by labour law to have their teams work from home.

The new experiences during COVID-19 and working at home have shown that employees
care about their working conditions and spatial factors. They have learned what kind of work
works best from home, what kind of tasks work best in (good) offices, and when they prefer
to work in other places like coworking spaces. With this new knowledge of hybrid working
and the reshaping of interactions, knowledge work is withstanding the challenge of volatile
environments and constant change. Companies are advised to carefully examine which
workflows and work roles can best be assigned to the respective places. If employees are
well aware of their efficiency scope and can select the appropriate work location depending

on the work process, hybrid working can reach its potential.

3.5 Practical Implications

Companies are in constant need to adapt their workspaces to the changing, volatile business
environment. This agile working is reflected in future ways of working hybrid and flexible.
The physical workspace needs to optimally support the new demands of workers, which are
ideally accompanied by less hierarchical structures, a high degree of autonomy and the
possibility to work flexible in terms of time and place (Gratton, 2021). From an

organisational perspective, hybrid working offers the potential to enhance organisational
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success, whereas initially an intensive change management process of the organisations is
required. From the organisations’ perspective, it is not the individual work success of an
employee at a particular work location that is of interest, but the overall organisational
success. Thus, it is essential to clarify in a close exchange between employers and employees
which work activities can be carried out at which workplace, which employees are suitable
for hybrid working, and which organisational, legal and technical requirements must be met.
Managers and corporate real estate (CRE) must understand the settings that employees have
when working from home and which characteristics support the employee working from
home, from the office, or a third place. We therefore provide a framework with
characteristics that should be considered when evaluating the different workplaces. Table 5

gives first hints which factors to evaluate and how they vary across the workplace.

Table 5: Considerations and impact of characteristics across the different workplaces in hybrid work

Criteria Home Office Corporate Third Spaces
Office

Relationship Married Single

status

Age/Seniority | Senior Younger Young to

professionals professionals medium
professionals
Work Medium to high Low
experience
Personal Leadership Yes No

characteristics | responsibility

Personality Conscientiousness | All types are | Openness and
and equally found | Extraversion
agreeableness in the office

Work-Life If work-life | If work-life | If work-life

Balance separation not | separation  is | separation s
valued high valued high valued medium

to high
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Work situation | Own work room | No work room, | No work room,
at home or dedicated area | no separate | no separate
with own work | space and no | space and no
desk quite areas quite areas
Living High standards, | Low to medium | Low to medium
Situation balcony, terrace standards standards
High number of | Only few rooms | Only few rooms
Spatial rooms
characteristic . .

SHES | Social Strong cohesion | No Replaces
interaction at | with the | neighbourhood, | neighbourhood
home neighbourhood no integration | cohesion, or

interaction at
the office
Commuting High commuting | Few to medium | High
costs and long | commuting commuting
commuting time | costs and time | time
Privacy High privacy | Medium Low to medium
requirements | needs privacy needs privacy needs
Corporate Not valued high | Valued high Valued
Work )
culture medium
characteristics
Task variety High wvariety of | Repetitive and
tasks and | simpler tasks
requirements

Also, the protection of sensitive organisational data must be ensured in hybrid working. The
paper illustrates the increasing awareness among employees of the importance of the
physical organisation of work for their individual success at work but also for their own well-
being. Hence, the office and the specific spatial design are moving more into the focus of
employees. Under the premise of hybrid working and thus an increased collaborative
function of the office, some CREs are no longer up to date, so that an adapted strategic
orientation of CRE management could present a competitive factor in the labour markets in

the coming years. This includes not only the adaption of office space, but also the provision
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of third places, such as satellite offices, to offer an alternative for those employees who have
not the spatial conditions to work from home. Individual office spaces adapted to hybrid
working also represent added value for corporate branding and, in the long term, also for
employee retention. Consequently, hybrid working offers not only the possibility of self-
determined work of the employees but also of tapping additional skilled labour potential in
order to generate a real competitive advantage especially when looking at the “war for
Talents”. Moreover, spatial boundaries of the labour market for organisations become
blurred due to hybrid working. From an overall societal perspective, organisations can limit
the mobility of employees by implementing hybrid working which can offer advantages from
sustainability considerations but also from regional planning considerations. Last but not
least, hybrid working also depends on the respective culture of the country. For example,
countries that, due to their culture, tend to avoid uncertainties or strive for a long-term
orientation may be significantly slower in the implementation process of hybrid working

than countries that prefer short-term orientation.

In summary, hybrid working refers to all adjustments within a company that are necessary
for location flexibility. This includes the diversity of the workplace in terms of spatial
flexibility and the voluntary and self-determined choice of the employee where to work.
Employees will adapt to these new characteristics and build a social ecosystem around their
hybrid workspaces that now extends to the home and to third places. That might result in
changes of the housing situation, of neighbourhoods and local accommodations. Future
research agenda will tell how the housing situation adapts to these new needs. This shift is
accompanied by a hybridisation where the physical workspace is combined with a digital,
virtual component. Working from home will be combined with presence in the office and

working from third places.
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Zusammenfassung

Die Work-from-home-Erfahrungen der Covid-19-Pandemie haben nicht nur die Arbeitswelten
in Betrieben und Gesellschaft durcheinandergewirbelt, sondern massiven Einfluss auf die
Frage genommen, wie Wissensarbeit zukiinftig physisch organisiert wird und wie Leben und
Arbeiten zukiinftig rdaumlich koordiniert werden. Der Beitrag zeigt auf Basis empirischer
Daten, welche Konflikte sich primér aus rdumlich-immobilienwirtschaftlicher Sicht auf das

work from home in Wirtschaft und Gesellschaft ergeben.

4.1 Problemstellung

Wiéhrend der Covid-19-Pandemie konnten nahezu alle Biirobeschéftigten Erfahrungen mit
der Arbeit von zu Hause aus machen. Fiir einen Grof3teil von ihnen war die Situation des
Arbeitens aus der hauslichen Umgebung heraus neu, da sie zuvor regelméflig den Weg an
den Biirostandort ihres Betriebs angetreten und von dort gearbeitet hatten. Fiir diejenigen,
die beide Arbeitsorte kennen, setzte diese neue Situation ein stindiges mental accounting in
Gang, bei dem die Arbeit zu Hause und im Biiro vergleichend gemessen und bewertet wird.
Im Ergebnis stehen sowohl bisherige Biiros und ihre Standorte als auch die Wohnungen nach
der Work-from-home-Erfahrung aus Sicht der meisten Beschéftigten in einem anderen Licht
da als zuvor. Zu erwarten ist, dass auf Dauer gravierende Auswirkungen auf die physische
Organisation der Arbeit eintreten, auf die sowohl die individuellen Beschéftigen in ihrem
Arbeitsverhalten als auch die Betriebe in ihren allgemeinen Organisations- und

Managementstrukturen reagieren werden. Mittelbar sind aus verdnderten rdumlichen

2 Please note that this article is written in German and therefore differs from the rest of the dissertation, which generally uses
American English
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Aufenthaltsorten wéahrend der Biiroarbeit Auswirkungen auf die gesellschaftlichen
Strukturen sowie weitere Bereiche wie die Immobilienwirtschaft, die Offentliche
Infrastruktur  oder die  Verkehrssysteme zu  erwarten. Das  allgemeine
Strukturwandelpotenzial des work from home ist deshalb tiber die engere Betrachtung der

Arbeitswelt hinaus hoch

Im Zentrum des work from home stehen die Beschéftigten selbst. Deshalb soll hier mithilfe
empirischer Analysen zunéchst ein tieferes Verstidndnis des Zusammenhangs zwischen der
Arbeit von zu Hause und dem Arbeitserfolg aus Sicht der Beschéftigten geschaffen werden.
Die Analysen der Beschiftigtendaten bilden eine erste Basis, deren Erkenntnisse auch fiir die
Betriebe und deren Management Hinweise auf notige Verdnderungen ihrer Arbeitswelten

und des betrieblichen Immobilienmanagements geben.

4.2 The power of place: Zusammenhang zwischen Arbeitsort und
Arbeitserfolg

Obwohl es unmittelbar einleuchtet, dass die rdumliche Anordnung der Beschiftigten im
Arbeitsprozess direkten Einfluss auf den Arbeitserfolg hat, wurde dies im Rahmen der
betriebswirtschaftlichen Management- und Organisationslehre lange Zeit nur am Rande
behandelt. In den einschligigen Lehrbiichern der Management- und Organisationslehre

findet sich mit Ausnahme von Kriiger (1994) kaum eine Berticksichtigung dieser Aspekte.

Erst in den neueren immobilienwirtschaftlichen Untersuchungen wird die geplante
Gestaltung des Arbeitsortes zu einem relevanten Thema. Die einschldgige empirische
Forschung zur physischen Organisation des Biiroarbeitsplatzes geht bis in die 1930er Jahre
zurlick. Trotzdem zeigen Appel-Meulenbroek, Clippard und Pfniir (2018) in ihrem
Ubersichtsbeitrag iiber den Stand der empirischen Forschung, dass aufgrund der
aullergewohnlich hohen Komplexitdt der Zusammenhinge sowie der Transdisziplinaritit
der Forschungsansitze erst die Spitze des Eisbergs bekannt ist und noch zahlreiche weil3e
Flecke auf der Forschungslandkarte bestehen. Appel-Meulenbroek und Danivska (2021)
haben den Stand wissenschaftlicher Theorien zum Zusammenhang von Individuen und der

Biirogestaltung quer durch alle Disziplinen in einem Reader zusammengefasst.

Krupper (2013) zeigt den Zusammenhang zwischen der nutzerbasierten Bewertung von
Biliroimmobilien einerseits und der Zufriedenheit, Produktivitit, Gesundheit, dem
organizational citizenship behavior sowie den Fehlzeiten und der Fluktuation der

Beschiftigten andererseits. Zahlreiche Untersuchungen (fiir eine Ubersicht siehe die Arbeit
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von Krupper, 2013) haben zwischenzeitlich dargelegt, dass starke Wechselwirkungen
zwischen der Immobilie, der Arbeit und den sozialen und psychologischen Strukturen der
Nutzer bestehen. Clippard (2020) zeigt in einem sehr umfassenden Literaturiiberblick die
Entwicklung vom schlichten physischen Arbeitsplatz zum modernen open space sowie die
wachsenden wissenschaftlichen Erkenntnisse, wie dieser Entwicklungsprozess auf den
Arbeitsplatz wirkt. In 600 ausgewerteten Studien unterschiedlichster Disziplinen wie
beispielsweise der Psychologie, Architektur, Wirtschafts- bzw. Managementwissenschaft,
Immobilienwirtschaft, Arbeitswissenschaft, dem Bauingenieurwesen und der Medizin wird
ein sehr komplexes Puzzle zahlreicher Wirkungsmechanismen zwischen gebauter Umwelt

und Arbeitserfolg Stiick fiir Stiick entblattert.

Der Arbeitsort nimmt ganz allgemein Einfluss auf die Verrichtung der Biiroarbeit, im
Besonderen besteht aber auch ein komplexer Zusammenhang zum Arbeitserfolg (Clippard,
2020). In der empirischen Messung des Arbeitserfolgs kann Erfolg einerseits objektiv
beispielsweise durch Daten des Rechnungswesens oder subjektiv iiber Einschdtzungen
gemessen werden. Grundsatzlich diirften objektive Daten auch in Bezug auf Reliabilitdt und
Validitdat (Hammann und Erichson, 2000) bessere Qualitit liefern, allerdings sind sie im
praktischen Einsatz zur Messung des Zusammenhangs von physischem Arbeitsort und
Arbeitserfolg nur selten durchfiihrbar. So bereitet die notige personliche Individualisierung
der meisten Analysen groRe Probleme im Hinblick auf die Anforderungen des Datenschutzes.
Ferner ist es in vielen Arbeitssituationen schwierig, objektive Messindikatoren zu finden. Nur
in Ausnahmenféllen wie beispielsweise der Studie von Bloom et al. (2015) war es moglich,
durch die computergestiitzte Aufzeichnung jedes Klicks von Callcenter-Agenten im
Reisebiiro objektive Erfolgsdaten zu gewinnen. In der Praxis behilft man sich deshalb
zumeist mit subjektiven Einschitzungen entweder der Beschéftigten selbst oder ihrer
Vorgesetzten (Krupper, 2013). Grundsitzlich kann der Erfolg anhand des Inputs,
Throughputs oder Outputs oder Outcomes der Arbeit gemessen werden. Die meisten Studien
messen aufgrund der hoheren Giite des Messmodells den Outcome oder gleich mehrere
Grollen, wenn auch Input-Output-Relationen gemessen werden (Bloom et al., 2015; Appel-

Meulenbroek, Clippard und Pfniir, 2018).

Waihrend es auf der individuellen Ebene in den Studien zur Messung des Arbeitserfolgs vor
allem um die Messung der Arbeitszufriedenheit geht, steht aus betrieblicher Sicht vor allem
die Messgrofde der Arbeitsproduktivitat im Mittelpunkt (Clippard, 2020). Vergleichbar der
Situation auf der individuellen Ebene, wurde auch auf der betrieblichen Ebene den

Zusammenhidngen von physischer Organisation der Arbeit und dem Unternehmenserfolg
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sehr lange kaum Beachtung geschenkt. Erst um die 1990er Jahre herum entstanden weltweit
durch die Unternehmenspraxis getriebene Konzepte fiir ein Corporate Real Estate

Management (CREM) (vgl. z. B. Brown, Lapides und Rondeau, 1994).

In den letzten Jahren ist im CREM auch die Arbeit von anderen Arbeitsorten als dem Biiro
verstédrkt in den Blickpunkt geraten. Grundsatzlich lasst sich ein grol3er Teil der Biiroarbeit
von nahezu jedem beliebigen Ort ausfithren. Solange es sich dabei nicht um das eigene
Zuhause der Beschéftigten handelt, wird in Anlehnung an die raumsoziologischen Arbeiten
Richard Floridas (Florida, 2012) von sogenannten dritten Arbeitsorten (third places)
gesprochen (Oldenburg, 1999). Heutzutage stellen flexible workplaces einen Grol3teil der
third places dar. Einen Uberblick iiber den Stand der Flexible-workplace-Forschung bietet
Gauger (2021). Gauger demonstriert auch empirisch, dass dritte Arbeitsorte im Vergleich zu
den Firmenbiiros erheblichen Einfluss auf den Arbeitserfolg nehmen kénnen. Im Ergebnis
zeigt er, dass es kein one best model der Zuordnung von Arbeit zu Arbeitsorten gibt, sondern
nur einen best fit, der zusitzlich auch durch personliche Merkmale der Beschéftigten

bestimmt wird.

Neben ihrem Biiro dienten einem Teil der Beschiftigten ihre first places, wie Richard Florida
(2012) den Wohnort nennt, als Arbeitsort. Work from home hat in vielen Betrieben mit der
Digitalisierung bereits vor der Covid-19-Pandemie an Bedeutung gewonnen. Beispielsweise
stieg nach Angaben des Branchenverbands Bitkom der Anteil der Beschéftigten, die
Erfahrungen mit dem work from home gemacht haben, von 22 % im Jahr 2014 auf 39 % im
Jahr 2018 an (Bitkom Research, 2019). Entsprechend hat das Themenfeld work from home
auch in der Forschung international stets zunehmende Beachtung gefunden. Eine gute
Ubersicht bietet Bachtal (2021). Ebenso wie an third places hat auch die Arbeit an first places
teils erheblichen Einfluss auf den Arbeitserfolg im Vergleich zum Biiro (Bloom et al., 2015).
Auch hier wiederholt sich die Erkenntnis, dass es kein one best model der Zuordnung von
Arbeit zu Arbeitsorten, sondern unter Einbezug personlicher Merkmale nur einen best fit,
dessen nihere Analyse insbesondere auch die im Folgenden dargestellte empirische Studie

dient.

4.3 Empirische Situation des work from home

4.3.1 Konzeption der Studie
Im Zuge der aufkommenden Covid-19-Pandemie wurden rund um die Welt Social-distancing-

Regeln eingefiihrt, die die Wissensarbeit aus den Biiros zu den Beschéiftigten nach Hause
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verlagerten. Fiir den Forschungsprozess ergab sich die bis dato einzigartige Gelegenheit, die
Erfahrungen mit dieser Work-from-home-Situation empirisch zu erfassen. Auch an der TU
Darmstadt wurde ein umfassendes Projektprogramm auf Basis einer breit angelegten
empirischen Studie begonnen. Die Studie und ausgewidhlte Ergebnisse daraus sind
Gegenstand des folgenden Abschnitts. Ziel dieser Studie ist es, den Einfluss der

Arbeitsumgebung zu Hause auf den Arbeitserfolg der Beschéftigten zu analysieren.

Wie oben bereits dargestellt wurde, wird der Einfluss der physischen Organisation des
Arbeitsorts auf den Arbeitserfolg aus Griinden der Praktikabilitit zumeist durch
Selbsteinschédtzung der Proband*innen gemessen; so auch hier. Im Homeoffice lassen sich
durch Selbsteinschiatzung der Probandinnen und Probanden Messgrofen auf den
unterschiedlichsten Ebenen des Arbeitsprozesses (Input, Throughput, Output, Outcome)
messen. In diesem Projekt basieren die betreffenden Konstrukte auf vergleichenden
Einschdtzungen (Biiro vs. Homeoffice) zur individuellen Arbeitszufriedenheit, zur
wahrgenommenen Produktivitét, zur Arbeitsleistung, zum Arbeitsaufwand, zur Ablenkung,
zur Work-Life-Balance sowie zahlreichen eher mittelbaren Faktoren wie vor allem
Privatsphére, Teamzusammenhalt, Unternehmenskultur, Kreativitit, Innovativitédt, Boreout-
und Burnout-Risiken, Befindlichkeit sowie beruflichen Entwicklungsmoglichkeiten. Auch
wenn aus Platzgriinden nachfolgend nicht alles gezeigt werden kann, so wurden im Rahmen
des empirischen Projektteils alle diese Indikatoren mit Konstrukten und den dazugehorigen
Indikatoren gemessen (vgl. zu weiteren Grof3en des Arbeitserfolgs Pfniir, Seger und Appel-
Meulenbroek, 2021). Die Beriicksichtigung zahlreicher Variablen entlang des
Arbeitsprozesses verbessert zwar die Qualitit des Messergebnisses hinsichtlich des
Arbeitserfolgs, dennoch besteht in der Subjektivitdt der Daten eine wichtige Limitation des

Forschungskonzepts.

Limitierend auf die Studienergebnisse wirkt ferner der Zeitraum der Studiendurchfiihrung.
Die Feldphase erfolgte als Onlinebefragung in drei Befragungswellen von April bis Oktober
2020 mit durchschnittlichen Befragungszeitdauern von jeweils ca. 30 Minuten. Es ist zu
erwarten, dass in diesem Zeitraum wahrend der Covid-19-Pandemie zahlreiche
Sondereinfliisse auf die allgemeine Lebenszufriedenheit der Probandinnen und Probanden
aufgetreten sind. Ein Beispiel sind Stérungen durch Haushaltsmitglieder, die sich im
Normalfall nicht ebenfalls zu Hause aufhalten wiirden. Auch ist von spiteren
GewoOhnungseffekten an die Pandemie- sowie Work-from-home-Situation auszugehen, die
hier zu diesem frithen Stadium noch nicht gemessen wurden. Im Studienkonzept gibt es

deshalb umfangreiche Befragungsteile, mit denen die spezifischen Einfliisse der
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Sondersituation in der Pandemie identifiziert, bewertet und aus den Ergebnissen
bestmoglich herauskontrolliert werden. Unterm Strich lasst sich allerdings nicht
ausschliel3en, dass die Befragungsergebnisse einerseits einen Pandemie-Bias enthalten und
andererseits mogliche Gewohnungseffekte an eine langfristige Work-from-home-Situation
noch nicht beinhalten. Hier kann allerdings eine Wiederholung der Studie zu einem spateren

Zeitpunkt fiir Klarheit sorgen.

Die Grundgesamtheit der Studie besteht aus Wissensarbeiter*innen mit Erfahrungen in der
Biiroarbeit sowie im work from home. Um internationale Vergleichbarkeit herstellen zu
konnen, wurden zu Beginn der Befragung jeweils 1.000 Beschéftigte aus Deutschland und
den USA befragt. Nachfolgend liegt der Schwerpunkt in diesem Beitrag auf den
Befragungsergebnissen = der  deutschen  Probandinnen und Probanden. Die
Studienteilnehmer*innen entsprechen nach regionaler Verteilung sowie den demografischen
Kriterien in etwa der Verteilung der Grundgesamtheit der Biirobeschaftigten (vgl. zu diesem
Abgleich Pfniir et al., 2021). Die Panelmortalitédt betrégt in beiden Lindern iiber die drei
Befragungswellen hinweg in Summe ca. 50 %, mit dem Resultat, dass in Deutschland 467

Probandinnen und Probanden an allen drei Befragungen teilgenommen haben.

Wo immer moglich, wurde im Fragebogen auf bereits in der empirischen Sozialforschung
erfolgreich getestete Skalen zur Messung der Konstrukte zuriickgegriffen. Bis auf spezielle

immobilienwirtschaftliche Inhalte war das fast tiberall der Fall (Pfniir et al., 2021).

4.3.2 Realitit des work from home

Fiir eine moglichst pragnante Beschreibung der Realitdt des work from home ist zunachst
eine Darstellung der Arbeitszeitverteilung sowie der Aufwandsdifferenzen zur Verrichtung
der Arbeit im Biiro von Bedeutung. Die wichtigsten Studienergebnisse dazu lassen sich wie

folgt zusammenfassen:

- Bereits vor der Pandemie haben die Proband*innen nach eigener Aussage
durchschnittlich 25 % ihrer Arbeitszeit zu Hause verbracht. Diese Zahl ist
insbesondere angesichts der Zahlen, die in deutschen Gro3unternehmen kursieren
oder in deren Befragungen genannt werden, {iberraschend hoch. Vermutlich haben
viele Arbeitnehmer*innen hier zu Hause gearbeitet, ohne dass die Unternehmen
davon wussten oder in ihren Statistiken davon Kenntnis genommen haben.
Spétestens durch die Covid-19-Pandemie haben alle Proband*innen dann

Erfahrungen mit dem work from home gemacht.
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- Nach dem unabhéngig von der derzeitigen Realitit zukiinftig erwiinschten Anteil an
Arbeitszeit zu Hause gefragt, gaben die Proband*innen durchschnittlich knapp drei
von fiinf Arbeitstagen (60 %) an.

- An anderer Stelle des Fragebogens und in einem etwas breiteren Kontext der
Verteilung der Arbeitszeit auf die unterschiedlichen Arbeitsorte befragt, gab der
Durchschnitt der Proband*innen an, 54 % der Arbeitszeit zu Hause, 39 % im
Firmenbiiro und 5 % an dritten Arbeitsorten verbringen zu wollen. Die Wiinsche zu
den Arbeitsorten streuen allerdings erheblich. Beispielsweise wiirde fast ein Drittel
gerne 75 % und mehr von zu Hause arbeiten.

- Korrespondierend dazu gehen deutsche Biirobeschéftigte durchschnittlich davon aus,
tatsachlich auch 60 % ihrer Arbeitsaufgaben durch mobiles Arbeiten erledigen zu
koénnen.

- Der Arbeitsplatz zu Hause umfasst im Durchschnitt 15 Quadratmeter bei einer hohen
Standardabweichung von zehn Quadratmetern.

- An jedem Work-from-home-Tag werden durchschnittlich 30 Minuten Pendelzeit im
Verkehr pro Strecke eingespart. An Biiro-Arbeitstagen legen 45 % der Beschéftigten
diese Strecke mit dem eigenen PKW zuriick, 22 % mit dem Fahrrad oder zu Ful3,
18 % mit dem OPNV und 10 % mit der Bahn.

- Ein ausfiihrlicher Vergleich der Unterschiede in allen relevanten Haushaltsausgaben
zeigt, dass durch das work from home die durchschnittlichen Kosten in Summe um
46 Euro pro Monat gestiegen sind. Verantwortlich dafiir sind vor allem die
Energiekostensteigerungen, die insbesondere die Verringerung der Pendelkosten

tiberkompensieren.

4.3.3 Erfolg des work from home
Die Realitat des work from home beeinflusst den Arbeitserfolg. Nachfolgend sollen an dieser
Stelle Arbeitszufriedenheit und Produktivitit als outcome-bezogene Malle des Arbeitserfolgs

naher betrachtet werden:

- Die Variable der Arbeitszufriedenheit im Homeoffice beschreibt am ehesten die
individuelle Sicht der Beschiftigten auf ihren Arbeitserfolg zu Hause. Zufrieden oder
vollstdndig zufrieden mit ihrer Arbeitssituation im Homeoffice zeigen sich 53 %,
wohingegen nur 28 % der Befragten diese Einschidtzung in Bezug auf ihren

Biiroarbeitsplatz haben.
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- Die durchschnittliche Produktivitidtsveranderung wird mit einem Zugewinn zwischen
11 % in der ersten und 14 % in der dritten Befragungswelle eingeschétzt. In der
ersten Befragungswelle gaben 34 % und in der zweiten Welle 40,9 % der Befragten
an, im Homeoffice weniger produktiv zu sein. Die Standardabweichungen sind
entsprechend hoch (29 % in Welle 1 und 41 % in Welle 3). Vermutlich gab es
Lerneffekte im work from home.

- Zwischen beiden Variablen ist der Zusammenhang vergleichsweise hoch. Die
Pearson-Korrelation zwischen der Zufriedenheit und Produktivitdt im Homeoffice ist
auf dem 1-%-Niveau (2-seitig) positiv signifikant, der Korrelationskoeffizient betréagt
0,686.

- Die Work-Life-Balance im work from home beurteilen 45 % der Probandinnen und

Probanden als positiv, 22 % sehen dieses Konstrukt fiir sich kritisch.

Summa summarum lasst sich festhalten, dass das work from home im Durchschnitt die
Arbeitszufriedenheit steigert, der Erfolg iiber die Probandinnen und Probanden hinweg aber
sehr stark streut. Personen, die Vorteile in Bezug auf die sozialpsychologischen Dimensionen
Arbeitszufriedenheit und Work-Life-Balance erkennen, profitieren auch in der 6konomischen
Dimension der Arbeitsproduktivitit. Uber die Wirkungsrichtung ist dabei aber noch keine

Aussage getroffen.

Orientiert man sich an den arbeitsinput-orientierten Indikatoren, zeigen die

Befragungsdaten unter anderem folgende Ergebnisse:

- Thren Arbeitsaufwand im Homeoffice nehmen 46 % hoher als im Biiro wahr, 13 %
stimmen dem nicht zu.

- 58% der Befragten nehmen im work from home fiir sich selbst eine hohere
Arbeitsqualitdt wahr, nur 17 % hingegen stimmen dieser Aussage nicht zu.

- 40 % der Befragten machen im Homeoffice kiirzere Pausen als im Biiro.

- Zwei Drittel der Befragten geben an, im Homeoffice teils erheblich besser erreichbar
zu sein.

- Zur Messung von Motivationsverlust und Ablenkung wurde ein gemeinsames
Konstrukt gebildet. Wéahrend 15 % angeben, hier EinbuBen gegeniiber der
Biiroarbeit wahrzunehmen, stimmen 56 % der Befragten dem nicht zu.

- 53 % der Befragten geben an, dass sich Berufliches und Privates durch die Work-
from-home-Situation gegeniiber der Biirotatigkeit starker vermischen.

- 34 % der Befragten geben an, zu Hause auch gearbeitet zu haben, obwohl sie sich

nicht wohlgefiihlt hatten.
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Alles in allem geben die Befragten im Vergleich zwischen Biiro und work from home im
Durchschnitt deutlich der eigenen Wohnung den Vorzug. Sie fiihlen sich hier (63 %)
insgesamt eher wohl als im Biiro (48 %). Die Daten zeigen insgesamt, dass die Mitarbeiter
und Mitarbeiterinnen im work from home durchschnittlich fiir einen héheren Outcome auch
mehr investiert haben. In Bezug auf die Entgrenzung von Arbeit und Privatleben zeigen die

Befragungsergebnisse ein geteiltes Bild.

4.3.4 Determinanten des Arbeitserfolgs im work from home

Die empirische Analyse zeigt oft signifikante und vergleichsweise hoch Kkorrelierte
Zusammenhidnge zwischen den Input- und Output-Variablen des Arbeitserfolgs. Um den
Zusammenhang zwischen den Variablen und dem Erfolg zu {iberpriifen, wurden
Korrelationsanalysen durchgefiihrt (zu ndheren Erlduterungen vgl. Pfniir et al., 2021). Die
Tabelle 6 fasst die wichtigsten FErgebnisse zur Korrelation von Arbeitserfolg und

Determinanten zusammen.

Tabelle 6: Zusammenhang zwischen Arbeitserfolg und Determinanten - Pearson-Korrelationskoeffizient r

Merkmale Zufriedenheit im Produktivitdt im
Homeoffice Homeoffice
Personenbezogene Merkmale
Alter 0,14** 0,19**
Anzahl Personen im Homeoffice 0,02 -0,04
Anzahl Kinder -0,02 -0,07
Einkommen 0,14** 0,10**
Berufserfahrung 0,16** 0,15%*
Stressniveau -0,16%* -0,02
Einsamkeitsniveau -0,56%* -0,40**
Langeweile-Niveau im Leben -0,36%* —0,20%*
Langeweile-Niveau im Job —0,34** -0,18**
Digitale Stressresistenz 0,33** 0,29**
Offenheit fiir digitale Technologien 0,23** 0,20**
Arbeitsbezogene Merkmale
Aufgabenvielfalt 0,231** 0,158**
Anforderungsvielfalt 0,268** 0,135**
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Autonomie Entscheidungen 0,255%* 0,100%
Autonomie Planung 0,255%* 0,126%*
Technologische Ausstattung 0,45** 0,27**
Immobilienwirtschaftliche Merkmale

Grofle der Wohnung/des Hauses 0,090 0,066
Grof3e des Arbeitsplatzes im Homeoffice 0,159** 0,075
Anzahl der Zimmer 0,212%* 0,150%*
Nachbarschaft 0,198%** 0,110%
Sanierungszustand 0,147** 0,029
Bauqualitat 0,180%** 0,099*
Energetische Qualitat 0,200%* 0,152%*
Inneneinrichtung 0,174%* 0,077
AuRere Architektur 0,159%* 0,116*
Arbeitsfordernde Eigenschaften der 0,585%* 0,418%*
Immobilie

Empfundene Zufriedenheit mit der 0,521** 0,261**
Wohnung allgemein

Anmerkung: Signifikanzniveau (2-seitiger Test): * p < 0,05; ** p < 0,01

Aufgrund des niedrigeren Skalenniveaus wurden einige Variablen in der Korrelationsanalyse
nicht berticksichtigt, die dennoch in Mittelwertvergleichen interessante Ergebnisse liefern.
Unter den weiteren personlichen Merkmalen zeigt erstaunlicher Weise das Geschlecht
keinen FEinfluss, weder auf die Arbeitszufriedenheit noch auf die Produktivitat.
Mittelwertvergleiche nach Bildungsabschluss zeigen, dass die Promovierten (Zufriedenheit
5,9 / Produktivitét 4,8. Likert-Skala 1-7, 7=max.) den hochsten Arbeitserfolg im work from
home erzielen, Realschiiler hingegen einen deutlich niedrigeren (5,4 / 4,8). Im Modell der
,Big Five“-Personlichkeitsmerkmale (Rammstedt et al., 2012) gehen die Eigenschaften
yvertraglich und ,,gewissenhaft“ mit einer hoheren Zufriedenheit im work from home einher.
Fiir die Merkmale Offenheit, Extraversion und Neurotizismus lassen sich keine

Zusammenhange bestatigen.

Eine weitere relevante Grof3e unter den arbeitsbezogenen Merkmalen ist die
Fiihrungsverantwortung. Die Befragungsteilnehmer*innen mit Fiihrungsverantwortung
haben im Durchschnitt einen héheren Arbeitserfolg (Arbeitszufriedenheit 5,6 / Produktivitat

4,9) gegentiber denjenigen ohne Fithrungsverantwortung (5,4 / 4,6).
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Weitere bemerkenswerte FErgebnisse liefern auch die Mittelwertvergleiche zu den
Standortfaktoren =~ der = Wohnung, die zu den  immobilienwirtschaftlichen
Rahmenbedingungen des work from home zdhlen. Am zufriedensten und produktivsten im
Vergleich mit ihrem Biiroarbeitsplatz schitzen sich diejenigen ein, die in Stadtrandlagen
wohnen (Zufriedenheit 5,5 / Produktivitédt 5,0). Der Arbeitserfolg der Innenstadtbewohner
(5,2 / 4,5) fallt demgegeniiber ebenso ab, wie jener derjenigen, die auf dem Dorf oder im
Griinen leben (5,4 / 4,7). In Bezug auf die Zufriedenheit bestitigen auch weitere Daten der
Analyse einen Trend, nach dem der Work-from-home-Erfolg vom Land kommend mit der
Nahe zum Zentrum bis zum Standrand zunimmt, dort einen Gipfel erreicht, und dann in

innerstadtischen Wohnlagen wieder abnimmt.

Vergleicht man die Mittelwerte des Arbeitserfolgs in unterschiedlichen Wohnungsqualitéten,
zeigen sich ebenfalls bemerkenswerte Unterschiede. So bewerten Proband*innen in
durchschnittlichen Wohnungen den Arbeitserfolg mit 5,2 (Zufriedenheit) respektive 4,6

(Produktivitédt), wohingegen der Erfolg in Luxuswohnungen deutlich ansteigt (6,3 / 4,8).

Summa summarum zeigen die Ergebnisse, dass der Arbeitserfolg im work from home mit
vielfdltigen personenbezogenen, arbeitsplatzbezogenen und immobilienwirtschaftlichen
Merkmalen in Zusammenhang steht. Die statistisch gesehen engsten Zusammenhinge
zeigen unter den personlichen Faktoren das Merkmal Einsamkeit, unter den
arbeitsbezogenen Faktoren die technologische Ausstattung und in Bezug auf die raumlichen
Faktoren die arbeitsfordernden Eigenschaften. Unter dem Begriff arbeitsfordernde
Eigenschaften verbergen sich die sogenannten Indoor Environmental Quality Faktoren (IEQ)
wie Belichtung, Raumklima, die Grof3ziigigkeit sowie die Qualitdt von Sichtachsen und
weitere architektonische Merkmale. Insgesamt weisen diese immobilienwirtschaftlichen

Eigenschaften den engsten Zusammenhang mit den Erfolgsvariablen auf.

4.4 Praktische Implikationen aus den Perspektiven der unterschiedlichen
Stakeholder

Die Studienergebnisse (zu vertieften Analysen vgl. auch Pfniir et al., 2021) haben
unmittelbare Auswirkungen auf die Akteursgruppen der Arbeitswelten, die Beschéftigten
und deren Betriebe. Nachfolgend werden die Implikationen der Studienergebnisse aus der

Sicht dieser Stakeholdergruppen diskutiert.
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4.4.1 Beschiftigte

Den grofdten Einfluss haben die neu gewonnen Erfahrungen im work from home auf die
Beschiftigten. Hier gibt es klare Gewinner und Verlierer. Zu den Gewinnern gehoren
beispielsweise die verheirateten, élteren, erfahrenen Beschiftigten mit hoherem
Haushaltseinkommen, mehr personlicher Autonomie und hoherer Hierarchieebene im
Unternehmen, die vom Personlichkeitstyp her die ,Big-Five“-Eigenschaften ,vertraglich“ und
»gewissenhaft” reprasentieren. Auch fiir die Job-Life-Integration erhoht sich der Spielraum.
Hingegen gehoren zu den Verlierern die ledigen, jlingeren Berufsanfingerinnen und -
anfanger mit niedrigem Haushaltseinkommen, niedriger Entscheidungsbefugnis, geringer
Berufserfahrung, Teilzeitbeschéftigung, die von den Personlichkeitsmerkmalen her eher
gestresst und gelangweilt sind. Gerade fiir die Verlierergruppe steigt das Risiko fiir Personen,

die dem Risiko der Vereinsamung und des Boreouts ausgesetzt sind.

Der starkste Indikator fiir einen positiven Arbeitserfolg der Beschéftigten ist allerdings ihre
jeweilige rdumliche Situation. Positiv wirken vor allem die GréRe und Qualitdt der
Wohnung, die Attraktivitdt der Nachbarschaft sowie Freisitze und moéglichst umfangreiche
Griinflachen. Negativ wirken beispielsweise Urbanitét, geringe Lebensqualitit des Standorts,
wenige Zimmer, minderwertige Bauqualitdt, mangelhafte Instandhaltung und schlechte
Architektur. Die immobilienwirtschaftlichen Erfolgsfaktoren korrelieren in vielen
Zusammenhéangen recht hoch mit den persénlichen und arbeitsbezogenen Eigenschaften. In
der praktischen Anwendung ist deshalb die Wohnsituation der Beschiftigten ein guter
Indikator, der mit recht hoher Trefferwahrscheinlichkeit Aussagen dariiber erméglicht, wer

zu den Gewinnern und Verlierern der Work-from-home-Arbeitssituation gehoren diirfte.

Dass work from home fiir die Beschiftigten eine uneingeschrankt freiwillige Option bleibt,
ist nicht zu erwarten. Auch wenn das Homeoffice, wie es Bloom et al. (2015) fordern und
auch die oben dargestellten Ergebnisse implizieren, nicht unmittelbar angeordnet wird, gibt
es doch mittelbar gesellschaftliche und 6konomische Zwénge fiir jede*n Einzelne*n. So ist
bereits jetzt gesellschaftlich eine Tendenz beobachtbar, dass ein sozialer Druck zur Arbeit im
Homeoffice aufgebaut wird. In der TAZ vom 01.04.21 wird beispielsweise vom Homeoffice
als Elitemodell und Statussymbol gesprochen. Auch die Organisationsstrukturen der Betriebe
werden zukiinftig zunehmend an die vermehrte Arbeit von zu Hause angepasst werden und
somit implizit Druck auf die Beschéftigten aufbauen, von zu Hause zu arbeiten.
Interessenkonflikte in Bezug auf das work from home zwischen den Bevolkerungsschichten

sind damit vorprogrammiert.
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4.4.2 Betriebe

Wie die Daten zeigen, bietet das work from home fiir die Betriebe zunéchst Potenzial fiir ein
kraftiges Produktivitdtswachstum. Im Mittel geben die befragten Mitarbeiterinnen und
Mitarbeiter ein Produktivititswachstum im work from home von 14 % gegeniiber dem Biiro
an. Die groRe Streuung dieses Werts — ein Drittel der Beschéftigten sind zu Hause teils
deutlich weniger produktiv - verdeutlicht aber gleichzeitig das Risiko des
Produktivitatsverlusts. Zieht man in Betracht, dass die Mitarbeiterinnen und Mitarbeiter statt
der in den meisten Unternehmen angepeilten 25 % gern 60 % ihrer Arbeitszeit von zu Hause
arbeiten wiirden, vergroBern sich die Chancen und Risiken der Produktivitdtsverdnderung
noch deutlich. Fiir die Unternehmen geht es in ihrer Arbeitsplatzstrategie um ein
Selektionsproblem, bei dessen Losung einerseits diejenigen Mitarbeiterinnen und
Mitarbeiter identifiziert werden, die zu Hause produktiver arbeiten konnen und wollen als
im Biiro. Andererseits gilt es, Riickschritte im Arbeitserfolg durch work from home zu
vermeiden. Abschnitt 4.4.1 gibt zahlreiche Hinweise auf die Gewinner und Verlierer und die

sich daraus ergebende Selektionsstrategie.

Das Produktivitits-Steigerungspotenzial von durchschnittlich 14 % ist ein guter Grund fiir
die Unternehmen, das work from home zukiinftig auch fiir diejenigen Mitarbeiterinnen und
Mitarbeiter attraktiver zu gestalten, die heute noch zu Hause weniger erfolgreich arbeiten
als im Biiro. Angesichts der Tatsache, dass die Beschéftigten im Durchschnitt mit 60 % ihrer
Arbeitszeit zukiinftig deutlich mehr von zu Hause arbeiten méchten, scheint es hier per se
durchaus gleichgerichtete Interessen zwischen den Betrieben und ihren Belegschaften zu
geben. Die Studienergebnisse zeigen, dass gewichtige Haupthindernisse in der mangelnden
Eignung der Wohnung als Arbeitsort und dem mangelnden personlichen sozialen Austausch
im work from home bestehen. Unternehmen sollten priifen, ob dritte Arbeitsorte diese
Hinderungsgriinde fiir die Ausweitung des work from home ausrdumen konnten. Die
Befragten geben bereits heute, da erst ein geringer Teil Erfahrungen mit dieser Arbeitsform
gesammelt hat, an, im Durchschnitt 5 % ihrer Arbeitszeit an dritten Arbeitsorten zu
verbringen. In den USA, wo diese Form von Arbeit bereits deutlich weiter verbreitet ist, ergab
die zeit- und inhaltsgleiche Befragung, dass die Beschéftigten sogar wiinschten, 38 % ihrer
Gesamtarbeitszeit an dritten Arbeitsorten zu verbringen. Offensichtlich liegt in der iiber das
work from home hinausgehenden multilokalen Arbeit noch groRes Potenzial, das in
Deutschland mangels Erfahrung noch nicht erschlossen ist. Die Frage nach dem effizienten
Modell multilokaler Arbeit ist derzeit offensichtlich noch nicht geklart. Vor allem fehlt es an
datengetriebener Forschung, die den Zusammenhang von Arbeitsort und Arbeitserfolg

besser erklart.
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Aus gesamtorganisatorischer Sicht ist der Zusammenhang zwischen betrieblichem Erfolg
und der physischen Organisation der Arbeit noch weit komplexer. Die immobiliaren
Ressourcen der Betriebe stehen in einem vielschichtigen Wirkungsgeflecht mit dem
Unternehmenserfolg (Pfniir, Seger und Appel-Meulenbroek, 2021). Dabei ist die
Produktivitit der einzelnen Mitarbeiterinnen und Mitarbeiter, auf die die bisherige Analyse
beschriankt war, nur ein kleiner Teil. Insbesondere schaffen Immobilien die Voraussetzung
fiir die Effizienz in der Zusammenarbeit in Arbeitsgruppen und in Arbeitsprozessen. Arbeiten
zukiinftig dauerhaft einzelne Mitarbeiterinnen und Mitarbeiter von zu Hause, gerit sowohl
die Effizienz von Teamzusammenhingen als auch des gesamten Arbeitsplatzkonzepts in

Gefahr.

Auf der Hierarchieebene der Geschéftseinheit bilden Immobilien die Voraussetzungen fiir
strategische Flexibilitit sowie die Attraktivitit des Betriebs an den Arbeitsmarkten.
Multilokale Arbeitsorte im Allgemeinen und das work from home im Besonderen haben auf
beide Zusammenhidnge groflen FEinfluss. Zum einen erfordert der aktuell starke
Strukturwandel von Wirtschaft und Gesellschaft eine grofd angelegte Transformation der
betrieblichen Immobilienbestinde (Pfniir, 2019). Work from home schafft hier ein neues
Instrument, das neue Arbeitsplédtze sehr flexibel zur Verfiigung stellt. Zum anderen zeigen
die Ergebnisse dieser Studie, dass ein Grof3teil der Beschéftigten gern mehr von zu Hause
arbeiten wiirde. Es ist deshalb zu erwarten, dass mit liberalen Work-from-home-Regelungen

die Attraktivitdt der Betriebe an den Arbeitsmarkten steigt.

In den Betrieben insgesamt ist zeitgleich ein Trend zu beobachten, dass die Immobilien als
corporate branding und Managementinstrument zunehmend wichtiger werden. In vielen
Unternehmen stellt das corporate design sehr stark auf die Immobilien ab. Mit zunehmender
Dematerialisierung der Produktions- und Produktwelten der Betriebe nimmt die Bedeutung
der Immobilie fiir die Gestaltung der Identitéit des Betriebs zu. Als Orte der Begegnung — hier
wird auch vom betrieblichen Lagerfeuer gesprochen — dienen Immobilien zunehmend der
Lenkung von Kommunikation. Immobilien dienen tiber die Wirkung von GréRen, Lage und
Gestaltung seit jeher der Demonstration und Etablierung von Machtstrukturen innerhalb und
zwischen Organisationen (Pfniir, Seger und Appel-Meulenbroek, 2021). Beispielsweise
konnten Vorgesetzte Mitarbeiterinnen und Mitarbeiter gegeniiber ihre Macht durch das
Herbeizitieren im Biiro unmittelbar zum Ausdruck bringen und Top-Entscheider wie Steve
Jobs durch den Bau einer aus dem Weltraum sichtbaren Konzernzentrale ihren einzigartigen
Status manifestieren. Mit zunehmendem work from home fallen all diese Funktionen von

Immobilien fiir das corporate branding und als Managementtool weg. Fiir die Unternehmen
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stellt sich die bislang ungeklarte Frage, ob und gegebenenfalls wie diese Funktionen der
betrieblichen Immobilien fiir das Management aufgefangen werden konnen. Je eher
Entscheidungstrdger ein Vakuum erwarten, desto grofder werden die Vorbehalte gegen die
Ausdehnung multilokaler Arbeit im Allgemeinen und des work from home im Besonderen.
Alles in allem zeigt dieser Abschnitt, dass die Work-from-home-Diskussion auch hohes
Potenzial aufweist fiir innerbetriebliche Interessenkonflikte auf den Ebenen des
Konzernvorstands, der strategischen Geschéftseinheiten der Arbeitsgruppen und einzelner

Mitarbeiterinnen und Mitarbeiter.

4.5 Ausblick

Zusammenfassend lasst sich festhalten, dass durch eine deutliche Zunahme des work from
home wirtschaftlich und gesellschaftlich in Summe grof3e Potenziale wie auch Risiken
entstehen. Die grofdte Herausforderung fiir die Arbeitswelt der Zukunft, vor allem fiir die
Betriebe, besteht darin, die Chancen des work from home zu nutzen, ohne die Risiken
einzugehen. Die Frage lautet, wie es gelingen kann, eine Arbeitsortstrategie zu entwickeln,
die die individuellen Anforderungen der Einzelnen mit den organisatorischen Zwangen des
Managements verbindet. Durch gezielte Change-Management-Prozesse sowie durch Einsatz
der Digitalisierung konnen die Grenzen arbeitsbezogener Erfolgsfaktoren des work from
home zukiinftig weiter zugunsten der Arbeit von zu Hause verschoben werden. Individuelle
Coachings verschieben die Grenzen auf der personlichen Ebene, und der gezielte Einsatz von
coworking spaces und anderen third places hilft all denjenigen, deren raumliche
Voraussetzungen zu Hause nicht passend sind, dennoch von den wesentlichen
Arbeitserfolgsvorteilen des Homeoffice zu profitieren. In den Verdnderungsprozessen des
work from home geht es nicht nur um die Veranderung der Arbeitswelten. Immobilien sind
Lebensraum. Mafgebliche Verdnderungen der Flachennutzung setzen sich einerseits in
Strukturwandelprozessen auf der Ebene der Quartiere, Stadte und Regionen ebenso fort, wie
sich gesellschaftliche und 6konomische Strukturen verdndern (Pfniir und Wagner, 2018). Es
bleibt folgenden Studien vorbehalten, die Konsequenzen des work from home insbesondere

fiir die Stadtzentren, die Stadtrdnder sowie den ldndlichen Raum zu identifizieren.
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Abstract

Technological progress and developments in the economy and society are constantly
changing the way we work. The ongoing COVID-19 pandemic is accelerating the move
towards multilocal working: knowledge workers worldwide have been forced to gain
experience of working from home. Based on this experience, they are now in a position to
weigh up different places of work and articulate desires for the distribution of working time

between home workplace, third places and office.

Previous studies have shown that working from home can have positive effects for corporates
in the form of productivity increases. However, it has so far remained open which employees
exactly are successful at different workplaces. The aim of the study is to identify clusters with
their own workplace distribution based on personal, work-related and real estate
characteristics, and to investigate whether the desire for specific workplace distribution

pI'OIlliSGS success.

Identification of the subgroups is done by conducting a hierarchical cluster analysis that
includes previously identified personal, work-related and real estate characteristics. The
evaluation and interpretation of the cluster solution is based on the desired workplace
distribution and identified work success variables. Data from a survey of 2,000 German and

US knowledge workers is taken into account.

The results of the survey suggest that knowledge workers in Germany and the US have
developed a good sense of the workplace in which they can work successfully. At the same

time, the decision-makers in the corporates have to decide carefully who should work at

3 Please note that this article is written in British English and therefore differs from the rest of the dissertation, which
generally uses American English.

Article 3: Work from home: bane or blessing? Implications for corporate real estate strategies
50


https://doi.org/10.1365/s41056-022-00061-3

which workplace with a view to the corporate’s success. It is also clear that as work becomes
more multilocational, real estate resources must play an important role in creating a

corporate culture and identity.

Zusammenfassung

Technischer Fortschritt sowie Entwicklungen in Wirtschaft und Gesellschaft verdndern die
Art des Arbeitens fortlaufend. Die anhaltende Covid-19-Pandemie beschleunigt die
Entwicklung hin zu multilokalem Arbeiten: Wissensarbeiter weltweit waren dazu
gezwungen, Erfahrung mit dem ,,Work from Home“ zu sammeln. Diese sind nun in der Lage,
aufgrund dieser Erfahrungen iiber die verschiedenen Arbeitsorte abzuwéagen und Wiinsche

an die Verteilung der Arbeitszeit auf Homeoffice, dritte Orte und Biiro zu artikulieren.

Vorangegangene Studien zeigten, dass die Arbeit von zu Hause fiir Unternehmen positive
Auswirkungen in Form von Produktivitédtssteigerungen haben kann. Dabei blieb bisher offen,
welche Mitarbeiter genau an den verschiedenen Arbeitsorten erfolgreich sind. Ziel der Studie
ist es, aufgrund personlicher, arbeitsbezogener und immobilienbezogener Merkmale Cluster
mit eigener Arbeitsortverteilung zu identifizieren und zu untersuchen, ob der Wunsch nach

der spezifischen Arbeitsortverteilung Erfolg verspricht.

Die Identifikation der Subgruppen erfolgt anhand der Durchfiihrung einer hierarchischen
Clusteranalyse unter Einbezug zuvor identifizierter personlicher, arbeitsbezogener und
immobiliarer Eigenschaften. Die Bewertung und Interpretation der Clusterlosung erfolgt
anhand der gewiinschten Arbeitsortverteilung und identifizierter Arbeitserfolgsvariablen.
Dabei finden Daten aus einer Umfrage unter 2.000 deutschen und US-amerikanischen

Wissensarbeitern Beriicksichtigung.

Die Ergebnisse der Untersuchung legen nahe, dass Wissensarbeiter in Deutschland und den
USA ein gutes Gespiir dafiir entwickelt haben, an welchem Arbeitsort sie erfolgreich arbeiten
konnen. Zugleich miissen die Entscheider in den Unternehmen im Hinblick auf den
Unternehmenserfolg mit Bedacht entscheiden, wer an welchem Arbeitsort titig sein soll.
AufSerdem wird deutlich, dass die immobiliaren Ressourcen bei zunehmender Multilokalitit
der Arbeit eine wichtige Rolle beim Schaffen einer Unternehmenskultur und -identitét

einnehmen missen.
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5.1 Introduction

Even before the onset of the COVID-19 pandemic and the associated spread of working from
home, knowledge workers worked from different places than the office in recent years.
Whereas work was previously carried out mainly using corporate premises, the so-called
“second place”, the use of third places,* such as coworking spaces, has recently also become
more widespread in Germany (Bundesverband Coworking Spaces Deutschland, 2020). With
the onset of the COVID-19 pandemic, work from home was used to an unprecedented extent
in order to comply with the required contact restrictions. Work that was traditionally done
in the office can now be done in three different places (Gillen, 2019). Initial studies indicate
that due to the new awareness of employees for the place of work and the advantages of the
concepts recognised at corporate-level, all three places of work will continue to retain a
significant share in the future spatial distribution of work. It can be assumed that in future,
knowledge workers will increasingly weigh-up the location at which they would like to work
while taking into account their productivity, job satisfaction and necessity (Pfniir et al.,

2021).

On the organisational side, productivity gains have recently been observed as a result of
working remotely from home. Pfniir et al. (2021) show an average 14% increase in
productivity through work from home in Germany. However, around 40% of the respondents
also stated that they could not perceive any productivity gains or were even less productive
working at home than in the office. It can be assumed that employees want to increasingly
work from home or from third places (Kniffin et al., 2021; Ancillo, del Val Nuifiez and Gavrila,
2021) even though these workplaces do not seem suitable from an organisational point of
view. For companies, this poses the task of concretely shaping the multilocality of work, also
in order to be able to leverage the potentials. But there are a number of unanswered
questions. It is still unclear which employees work more successfully at home than in the
office. The distribution of working time between the office, home office and third locations
cannot yet be quantified either, although this would result in a concrete need for adaptation
on the part of the company, for example, through quantitative and qualitative space
planning. Furthermore, it must be examined whether the desired distribution of employees’
workplaces also promises work success and is compatible with the company’s goals. This can

lead t