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Abstract: Implementing new ways of working (NWOW) and Activity Based Working can help organizations become more 
flexible and effective, whilst reducing cost on real estate. In this case study a pre-implementation survey is conducted at a 
600 employee Service Center of an Academic Hospital. An Analysis Monitor was used to gain insight in the attitude towards 
NWOW and future expectations. Additional research was performed on activity profiles that can support in finding the 
optimal mix of activity-based workplaces in the new work environment. Also, a survey on the change perspectives of 
employees, based on the Color Theory, was designed and executed. The results show the attitude towards NWOW and 
Activity Based Working is (fairly) positive (60%), though a (fairly) negative group of 10% of the respondents should not be 
ignored, as they may reflect concerns of a larger group. Those working (almost) full time are most reserved towards the 
implementation NWOW and Activity Based Working, in fear of losing their own desk and not being able to be productive in 
the new environment. The analysis on activity patterns shows attention needs to be given to a right mix of interactive desk 
work and concentrated workplaces. An open discussion on future lay-outs may help engage employees in the transition. The 
survey on change perspectives indicates focused attention needs to be given to respondents with a red-print (HRM) and 
white-print (self-organization) perspective. The contribution of this research to the (limited) literature in the field of NWOW, 
is that this case shows that doing research generates a lot of extra insight, as to where to focus on in the implementation 
that lies ahead. Tools such as the Analysis Monitor and the analysis of Activity Profiles may help the management to better 
tailor the design of the new work environment to the needs and expectations. 
 
Keywords: the new way of working, NWOW, activity based working, activity patterns, change perspectives, color theory 

1. Theoretical background 

1.1 Introduction 

In many Western countries the aging of the population is a growing concern in relation to healthcare cost; a 
declining percentage of tax payers has to provide the funds for a growing number of healthcare users. 
Governments and health care insurers often react by putting pressure on hospitals and clinics to become more 
self-sufficient and reduce costs. This case study is performed in an Academic Hospital that chose to implement 
the New Way of Working (NWOW) to improve flexibility, interaction and collaboration, in order to improve the 
quality of her services, whilst reducing cost on housing and property. One of the aspects of NWOW is activity-
based working; being able to perform one’s tasks/activities in a structured and an optimally supported way. To 
enable this, an office environment is created with activity-based workplaces, such as concentration places and 
meeting places. In this case study, the introducing of activity-based working was so pivotal, that the 
implementation of NWOW was called: Activity Based Working. The implementation of NWOW and Activity 
Based Working had a focus on operational excellence and cost reduction. Also, NWOW and Activity Based 
Working was introduced to help the hospital attract and retain more high quality employees, who are assumed 
to prefer working in a modern and flexible work environment.  The 600 employee Service Center of the hospital 
was chosen as the first division to move to NWOW and Activity Based Working, in an effort to improve 
operational excellence (Strikwerda, 2010). All 8 departments  for Logistics, Facilities, HR, Communication, ICT, 
BI, Innovation, and Finance, were to make the transition to NWOW. The office of the Service Center was to be 
(re)designed and renovated based on the principles of NWOW. 
 
In this research the NWOW Analysis Monitor (Kok et al., 2014) was used to evaluate the gaps, or expectations, 
between the current and the future (desired) situation and generate possible business implications for 
management to use before, during and after the transition to NWOW. To gain insight in the needs for the new 
work environment, a survey was conducted on the activity patterns of the managers and employees. These 
patterns were researched based on the definition of Beijer et al. (2014), who distinguish 6 typologies of activity 
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patterns or profiles. Finally, the perception of managers and employees towards change was investigated. This 
survey was based on the Color Theory of Caluwe (2007), that defines 5 change perspectives. 
 
The following paragraphs describe the background of NWOW, followed by the theories on activity patterns and 
change perspectives of Beijer et al. (2014) and Caluwe (2007). The research method is explained in chapter 2. 
Chapter 3 discusses the research results. This leads to a discussion and a number of conclusions in chapter 4. 

1.2 Activity patterns 

Research of Brunia & Pullen (2014) shows that desk occupancy levels in traditional offices range from 29% to 
62%, with an average of 46%. This means that in a traditional office at least one-third of the desks is always 
empty, and on average more than half of the desks is unused. Their research is supported by other research, 
that found office utilization peaks at only 42% on any given day (Laing, 2013; Laing & Wittenoom, 2013). Offices 
that are activity-based and aim to optimally use the available workspace, can be considerably smaller than their 
traditional predecessor. Brunia & Pullen (2014) found that in innovative offices, that use flexible workplaces, the 
average desk occupancy was 60%, ranging between 34% and 76%. Peak occupancy levels varied from 55% up to 
even 98%, showing office space can be used more intensely. The decreased amount of square meters needed 
can strongly reduce housing costs. While the advantages are apparent, it is important that the new workspace 
can match the right type of activities with the right quantity of facilities. In the ideal situation an employee would 
be able to choose the best fitted environment for the activity at hand. The insight in the activities and activity 
patterns of employees is an important factor for the (re)design of office space (Beijer et al., 2011, 2014; De 
Bruyne et al., 2014; De Bruyne & Beijer, 2015). This insight is no so obvious; often organizations are not able to 
tell which activities their employees perform on a working day. Knowing the activity patterns, enables the design 
of the most effective mix of workplaces. Having the right mix of workplaces available, the primary work 
processes of employees can be optimally supported. Based on their research of Beijer et al. (2011) clustered 
activities into activity patterns or Activity Profiles. They found the activity patterns better describe the work 
performed than the traditional function profiles; employees with similar function profiles may not perform the 
same tasks, with the same time usage. Also, an activity pattern can more easily be discovered by employees 
than a function profile, as they are independent of organizational structures and hierarchies. Beijer et al. (2014) 
clustered the activities in 6 Activity Profiles: 

Table 1: Activity profiles 

Activity 
Profile 

Description of Activities % of employees with 
profile (approx.) 

1. Activity pattern with a mixed set of activities, with emphasis on general desk 
work and interactive desk work, meetings and calling. 

30% 

2. Activity pattern with mixed set of activities, with approximately 50% of general 
desk work and many meetings. 

30% 

3. Activity pattern with mostly (over 50%) concentrated desk work, general desk 
work and meetings. 

20% 

4. Activity pattern with >90% of general desk work, meeting and calling. 10% 
5. Activity pattern with a lot of time away from the desk. For example teaching, 

laboratory work or helping clients at the counter. 
5% 

6. Activity pattern with mostly calling activities. For example call center employees. 3% 

Table 1 shows the overall division of employees by Activity Profile for all employees. The actual mix of Activity 
Profiles in any organization will specifically determine the optimal work space for that organization. For example: 
when most employees have a pattern close to Activity Profile 1, another mix of activity-based workplaces will 
be needed than for a department or organization that predominantly has employees with a pattern such as 
described in Activity Profile 2 or 3. Research over the past 10 years has shown that activity patterns in the office 
hardly change over time. Activity Profiles can therefore form a solid base for the (re)design of office space in the 
move towards NWOW and Activity Based Working. 

1.3 Change perspectives 

An important aspect of the implementation of the New Way of Working is the organizational change that needs 
to be accomplished. NWOW implementations should not strand on the level of a ‘fancy new office’ or the ability 
to Telework. These changes do not make the work itself ‘new’. The real change is the change of behavior; 
working activity-based and result-based. Implementing NWOW and Activity Based Working is not only about 
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realizing a new office, but also about achieving a change in the way people work and behave. In 1998 the Color 
Theory was developed with the objective to create a meta-theory over all existing change theories (Caluwe & 
Vermaak, 2003,2004; Caluwe 2007). The color labels represent a set of beliefs in a certain change perspective. 
The five color labels are: Yellow-print thinking, Blue-print thinking, Red-print thinking, Green-print thinking, and 
White-print thinking (Nistelrooij et al., 2011). 

Table 2: Change perspectives of the color theory 

(1)  
Yellow-print 

thinking 

In the yellow-print thinking perspective, also called the power or socio-political perspective, 
interests, conflicts, power and positions play an important role. This perspective assumes that 

people will change when you take into account their interests, and create a win-win situation,  or 
when you can compel them to accept certain ideas. Yellow-print thinkers feel the ‘powerful’ should 

support the change, or else it will be doomed to fail. 
(2)  

Blue-print 
thinking 

The rational or blue-print perspective is based on the rational design and implementation of change, 
such as for example defined by Hammer & Champy (1993). The blue-print perspective assumes that 
people or things will change if a clearly specified result is laid down beforehand. Examples of blue-

print thinking are Business Process Redesign and Total Quality Management. 
(3)  

Red-print 
thinking 

Red-print thinking entails the HRM perspective. It is based on the attention for human relations; how 
to motivate, effectively communicate, reward, and create a good fit between the individual and 

organizational needs. 
(4)  

Green-print 
thinking 

The green-print thinking, or learning perspective, has its roots in the action-learning theories of the 
learning organization. The assumption is that people will change when they learn. Important 

instruments in this perspective are feedback, reflection, and coaching. 
(5)  

White-print 
thinking 

White-print thinking is the dynamic or self-organization perspective, nourished by chaos and the 
complexity theory, in which social systems have a limited predictability. Change is an autonomous, 
self-driving, perpetual mobile, that comes from people’s own energy and sense making. Exploring 

opportunities, empowering people, and removing obstacles are important instruments in this 
perspective. 

The Color Theory is mostly used to determine the dominant mind-set of change agents or management 
consultants (Caluwe & Vermaak, 2004; Nistelrooij et al., 2011). In this case study, the focus is not on the 
management consultant, but on the (managers and) employees that will be confronted with the change. Being 
able to determine the dominant mind-set of employees (and managers) facing a change, can help in determining 
the best approach when executing a change, such as the implementation of NWOW and Activity Based Working. 
To research the respondents’ change perspective, three questions were designed for this case study; one on the 
motivation to change, one on the environment of change, and one on the type of person stimulating change.  

2. Research method 

2.1 Case design 

In this research the attitude towards NWOW and Activity Based Working was surveyed. For this research a case 
study was performed in the 600 employee Service Center of a 10.000 employee Academic hospital. The  
management of the Service Center wanted to have insight in the attitude and expectations towards Activity 
Based Working in the various departments, and the possible business implications of the implementation for 
these departments. The units of analysis were the before mentioned 8 departments of the Service Center. The 
managers the 8 departments were interviewed on the specific context of their department.  

 
Figure 1 gives an schematic overview of the case design (Yin, 2009), figure 2 of the case execution. 

 
Figure 1: Case design 
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Case execution 

After a pilot run in the Innovation department (50 employees), all employees were approached (by e-mail). The 
survey consisted of two parts; (1) a general section, and (2) the NWOW Analysis Monitor (see next paragraph). 
The general section was filled in by 252 respondents; 15 managers and 237 employees. The monitor, which was 
optional, was not or partly filled in by 46 respondents, but in total 206 respondents, 14 managers and 192 
employees, completed the monitor. All responses were collected via SurveyMonkey and were usable. Though  
13 employees did not fill in their name and department because of discretionary considerations (this was not 
obligatory), this did not obstruct the overall views. The general section (1), contained 9 questions on function, 
department, collaboration between departments, relation with management, and use of ICT. Two questions 
were asked on the activity pattern and attitude towards Activity Based Working. Finally, three questions were 
asked on the change perspective . Based on the results of the survey on the activity patterns, 7 employees were 
interviewed (2 for Activity Profile 1). The results of all analyses for the individual departments were presented 
to the management of the Service Center. The overall results will be discussed here.   

2.2 The NWOW analysis monitor 

More and more organizations embrace the principles of the New Way of Working (Baane et al., 2010; Bijl, 2011). 
When performing research on the implementation of NWOW, the question becomes relevant: to what extent 
have organizations adopted principles of NWOW, and what are their future expectations? Even when the 
phenomenon of NWOW is not known as such (for studies outside the Netherlands and Scandinavian countries), 
one could discuss that, any organization that focusses on implementing certain aspects of new ways of working, 
may have already reached a certain level of NWOW adoption. 
 
In order to be able to measure the perceived current level of NWOW adoption, and the future (desired) level of 
NWOW implementation, a so-called NWOW Analysis Monitor was developed (Kok et al., 2014). The monitor 
gives an indication of the perceived level of NWOW adoption on 13 themes that are clustered on the before 
mentioned three dimensions: Brick, Bytes and Behavior. These themes are: 

Table 3: Dimensions and themes of the NWOW analysis monitor 

 
Within each theme, topics are defined, that can be rated by the respondent. In total there are 77 topics that 
need to be answered for the current and future situation. The results can be presented at the level of themes 
and dimensions. The NWOW Analysis Monitor is able to present results for the current and future situation, 
including a gap analysis, as well as the details for managers and employees. For the monitor and the list of topics, 
see the web link: https://nl.surveymonkey.com/s/NWOW_Analysis_Monitor. In this case study the Analysis 
Monitor was used to get an indication of the perceived level of NWOW adoption and future expectations for the 
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New Way of Working. The gap analysis was used to determine the expectations of managers and employees. 
The results were analyzed per department and overall. The overall results will be discussed here, the individual 
results per department were presented to the management.  

3. Research results 

3.1 Attitude towards NWOW and activity based working  

All participants (15 managers, 237 employees) were asked how positive or negative they were towards the 
implementation of NWOW & Activity Based Working. The overall results show almost 60% of the respondents 
are fairly positive or positive, one-third is neutral, 10% is fairly negative or negative. 

 
Figure 3 and 4: Attitude towards NWOW and activity based working (absolute and relative) 

Figures 4 shows that, relatively, managers are more outspoken. It is important that management supports 
change. Before the implementation begins, there needs to be an open discussion with the (2) fairly negative, 
and preferably also the (4) neutral, managers as to which negative effects they foresee in the move to NWOW 
and Activity Based Working, and how to cope with those. Of the employees, over 50% are fairly positive or 
positive, but 10% are fairly negative (7%) or negative (3%). Respondents had the ability to give additional 
comments. One of the negative comments was the feeling that the real focus of the implementation is more on 
productivity gains than on improving personal work satisfaction.  
 
The respondents were also asked how many days per week they spent at the Hospital. Figure 5 shows the 
attitude towards NWOW and Activity Based Working in relation to the number of days at the hospital. 

 
Figure 5: Attitude towards NWOW and activity based working, and days at the hospital 

Figure 5 shows the most negative responses came from those who spent 4 days a week at the Hospital. Some of 
these employees comment they are concerned there will not be enough privacy / concentrated work spaces, 
leading to a reduction of their personal productivity. Others dread having to look for a new suitable workplace 
every morning. The fear of losing one’s own desk, and having to search for a good concentration place to work, 
is a more commonly heard comment, also in other implementations of NWOW. These negative signals should 
not be ignored, as they may reflect the concerns of a larger group of employees, that may initially be neutral or 
even positive, but run the risk of becoming negative as well. Concerns should be openly discussed and addressed 
before and during the implementation. 
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3.2 Results of the NWOW analysis monitor 

In this case study the NWOW Analysis Monitor was used to was used to evaluate the gaps, or expectations, 
between the current and the future (desired) situation, and generate possible business implications for 
management to use before, during and after the transition to NWOW. In total 206 respondents (14 managers 
and 192 employees) filled in the survey. Figures 7 and 8 show the result on the level of themes, for the managers 
and employees, for the current and future (desired) situation. 

 
Figure 6 and 7: Results NWOW analysis monitor for managers and employees 

The figures 6 and 7 show a reasonable consistent image for the managers in comparison to the employees for 
the current and future situation. The top-5 gaps for managers and employees have 4 corresponding issues; the 
managers have a little bigger gap (than the employees) for the theme Communication, Knowledge availability, 
and Workplace design. These aspects deserve special attention during the implementation.  
 
Overall, employees are a bit more positive on the current situation, while managers have a slightly higher 
expectation for the future situation. The top-10 gap analyses of the most important topics (lists not shown here) 
for managers and employees, have 5 matching topics on both lists. This indicates that the expectations on the 
lower level (topic) have overlaps but also different focuses for managers and employees. Managers and 
employees agree that getting a variety of inspiring workplaces for concentrated and collaborative work is 
important. They also agree that ICT should be more tailored to the personal needs. Employees also find it 
important they can choose the device that best fits their task, and that all types of devices (windows / apple / 
tablet) are supported, whether company-supplied or personally bought. This means special attention is needed 
in the area of Bring Your Own Device (BYOD) or Choose Your Own Device (CYOD). Both managers and employees 
put emphasis on the communication tools (e.g. Lync), but managers focus more on the continuous improvement 
of all communication. 

3.3 Activity profiles 

Activity patterns can be used to determine the optimum for the activity-based new office design. Table 4 shows 
the result for the question which activity pattern best fits the work performed. 

Table 4: Activity profiles in case study 

Activity 
Profile 

Description of Activities Case 
study % 

Literature % 

AP1 General desk work and interactive desk work, meetings and calling. 46% (116) 30% 
AP2 Approximately 50% of general desk work and many meetings. 20% (50) 30% 
AP3 Over 50% concentrated desk work, general desk work and meetings. 21% (54) 20% 
AP4 Over >90% of general desk work, meeting and calling. 8% (19) 10% 
AP5 A lot of time away from the desk. 3% (8) 5% 
AP6 Mostly calling activities. For example call center employees. 2% (5) 3% 
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Table 4 shows that, compared to research in literature, there is almost 50% more general and interactive desk 
work, and one-third less desk work mixed with many meetings. 
 
Figure 8 shows the attitude towards NWOW and Activity Based Working for the Activity Patterns.  

 
Figure 8: Activity profiles and attitude towards NWOW and activity based working 

Figure 8 shows that those who perform a lot of concentrated work (AP3), and those who perform general and 
interactive desk work (AP1), have most the negative attitude towards NWOW and Activity Based working. The 
previously discussed comments on the fear of not being able to concentrate on one’s work and being productive 
may contribute to this result.  
 
The analysis of the results of the monitor for the current and future (desired) situation for the Activity Patterns 
is shown in Figure 9. 

 
Figure 9: Activity profiles and score on dimensions (Brick, Bytes and Behavior) 

Figure 9 shows that overall Activity Profile 6 has the biggest gaps (or highest expectations). This may however 
be due to the fact that this profile has the least respondents (5); more respondents tend to ‘level out’ differences. 
Activity Profiles 5 and 6 have the highest expectation on the future level of NWOW for Bricks and Bytes, the 
respondents with the Activity Profiles 2 and 6 for Behavior. The gaps on the level of themes (not shown here) 
shows the activity profiles have a peak on Workplace Design for Bricks, Devices for Bytes, and Satisfaction & 
Work-Life Balance for Behavior. These are the themes that, in particular the Activity Profiles 1,2 and 4 have the 
highest expectations on in the implementation. 

3.4 Change perspectives 

Finally, the respondents received a 3-question survey on their perspective to change. The table below gives an 
overview of all answers in the case to the three change perspective questions. The result is compared to other 
research in the field of the Color Theory (Pietersen, 2013; Caluwe & Vermaak, 2016).  
 
Table 5 shows, relatively to literature, there were less responses on the yellow-print and blue-print perspectives, 
and more on the red-print and white-print perspective. This can possibly be led back to the fact that there were 
only three questions; more questions may have led to more equal spread. It may also mean there are simply less 
power-oriented and more Human Relation oriented responses; not unthinkable in a hospital environment. The 
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goal of this survey was to determine the dominant perspective of the respondents. When all three, or two-out-
of-three, questions were answered with the same color-print perspective, this ‘color-print’ was determined as 
the dominant change perspective. When the three answers were all different, the perspective was unidentified. 
This resulted in the following division of change perspectives: 

Table 5: Change perspectives in case study and literature 

 
Table 6 and Figure 10: Change perspectives for managers and employees (absolute and relative) 

 
Table 6 and Figure 10 show the division for the dominant change perspectives in the case study. Because of the 
method to determine dominancy, about one-quarter of the respondents had an unidentified change 
perspective, and only one ‘yellow-print’ respondent was left. The relative spread shows managers have more 
white-print (self-organization) perspective, and employees a bit more red-print (human relation) and green-print 
(learning) perspectives. The division of employees per department can be used to point out specific approaches 
to the change within those departments. They were shown to the management, but are not relevant here, 
though it is interesting to note that most red-print respondents were in the HR department. 
 
Figure 11 shows the attitude towards NWOW and Activity Based Working in relation to the dominant 
respondents’ change perspectives. 

 
Figure 10: Change perspective and attitude towards NWOW and activity based working 

Figure 10 shows the spread of positive and negative responses is about equal across the perspectives, though 
the white-print perspective is a bit more negative. Figure 11 shows the results of the monitor for the current 
and future (desired) situation for the change perspectives. 
 
Figure 11 shows the Yellow-print perspective has a negative gap for Bricks. This is because there was only one 
respondent: the details on the level of themes (not shown here) show that the negative gap is caused, because 
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the respondent felt that the theme Sustainability & Mobility was not important in the future situation. The 
respondents with the white-print and green-print perspective have the biggest gaps for Bricks, in particular for 
the theme Workplace Design. The green-print perspective has the biggest gap for Byes, in particular for the 
theme Collaboration. Finally, Figure 11 and the theme details, show the red-print, green-print, and white-print 
perspectives have a big gap (high expectation) in Behavior for Work-Life Balance. 

 
Figure 11: Change perspectives and score on dimensions (Brick, Bytes and Behavior) 

4. Discussion and conclusions 

4.1 Discussion 

Performing case research always has its limits, the biggest one probably being: time. In this case however, urged 
by management to participate, within the timeframe of one week all survey data of 252 respondents was 
gathered, with a response rate of 55%. The result from the survey on the change perspectives, compared to the 
results from literature, shows that having more questions would have given a more reliable view. 
 
A note on the negative attitude towards NWOW and activity-based workplaces may be at its place. Often 
employees fear losing their own workplace. They are of the opinion that their work requires a concentrated 
workplace in order to be productive, and the ‘new office’ does not facilitate this to a satisfying extent. The 
question is whether this argument is 100% legitimate. Research has shown there is often a difference in the way 
people perceive their work, versus the work they actually do (Bjerrum & Aaløkke, 2005). The reason for this 
misperception may lie in the ‘industrial mind-set’ of employees: one has to produce visible results, hence 
individual and concentrated work is essential. In that mind-set informal meetings, telephone calls and other 
‘disturbances’, are not seen as ‘real’ work and tend to be ‘forgotten’ and even eliminated from the perceived 
work patterns. In their research Bjerrum & Aaløkke (2005) found that there can be major differences between 
the perception of work versus the actual work. In an IT company, where workers claimed to be working 
concentrated on their workplaces all day, the actual presence in workplaces, over an observed period of 14 days, 
was only 45%. A similar figure appeared in an Australian desk utilization study: the perceived time spent at desks 
was 81%, in reality is was only 40% (Laing & Wittenoom, 2013). Doing research on activity patterns using input 
from employees may help determine needs and expectations, but should always be supported by additional 
(objective) observations. 

4.2 Conclusions 

The New Way of Working and Activity Based Working can support organizations in becoming more flexible and 
efficient, whilst reducing cost. In this case study the attitude towards NWOW and Activity Based Working was 
surveyed, showing the following results: 

Overall, almost 60% of the respondents have a fairly positive or positive attitude towards NWOW and 
Activity Based Working. One-third is neutral and 10% is fairly negative or negative. It is important that 
managers support the change, and that managers who have reserves are convinced of the benefits, before 
the implementation starts. Negative signals from employees should not be ignored as they may reflect the 
feelings of a larger group. 
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Employees working (almost) all week at the hospital (center), and those having much concentrated work in 
their activity pattern, are more negative than others. The fear of losing one’s own desk should be openly 
discussed; implementing NWOW is meant to support employees in becoming more flexible and satisfied in 
their work, not to exploit or demotivate them. 

The biggest gaps, or highest expectations, are on the improvement of the work environment and 
communication. Differences between managers and employees need to be taken into account, such as the 
expectations employees have on multiple device support, and Bring Your Own Device (BYOD) or Choose 
Your Own Device (CYOD). 

Activity patterns can be useful in determining the optimal workplace mix in the new environment.  The 
results show that attention needs to be given to sufficient concentrated workplaces. An open discussion on 
future lay-outs may help engage employees in the transition. 

From the perspective of change, the respondents with the white-print perspective are the most reserved. 
They also have the biggest gaps, or expectations, for the improvement of the work environment and work-
live balance. Their ability to be energized by a change in which they are optimally involved, could reverse 
negativism into engagement. 

The contribution of this research to the (limited) literature in the field of NWOW, is that this case shows that 
doing pre-implementation research generates a lot of extra insight, as to where to focus on in the 
implementation that lies ahead. Tools such as the Analysis Monitor and the views on Activity Profiles may help 
management and office (re)designers to better focus the implementation, and better tailor the design of the 
work environment to the needs and expectations. Implementing NWOW and Activity Based Working is a 
complex endeavor, and a battle against mind-sets, such as the industrial mind-set. This research only provides a 
first glance of the future that will emerge when new, activity-based, ways of working are implemented. The 
results of this case study should therefore be used with caution, as more future research should support these 
first findings, that only point in a possible direction, whilst the reality is multifaceted. 

Acknowledgements 
Jon van Zwieten thanks his supervisors L.J. Lekkerkerk and L. Engelen, of the Institute for Management Research 
of Radbout University, for their insightful comments and support. 

References 
Baane R., Houtkamp P.,& Knotter M. (2010). The new world of work unraveled – about Bricks, Bytes and Behavior. 1-168. 

Koninklijke Van Gorcum BV. ISBN 9789023245858. 
Beijer, M., Brunia, S., De Bruyne, E., Gosselink, A.M. & Pullen, W.R. (2011). Activity wizard: Knowledge on activity patters of 

employees. Center for People and Buildings. Delft University of Technology. Institutional Repository.  uuid:7bd98a3f-
84a6-448b-a028-5b44f692f135 

Beijer, M., De Bruyne, E., Brunia, S. & Gosselink, A. (2014). Activity patterns seem to stay the same: Good fundament for 
the design of activity-based office environments. Facility Management Information. Delft University of Technology. 
Institutional Repository. uuid:926be9c3-e84c-4509-a68f-873e142555ac 

Bijl, D.W. (2011). Journey towards the New Way of Working - creating sustainable performance and joy at work. Par CC. 
ISBN: 978-94-90528-00-3. 

Bjerrum, E., & Aaløkke, S. (2005). Working together: Work space, organization and conception of work. The International 
Telework Conference 2005, pp. 1-13. Alexandra Institute. Center for New Ways of Working. Aarhus University. 

Brunia, S. & Pullen, W. (2014). The occupation measured: Occupancy rates in office land. Proceedings of the Center for 
People and Buildings, No.2. Center for People and Buildings. Delft. 

Caluwe, L. de & Vermaak, H. (2003). Learning to Change. A Guide for the Organization Change Agent. Thousand Oaks, CA. 
Sage Publications Inc. 

Caluwe, L. de & Vermaak, H. (2004). Change Paradigms: An Overview. Organization Development Journal. Volume 22, 
Number 4, Winter 2004. 

Caluwe, L. de. (2007). Changing: a multiple perspective. Tijdschrift voor Medisch Onderwijs. December 2007, Volume 26, 
Issue 6, pp 205-209. DOI 10.1007/BF03056825. 

Caluwe, L,. & Vermaak, H.(2016) Knowing yourself as a change agent: A validated test based on a colorful theory of change. 
In: D.W. Jamieson, R. Barnett & A.F. Buono (Eds.), Consultation for organizational change revisited (Research in 
Management Consulting Vol.23, Charlotte, NC: Information Age Publishing (in press).  

De Bruyne, E., Beijer, M., Brunia, S. & Gosselink, A.M. (2014). PACT: Calculating nWoW accomodation that suits the 
organisations' work processes. ERES 2014: European Real Estate Society 21st Annual Conference.  uuid:36302673-
310e-423a-8f18-f51dac547de0 

1029



 
Arjan de Kok, Jon van Zwieten and Remko Helms 

De Bruyne E. & Beijer, M. (2015). Calculating NWoW office space with the PACT model, Journal of Corporate Real Estate, 
Vol. 17 Iss: 2, pp.122 – 133. 

Hammer, M., & Champy, J.A. (1993) Reengineering the Corporation: A Manifesto for Business Revolution. Ch. 4 & 5. 
HarperCollins Publishers Inc. ISBN 0-06-662112-7. 

Kok, A. de, Koops, J. & Helms, R.W. (2014). Accessing the New Way of Working: Bricks, Bytes and Behaviour. Proceedings of 
the 18th Pacific Asia Conference on Information Systems, PACIS 2014. 

Laing, A. (2013). Work and workplaces in the digital city. Center for Urban Real Estate. Columbia University. 
Laing, A., & Wittenoom, S. (2013). The Emerging City Workscape : Propositions for Sydney. Strategy+ Aecom. 
Van Nistelrooij, A. van. Caluwé, L. van, & Schouten, N. (2011). Colourful Ways of Looking at Change: An Explorative Study 

under Dutch Management Consultants. Journal of Change Management, Vol.17: No.3, pp. 243-254. DOI: 
10.1080/14697010701689950 

Pietersen, B. (2013). How valid are the questionnaires on the colors of change by Caluwé and Vermaak? An extensive 
quantitative analysis of the framework. Master thesis. Amsterdam: Vrije Universiteit. 

Strikwerda, J. (2010). Shared Service Centers II: From cost reduction to value creation. (Dutch) Van kostenbesparing naar 
waardecreatie. A Publisher: Van Gorcum. ISBN 978-90-232-4663-3. 

Yin, R.K. (2009). Case Study Research. Thousand Oaks , California, USA, Sage Publications. 

1030

View publication stats

https://www.researchgate.net/publication/308786008

