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Herding cats –  
Future professionals’ expectations of attractive employers** 

Professionals, like business consultants, have been described as crucial for modern 
knowledge-intensive organizations, but they are not always thought to be easy to man-
age or to attract. This might be due to a need for autonomy and commitment that is 
aimed more at the profession than at their employer. For their recruitment it is thus 
important for modern organizations like professional service firms (PSFs) to know 
what expectations applicants who are future professionals have regarding human re-
source (HR) principles and programmes. We refer to the institutional logics perspec-
tive to gain insights whether, in the context of PSFs, applicants’ expectations are asso-
ciated with the logic of the profession, the corporation or the family. This article de-
scribes a discrete choice experiment conducted to analyse the influence of HR attrib-
utes in job advertisements used by PSFs to attract business management students. We 
use a hierarchical Bayesian analysis to carry out the conjoint analysis, as it enabled us 
to measure the relative importance of attributes on an individual level. The results 
show that first required job-related attitudes and then company and job description 
are the most important features of a job advertisement. Our study also indicates that 
future professionals simultaneously draw on different institutional logics when decid-
ing which employer is attractive. 
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Introduction 
The expression “herding cats” has been used to describe the challenge that anyone 
encounters, who tries to manage professionals (Løwendahl, 2005). Professionals are 
highly-skilled and knowledgeable individuals (Armbrüster, 2004; Starbuck, 1992), who 
are very committed (May, Korczynski, & Frenkel, 2002), strive for autonomy yet dis-
approve classical forms of authority and control (Von Nordenflycht, 2010). These 
characteristics account for the challenging task of managing professionals in modern, 
bureaucratized organizations. But this is exactly what professional service firms (PSFs) 
are aiming for. Even before professionals enter the organizations, attracting them to 
apply might resemble the task of “cat herding” for PSFs as professionals, due to their 
highly demanded skills, usually have a strong bargaining position relative to the com-
pany (Von Nordenflycht, 2010). Tensions arise due to different organizing and man-
aging expectations (Greenwood, Suddaby, & McDougald, 2006). Professionals might 
strive for competitive salaries, self-actualization or work-life balance, or seek a positive 
corporate culture in their jobs. It is an important task for the human resource man-
agement (HRM) in PSFs to attract talents as PSFs are almost solely dependent on 
“human capital” (Teece, 2003). The management consultancy industry, which we ad-
dress in our study, is in particular known to invest considerable effort in recruiting and 
selecting qualified employees (Armbrüster, 2004). The question, what professionals 
and future professionals expect from employers is thus crucial for PSFs. In this paper, 
we aim to provide a better understanding of future professionals’ expectations regard-
ing their employment in PSFs. HR principles and programmes like training and devel-
opment, compensation and rewards commonly take up a large part in job advertise-
ments. We are interested in the HRM activities that potential applicants perceive to be 
the most important when deciding whether or not to apply to a specific company.  

PSFs merge “built-in” tensions as they combine professional with corporation-
like (or bureaucratic) characteristics. These characteristics influence organizational 
structures as PSFs have been described as resembling the archetypical forms of either 
professional partnerships or managed professional businesses (Cooper et al., 1996) 
and thereby also affecting HRM practices in PSFs (Richter, Dickmann, & Graubner, 
2008). Swart and Kinnie (2013) describe two related configurations of HR practices in 
PSFs as either professionally or organizationally oriented. Current research indicates 
that employees’ changing attitudes and lifestyles might be a societal phenomenon but 
that they affect PSFs particularly. While PFSs and consultancy companies have been 
traditionally known for the extensively long working hours and restrictions regarding 
the private life of their employees, the work-life (and work-family) balance has be-
come an increasingly important topic (Reindl, Kaiser, & Stolz, 2011; Wallace, 2006).  

While the archetype concept has been very influential in research on PSFs, it has 
been claimed that the institutional logics perspective (Thornton, Ocasio, & 
Lounsbury, 2012) is its successor (Greenwood, Raynard, Kodeih, Micelotta, & 
Lounsbury, 2011). Institutional logics provide actors with legitimate courses of action 
and vocabulary as well as meaningful interpretations of the world (Thornton & 
Ocasio, 2008), stemming from different value systems. Thus, similar to archetypes, 
logics guide organizations’ and individuals’ assessment of proper (HR) management. 
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An important detail is, however, that institutional logics account for more than two 
possible value orientations (usually) and that these ideal types are not understood as 
specific to PSFs but are much more general and situated on the societal level. Thus, all 
actors, organizational and individual, are to varying degrees able to draw on different 
institutional logics (Pache & Santos, 2013) to organize their own actions and evaluate 
others’. Current research sees situations characterized by institutional complexity, 
where interpretations and demands stem from plural institutional logics, as the rule ra-
ther than the exception (Greenwood et al., 2011; Kraatz & Block, 2008). Thus, to the-
oretically account for different institutional logics that applicants might draw on to 
evaluate the attractiveness of PSFs’ job advertisements, we draw on the institutional 
logic of the profession and the logic of the corporation. We complement them with 
the logic of the family to take the recent work-life balance discussion into account. We 
strive to find how applicants evaluate each of the three institutional logics that might 
inform HR principles and programmes in PSFs. 

In the context of our study the relevant stakeholders are potential applicants for 
management consultant positions. We empirically analyse advanced business admin-
istration students’ choice of the consultancy company that they would apply to, based 
on a job advertisement vignette. In job advertisements, PSFs use statements to de-
scribe their organization, to enable potential applicants to classify the company and 
whether they fit in with it, and to attract professionals. We first conducted an in-depth 
qualitative analysis of 12 actual job advertisements for positions in PSFs, focusing on 
language and phrases used, HRM activities mentioned and institutional logics referred 
to. We then constructed job ad vignettes. These vignettes refer to four crucial HR 
principles and programmes: company description & job design, performance culture 
& rewards, required job-related attitudes, and training & development. For each of 
these HR principles and programmes (attributes), we formulate distinct descriptions 
(attribute levels), each rooted in the institutional logic of either corporations, profes-
sions or family. Drawing on these vignettes, we conducted a choice-based conjoint 
analysis (Luce & Tukey, 1964), that is a conjoint analysis of a discrete choice experi-
ment, which mimics the decision making process in real life situations. Our empirical 
analysis allows us to assess the relative importance of HR principles and programs (at-
tributes) as well as which value potential applicants assign to each of the HR principles 
and programmes (attribute levels).  

Our study contributes to providing an institutional perspective on HRM issues, 
especially recruitment, that goes beyond the dominant self-restriction caused by psy-
chological explanations for job choice decisions (Harold, Uggerslev, & Kraichy, 2013). 
It is thus able to account for shared beliefs and expectations that make an attractive 
employer. We also address the need for institutional research to find more evidence 
on the individual’s ability to creatively invoke different logics (McPherson & Sauder, 
2013). This might provide richer explanations of individual behaviour than the hither-
to dominant notion that actors are affiliate with the primary logic of their organization 
or occupational group. Furthermore, we address PSFs’ employer branding needs as is 
crucial for them to attract human capital, and consequently to understand applicants’ 
expectations. 
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This article is structured as follows. First, developing the theoretical background 
of our study, we review the literature on recruiting as well as its special importance in 
PSFs. We then examine the argument that several institutional logics coexist and sim-
ultaneously influence individuals’ expectations. Based on these theoretical considera-
tions, we formulate our research questions. We then present our methods, namely the 
preceding qualitative analysis of job advertisements and the quantitative method, a 
conjoint analysis of a discrete choice experiment. Based on our empirical results, we 
discuss which HR principles and programmes as well as institutional logics are per-
ceived as more important than others for choosing an employer. We finally reflect on 
the limitations of our study and on further research and conclude with a summary of 
our contributions and practical implications. 

Theoretical background and research questions 
Recruiting and employer branding in professional service firms  
PSFs such as law and accounting, management consulting, architecture or IT consult-
ing firms have increasingly received attention in organizational research. As organisa-
tions, they are distinct as they possess specific features like a high knowledge intensity, 
a professionalized workforce, and a low capital intensity (Von Nordenflycht, 2010). 
However, as PSFs crucially depend on knowledge assets, i.e. non-physical but 
knowledge-based capital that is utilized to create valuable outcomes traded on market-
places (Swart & Kinnie, 2013), they have a lot in common with the growing number 
of knowledge-intensive organizations and industries (Starbuck, 1992). While consult-
ants are clearly knowledge-workers, they do not have professional codes of ethics nor 
are they organized in professional associations. Thus, business consultancies can be 
subsumed under the label “Neo-PSFs”, a term that implies the shift from traditional 
professions to knowledge intensity (Von Nordenflycht, 2010). Due to the importance 
of competent employees in PSFs and Neo-PSFs, attention needs to be paid to “people 
matters” (Maister, 1993), i.e. the management of knowledge workers, their attraction, 
selection, retention, motivation etc. 

We focus on the first step of managing human capital in PSFs and specifically in 
consulting firms, on employee recruitment. Generally, Barber (1998, p. 5) provides the 
scope by defining recruiting as “includ[ing] those practices and activities carried out by 
the organization with the primary purpose of identifying and attracting potential em-
ployees.” In the context of PSFs, Armbrüster (2004) analysed the case study as a spe-
cific selection tool for consultancies. Focusing on interviews with consultants, Richter 
et al. (2008) find differing HR practices and policies in recruitment and selection 
(among other HRM fields) depending on whether the company is a professional part-
nership-type or a managed professional business-type organization.  

These studies therefore chose a perspective that has been described in recruiting 
literature (Rynes & Barber, 1990) as an organizational perspective on the recruitment 
process (as opposed to the applicants’ perspective). It comprises processes like organi-
sational agents deciding on which group of individuals the PSF wants to attract, on 
which methods and channels to employ to reach them, on the content of the message, 
on the influences of recruiters etc. (Breaugh, 2013). The generation of applicants thus 
poses strategic questions for organizations like for example “Who do we want to ad-
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dress?”, “What sources will we use?” etc. (Barber, 1998). This research on recruiting 
strategies and activities from an organizational perspective (Griffeth, Tenbrink, & 
Robinson, 2013; Volpone, Thomas, Inisterra, & Johnson, 2013) is complemented by 
studies focusing on individuals. Harold, Uggerslev and Kraichy (2013, p. 48) suggest 
individuals’ job choice should be considered as consisting of three main behavioural 
choices that can be subsumed under the questions: “Do I apply?”, “Do I continue?”, 
and “Do I accept the job offer?”. These choices have also been described as stages in 
the recruitment process (Barber, 1998). 

It has been argued that the first stage (the decision to apply) is especially im-
portant since if companies are unable to motivate individuals to apply, they will not 
have the chance to influence their attitude during later stages (Barber & Roehling, 
1993). In spite of this, there is generally a lack of research focusing on the perspective 
of the potential applicant in early stages of the recruitment process (Breaugh, 2013). 
There are only few studies that explore the influence of objective factors like pay, 
work schedule, promotion options, and subjective factors like organizational image. 
This gap is especially surprising as the few exceptional studies (Rynes, Schwab, & 
Heneman III, 1983) do indicate that these organisation and job attributes have a con-
siderable impact on whether or not individuals decide to apply for a specific job.1 Es-
pecially the impact of compensation (e.g. Cable & Judge, 1994) and characteristics of 
the job like autonomy, challenge, travel etc. as well as organisational characteristics like 
reputation, job security, diversity etc. (for a meta-study see Uggerslev, Fassina, & 
Kraichy, 2012) have been studied.  

A method that asks study participants to rate job descriptions that combine vari-
ous attributes with varying levels, is called a policy capturing method (Barber, 1998; 
Slaughter, Richard, & Martin, 2006). This method of assessing applicants’ preferences 
regarding certain job or organization attributes does not require applicants to have 
self-insight, which is required when they are presented a list of job factors and ask to 
rate or rank them (the direct estimation method). Policy capturing thus has the ad-
vantage of being more realistic in providing a context for the individual’s decision (at-
tributes are evaluated jointly not separately) and directly links their preferences to the 
decision to apply or to accept a job offer (Barber, 1998). In this context, scenarios that 
contain manipulated variables, for instance promotional opportunities, pay level etc., 
have also been used to assess individuals’ attraction and job pursuit intentions 
(Aiman-Smith, Bauer, & Cable, 2001). In their study on work-life benefits’ influence 
on job choice, Thompson and Aspinwall (2009) presented students with fictitious job 
descriptions. They point out, however, that in future studies it would also be im-
portant to make job descriptions more realistic and more akin to actual job advertise-
ments.  

Most organizations communicate characteristics in job advertisements in news-
papers or using online postings since these are a common recruitment source (almost 
90% of organizations looking for professional and technical employees, Mason & 
Belt, 1986). Although applicants might learn about job characteristics from other 
                                                           
1  This does not, however, necessarily imply that individuals behave rationally in job deci-

sions (Harold et al., 2013).  
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sources (e.g. during the job interview) or have prior knowledge about the organiza-
tion’s characteristics, employment advertisements are usually the first specifically job-
related contact between future applicants and employers. Thus, the basic assumption 
of studies in this area is that “job seekers use job advertisements to gather important 
information about potential employers and jobs” (Walker & Hinojosa, 2013, p. 268). 
While the majority of studies on recruiting would see the use and specific formulation 
of job advertisements as a strategic or rational decision, Rafaeli and Oliver (1998) 
point out that employment ads can be studied drawing on other theoretical assump-
tions. In the context of our study it is especially important that they can also be seen 
as linking individuals and organizations and facilitating sense-making processes 
(Rafaeli, 2006). The information contained in job ads “attracts particular types of indi-
viduals and encourages self-selection among potential applicants” (Rafaeli & Oliver, 
1998, p. 351). Discussing theoretical models that explain advertisement effects, Walker 
and Hinojosa (2013) argue that social identity theory and person-organization (PO) fit 
approaches are similar in assuming that a perceived congruence between the individu-
als’ characteristics and the employer’s characteristics is important for applicants’ job 
choice decisions.  

Returning to recruiting and employer branding in PSFs, there is a longstanding 
discussion about two distinct (“archetypical”) sets of job and organization characteris-
tics (Cooper et al., 1996; Greenwood & Hinings, 1993). The two archetypes “profes-
sional partnerships” and “managed professional businesses” describe distinct struc-
tures (the relative importance of specialization, rules and procedures) and systems (the 
specific forms of strategic, financial and operational control) (Cooper et al., 1996) and 
also influence HRM practices in PSFs. Richter et al. (2008), for instance, empirically 
generated a detailed comparison of HRM approaches in professional partnerships and 
managed professional businesses. It comprises general HRM principles as well as spe-
cific HRM policies and practices like recruitment and selection, training and develop-
ment, career management, reward systems etc. Similarly, Swart and Kinnie (2013) 
identify recruiting and selection, job design, allocation of staff to project teams, train-
ing and development, performance management criteria, reward structure and in-
volvement and participation as knowledge assets of PSFs. They draw on multiple cas-
es to construct two – organizationally and professionally focused – configurations of 
these HRM practices in PSFs. 

The two archetypes, professional partnerships and managed professional busi-
nesses, however are also associated with different interpretative schemes (Cooper et 
al., 1996). The interpretative scheme is closely connected to structures and systems as 
it is a “set of beliefs and values, that is embodied in an organization’s structures and 
systems“ (Greenwood & Hinings, 1993, p. 1055). Cooper et al. (1996, p. 626) specify 
that the interpretive scheme in professional partnerships is shaped by a specific notion 
of governance (ownership and control are not separated, they show a form of repre-
sentative democracy etc.) and by a shared understanding of the primary tasks (profes-
sional knowledge, peer control, work responsibility, a strong connection to clients, 
minimum hierarchy etc.). In the managed professional business the interpretive 
scheme stresses effectiveness and efficiency. These principles are apparent in their fo-
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cus on management, rationalization, productivity and competition as well as in client 
service and marketing and growth strategies (1996, p. 630).  

Institutional logics and professional service firms 
The notion of archetypes that comprise material aspects (specific structures and sys-
tems) and symbolic aspects (shared meanings or interpretive schemes) corresponds to 
the notion of “institutional logics” in institutional theory (Thornton et al., 2012). Ar-
chetypes and interpretive schemes might even be seen as an predecessor of institu-
tional logics (Greenwood et al., 2011). Institutional logics are “the socially construct-
ed, historical patterns of material practices, assumptions, values, beliefs, and rules by 
which individuals produce and reproduce their material subsistence, organize time and 
space, and provide meaning to their social reality” (Thornton & Ocasio, 1999, p. 804). 
They thus also combine material aspects like legitimate practices with symbolic aspects 
like appropriate vocabulary and meaningful interpretations of the world (Thornton & 
Ocasio, 2008). A main difference, however, is that the notion of archetypes has been 
restricted to specific organizations, PSFs, where they were empirically developed. The 
institutional logics perspective argues that certain logics provide legitimate practices 
and belief systems that are not only valid for a certain group of organizations, but also 
in whole organizational fields (Greenwood & Suddaby, 2006) and even on a national 
(Zilber, 2006) and societal level (Thornton, 2004).  

According to Friedland and Alford (1991), the two sociologists who coined the 
term, institutional logics constitute a set of distinct institutional orders and their or-
ganizing principles within societies and connect institutionalized practices with sym-
bolic systems of meanings and values. Each institutional order has certain distinctive 
values, which can be described as core or logic from which a coherent, highly legiti-
mated system of meaning evolves (Berger & Luckmann, 1966). Prominently, 
Thornton, Ocasio, and Lounsbury (2012) identified family, community, religion, state, 
market, profession, and corporation as core values, from which institutional orders 
comprising particular norms, sources of legitimacy, authority, identity etc. evolve. For 
example, the institutional logic of the profession is characterized by personal expertise 
and professional quality standards. The profession as a relational network that is more 
associated with membership in a professional association than with being employed 
by a specific organization. The institutional logic of the corporation, on the other 
hand, depends on hierarchy, management, and bureaucratic roles and the normative 
influence on employees is mainly derived from employment in a specific firm and its 
organizational culture. Family logic is characterized by unconditional loyalty to the 
family and membership in a household determines the identity of individuals 
(Thornton et al., 2012, p. 73).  

It is important to note that these institutional logics are institutionalized on the 
societal level, which means that for instance not only members of a profession can 
draw on the professional logic. Pache and Santos (2013) differentiate between several 
ways that people become familiar with institutional logics. Direct experience through 
education or work experience is a form of being exposed to institutional logics, but 
they might also be experienced through the transmission of collectives like organiza-
tions or professional associations. However, as individuals are necessarily also mem-
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bers of a society, they are familiar with the fundamental institutional logics of the fam-
ily, community, religion, state, market, profession, and corporation (Pache & Santos, 
2013). Thus, while the degree to which people are able and willing to access and enact 
a specific logic, such as the professional logic depending on the intensity of exposure 
to it (Thornton et al., 2012), long-serving members of a profession and “amateurs” 
alike have an understanding of what “professional” means and can relate to the pro-
fessional logic.  

The argument that societal value systems serve as a reference for legitimating, jus-
tifying and evaluating practices and events for all individual and organizational actors 
is especially pronounced in the French tradition of the economies of worth (Boltanski 
& Thévenot, 2006). There have been attempts to enrich institutional theory by inte-
grating aspects of this discussion (Cloutier & Langley, 2013; Patriotta, Gond, & 
Schultz, 2011).  However, the narrow focus on one or two dominant institutional 
logics has also been criticized within the institutional logics perspective (Goodrick & 
Reay, 2011) and is increasingly substituted by the notion that various institutional 
logics simultaneously exist and persist. Thus responses to this institutional complexity 
and pluralism need to be examined (Cooper et al., 1996; Kraatz & Block, 2008; Pache 
& Santos, 2010). In addition, current research criticizes the sole focus on organiza-
tions reacting to institutional demands and calls for more attention to how individuals 
enact institutional logics (Bullinger, 2014; Pache & Santos, 2013). In an empirical 
study of public sector employees, Meyer and Hammerschmid (2006) found that shifts 
in the logics of the sector are reflected in how employees construct their social identity 
and that individuals might hybridize identities by simultaneously referring to different 
logics in their accounts and vocabulary. McPherson and Sauder (2013) conducted an 
ethnographic study at a drug court and observed that probation officers, clinicians, 
public defenders, and state attorneys have a high degree of discretion in how they use 
institutional logics “on the ground”. “Hijacking” logics, that is the use of logics, which 
are more closely associated with other professional groups, proved to be “an effective 
way of building consensus around proposed solutions“ (McPherson & Sauder, 2013, 
p. 181). 

Looking at PSFs from the institutional logics perspective, they are ideal for study-
ing the co-existence of different institutional logics. While, as argued above, this situa-
tion of institutional complexity is the rule rather than the exception, PSFs are organi-
zations that might experience tensions more explicitly as they – because of the nature 
of their services – have always combined professional attributes with organizational 
(or bureaucratic) characteristics. There is extensive sociological literature (Abbott, 
1988; Freidson, 1988) that describes the idiosyncratic nature of professions. For in-
stance, several studies of the field of health care utilized the institutional logics per-
spective to describe the tensions between the doctors’, nurses’, or pharmacists’ profes-
sional logic and the increasingly prevailing managerial logic (Kitchener, 2002; Reay & 
Hinings, 2009; Scott, 2000). Among law firms, Cooper et al.’s study (1996) provided 
insight into the influence of beliefs on organizational changes in their field, while a re-
cent study described public accounting’s struggle with the existence of commercialism 
and professionalism logics in its field (Malsch & Gendron, 2013).  
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We build on this tradition of studying PSFs from an institutional perspective, but 
take into account the current assumption that actors (individuals and organizations) 
are usually faced with situations in which several logics are available to a greater or 
lesser extent. Thus, in this article we are interested in the interplay of three logics: the 
logic of the profession, the corporation, and the family. While conceptually all logics 
might be present, we methodically need to restrict to these logics, which can be argued 
as the most relevant in the context of PSFs’ recruiting and employer branding effects. 
Besides the logics of the professions and of the corporation already discussed, family 
logic is gaining in importance in the work context in general and in professional work 
especially. A current stream of research is concerned with changing demands regard-
ing the integration of professional work and private life (Reindl et al., 2011), with the 
balance of family and career being only one private priority among possible others. 
This also reflects current HRM research, which draws attention to employees’ chang-
ing expectations and demands (Sturges & Guest, 2004; Thompson & Aspinwall, 2009; 
Wallace, 2006). Family logic not only accounts for employees’ growing interest in hav-
ing a fulfilling private and family life beside their career, but more generally refers to 
the responsibility that employers increasingly take for their employees’ well-being, thus 
striving for high-trust relationships, family-like structures and commitment that go be-
yond traditional notions of the employment relationship (see the notion of "work 
family" in Sturges, 2013).  

Focusing on future professionals, who experience a multitude of institutional 
demands, influenced by different stakeholders (family, peers, previous employers, 
teachers, the media, the public etc.), we aim to gain a better understanding of the at-
tributes they are looking for in employers. In line with institutional theory, we assume 
that their expectations are routed in societal values, i.e. institutional logics. In particu-
lar, we are interested in the HR principles and programmes they find attractive when 
reading job ads (see research question 1 below) and the logics with which these HR 
principles and programmes can be associated (research question 2). 

Research questions 
In our study we are interested in individuals’ decisions to apply for a job in PSFs. 
Usually, this decision will be based on a concrete job advertisement (“Will I apply for 
this job at this specific company?”). Job advertisements contain impression manage-
ment and a recruitment message, which might be intertwined (Rafaeli & Oliver, 1998). 
They therefore constitute a specific genre with its own rules. Rafaeli and Oliver (1998, 
p.  345) argue that the “skeleton” of information in this genre comprises “an organiza-
tional identity, its human resources needs, information about what is required to fulfil 
these needs, and information about how to contact the organization.” The description 
of the ideal candidate as a part of the recruitment message is often combined with a 
description of HR-related issues, for instance what the organization offers regarding 
career development, culture, rewards etc. This not only provides information to po-
tential applicants but also serves to create a specific organizational identity. Job ads 
thus include HRM principles, which are “stated values beliefs and norms” regarding 
the management of people, for instance “employee performance is valued” (Arthur & 
Boyles, 2007, p. 79). In these descriptions, specific HRM programmes, i.e. a bundle of 
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formal HR activities like training or flexible working hours (Arthur & Boyles, 2007), 
might be mentioned (“We offer individualized training”). Of course this does not al-
low any assessment of whether these HRM programmes have actually been installed 
or used in a specific organization.  

Bretz & Judge (1994) argue that human resource systems (HR programs in 
Arthur and Boyles’s terms, 2007) affect job choice decisions. A broad range of HRM 
practices might be relevant in PSFs (Richter et al., 2008). In their attempt to differen-
tiate between two HRM configurations, organizationally and professionally focused, 
PSFs Swart and Kinnie (2013) work with a list of 7 HRM practices: recruitment and 
selection, job design, allocation of staff to project teams, training and development, 
performance management criteria, reward structure, involvement and participation.  

In our study we address the intersection between the discourse on HRM activities 
in PSFs and on job advertisements as a specific genre, thus we focus on HR principles 
or programmes that are commonly communicated in job advertisements. Based on a 
review of the literature and insights from our qualitative analysis of actual job adver-
tisements, we identified four crucial HR principles and programmes which are com-
monly addressed in job advertisements: company description & job design, perfor-
mance culture & rewards, required job-related attitudes, and training & development. 

Company description & job design. Organizational descriptions are an important 
feature of job advertisements that both aim to present a specific organizational identi-
ty (Glynn, 2008) and the very basic HR principles which allows applicants to assess 
their suitability for the company (Rafaeli & Oliver, 1998). We combine the company 
description with job design (Swart & Kinnie, 2013) since firms’ identities direct how 
they depict the positions they want to fill.   

Performance culture & rewards. In job advertisements, the distinction that Swart 
and Kinnie (2013) make between performance management criteria and reward struc-
ture is not usually found as the information is more superficial and e.g. does not elab-
orate an concrete performance management criteria. However, several studies are 
concerned with the influence of compensation on job choice decisions. Boswell, 
Roehling, LePine, and Moynihan (2003), for instance, conducted a longitudinal study 
of several factors that influence job choice decisions, finding that compensation and 
benefits are important in applicants’ decisions about what they look for in an employ-
er and whether they accept a job offer. Also, Barber & Roehling (1993), using verbal 
protocol analysis (i.e. reflecting while reading job advertisements), conclude that com-
pensation is important. However, there are also contradictory studies, such as Stolle’s 
(1977) rather old survey, which found that factors like friendliness of future colleagues 
and a relaxed atmosphere were much more likely to influence the decision if students 
receive more than one job offer by one of the big eight accounting firms.  

Required job-related attitudes. Since our study only includes people with the same 
educational background (current master students in the area of business administra-
tion), information about what is required to fulfil the company’s needs (Rafaeli & 
Oliver, 1998) address job-related attitudes rather than formal or education require-
ments. Current studies also suggest that individuals’ deep-level characteristics like atti-
tudes and values (as compared to surface-level differences such as demographic dif-
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ferences) are crucial for explaining whether advertised HR policies, affect their inten-
tion to pursue the job (Casper, Wayne, & Manegold, 2013). We argue here that while 
this part of the job ad does not refer to any specific HR programme, many do feature 
parts where ideal candidates or their expectations are described and these contain be-
liefs, norms and values. This is intended to only attract people who are a good match 
for the job. Thus, in job ads the description of ideal candidates and their attitudes 
serves to strengthen an organizational identity and provide self-selection of employees 
at the same time (Griepentrog, Harold, Holtz, Klimoski, & Marsh, 2012).  

Training & development. Studies on strategic HRM pointed out the importance 
of training and development as HRM practice (for an overview see Dyer & Reeves, 
1995). In Boswell et al.’s study (2003), the training provided also ranks relatively highly 
(5th out of 12 factors) in response to the question what people look for in an employ-
er. Stolle (1977, p. 478) also concludes that after social and interpersonal factors (at-
mosphere and friendliness) “greater opportunity for advancement” and “better train-
ing opportunities” are the most important for the employer choice of accounting 
graduates.  

As a first research question we thus ask: 
1. Which HR principles and programmes mentioned regularly in job advertisements 

are most important and attractive for potential applicants? 
Based on the discussion of institutional logics, we develop three levels for each of the 
four attributes. These levels are necessary because for each of the HR principles or 
programmes, there might be very different notions of how the employment relation-
ship between a PSF and its employees should look like. For instance, it might be pref-
erable to do training & development in-house, team-based and on-the-job or using ex-
ternal professional training courses. As legitimate but distinct ways of organizing work 
in PSFs, these communicated HR principles and programmes are routed in different 
institutional logics; the professional logic, corporation logic or the family logic. To 
formulate the attribute levels, we draw on the descriptions of institutional logics in 
Thornton et al.’s inter-institutional system (2012). Additionally, we use the influential 
distinction in PSF literature between professionally and organizationally focused 
(Swart & Kinnie, 2013) or expertise and efficiency focused PSFs (Doorewaard & 
Meihuizen, 2000) and the description of HR practices that follow from it. In the light 
of recent developments in PSF research, we add another dimension to the study of le-
gitimate ways of organizing professional work, a fairly recent attention to work-life 
balance and its specifics for professionals (Reindl et al., 2011). In recent years, policies 
regarding the work-life and the work-family balance of employees have been increas-
ingly introduced in companies (Casper et al., 2013). We argue that these considera-
tions of professionals’ private life and family by companies can be described as adher-
ing to an institutional logic of the family. Not only because their employees should 
have more time for their families but also because of employers’ new focus on good 
collegial relationships at work and PSFs taking responsibility for the well-being of 
their employees (Burke, 2009; Groysberg & Lee, 2008; Litrico & Lee, 2008). 
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Based on these considerations of institutional logics in PSFs, we are interested in 
which institutional logics (professional, corporate, family) prospective professionals 
prefer and we therefore ask: 
2. Which worth do potential applicants assign to the attributes of HR principles and 

programmes and the underlying institutional logics? 

Qualitative methods 
Aiming to complement insights from HRM and PSF literature, we conducted an in-
depth qualitative analysis of 12 actual job advertisements for Austria that were adver-
tised by PSFs on websites of two online job portals (Jobpilot/Monster and Stepstone). 
This analysis was aimed at, firstly, finding out which HR principles and programmes 
discussed in the HRM and PSF literature are commonly contained in job advertise-
ments and secondly, to identify which logics are implied in job advertisements. There-
fore, we coded the text separately twice: for HR principles and programmes and for 
institutional logics. Using Richter et al.’s (2008) overview of HRM approaches and 
Swart and Kinnie’s (2013) description of HRM practices in PSFs as an orientation, we 
categorized the information contained in job advertisements according to their con-
nection to HR principles or their reference to specific HR programmes. We thereby 
identified the four most often mentioned categories as company description & job de-
sign, job-related values, performance culture & rewards, and training & development. 

To ensure that different attribute levels are associated with certain institutional 
logics, we conducted a second coding of the ad texts according to the professionally 
or organizationally oriented HR practice descriptions by Swart and Kinnie (2013) and 
according to institutional logics. Similar to Glynn and Lounsbury (2005), who analysed 
the text of art critics’ reviews regarding phrases that refer to the market or to the aes-
thetic logic, we focused on the value that certain expressions imply and categorized 
these according to descriptions of the main features of institutional logics in the inter-
institutional system (Thornton et al., 2012). Thus, our coding was theory driven in 
terms of using the institutional logic of the corporation, the profession and the family 
as main category structure. However, unlike Patriotta et al. (2011) we did not strictly 
apply a list of semantic descriptors but rather tried to code for the underlying logic 
and therefore used the descriptions by Swart and Kinnie (2013) and Thornton et al. 
(2012) as indications for the presence of a specific logic. This analysis ensures that 
each level of the attributes was formulated to show the typical characteristics of the 
job ad genre as well as words that capture the meaning of the three institutional logics; 
the logic of the corporation, of professions and of the family.  

The qualitative analysis also helped to identify typically used terminology, phrases 
etc. in order to write vignettes that are realistic and that represent aspects of employer 
branding routinely encountered by applicants looking to work at PSFs. Though em-
ployer branding suggests intangible and emotional factors that might contribute to in-
ter-attribute correlation, the attributes were specifically defined to minimize this (see 
Hair, Black, Babin, & Anderson, 2010, p. 314). 
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Experiment 
Research design 
In order to answer our research questions formulated in the previous section, we con-
ducted a choice-based conjoint analysis, that is a conjoint analysis of a discrete choice 
experiment. Conjoint analysis is based on the method developed by Luce and Tukey 
(1964). The aim of this method is to derive the influence of attributes (and their levels) 
on the total utility of a combination of attributes (stimuli). Conjoint analysis is a de-
composition method in which the estimation of influence (part-worth utilities of at-
tribute levels, relative importance of attributes) is based on the empirically collected 
total utility of the respective stimuli (Hair et al., 2010). Instead of asking subjects direct 
questions about the desirability of the chosen attribute level, conjoint analysis simulta-
neously evaluates the attributes and thus excludes socially desirable responses. In a 
discrete choice approach, respondents select a single full profile from a set of profiles 
(choice set) instead of rating or ranking each profile separately (Hair et al., 2010, p. 
263). The important advantage of choice data compared to, e.g., rankings and ratings 
(Guillot-Soulez & Soulez, 2014) is greater face validity. Making a choice is what appli-
cants do (“decision to apply”), and it is this type of behaviour that companies usually 
seek to predict. Thus, discrete choice experiments mimic the decision making process 
in real life situations (Orme, 2009). There have been first attempts to utilize choice-
based conjoint analysis in the context of employer branding and recruitment (Guillot-
Soulez & Soulez, 2014; Tumasjan, Strobel, & Welpe, 2011), but to our knowledge this 
paper represents the earliest attempt to apply this technique to employer branding in 
PSFs and to account for institutional explanations of behaviour.  

We carried out the conjoint analysis of the choice data by means of a hierarchical 
Bayesian analysis that estimates the respondents’ utility functions across job attributes. 
The results formed the basis for determining preference shares of the respondents in 
simulations of competing job descriptions.  

Survey instrument and sample 
We conducted a computer-based lab experiment programmed and administered with 
the software LimeSurvey. The questionnaire covered two main areas. The first section 
was to elicit preferences through a discrete choice experiment. Respondents were 
asked to compare a number of job advertisements for a position in a business consult-
ing company which differed in the following ways: company description & job design, 
performance culture & rewards, required job-related attitudes, and training & devel-
opment. The second section of the questionnaire focused on socio-demographic ques-
tions. 

As a first step of the data collection process, a database of target respondents was 
developed in the preliminary phases of the research projects. Contact details of uni-
versity lecturers who teach main courses in the final stage of the students' master or 
diploma degree programmes in business administration were gathered from the course 
catalogue and the authors contacted the lecturers. Overall, a list of 12 courses with 
target respondents was compiled. 10 university lecturers agreed to let us contact their 
advanced business students. Before launching the survey, a pre-test with a limited 
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number of students from the sample was conducted. The discrete choice experiment 
was carried out at the University of Innsbruck, Austria, between March and June 
2014. 

Table 1: Descriptive statistics for the research samplea 

 
Given the relative homogeneity of the respondents, it was determined that a sample of 
approximately 200 would be adequate to represent the employee group of profession-
al services firms. We received 239 responses. All of the respondents successfully com-
pleted the entire discrete choice task. However, seven records were disregarded due to 
missing values and implausible answers in the socio-demographic variables. Table 1, 
which displays descriptive statistics, suggests that the sample is relatively well diversi-
fied with respect to gender and the field of studies. 

Experimental design 
Before the actual experiment, the qualitative analysis of job advertisements indicated 
four factors as the most common attributes used in job ads to attract business stu-
dents. These four attributes are shown in Table 2.  

 Research sample 

 number mean or percent 

Gender 
 Female 
 Male 

 
117 
115 

 
50 
50 

Age of respondent (S.D.=2.91)   25.09 

Highest educational degree 
 Bachelor's degree 
 Master's degree 

 
214 
18 

 
92 
8 

Field of studies (multinominals) 
 Bachelor's Programme Sociology 
 Bachelor's Programme Sports Management 
 Bachelor's Programme Political Science 
 Bachelor’s Programme Management and Economics 
 Diploma Programme Business Education 
 Diploma Programme Business Law 
 Diploma Programme International Economic and Business Studies 
 Diploma Programme Law 
 Master's Programme Accounting, Auditing and Taxation 
 Master's Programme Applied Economics 
 Master's Programme Banking and Finance 
 Master's Programme Business Education 
 Master's Programme Information Systems 
 Master's Programme Organization Studies 
 Master's Programme Strategic Management 
 Others 

 
4 
5 
6 

164 
2 
2 

10 
1 

16 
1 

13 
5 

13 
14 
44 
25 

 
2 
2 
2 

71 
1 
1 
4 
0 
7 
0 
6 
2 
6 
6 

19 
10 

______________________ 

a  Based on the remaining 232 respondents after having eliminated 7 respondents because of missing values and  
   implausible answers in the socio-demographic variables. 
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Table 2: Attributes and attribute levels on job advertisements  

Attributes Levels 

1. Company description 
& job design 

1. We – a competitive company – are looking for process-oriented, well-structured and  
dedicated employees for varied tasks. 
2. We – a client-oriented company – are looking for a professional, competent and highly  
qualified expert for demanding consulting responsibilities. 
3. We – a company proud of its tradition – are looking for a communicative team member  
with a very good demeanour. 

2. Performance  
culture & rewards 

1. In addition to salaries based on job tenure, we offer bonuses depending on the company's 
performance. 
2. In addition to salaries based on qualifications, we offer bonuses depending on the number 
and size of the clients you consult. 
3. In addition to salaries plus fringe benefits, we offer bonuses depending on team  
performance. 

3. Required job-related 
attitudes 

1. Structured working and being part of a great corporate culture characterize your ideal job. 
2. Self-determined, autonomous working and enthusiasm for your tasks characterize your  
ideal job. 
3. A high degree of work-life balance as well as a friendly working climate and social balance 
characterize your ideal job. 

4. Training &  
development 

1. We offer in-house training and coaching and promote your career in our company. 
2. We offer certified professional training courses and promote your expertise and  
competences. 
3. We offer team-based on-the-job training, as well as mentoring, and promote your  
personal development. 

 
All possible combinations of levels as well as the possible combinations of profiles in 
the choice tasks were examined to identify any inappropriate combinations, and none 
were found. A small-scale pre-test and evaluation study was conducted to ensure that 
the choice tasks were understood and represented reasonable alternatives when com-
bined into profiles and choice tasks. The results indicated no problems with the levels. 

We used a fractional factorial design to construct the choice tasks and to reduce 
the number of evaluations collected, while still maintaining orthogonality among the 
levels and part-worth estimates (Hair et al., 2010, p. 264). The choice experiment de-
sign was created with a rotation design (Johnson, 2007) using the Software R-Package 
support.CEs (Aizaki, 2012), which led to a design of one block, nine questions per 
block, two alternatives per choice set and four attributes per alternative. Each stimulus 
occurs just once and the levels in each of the nine choice sets do not overlap. 

The design was a full profile in that all four of the attributes were presented in 
each of two job advertisements that required a preferred job choice by each respond-
ent. The experiment obtained respondent choices on each of the nine paired job vi-
gnettes. All choice tasks were reviewed for realism and appropriateness to the research 
question and none were deemed unacceptable (Hair et al., 2010, p. 315).  

In addition to the nine paired job vignettes, a ‘practice’ screen was placed in the 
questionnaire as the first task to allow respondents to become familiar with the type of 
questions that would follow. Data from the first screen were not used in the analysis 
of preference results.  
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For each of the screen presentations, two different job advertisements were pre-
sented side by side, and respondents were asked to indicate which they would choose 
if they applied for jobs that day, assuming these were the only two job advertisements 
published in a newspaper or an online job market. The order of attributes in each 
stimulus was fixed, as is common in job advertisements. The arrangement of the 
paired stimuli in each choice set (right and left side, respectively) and the presentation 
order of the thirteen choice sets was randomized to exclude lexicographic and se-
quencing effects. In order to limit the potential impact of fatigue on data quality, the 
number of choice tasks was limited to one practice screen and nine choice tasks.  

In human resource management conjoint analysis focusing on preferences for job 
and organizational attributes mostly uses hypothetical job offers which consist of a list 
of keywords (e.g., Guillot-Soulez & Soulez, 2014) or a list of selected sentences 
(Tumasjan et al., 2011). To overcome this limitation we use full text job vignettes (see 
Figure 1). 

Figure 1: Example of a (fixed) choice task 

If you were reading job advertisements for a job in a business consulting company today, and if the two choices displayed be-
low were your only alternatives to send your application to, which one would you choose? 

Option Option 

We – a client-oriented company – are looking for a  
professional, competent and highly qualified expert for  
demanding consulting responsibilities. 
In addition to salaries based on qualifications, we offer  
bonuses depending on the number and size of the clients  
you consult. 
Self-determined, autonomous working and enthusiasm  
for your tasks characterize your ideal job. 
We offer certified professional training courses and  
promote your expertise and competences. 

We – a competitive company – are looking for process-
oriented, well-structured and dedicated employees for  
varied tasks. 
In addition to salaries based on job tenure, we offer  
bonuses depending on the company's performance. 
Structured working and being part of a great corporate  
culture characterize your ideal job. 
We offer in-house training and coaching and promote  
your career in our company. 

  

Choose by clicking on one of the buttons above. 

 
In order to maximize the accuracy of responses, we guaranteed that the information 
collected would remain completely confidential, would be collected on the Universi-
ty’s proprietary webapp server, and we promised to share the final results of the study 
with the respondents. 

Conjoint analysis 
The potential applicants’ job preferences were estimated by means of a conjoint analy-
sis. We used an additive composition model which assumes the employees to create a 
mental weight for each perceived attribute and to add the weights for an overall score 
of relative value, or utility, for a job advertisement (Hair et al., 2010, p. 263). Thus, on-
ly main effects were estimated. No prior knowledge led us to assume that the part-
worths would either increase or decrease consistently across the levels. Therefore, 
separate part-worth estimates were appropriate. 

The separate part-worth were estimated on an individual level. Consequently, 
choice data were analysed by means of a binary logit and hierarchical Bayesian analysis 
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that estimates the respondents’ utility functions across job attributes by combining the 
individual cases as well as the sample population. The logit choice rule assumes that 
the probability that an employee will choose to apply for a job is the greater the higher 
the utility of a job advertisement is to an employee (Rao, 2014, p. 156). The choice 
probabilities for the binary logit model can be expressed as 

, (1) 

where n denotes the respondent (n=1,…,N), m denotes the paired comparison (choice 
task) (m=1,…,13), j’ denotes the chosen alternative in the choice task (j=1, 2), 

 is the probability that respondent n selects the alternative j’ in her/his 
mth choice task,  is an attribute vector of the alternative j’ in the mth choice task 
for the respondent n with elements taking on values of 0 or 1 denoting absence or 
presence of the attribute level, and  is a vector of utility or part-worth coefficients 
to be estimated (Wirth, 2010, p. 119). The Markov Chain Monte Carlo simulation in 
the shape of a random walk Metropolis-Hastings algorithm was conducted with the 
Software R-Package bayesm (Rossi, Allenby, & McCulloch, 2012). 

Results  
The fit of the logit model to the data is most commonly assessed with a measure of 
how well the dependent variable, based on the independent variables, can be predicted 
and therefore focuses on R2 measures of predictive power (Rao, 2014, p. 159). The 
likelihood-ratio statistic (or chi-square statistic) (  =1,494.67, df = 10, p ≤ 0.001) 
indicates that the estimated model is highly significant. McFadden’s pseudo R2 (  
=0.472) indicates an excellent model fit. 

Part-worth utilities represent the preferences of each individual in an objective 
manner. Part-worth estimates portray the impact of each of the 12 levels and thus 
portray the potential applicants’ preference structures. The part-worth estimates and 
the relative importance of each job attribute are displayed in Table 3.  

Because the part-worth estimates are converted to a common scale, the factor 
with the greatest range of part-worth utilities (low to high) is the greatest contribution 
to the overall utility and hence the most important factor (Hair et al., 2010, p. 302). 
The HR principle that is perceived as most important in business consulting job ads is 
the attribute “required job-related attitudes”. It is (35.0 – 27.7 =) 7.3 percentage points 
higher than the second most important attribute, i.e. the organization description & 
job design. Most notably, “required job-related attitudes” is (35.0 - 18.7 =) 16.3 per-
centage points higher than training & development as well as performance culture & 
rewards, which are nearly equally important. 

Employees prefer to work for a competitive company looking for a process-
oriented employee for varied tasks, which offers (77.23 : 34.47 =) 2.2 times the value 
of a job for a PSF, which describes itself as client-oriented and is looking for an expert 
for demanding responsibilities. Employees are least willing to apply for a job in a 
company proud of its tradition and which is looking for a team member with very 
good demeanour. 
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Table 3: Part-worth estimates 

Attributes Levels 
Rescaleda 
part-worth  
estimates 

Relative  
importanceb 

Rank 

Company  
description & 
job design 

1. competitive company & process-oriented 
employee for varied tasks 

77.23   

2. client-oriented company & expert for  
demanding responsibilities 

34.47 27.7 2 

3. company with tradition & team member 
with good demeanour 

0   

    

Performance  
culture & rewards 

1. job tenure & company performance 23.22   

2. qualification & clients consulted 0 18.5 4 

3. fringe benefits & team performance 51.66   

    

Required job-
related attitudes 

1. structured work & strong corporate  
culture 

27.13   

2. self-determined work & enthusiasm 97.50 35.0 1 

3. work-life balance & friendly climate 0   

     

Training & 
development 

1. in-house training & in-house career 52.24   

2. professional training & expertise 36.55 18.7 3 

3. on-the-job training & personal  
development 

0   

______________________ 

a The part-worth estimates are rescaled so that the sum of the part-worth values across the three attributes equals 
400. It does not affect the magnitude of any part-worth, but provides a common scale across all part-worth values 
for comparison across attributes and respondents. 

b The relative importance of each attribute reflects how much a job attribute influences the choice of a job profile. Im-
portance weights are calculated by computing the difference between the largest and the smallest part-worth for 
each attribute, adding the differences, and normalizing to 100. Attribute importance scores sum up to 100 across all 
three attributes for each respondent. 

Model Fit: likelihood ratio statistic = 1,494.67, df = 10, p ≤ 0.001; McFadden pseudo R2 = 0.472. 
 
Future business consultants prefer salaries plus fringe benefits and bonuses based on 
team performance (51.66 : 23.22 =) 2.2 times more than salaries based on job tenure 
and bonuses based on the company's performance. Salaries based on qualification and 
bonuses based on consulted clients are the least appealing. 

Ideally, the job as a business consultant is characterized by self-determined work 
and enthusiasm for the task. This provides (97.50 : 27.13 =) 3.6 times the benefits of a 
job characterized by structured work and a strong corporate culture. Work-life bal-
ance, a friendly working climate and social balance offers potential business consult-
ants the fewest part-worths. 

Applicants prefer in-house training and an in-house career, which offers them 
(52.24 : 36.55 =) 1.4 times the value of certified professional trainings and the promo-
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tion of their expertise. Team-based on-the-job training and the promotion of their 
personal development appeals least. 

The correlation matrix and covariance matrix are displayed in Table 4. Off-
diagonal terms of the correlation matrix (upper triangle) indicate attribute levels that 
tend to be evaluated similarly across respondents. The positive correlations indicate 
pairs of job characteristics, which tend to be evaluated similarly across respondents: 
“company with tradition & team member with good demeanour” and “client-oriented 
company & expert for demanding responsibilities” correlate positively. 

“Self-determined work & enthusiasm” correlates positively with “salaries plus 
fringe benefits & bonuses based on team performance”. However, “self-determined 
work & enthusiasm” correlates negatively with a change of the job design. This indi-
cates that subjects evaluate a change from “structured work & strong corporate cul-
ture” to “self-determined work & enthusiasm” in a reverse direction to a change from 
“competitive company & process-oriented employee for varied tasks” to a more pro-
fessional or team-oriented job design. 

Table 4: Posteriori means and standard deviations of the covariance and correlation 
matrix 

Model Fit: likelihood ratio statistic = 1,494.67, df = 10, p ≤ 0.001; McFadden pseudo R2 = 0.472. 

 
“On-the-job training & personal development” correlates positively with changes in 
the job design towards a more professional or team-oriented job design, but negatively 

Attribute level 
   

    
 

Client-oriented company & expert for 
demanding responsibilities 3.68 0.73 0.04 -0.43 -0.74 0.05 0.40 0.61 
 2.63 0.21 0.21 0.24 0.21 0.30 0.24 0.22 
Company with tradition & team  
member with good demeanour 3.02 3.88 0.04 -0.55 -0.85 0.20 0.38 0.72 
 2.27 2.15 0.20 0.20 0.14 0.30 0.24 0.19 
Salaries based on qualification &  
bonuses based on clients consulted 0.09 0.09 0.90 0.25 0.00 -0.12 0.24 -0.12 
 0.40 0.39 0.25 0.17 0.19 0.19 0.16 0.18 
Salaries plus fringe benefits &  
bonuses based on team performance -2.06 -2.67 0.56 5.33 0.70 0.06 -0.29 -0.68 
 1.45 1.58 0.43 1.76 0.12 0.26 0.15 0.12 
Self-determined work &  
enthusiasm -3.68 -4.18 -0.02 3.85 5.65 -0.04 -0.44 -0.80 
 2.79 2.52 0.43 1.74 3.05 0.30 0.19 0.11 
Work-life balance &  
friendly climate 0.06 0.45 -0.12 0.11 -0.12 1.27 -0.29 0.24 
 0.79 0.82 0.21 0.73 0.94 0.41 0.20 0.25 
Professional training &  
expertise 1.00 0.95 0.26 -0.77 -1.29 -0.38 1.28 0.28 
 1.06 0.92 0.19 0.52 1.11 0.32 0.49 0.16 
On-the-job training &  
personal development 3.04 3.74 -0.31 -4.16 -4.79 0.83 0.81 6.49 
 1.79 2.17 0.46 2.11 2.28 0.94 0.55 3.21 

______________________ 

Diagonal terms contain standard deviations of each ß; off-diagonal elements contain posteriori means and standard  
deviations (in italics) of covariance matrix (lower triangle) and correlation matrix (upper triangle) across individuals. 
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with “salaries plus fringe benefits & bonuses based on team performance” and “self-
determined work & enthusiasm”. The negative correlation indicates that respondents 
evaluate a change from “in-house training & in-house career” to “on-the-job training 
& personal development” in a reverse direction to a change from “salaries based on 
job tenure & bonuses based on company performance” towards a performance cul-
ture based on teams and in a reverse direction to a change from “structured work & 
strong corporate culture” towards a more professional oriented work environment. 

Table 5: Posteriori distributiona 

 Interceptb Genderc Age 

Client-oriented company & expert for demanding responsibilities -1.09 
0.31 

0.52 
0.52 

-0.04 
0.11 

Company with tradition & team member with good demear -1.98 
0.31 

0.78 
0.52 

-0.08 
0.10 

Salaries based on qualification & bonuses based on consulted clients -0.59 
0.12 

0.39 
0.24 

-0.15 
0.05 

Salaries plus fringe benefits & bonuses based on team performance 0.73 
0.25 

-0.21 
0.47 

-0.19 
0.09 

Self-determined work & enthusiasm 1.80 
0.32 

-0.38 
0.52 

0.10 
0.10 

Work-life balance & friendly climate -0.69 
0.18 

0.78 
0.30 

0.02 
0.06 

Professional training & expertise -0.40 
0.13 

0.20 
0.24 

0.02 
0.05 

On-the-job training & personal development -1.34 
0.32 

0.55 
0.51 

0.08 
0.09 

______________________ 

a Posteriori means and standard deviations (italics) of coefficients across individuals. Positive (negative) coefficients signal 
that the preference for the attribute level increases (decreases) with increasing demographic feature.  

b The first level of each attribute was set to zero, and the intercepts reflect the marginal utility associated with changes in 
the attribute levels from the first level. 

c Gender is coded 1 for female and 2 for male. 

Model Fit: likelihood ratio statistic = 1,494.67, df = 10, p ≤ 0.001; McFadden pseudo R2 = 0.472. 

 
The covariance matrix characterizes the unexplained variability of part-worths across 
respondents. The diagonal elements of the covariance matrix (lower triangle) are larger 
than other terms, which indicates heterogeneity between the respondents' preferences 
for job characteristics. This indicates that there is a significant unexplained variability 
in the attributes. Particularly, there is heterogeneity between the respondents' prefer-
ence for the change from “in-house training & in-house career” to “on-the-job train-
ing & the promotion of their personal development”. The heterogeneity between the 
respondents' preferences for a change from “salaries based on job tenure & bonuses 
based on company performance” to “salaries based on qualification & bonuses based 
on consulted clients” is lowest. 

The heterogeneity of the respondents can partly be explained by gender and age. 
The results of the multivariate regression are displayed in Table 5.  
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Gender has an influence but standard deviations are mostly very high. However, 
males prefer “work-life balance & a friendly working climate” (mean = 0.78; s.d. = 
0.30), “salaries based on qualification & bonuses based on consulted clients” (mean = 
0.39; s.d. = 0.24) and “professional training & the development of their expertise” 
(mean = 0.20; s.d. = 0.24). 

Older respondents shy away from “salaries plus fringe benefits & bonuses based 
on team performance” (mean = -0.19; s.d. = 0.09) as well as from “salaries based on 
qualification & bonuses based on consulted clients” (mean = -0.15; s.d. = 0.05). The 
older respondents’ ideal jobs are characterized more by “self-determined work & en-
thusiasm for their tasks” (mean = 0.10; s.d. = 0.10). All other effects of age are very 
small. 

Discussion 
Addressing our first research question concerning the most important and attractive 
HR principles and programmes in job ads for business consultants, the results of our 
conjoint analysis show that potential applicants perceive “required job-related atti-
tudes” to be the most important HR principle. This seems to support studies that 
claim work attitudes are crucial for job choice decisions (Ehrhart & Ziegert, 2005). 
Work attitudes, which can be defined as deep-level factors that characterise individu-
als, have been found to be more important than demographic variables (Casper et al., 
2013). The values that companies express are also a decisive factor for attraction. 
Judge and Bretz (1992), for instance, found that organizational work values like con-
cern for others, achievement, and fairness tended to have more influence than pay-
ment or promotional opportunities. The expression of organizational values might be 
prevalent in parts of job ads that refer to HR principles, norms and beliefs that guide 
HR management in the organization. As in our empirical study, an organization de-
scribing the ideal candidate or the ideal candidate’s expectations (“Your ideal job is 
characterized by…”), might provide useful information for applicants. Studies have 
addressed the importance of person-organization fit for job choice decisions and for 
self-selection (Turban & Keon). As the parts of job advertisements that communicate 
organizational values allow potential applicants to assess whether they would fit-in 
with their own attitudes, they might consider them as so important.  

“Company description & job design” is perceived as the second most relevant 
HR principle mentioned in job advertisements. Similar to description of the attitudes 
that are required from applicants, the organizational identity (Rafaeli, 2000) that is es-
pecially prevalent in the company description, is an important factor for the decision 
to apply. Our results regarding the importance of “value-laden” descriptions of appli-
cants and companies, seem to indicate that vales, both the company’s as well as the 
individuals, have a much higher influence on job choice decisions as most studies have 
assumed so far. 

Since our study also includes pay related job attributes (performance culture & 
rewards) as well as promotional aspects (training & development) the comparison 
with Judge and Bretz’s study is interesting. Our results are similar, considering that 
job-related attitudes are 16.3 percentage points higher than training & development 
and performance culture & rewards, which are almost equally important. This result is 
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surprising since, with few exceptions like Judge and Bretz (1992) and Stolle (1977), a 
vast amount of studies identified pay as an important attribute in job choice (Barber & 
Roehling, 1993; Boswell et al., 2003; Rynes et al., 1983). However, as the qualitative 
analysis of job advertisements showed that job advertisements for the position of 
business consultants in Austria do not include a concrete amount of money but usual-
ly only a reference to the collective bargaining agreement, we focused on the perfor-
mance and rewards culture rather than on specific pay levels. This fact might account 
for differences between our study and studies that explicitly include different pay lev-
els that might cover such a wide spread as $8800 on the lowest level up to $18,400 on 
the highest level, as in Rynes et al.’s study (1983). Barber and Roehling (1983), who 
were interested in use of the term “competitive salary” in their verbal protocol analysis 
of job ads, due to the rather vague manner that job advertisements state pay levels,  
found mixed results.  

Even though training and development have been discussed as an important as-
pect, especially in the strategic HRM literature (Dyer & Reeves, 1995), our results 
show that future professionals assign relatively little importance to it. This is surprising 
at first, especially since Boswell et al.’s field study (2003) shows, that people preferred 
employers that provide training (49.7 percent mentioned). However, their longitudinal 
perspective reveals that the participants’ rating of factors changed over the application 
process and when asked after they accepted a job offer, only 8.6 percent stated that 
training influenced the decision.  

As our second research question indicates, we are also interested in whether po-
tential applicants prefer certain underlying institutional logics for each of the HR prin-
ciples and programmes. In other words, we wanted to find out whether specific HR 
principles and programmes need to be associated with the logic of the corporation, 
the profession or the family in order to be perceived as attractive. For the most valued 
job attribute “required job-related attitudes” it is the professional logic attribute level 
(expressed in the job ad sentence “Self-determined, autonomous working and enthusi-
asm for your tasks characterize your ideal job”) that is most valued. The description, 
associated with corporation logic (“Structured working and being part of a great cor-
porate culture characterize your ideal job”), is the second most valued, but falls far 
short of the first; with the preferred attribute level of professional logic being more 
than three times more attractive. This might indicate that the work values associated 
with professional logic resonate among potential applicants to business consultancies. 
Obvious parallels to the importance that generation Y members (people born after 
1982, Howe & Strauss, 1992) place on fun-at-work (Lester, Standifer, Schultz, & 
Windsor, 2012) and meaningful work (Hauw & Vos, 2010) can provide an explanation 
as most of the graduates who would apply nowadays for jobs at PSFs are members of 
generation Y (98% of the participants of our study). Professionals have traditionally 
been perceived as personally dedicated, committed and being motived by the “mean-
ingfulness” of their jobs (Reindl et al., 2011). Consequently, there might be a connec-
tion between the type of work that specific generations value and certain institutional 
logics, which should be explored in future studies.  

Professional logic was, however, only for the HR principle “required job-related 
attitudes” the preferred attribute. While it was by far the attribute that applicants as-
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signed the highest value to, for the HR principles and programme’s company descrip-
tion & job design and training & development, they preferred the logic of the corpo-
ration. The description of competitive companies that are looking for process-
oriented employees for varied tasks (logic of the corporation) offers 2.2 times the val-
ue of a job for a client-oriented company that is looking for an expert for demanding 
responsibilities (logic of the profession). This finding seems to indicate that in accord-
ance with the literature on PSFs, their HR configurations are expected to be either or-
ganizationally or professionally oriented (Swart & Kinnie, 2013) or a mix of both. The 
claimed growing significance of work-life balance issues (Wallace, 2006) is only no-
ticeable in our study when it comes to performance culture and rewards, where the at-
tribute from the logic of the family is the preferred one.  

The heterogeneity of potential applicants’ expectations concerning what makes an 
employer attractive is theoretically interesting. For the four HR principles and pro-
grammes, among the three attribute levels professional logic is preferred once (with 
the highest value assigned to it in total), corporate logic is the most attractive twice 
and family logic once. This means that job advertisements, which describe competitive 
companies with well-established structures, looking for self-determined, autonomous 
and enthusiastic employees and offering fringe benefits and a team performance cul-
ture as well as in-house careers and training, would trigger most applications. This 
might imply that while future business consultants in our study might see themselves 
rather in the role of the autonomous professional, they still prefer to work for a com-
pany that is dominated by a corporation-like organizational identity and principles. 
This would also imply that applicants have a differentiated view of the employment 
relationship and might apply different values to evaluate the attractiveness of an or-
ganization and their own work attitudes.  

Based on the apparent heterogeneity of institutional logics that individuals draw 
on, our results seem to indicate that choosing between potential future employers is 
characterized by great institutional complexity. Institutional complexity is defined by a 
multitude of institutional demands, influenced by different stakeholders but also by 
various institutional logics that the same group of stakeholders (in our case applicants) 
draw on when making job choice decisions. Our findings, thus correspond to research 
results on how individuals use institutional logics “on the ground” in their everyday 
activities (Binder, 2007; McPherson & Sauder, 2013). Having been conducted in dif-
ferent research contexts (social services and drug court hearings), these studies also 
suggest that individuals might draw on institutional logics more freely than previously 
expected. Our results support their assumption that individuals might apply different 
logics simultaneously or shift between institutional logics. 

Addressing research on PSFs, our results indicate that in the perception of appli-
cants the interpretive schemas associated with the archetypical forms of professional 
partnerships and managed professional businesses (Cooper et al., 1996) prevail. They 
might be reflected in the institutional logic of corporations and professions. Future 
professionals still expect employment relationships in PSFs to be characterized mainly 
by these two logics, not by the logic of the family that would refer to changing atti-
tudes towards work-life balance. Yet, considering the heterogeneity of applicants’ ex-
pectations, applicants might look for combinations of professional and corporate 
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characteristics and, when assessing their own role as professionals, they might refer to 
different vales from when evaluating their ideal employer.  

Limitations and future research 
As in any experiment, our setting is subject to certain limitations. Methodical flaws 
among student samples may result from the students’ low motivation to complete the 
task. However, since our participants are in a late phase of their master or diploma 
studies, the situation of choosing between different companies to apply to is one in 
which most of them find themselves already or in the foreseeable future.  In addition, 
since we focus on the decision to apply rather than the acceptance of job offers, the 
influence of a difficult labour market situation in which applicants might be forced to 
accept any offer does not seem problematic for our study. 

With regard to policy-capturing methods assessing the effect of job attributes on 
job choice, it has been argued that one of their weaknesses is that it is the researchers 
who choose the job attributes (Barber, 1998). While we refer to current research on 
job advertisements and used our qualitative analysis of these to create realistic job vi-
gnettes, it cannot be completely ensured that we captured all important attributes and 
attribute levels. 

We assumed that an additive composition rule was appropriate and no interaction 
terms were needed. Consequently, we presented only choice sets with no level over-
laps. Thus, only main effects were estimated. Future research could address interac-
tion effects between job attributes. We analysed the influence of gender and age on 
the value each job characteristic awards. Future research could address the influence 
of additional socio-demographic variables, e.g. working experience in professional ser-
vices firms of the subjects themselves as well as of their relevant others and family sta-
tus. 

The inclusion of a sociological sense-making perspective in the research on job 
advertisements has also been suggested (Rafaeli, 2006). There is more research needed 
as to whether institutional logics, as a sociologically oriented theory, could meaningful-
ly complement the dominant psychological theories in the field of recruiting. Our re-
sults seem to suggest that the assumption that applicants are attracted by organiza-
tions, which they perceive as possessing the same characteristics as they have them-
selves, might be too simplified. However, experiments have not been widely used in 
institutional research and especially when exploring individuals’ reaction to institution-
al logics this could be a promising future research path. 

Conclusion  
In this article, we are interested in the preferences of future professionals when con-
fronted with HR principles and programmes regularly mentioned by consulting com-
panies in their job advertisements. We thus take the perspective of the (potential) ap-
plicant as it has not yet received sufficient attention in recruiting research (Breaugh, 
2013). The few studies that focused on the influence of certain job attributes on indi-
viduals’ decisions to apply for a job or accept a job offer, largely lacked the authentici-
ty of real life decision-making (Thompson & Aspinwall, 2009). Based on current re-
search on job advertisements as well as on our qualitative analysis of actual job ads for 
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PSFs, we included four HR principles and programmes, which are frequently men-
tioned in job advertisements in order to provide information about the organizational 
identity and the advertised job: company description & job design, performance cul-
ture & rewards, required job-related attitudes, and training & development.  

Our results show that out of these four HR principles and programmes, potential 
applicants to PSFs find the description of required job-related attributes most attrac-
tive, the company description is perceived as second most important. Regarding the 
worth they assign to the HR principles and programmes, we see that while they value 
professional job-related attributes most, they are attracted to corporational company 
descriptions and training and development activities. This implies that the assumption 
of PSFs being organisationally or professionally oriented might still hold true, while 
our findings also suggest that individuals’ assessment of employer attractiveness might 
be a complex evaluation that draws on different socially embedded values at the same 
time. 

Thus, our study contributes to HRM research by stressing the importance to in-
clude social explanations more broadly into recruitment and employer branding re-
search. As we showed, institutional theory, especially the institutional logics perspec-
tive, enables to account for the influence of expectations, beliefs and values that are 
not characteristic to certain individuals but are shared among collectives, like future 
professionals or generational groups. By investigating how individuals draw on institu-
tional logics in everyday evaluation processes, we also contribute to recent literature 
that points out individual’s ability to pragmatically employ different logics.  

Furthermore, by addressing future professionals’ expectations regarding good 
employers, we provide a better understanding of PSFs’ practical employer branding 
needs. For knowledge-intensive organisations it is crucial to attract human capital, and 
consequently to understand applicants’ preferences. Based on our empirical study, 
PSFs might profit from clearly displaying their organizational values in job advertise-
ments. Applicants find the rather value-laden description of required attitudes and or-
ganizational identity more important than factual descriptions of HR programmes like 
rewards or training and development. This might enable them to better evaluate the 
company and how it would be to work for them. However, the heterogeneous expec-
tations that we saw in our empirical study imply that it is not simply about a fit be-
tween the applicant’s and the company’s values. Today, PSFs might be well advised to 
address expectations that derive from different value systems, for instance, the securi-
ty of a big company with internal career ladders, but at the same time a professional 
working style and flexibility that enables work-life balance. When trying to attract fu-
ture professionals, this might be challenging but it might be nevertheless crucial for 
dealing with the difficult task of herding cats. 

 



174 Bernadette Bullinger, Corinna Treisch: Future professionals’ expectations of attractive employers 

References  
Abbott, A. D. (1988). The system of professions: An essay on the division of expert labor: University of Chicago 

Press. 
Aiman-Smith, L., Bauer, T. N., & Cable, D. M. (2001). Are you attracted? Do you intend to pursue? A 

recruiting policy-capturing study. Journal of Business & Psychology, 16(2), 219-238. 
Aizaki, H. (2012). Basic functions for supporting an implementation of choice experiments in R. Journal of 

Statistical Software, Code Snippets, 50(2), 1-24. 
Armbrüster, T. (2004). Rationality and its symbols: Signalling effects and subjectification in management 

consulting. Journal of Management Studies, 41(8), 1247-1269. 
Arthur, J. B., & Boyles, T. (2007). Validating the human resource system structure: A levels-based 

strategic HRM approach. Human Resource Management Review, 17(1), 77-92. 
Barber, A. E. (1998). Recruiting employees. Individual and organizational perspectives. Thousand Oaks: Sage 

Publications. 
Barber, A. E., & Roehling, M. V. (1993). Job postings and the decision to interview: A verbal protocol 

analysis. Journal of Applied Psychology, 78(5), 845-856. 
Berger, P. L., & Luckmann, T. (1966). The social construction of reality: A treatise in the sociology of knowledge. 

Garden City, NY: Doubleday & Co. 
Binder, A. (2007). For love and money: Organizations’ creative responses to multiple environmental 

logics. Theory and Society, 36(6), 547-571. 
Boltanski, L., & Thévenot, L. (2006). On justification: Economies of worth: Princeton Univers. Press. 
Boswell, W. R., Roehling, M. V., LePine, M. A., & Moynihan, L. M. (2003). Individual job-choice 

decisions and and the impact of job attributes and recruitment practices: A longitudinal field study. 
Human Resource Management, 42(1), 23-37. 

Breaugh, J. A. (2013). Employee recruitment. Annual Review of Psychology, 64(1), 389-416. 
Bretz, R. D., Jr, & Judge, T. A. (1994). The role of human resource systems in job applicant decision 

processes. Journal of Management, 20(3), 531. 
Bullinger, B. (2014). Family affairs: Drawing on family logic and familiar regime of engagement to 

contrast “close-up” views of individuals in conventionalist and institutionalist reasoning. Journal of 
Management Inquiry, 23, 328-332. 

Burke, R. (2009). Working to live or living to work: Should individuals and organizations care? Journal of 
Business Ethics, 84(2), 167-172. 

Cable, D. M., & Judge, T. A. (1994). Pay preferences and job search decisions: A person-organization fit 
perspective. Personnel Psychology, 47(2), 317-348. 

Casper, W. J., Wayne, J. H., & Manegold, J. G. (2013. Who will we recruit? Targeting deep- and surface-
level diversity with human resource policy advertising. Human Resource Management, 52(3), 311-332. 

Cloutier, C., & Langley, A. (2013). The logic of institutional logics: Insights from French pragmatist 
sociology. Journal of Management Inquiry, 22(4), 360-380. 

Cooper, D. J., Hinings, B., Greenwood, R., Brown, J. L., Cooper, D. J., Hinings, B., Greenwood, R., & 
Brown, J. L. (1996). Sedimentation and transformation in organizational change: The case of 
Canadian law firms. Organization Studies, 17(4), 623-647. 

Doorewaard, H., & Meihuizen, H. E. (2000). Strategic performance options in professional service 
organisations. Human Resource Management Journal, 10(2), 39-57. 

Dyer, L., & Reeves, T. (1995). Human resource strategies and firm performance: what do we know and 
where do we need to go? International Journal of Human Resource Management, 6(3), 656-670. 

Ehrhart, K. H., & Ziegert, J. C. (2005. Why are individuals attracted to organizations? Journal of 
Management, 31(6), 901-919. 

Freidson, E. (1988). Professional powers: A study of the institutionalization of formal knowledge: University of 
Chicago Press. 

https://www.researchgate.net/publication/226448040_Are_You_Attracted_Do_You_Intend_to_Pursue_A_Recruiting_Policy-Capturing_Study?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/226448040_Are_You_Attracted_Do_You_Intend_to_Pursue_A_Recruiting_Policy-Capturing_Study?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/46540528_Rationality_and_Its_Symbols_Signalling_Effects_and_Subjectification_in_Management_Consulting?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/46540528_Rationality_and_Its_Symbols_Signalling_Effects_and_Subjectification_in_Management_Consulting?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/237928087_Validating_the_Human_Resource_System_Structure_A_Levels-Based_Strategic_HRM_Approach?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/237928087_Validating_the_Human_Resource_System_Structure_A_Levels-Based_Strategic_HRM_Approach?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229792342_Individual_Job-Choice_Decisions_and_the_Impact_of_Job_Attributes_and_Recruitment_Practices?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229792342_Individual_Job-Choice_Decisions_and_the_Impact_of_Job_Attributes_and_Recruitment_Practices?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229792342_Individual_Job-Choice_Decisions_and_the_Impact_of_Job_Attributes_and_Recruitment_Practices?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/232810029_Employee_Recruitment?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/24008291_Working_to_Live_or_Living_to_Work_Should_Individuals_and_Organizations_Care?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/24008291_Working_to_Live_or_Living_to_Work_Should_Individuals_and_Organizations_Care?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227662096_Pay_Preferences_and_Job_Search_Decisions_A_Person-Organization_Fit_Perspective?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227662096_Pay_Preferences_and_Job_Search_Decisions_A_Person-Organization_Fit_Perspective?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/228007116_Strategic_performance_options_in_professional_service_organisations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/228007116_Strategic_performance_options_in_professional_service_organisations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37149552_Human_Resource_Strategies_and_Firm_Performance_What_Do_We_Know_and_Where_Do_We_Need_to_Go?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37149552_Human_Resource_Strategies_and_Firm_Performance_What_Do_We_Know_and_Where_Do_We_Need_to_Go?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/247570173_Why_Are_Individuals_Attracted_to_Organizations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/247570173_Why_Are_Individuals_Attracted_to_Organizations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37687688_Professional_Powers_A_Study_of_the_Institutionalization_of_Formal_Knowledge?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37687688_Professional_Powers_A_Study_of_the_Institutionalization_of_Formal_Knowledge?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/270699787_Family_Affairs_Drawing_on_Family_Logic_and_Familiar_Regime_of_Engagement_to_Contrast_Close-Up_Views_of_Individuals_in_Conventionalist_and_Institutionalist_Reasoning?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/270699787_Family_Affairs_Drawing_on_Family_Logic_and_Familiar_Regime_of_Engagement_to_Contrast_Close-Up_Views_of_Individuals_in_Conventionalist_and_Institutionalist_Reasoning?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/270699787_Family_Affairs_Drawing_on_Family_Logic_and_Familiar_Regime_of_Engagement_to_Contrast_Close-Up_Views_of_Individuals_in_Conventionalist_and_Institutionalist_Reasoning?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/225539102_For_Love_and_Money_Organizations'_Creative_Responses_to_Multiple_Environmental_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/225539102_For_Love_and_Money_Organizations'_Creative_Responses_to_Multiple_Environmental_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/222341435_The_Role_of_Human_Resource_Systems_in_Job_Applicant_Decisions?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/222341435_The_Role_of_Human_Resource_Systems_in_Job_Applicant_Decisions?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/279887121_Job_Postings_and_the_Decision_to_Interview_A_Verbal_Protocol_Analysis?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/279887121_Job_Postings_and_the_Decision_to_Interview_A_Verbal_Protocol_Analysis?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/283993626_Basic_Functions_for_Supporting_an_Implementation_of_Choice_Experiments_in_R?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/283993626_Basic_Functions_for_Supporting_an_Implementation_of_Choice_Experiments_in_R?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/232547512_The_System_of_Professions_An_Essay_on_the_Division_of_Expert_Labor?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/232547512_The_System_of_Professions_An_Essay_on_the_Division_of_Expert_Labor?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/242474773_The_Social_Construction_Of_Reality_A_Treatise_In_The_Sociology_Of_Knowledge?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/242474773_The_Social_Construction_Of_Reality_A_Treatise_In_The_Sociology_Of_Knowledge?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==


Zeitschrift für Personalforschung, 29(2), 149-177 DOI 10.1688/ZfP-2015-02-Bullinger 175 
German Journal of Research in Human Resource Management, 29(2), 149-177 

Friedland, R., & Alford, R. R. (1991). Bringing society back in: Symbols, practices, and institutional 
contradictions. In W. W. Powell, & P. J. DiMaggio (Eds.), The new institutionalism in organizational 
analysis (pp. 232-263). Chicago: University of Chicago Press. 

Glynn, M. A. (2008). Beyond constraint: How institutions enable identities. In R. Greenwood, C. Oliver, 
K. Sahlin-Andersson, & R. Suddaby (Eds.), Handbook of organizational institutionalism (pp. 413-430). 
New York: Sage. 

Glynn, M. A., & Lounsbury, M. (2005). From the critics’ corner: Logic blending, discursive change and 
authenticity in a cultural production system. Journal of Management Studies, 42(5), 1031-1055. 

Goodrick, E., & Reay, T. (2011). Constellations of institutional logics: Changes in the professional work 
of pharmacists. Work & Occupations, 38(3), 372-416. 

Greenwood, R., & Hinings, C. R. (1993). Understanding strategic change: The contribution of archetypes. 
Academy of Management Journal, 36(5), 1052-1081. 

Greenwood, R., Raynard, M., Kodeih, F., Micelotta, E. R., & Lounsbury, M. (2011). Institutional 
complexity and organizational responses. Academy of Management Annals, 5(1), 317-371. 

Greenwood, R., & Suddaby, R. (2006). Institutional entrepreneurship in mature fields: The big five 
accounting firms. Academy of Management Journal, 49(1), 27-48. 

Greenwood, R., Suddaby, R., & McDougald, M. (2006). Introduction. In R. Greenwood, & R. Suddaby 
(Eds.), Research in the sociology of organizations, Vol. 24 (Professional service firms) (pp. 1-16). Emerald 
Group Publishing Limited. 

Griepentrog, B. K., Harold, C. M., Holtz, B. C., Klimoski, R. J., & Marsh, S. M. (2012). Integrating social 
identity and the theory of planned behavior: Predicting withdrawal from an organizational 
recruitment process. Personnel Psychology, 65(4), 723-753. 

Griffeth, R. W., Tenbrink, A., & Robinson, S. (2013). Recruitment sources: A review of outcomes. In K. 
Y. T. Yu, & D. M. Cable (Eds.), The Oxford handbook of recruitment (pp. 215-250). New York: Oxford 
University Press. 

Groysberg, B., & Lee, L.-E. (2008). The effect of colleague quality on top performance: The case of 
security analysts. Journal of Organizational Behavior, 29(8), 1123-1144. 

Guillot-Soulez, C., & Soulez, S. (2014). On the heterogeneity of generation Y job preferences. Employee 
Relations, 36(4), 319-332. 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis. New York, NY: 
Prentice Hall Higher Education. 

Harold, C. M., Uggerslev, K. L., & Kraichy, D. (2013). Recruitment and job choice. In K. Y. T. Yu, & D. 
M. Cable (Eds.), The Oxford handbook of recruitment (pp. 47-72). New York: Oxford University Press. 

Hauw, S., & Vos, A. (2010). Millennials’ career perspective and psychological contract rxpectations: Does 
the recession lead to lowered expectations? Journal of Business & Psychology, 25(2), 293-302. 

Howe, N., & Strauss, W. (1992). Generations: The history of America's future, 1584 to 2069. New York: 
HarperCollins. 

Johnson, F. R., Kanninen, B., Bingham, M., Özdemir, S. (2007). Experimental design for stated choice 
studies. In B. Kanninen (Ed.), Valuing environmental amenities using stated choice studies: A common sense 
approach to theory and practice (pp. 159-202). Dordrecht: Springer. 

Judge, T. A., & Bretz Jr, R. D. (1992). Effects of work values on job choice decisions. Journal of Applied 
Psychology, 77(3), 261-271. 

Kitchener, M. (2002). Mobilizing the logic of managerialism in professional fields: The case of academic 
health centre mergers. Organization Studies, 23(3), 391-420. 

Kraatz, M. S., & Block, E. S. (2008). Organizational implications of institutional pluralism. In R. 
Greenwood, C. Oliver, K. Sahlin-Andersson, & R. Suddaby (Eds.), Handbook of organizational 
institutionalism (pp. 243-275). New York: Sage. 

Lester, S. W., Standifer, R. L., Schultz, N. J., & Windsor, J. M. (2012). Actual versus perceived 
generational differences at work: An empirical examination. Journal of Leadership & Organizational 
Studies, 19(3), 341-354. 

https://www.researchgate.net/publication/238198697_Bringing_Society_Back_In_Symbols_Practices_and_Institutional_Contradictions?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/238198697_Bringing_Society_Back_In_Symbols_Practices_and_Institutional_Contradictions?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/238198697_Bringing_Society_Back_In_Symbols_Practices_and_Institutional_Contradictions?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/46540398_From_the_Critics'_Corner_Logic_Blending_Discursive_Change_and_Authenticity_in_a_Cultural_Production_System?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/46540398_From_the_Critics'_Corner_Logic_Blending_Discursive_Change_and_Authenticity_in_a_Cultural_Production_System?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/258200544_Constellations_of_Institutional_Logics_Changes_in_the_Professional_Work_of_Pharmacists?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/258200544_Constellations_of_Institutional_Logics_Changes_in_the_Professional_Work_of_Pharmacists?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/248205550_Understanding_Strategic_Change_The_Contribution_of_Archetypes?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/248205550_Understanding_Strategic_Change_The_Contribution_of_Archetypes?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/232976474_Institutional_Complexity_and_Organizational_Responses?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/232976474_Institutional_Complexity_and_Organizational_Responses?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/256065269_Institutional_Entrepreneurship_in_Mature_Fields_The_Big_Five_Accounting_Firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/256065269_Institutional_Entrepreneurship_in_Mature_Fields_The_Big_Five_Accounting_Firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/236791052_Integrating_Social_Identity_and_the_Theory_of_Planned_Behavior_Predicting_Withdrawal_from_an_Organizational_Recruitment_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/236791052_Integrating_Social_Identity_and_the_Theory_of_Planned_Behavior_Predicting_Withdrawal_from_an_Organizational_Recruitment_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/236791052_Integrating_Social_Identity_and_the_Theory_of_Planned_Behavior_Predicting_Withdrawal_from_an_Organizational_Recruitment_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229618800_The_effect_of_colleague_quality_on_top_performance_The_case_of_security_analysts?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229618800_The_effect_of_colleague_quality_on_top_performance_The_case_of_security_analysts?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/262574729_On_the_heterogeneity_of_Generation_Y_job_preferences?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/262574729_On_the_heterogeneity_of_Generation_Y_job_preferences?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/225781225_Millennials'_Career_Perspective_and_Psychological_Contract_Expectations_Does_the_Recession_Lead_to_Lowered_Expectations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/225781225_Millennials'_Career_Perspective_and_Psychological_Contract_Expectations_Does_the_Recession_Lead_to_Lowered_Expectations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/259255436_Generations_The_History_of_America's_Future_1584-2069?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/259255436_Generations_The_History_of_America's_Future_1584-2069?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37149633_The_Effects_of_Work_Values_on_Job_Choice_Decisions?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37149633_The_Effects_of_Work_Values_on_Job_Choice_Decisions?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/27649868_Mobilizing_the_Logic_of_Managerialism_in_Professional_Fields_The_Case_of_Academic_Health_Centre_Mergers?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/27649868_Mobilizing_the_Logic_of_Managerialism_in_Professional_Fields_The_Case_of_Academic_Health_Centre_Mergers?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/288207877_Beyond_constraint_How_institutions_enable_identities?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/288207877_Beyond_constraint_How_institutions_enable_identities?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/254116717_Actual_Versus_Perceived_Generational_Differences_at_Work_An_Empirical_Examination?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/254116717_Actual_Versus_Perceived_Generational_Differences_at_Work_An_Empirical_Examination?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/254116717_Actual_Versus_Perceived_Generational_Differences_at_Work_An_Empirical_Examination?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/259920989_Multivariate_Data_Analysis_5?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/259920989_Multivariate_Data_Analysis_5?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==


176 Bernadette Bullinger, Corinna Treisch: Future professionals’ expectations of attractive employers 

Litrico, J.-B., & Lee, M. D. (2008). Balancing exploration and exploitation in alternative work 
arrangements: a multiple case study in the professional and management services industry. Journal of 
Organizational Behavior, 29(8), 995-1020. 

Løwendahl, B. (2005). Strategic management of professional service firms: Copenhagen Business School Press. 
Luce, R. D., & Tukey, J. W. (1964). Simultaneous conjoint measurement: A new type of fundamental 

measurement. Journal of Mathematical Psychology, 1(1), 1-27. 
Maister, D. H. (1993). Managing the professional service firm: Free Press. 
Malsch, B., & Gendron, Y. (2013). Re-theorizing change: Institutional experimentation and the struggle 

for domination in the field of public accounting. Journal of Management Studies, 50(5), 870-899. 
Mason, N. A., & Belt, J. A. (1986). Effectiveness of specificity in recruitment advertising. Journal of 

Management, 12(3), 425. 
May, T. Y.-M., Korczynski, M., & Frenkel, S. J. (2002). Organizational and occupational commitment: 

Knowledge workers in large organizations. Journal of Management Studies, 39(6), 775-801. 
McPherson, C. M., & Sauder, M. (2013). Logics in action: Managing institutional complexity in a drug 

court. Administrative Science Quarterly, 58(2), 165-196. 
Meyer, R. E., & Hammerschmid, G. (2006). Changing institutional logics and executive identities: A 

managerial challenge to public administration in Austria American Behavioral Scientist, 49(7), 1000-
1014. 

Orme, B. K. (2009). Web 9.6 Manual, 2009 update. Sequim: WA Sawtooth Software, Inc. 
Pache, A.-C., & Santos, F. (2010). When worlds collide: The internal dynamics of organizational 

responses to conflicting institutional demands. Academy of Management Review, 35(3), 455-476. 
Pache, A.-C., & Santos, F. (2013). Embedded in hybrid contexts: How individuals in organizations 

respond to competing institutional logics. Research in the Sociology of Organizations, 39: 3-35. 
Patriotta, G., Gond, J.-P., & Schultz, F. (2011). Maintaining legitimacy: Controversies, orders of worth, 

and public justifications. Journal of Management Studies, 48(8), 1804-1836. 
Rafaeli, A. (2000). Projecting an organizational identity: Lessons from employment advertisements. 

Corpate Reputation Review, 3(3), 218-239. 
Rafaeli, A. (2006). Sense-making of employment: on whether and why people read employment 

advertising. Journal of Organizational Behavior, 27(6), 747-770. 
Rafaeli, A., & Oliver, A. L. (1998). Employment ads a configurational research Agenda. Journal of 

Management Inquiry, 7(4), 342. 
Rao, V. R. (2014). Applied conjoint analysis. Heidelberg-New York-Dordrecht-London: Springer. 
Reay, T., & Hinings, C. R. (2009). Managing the rivalry of competing institutional logics. Organization 

Studies, 30(6), 629-652. 
Reindl, C. U., Kaiser, S., & Stolz, M. L. (2011). Integrating professional work and life: Conditions, 

outcomes and resources. In S. Kaiser, M. J. Ringlstetter, D. R. Eikhof, & M. Pina e Cunha (Eds.), 
Creating balance? International perspectives on the work-life integration of professionals (pp. 3-26). Berlin-
Heidelberg: Springer. 

Richter, A., Dickmann, M., & Graubner, M. (2008). Patterns of human resource management in 
consulting firms. Personnel Review, 37(2), 184-202. 

Rossi, P. E., Allenby, G. M., & McCulloch, R. (2012). Bayesian statistics and marketing. Hoboken, New 
Jersey: Wiley. 

Rynes, S. L., & Barber, A. E. (1990). Applicant attraction strategies: An organizational perspective. 
Academy of Management Review, 15(2), 286-310. 

Rynes, S. L., Schwab, D. P., & Heneman III, H. G. (1983). The role of pay and market pay variability in 
job application decisions. Organizational Behavior & Human Performance, 31(3), 353-364. 

Scott, W. R. (2000). Institutional change and healthcare organizations: From professional dominance to managed care: 
University of Chicago Press. 

Slaughter, J. E., Richard, E. M., & Martin, J. H. (2006). Comparing the efficacy of policy-capturing 
weights and direct estimates for predicting job choice. Organizational Research Methods, 9(3), 285-314. 

https://www.researchgate.net/publication/267623280_Strategic_Management_of_Professional_Service_Firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/222172394_Simultaneous_Conjoint_Measurement_A_New_Type_of_Fundamental_Measurement?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/222172394_Simultaneous_Conjoint_Measurement_A_New_Type_of_Fundamental_Measurement?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/44818588_Managing_The_Professional_Service_Firm?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/264369405_Re-Theorizing_Change_Institutional_Experimentation_and_the_Struggle_for_Domination_in_the_Field_of_Public_Accounting?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/264369405_Re-Theorizing_Change_Institutional_Experimentation_and_the_Struggle_for_Domination_in_the_Field_of_Public_Accounting?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/247752138_Changing_Institutional_Logics_and_Executive_IdentitiesA_Managerial_Challenge_to_Public_Administration_in_Austria?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/247752138_Changing_Institutional_Logics_and_Executive_IdentitiesA_Managerial_Challenge_to_Public_Administration_in_Austria?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/247752138_Changing_Institutional_Logics_and_Executive_IdentitiesA_Managerial_Challenge_to_Public_Administration_in_Austria?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/242607147_When_Worlds_Collide_The_Internal_Dynamics_of_Organizational_Responses_to_Conflicting_Institutional_Demands?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/242607147_When_Worlds_Collide_The_Internal_Dynamics_of_Organizational_Responses_to_Conflicting_Institutional_Demands?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227375607_Maintaining_Legitimacy_Controversies_Orders_of_Worth_and_Public_Justifications?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227375607_Maintaining_Legitimacy_Controversies_Orders_of_Worth_and_Public_Justifications?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/31999428_Projecting_an_Organizational_Identity_Lessons_from_Employment_Advertisements?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/31999428_Projecting_an_Organizational_Identity_Lessons_from_Employment_Advertisements?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229903326_Sense-making_of_employment_On_whether_and_why_people_read_employment_advertising?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229903326_Sense-making_of_employment_On_whether_and_why_people_read_employment_advertising?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/248741090_Employment_AdsA_Configurational_Research_Agenda?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/248741090_Employment_AdsA_Configurational_Research_Agenda?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/247734668_Managing_the_Rivalry_of_Competing_Institutional_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/247734668_Managing_the_Rivalry_of_Competing_Institutional_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/228624885_Human_resource_management_in_consulting_firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/228624885_Human_resource_management_in_consulting_firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227442305_Bayesian_Statistics_and_Marketing?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227442305_Bayesian_Statistics_and_Marketing?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37150568_Applicant_Attraction_Strategies_An_Organizational_Perspective?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/37150568_Applicant_Attraction_Strategies_An_Organizational_Perspective?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/258174195_Comparing_the_Efficacy_of_Policy-Capturing_Weights_and_Direct_Estimates_for_Predicting_Job_Choice?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/258174195_Comparing_the_Efficacy_of_Policy-Capturing_Weights_and_Direct_Estimates_for_Predicting_Job_Choice?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/248744423_Effectiveness_of_Specificity_in_Recruitment_Advertising?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/248744423_Effectiveness_of_Specificity_in_Recruitment_Advertising?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229888802_Balancing_exploration_and_exploitation_in_alternative_work_arrangements_A_multiple_case_study_in_the_professional_and_management_services_industry?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229888802_Balancing_exploration_and_exploitation_in_alternative_work_arrangements_A_multiple_case_study_in_the_professional_and_management_services_industry?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/229888802_Balancing_exploration_and_exploitation_in_alternative_work_arrangements_A_multiple_case_study_in_the_professional_and_management_services_industry?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/226766045_Integrating_Professional_Work_and_Life_Conditions_Outcomes_and_Resources?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/226766045_Integrating_Professional_Work_and_Life_Conditions_Outcomes_and_Resources?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/226766045_Integrating_Professional_Work_and_Life_Conditions_Outcomes_and_Resources?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/226766045_Integrating_Professional_Work_and_Life_Conditions_Outcomes_and_Resources?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/200824481_Organizational_and_Occupational_Commitment_Knowledge_Workers_in_Large_Corporations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/200824481_Organizational_and_Occupational_Commitment_Knowledge_Workers_in_Large_Corporations?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/287237002_Applied_conjoint_analysis?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/281361670_Embedded_in_Hybrid_Contexts_How_Individuals_in_Organizations_Respond_to_Competing_Institutional_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/281361670_Embedded_in_Hybrid_Contexts_How_Individuals_in_Organizations_Respond_to_Competing_Institutional_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/276934643_Herding_Cats_-_Future_Professionals'_Expectations_of_Attractive_Employers?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==


Zeitschrift für Personalforschung, 29(2), 149-177 DOI 10.1688/ZfP-2015-02-Bullinger 177 
German Journal of Research in Human Resource Management, 29(2), 149-177 

Starbuck, W. H. (1992). Learning by knowledge-intensive firms. Journal of Management Studies, 29(6), 713-
740. 

Stolle, C. D. (1977). Perceived differences among public accounting firms which affect job choices. 
Accounting Review, 52(2), 474-478. 

Sturges, J. (2013). A matter of time: Young professionals’ experiences of long work hours. Work, 
Employment & Society, 27(2), 343-359. 

Sturges, J., & Guest, D. (2004). Working to live or living to work? Work/life balance early in the career. 
Human Resource Management Journal, 14(4), 5-20. 

Swart, J., & Kinnie, N. (2013). Managing multidimensional knowledge assets: HR configurations in 
professional service firms. Human Resource Management Journal, 23(2), 160-179. 

Teece, D. J. (2003). Expert talent and the design of (professional services) firms. Industrial & Corporate 
Change, 12(4), 895-916. 

Thompson, L. F., & Aspinwall, K. R. (2009). The recruitment value of work/life benefits. Personnel Review, 
38(2), 195-210. 

Thornton, P., Ocasio, W., & Lounsbury, M. (2012). The institutional logics perspective  A new approach to culture, 
structure, and process. Oxford ; New York: Oxford University Press. 

Thornton, P. H. (2004). Markets from culture: Institutional logics and organizational decisions in higher education 
publishing: Stanford Business Books. 

Thornton, P. H., & Ocasio, W. (1999). Institutional logics and the historical contingency of power in 
organizations: Executive succession in the higher education publishing industry, 1958‐1990. 
American Journal of Sociology, 105(3), 801-843. 

Thornton, P. H., & Ocasio, W. (2008). Institutional logics. In R. Greenwood, C. Oliver, K. Sahlin-
Andersson, & R. Suddaby (Eds.), Handbook of organizational institutionalism (pp. 99-129). New York: 
Sage. 

Tumasjan, A., Strobel, M., & Welpe, I. M. (2011). Employer brand building for start-ups: which job 
attributes do employees value most? Zeitschrift für Betriebswirtschaft, 81(6), 111-136. 

Turban, D. B., & Keon, T. L. (1993). Organizational attractiveness: An interactionist perspective. Journal 
of Applied Psychology, 78(2), 184-193. 

Uggerslev, K. L., Fassina, N. E., & Kraichy, D. (2012). Recruiting through the stages: A meta-analytic test 
of predictors of applicant attraction at different stages of the recruiting process. Personnel Psychology, 
65(3), 597-660. 

Volpone, S. D., Thomas, K. M., Inisterra, P., & Johnson, L. (2013). Targeted recruitment: Identifying 
future employees. In K. Y. T. Yu, & D. M. Cable (Eds.), The Oxford handbook of recruitment (pp. 110-
125). New York: Oxford University Press. 

Von Nordenflycht, A. (2010. What is a professional service firm? Toward a theory and taxonomy of 
knoledge-intensive firms. Academy of Management Review, 35(1), 155-174. 

Walker, H. J., & Hinojosa, A. S. (2013). Recruitment: The role of job advertisements. In K. Y. T. Yu, & 
D. M. Cable (Eds.), The Oxford handbook of recruitment (pp. 269-283). New York: Oxford University 
Press. 

Wallace, J. E. (2006). Can women in law have it all? A study of motherhood, career satisfaction and life 
balance. In R. Greenwood, & R. Suddaby (Eds.), Research in the sociology of organizations, Vol. 24 
(Professional service firms) (pp. 283-306). Emerald Group Publishing Limited. 

Wirth, R. (2010). Best-Worst Choice-Based Conjoint-Analyse. Marburg: Tectum. 
Zilber, T. B. (2006). The work of the symbolic in institutional processes: Translation of rational myths in 

Israeli high tech. Academy of Management Journal, 49(2), 281-303. 
 

View publication statsView publication stats

https://www.researchgate.net/publication/228009711_Learning_By_Knowledge-Intensive_Firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/228009711_Learning_By_Knowledge-Intensive_Firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/258200396_A_matter_of_time_Young_professionals'_experiences_of_long_work_hours?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/258200396_A_matter_of_time_Young_professionals'_experiences_of_long_work_hours?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227633896_Working_to_live_or_living_to_work_Worklife_balance_early_in_career?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/227633896_Working_to_live_or_living_to_work_Worklife_balance_early_in_career?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/262891526_Managing_multidimensional_knowledge_assets_HR_configurations_in_professional_service_firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/262891526_Managing_multidimensional_knowledge_assets_HR_configurations_in_professional_service_firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235285713_The_recruitment_value_of_worklife_benefits?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235285713_The_recruitment_value_of_worklife_benefits?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/237054603_The_Institional_Logics_Perspective_A_New_Approach_to_Culture_Structure_and_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/237054603_The_Institional_Logics_Perspective_A_New_Approach_to_Culture_Structure_and_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235413111_Markets_From_Culture_Institutional_Logics_and_Organizational_Decisions_in_Higher_Education_Publishing?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235413111_Markets_From_Culture_Institutional_Logics_and_Organizational_Decisions_in_Higher_Education_Publishing?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235413160_Institutional_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235413160_Institutional_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235413160_Institutional_Logics?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/215776058_Employer_Brand_Building_for_Start-Ups_Which_Job_Attributes_Do_Employees_Value_Most?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/215776058_Employer_Brand_Building_for_Start-Ups_Which_Job_Attributes_Do_Employees_Value_Most?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/263487885_Recruiting_Through_the_Stages_A_Meta-Analytic_Test_of_Predictors_of_Applicant_Attraction_at_Different_Stages_of_the_Recruiting_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/263487885_Recruiting_Through_the_Stages_A_Meta-Analytic_Test_of_Predictors_of_Applicant_Attraction_at_Different_Stages_of_the_Recruiting_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/263487885_Recruiting_Through_the_Stages_A_Meta-Analytic_Test_of_Predictors_of_Applicant_Attraction_at_Different_Stages_of_the_Recruiting_Process?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235318689_Can_Women_in_Law_Have_it_All_A_Study_of_Motherhood_Career_Satisfaction_and_Life_Balance?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235318689_Can_Women_in_Law_Have_it_All_A_Study_of_Motherhood_Career_Satisfaction_and_Life_Balance?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/235318689_Can_Women_in_Law_Have_it_All_A_Study_of_Motherhood_Career_Satisfaction_and_Life_Balance?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/274753213_The_work_of_the_symbolic_in_institutional_processes_Translations_of_rational_myths_in_Israeli_High_Tech?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/274753213_The_work_of_the_symbolic_in_institutional_processes_Translations_of_rational_myths_in_Israeli_High_Tech?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282630797_Organizational_Attractiveness_An_Interactionist_Perspective?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282630797_Organizational_Attractiveness_An_Interactionist_Perspective?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/228211125_What_is_a_Professional_Service_Firm_Toward_a_Theory_and_Taxonomy_of_Knowledge-Intensive_Firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/228211125_What_is_a_Professional_Service_Firm_Toward_a_Theory_and_Taxonomy_of_Knowledge-Intensive_Firms?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/271195093_Targeted_recruiting_Identifying_future_employees?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/271195093_Targeted_recruiting_Identifying_future_employees?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/271195093_Targeted_recruiting_Identifying_future_employees?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282747852_Institutional_logics_and_the_historical_contingency_of_power_in_organizations_Executive_succession_in_the_higher_education_publishing_industry_1958-1990?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282747852_Institutional_logics_and_the_historical_contingency_of_power_in_organizations_Executive_succession_in_the_higher_education_publishing_industry_1958-1990?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282747852_Institutional_logics_and_the_historical_contingency_of_power_in_organizations_Executive_succession_in_the_higher_education_publishing_industry_1958-1990?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282120081_Recruitment_The_role_of_Job_Advertisements?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282120081_Recruitment_The_role_of_Job_Advertisements?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/282120081_Recruitment_The_role_of_Job_Advertisements?el=1_x_8&enrichId=rgreq-2a73ad7dfc8bdc12713963bd0da9e995-XXX&enrichSource=Y292ZXJQYWdlOzI3NjkzNDY0MztBUzoyMzExMTE5NDI5OTU5NjhAMTQzMjExMjc4OTkwNA==
https://www.researchgate.net/publication/276934643


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




