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Abstract. The economic crisis of recent years has had a significant impact on the well-being of employees
at work. The coronavirus that appeared in 2019 and the economic crisis have become one of the most
powerful influencing factors in terms of workplace well-being. The actuality of the topic is given by the
fact that the effects caused by the coronavirus crisis have still left a noticeable impact in many areas of
working life. The primary goal of the study was to analyse the workplace well-being in Slovakian small
and medium-sized enterprises. The methodology of the research was a questionnaire survey,
interviewing a total of 772 employees in 2023. According to the research hypothesis, a significant
correlation can be shown between workplace anxiety, nervousness, and sadness (negative emotions) and
the achievement of workplace well-being. The obtained results support the correctness of the hypothesis
that there is a significant correlation between the prevalence of negative emotions and the achievement
of well-being at work. The results also showed how the order of the elements of the negative emotional
factor affects the achievement of well-being at work: first of all, sadness at work, then anxiety at work,
and finally nervousness at work, had an impact on the development of job satisfaction.
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Introduction

After the year 2019, the world was hit by unexpected crises, as a result of which the situation
of the world economy seemed to collapse. The appearance of the coronavirus greatly
contributed to the economic recession (Borio, 2020; Svabova et al.,, 2021; Privara, 2022;
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Kramarova et al,, 2022; Dima et al,, 2022; Zsigmond et al,, 2024). The full extent of the
economic shock was further exacerbated by political tensions and the Russian-Ukrainian
conflict (Fiszeder & Matecka, 2022). The decline in the economic situation resulted in a
deterioration of work life within a short period of time (Chaaya et al., 2022; Bakker &
Wingerden, 2021). Nowadays, well-being at work is a primary concern for employees and
employers (Duris et al., 2018; Hutmanova et al., 2024), the achievement of which has been
strongly hindered by the lack of an expected series of events (Kranc, 2023; Samasonok,
2024). Well-being at work also affects employee retention at work, employees prefer a
workplace where they are satisfied (Garai-Fodor et al,, 2023; Szostek et al., 2022a; 2022b;
Veszprémi Sirotkova & Nekolova, 2017; Piwowar-Sulej et al., 2024; Hitka et al., 2023; Dario
etal,, 2024). Depending on the events mentioned, several research studies have recently been
conducted on the topic of well-being at work. The results of international research showed
that the appearance of the coronavirus left an impact on workplace well-being and mental
health, and also had an impact on burnout (Tusi et al., 2021; Samridhi & Lavina, 2021).
Restrictions, closures, and closures after the outbreak of the epidemic not only had a negative
impact on economic areas but also endangered mental health and well-being (Makovicz et
al,, 2022; Dima et al., 2023; Mihalca et al., 2021; Gall & Michalkov4, 2023; Delcea et al., 2024).
More and more studies have also confirmed the fact that the prevailing stress and negative
emotions arising due to the emergence of the Covid-19 epidemic are responsible for low job
satisfaction (Al-Jubari et al., 2022). At the same time, even before the outbreak of the
epidemic, many studies have shown that workplace anxiety, nervousness, and sadness
(negative emotions) are present as strong stress factors in working life and have an impact
on the achievement of job satisfaction (Duxbury et al., 2018; Faragher et al., 2013).
Considering the importance and actuality of the topic, we aimed to assess the workplace well-
being situation of Hungarian employees in Slovakia. Using the PERMA-Profiler model, the
study aims to demonstrate the strength or weakness of the relationship between workplace
well-being and individual factors.

Literature review

We can now use many terms to define "well-being". In the Oxford dictionary, the English
collocation "well-being" can also be interpreted as health, happiness, and comfort.
"Well-being" is a multifactorial concept that is difficult to generalise or define precisely.
According to some researchers, well-being is much more than the absence of disease
(Schramme, 2023), while according to other authors, subjective well-being is not the same
as, nor is it a condition for, psychological well-being (Tov & Diener, 2013). A perfect example
of this definition is when an individual is able to live a happy life despite their physical
disability or illness.

It is important to note that the definition of well-being at work cannot even be
mentioned under a certain definition. Almost every author explains it differently and
captures the essence of the concept from different angles. According to the eudaimonic
approach, workplace well-being is nothing more than the employee's subjective assessment
of his workplace development opportunities and the company's operation (Bartels et al.,
2019). In their study, Ismail et al. (2019) defined the concept of workplace well-being as
the same as a good feeling from work, which is closely related to the general feelings of
employees and the external and internal values of work.
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Measurement procedures and methods largely determine who understands the
concept of "well-being at work" today (Houdmont et al., 2012; Waqar et al., 2024). One of the
basic works of the workplace well-being literature is "The Oxford Handbook of
Organizational Well-being", published in 2009 by S. Cartwright and C.L. Developed by
Cooper. Based on measurement procedures and methods, the book shows which models are
suitable for workplace well-being surveys. The study includes the following models:

- Martin Seligman - PERMA model (Positive psychology model, 2011): The method
measures the level of well-being along the five factors defined by Seligman. Measuring
employee well-being/happiness is a key task for every organisation and company, as
its lack can negatively affect the workplace climate, the performance of employees,
and consequently the company's performance (Seligman, 2011).

- Cartwrightand Cooper - ASSET model (2009): The ASSET model is also closely related
to stress theories, in which the level of stress serves as the primary measurement tool.
The model determines the level of workplace well-being through several basic factors,
which are: control, workplace relations, job insecurity, the company's commitment to
the employee, the employee's commitment to the company, communication, and
income (Cooper & Cartwright, 2009).

The well-being models listed above can be used in many ways in many areas of life.
We can use them for workplace, personal, and psychological purposes. In our case, the
workplace aspect is important. During workplace well-being research, the following aspects
need to be measured and analysed: physical factors, psychological factors, psychosocial
factors, community factors, and the work environment. A satisfied employee is able to
perform productive work and is willing to make efforts to increase the organization's
performance (Parmar et al., 2022; Bazo et al,, 2019; Nad'ova Krosldkova et al., 2021). That is
why it is advisable for a company that wants to operate efficiently to invest energy and time
at certain intervals in carrying out and evaluating workplace well-being surveys (Borisov &
Vinogradov, 2022).

Employee well-being surveys are an integral part of the efficient operation of
companies and institutions. Interpreting employee satisfaction is by no means as simple a
task as it seems. Many researchers approach the definition of the concept from a different
perspective. According to Wnuk's interpretation, we can talk about employee satisfaction
when the employee likes his job (Wnuk, 2017). Based on a sociological interpretation,
employee satisfaction is nothing more than a positive evaluation of work (Sypniewska,
2014). In a narrower sense, the level of employee well-being is determined by the fulfilment
of the individual at work and the level of enjoyment of work (Ekmekcioglu & Nabawanuka,
2023). However, it can also be interpreted in a broader spectrum, according to which
employee well-being is closely related to workplace well-being, subjective well-being, and
psychological well-being (Rothausen et al., 2012; Aliyev, 2021). According to the definition
of the ILO, employee well-being can be primarily influenced by the workplace environment,
organisational factors, and operational factors (Sinclair et al.,, 2010).

Surveys related to employee well-being highlight three points of view: social well-
being, mental and physical health, and the employee's commitment and satisfaction with
work (Pagan etal.,, 2019; Mura et al,, 2021). Many researchers agree that the stress factor has
one of the greatest influences on achieving well-being (Nimmi & Donald, 2022) and this
relationship was especially obvious during the pandemic and appropriate employment risks
related to work duties (Mishchuk et al., 2023); however, Seligman's theory of positive
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psychology refutes this. He does not deny that stress is of great importance in the
development of employee satisfaction, but he believes that the path to well-being cannot be
achieved only by eliminating negative effects. According to Seligman's 5-factor model of
positive psychology, the achievement of employee satisfaction, which can lead to well-being
at work, is based on the following factors: predominance of positive emotions, good
relationships with colleagues, meaning, and interest in work and success (Seligman, 2011).

Well-being at work is not only important for employees, but also a primary factor for
employers. Among the basic expectations of employers is the qualitative work of their
employees. Quality work can be significantly influenced by the existence or degree of well-
being at work (Duris et al., 2018).

Overall, it can be stated that satisfaction is a complex phenomenon that has a close
interaction between the organisation and the employee. The level of employee satisfaction
affects the efficiency of the organisation, and, at the same time, the operation of the company
can significantly influence the level of employee satisfaction (Aslan et al., 2022; Sageer et al.,
2012). Employees with a higher level of well-being are typically more committed to their
work, produce better performance, and contribute more effectively to the achievement of
organizational goals (Albalawi et al., 2019; Shuck & Reio Jr, 2014).

Research objective, methodology, and data

The purpose of the research was to assess and analyse the workplace well-being of workers
in Slovakia in the period following the outbreak of the coronavirus epidemic. The probability
sampling method was implemented in the form of a questionnaire, the time interval of which
lasted from February 2023 to August 2023. The questionnaire can be accessed via the
following link: https://www.peggykern.org/questionnaires.html. A total of 772 responses
were received to the questionnaire. The evaluation of the questionnaire results was helped
by the values of the Cronbach-alpha reliability index and the results of the applied regression
equation. During the analyses, we worked with a 95% confidence level and a 0.5% error
probability. Regarding the demographic data, 58.5% of the respondents in the examined
sample are men and 41.4% are women. In terms of age, the highest percentage of participants
in the survey is between 46-50 years old (24.1%), the lowest percentage is under 18 years
old (0.1%) (Table 1).

Table 1. Distribution of respondents by gender and age group

Characteristic % of the Sample
Gender Female 41.50%
Male 58.50%
under 18 0.10%
19-25 8.00%
26-30 10.40%
Age 31-35 12.60%
36-40 12.70%
41-45 16.80%
46-50 24.10%
over 51 15.30%

Source: own editing.

The questionnaire is used to assess workplace well-being using the Workplace

PERMA-Profiler questionnaire. The basis of the questionnaire is Martin Seligman's "Positive
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Psychology Model", which, however, is not yet suitable for assessing workplace well-being.
Later on, the research couple L.M. Kern and ]. Butler expanded and improved the model,
thanks to which it became suitable for carrying out research on well-being at work.
The revised model was named Workplace PERMA-Profiler. The questionnaire contains a
total of 23 closed-ended questions, which are grouped along 10 different factors. The first
5 factors (positive emotions, commitment, relationship, meaning, performance) are based on
M. Seligman's model, and the following 5 factors (negative emotions, health, loneliness,
happiness, PERMA average) are based on L.M. It is associated with Kern and Butler.
The questionnaire can be used in 2 versions, for which the authors have developed a
0-10 scale system. The order of the questions cannot be changed or modified. Among the
elements in the sample, seven factors contain three sub-questions, while the remaining
three factors contain only one. The sample of the Workplace PERMA-Profiler questionnaire

used in the research and the order of its application are illustrated in Table 2.

Table 2. The PERMA-Profiler Questionnaire

doing?

Factors Question Response Anchors
Accomplishment.: How oftep (.io you feel you are making progress towards 0=never, 10=always
accomplishing your work-related goals?
At work, how often do you become absorbed in what you are
Engagement:

Positive em.:

At work, how often do you feel joyful?

Negative em.:

At work, how often do you feel anxious?

How often do you achieve the important work goals you have set

IAccomplishment: for yourself?
O=terrible
. 1c? )
Health: In general, how would you say your health is? 10=excellent
. . . O=not at all
. ') )
Meaning: To what extent is your work purposeful and meaningful? 10=completely
Relationships: To what extent (.io you receive help and support from coworkers
when you need it?
Meaning: In general, to what extent do you feel that what you do at work is
& valuable and worthwhile?
Engagement: To what extent do you feel excited and interested in your work?
Loneliness: How lonely do you feel at work?
o . . O=not at all,
Health: How satisfied are you with your current physical health?

10=completely

Positive em.:

At work, how often do you feel positive?

O=never, 10=always

Negative em.:

At work, how often do you feel angry?

/Accomplishment:

How often are you able to handle your work-related
responsibilities?

Negative em.:

At work, how often do you feel sad?

At work, how often do you lose track of time while doing

Engagement: something you enjoy?
Health: Compared to others of your same age and sex, how is your health? O=terrible,

' P y 8 ’ y ' 10=excellent
Relationships: To what extent do you feel appreciated by your coworkers?

. To what extent do you generally feel that you have a sense of
Meaning: . L
direction in your work?
Relationships: How satisfied are you with your professional relationships?
Positive em.: At work, to what extent do you feel contented? O=not at all,
10=completely

Happiness: Taking all things together, how happy would you say you are with O=not at all,
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10=completely |
Source: own editing.

\ | your work? \

Results and discussion

Results

The unexpected appearance of the coronavirus epidemic dealt a severe blow to the world
economy. At the same time, it left its mark not only in the areas of the economy but also
had an impact on everyday life. The importance of well-being at work is receiving more and
more attention around the world. The main goal of this research was to assess the level
of well-being at work among Slovakian employees after this crisis. The results of the
Workplace PERMA-Profiler survey provided easy-to-interpret, and detailed information
about the respondents' current workplace well-being situation, which is illustrated in
Table 3 using various statistical indicators (average, standard deviation, minimum,
maximum, Cronbach alpha).

Table 3. Workplace PERMA-Profiler-based analysis of the examined sample

Mean S.td'. MinMax Cronbach
Deviation alfa

POSITIVE EMOTIONS 549 [1.80 0 (10

P1 At work, how often do you feel joyful? 536 [1.90 0 [0 091

P2 At work, how often do you feel positive? 542 [1.92 0 [0

P3 At work, to what extent do you feel contented? 5.69 [2.03 0 10

ENGAGEMENT 551 [2.07 0 [10

E1 At work, how oft-en do you become absorbed in 581 214 0 1o 086
what you are doing?

E2 To what eXFent do you feel excited and 560 232 0 1o
interested in your work?

B3 At Work, how often (.10 you loselz track of time 511 252 0 1o
while doing something you enjoy?

RELATIONSHIPS 587 [1.74 0 o

R1 To what extent do you receive he.lp and support 587 |1.96 0 10 lo.90
from coworkers when you need it?

R2 To what extent do you feel appreciated by your 577 1.94 0 1o
coworkers?

R3 How-satlsflled are you with your professional 595 11.83 0 1o
relation-ships?

MEANING 6.55 [1.78 0 o

M1 To whgt extent is your work purposeful and 641 |188 0 10 l091
meaningful?
In general, to what extent do you feel that what

M2 you do at work is valuable and worthwhile? 6.58 |1.85 0 10

M3 To what extent df’ you geperally feel that you 6.66 12.05 0 1o
have a sense of direction in your work?

ACCOMPLISHMENT 6.15 |[1.68 0 o
How often do you feel you are making progress

Al towards accomplishing your work-related 6.15 [1.94 0 (10 |0.84
goals?

A2 How often do you achieve the important work 570 1210 0 lo
goals you have set for yourself?

A3 How often are you f';\t-)le to handle your work- 6.60 .74 0 1o
related responsibilities?
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Mean S.t d'. MinMax Cronbach
Deviation alfa
NEGATIVE EMOTIONS 597 219 0 o
N1 At work, how often do you feel anxious? 6.10 |2.45 0 10 |0.90
N2 At work, how often do you feel angry? 6.24 |2.28 0 [10
N3 At work, how often do you feel sad? 5.55 |2.44 0 10
HEALTH 6.34 [1.70 0 o
H1 In general, how would you say your health is? |6.49 [1.69 0 10 |0.94
How satisfied are you with your current
H2 physical health? 6.36 [1.73 0 [10
H3 Compared to others of your same age and sex, 618 1196 0 1o
how is your health?
LONELINESS How lonely do you feel at work? 5.38 |2.68 0 [0
HAPPINESS Taking all things tggether, how happy would 583 11.95 0 1o
you say you are with your work?
PERMA mean=
PERMA (P1,P2,P3,E1E2E3,R1,R2,R3M1,M2M3,A1,A2, 591 |[1.66 0 [0 |0.97
A3,hap)

Source: own research.

Answering the questions in the questionnaire was made possible by a 0-10 scale
system. The results of the indicators representing the average and standard deviation are
shown in relation to this scale system. The average represents the arithmetic mean of the
data in the sample, while the standard deviation shows the deviation of the quantitative
values from the average. Based on the results, the "meaning” factor (m=6.55) reached the
highest value on the scale system, which means that our respondents are satisfied with the
quality of their work and its effectiveness. The factors "health” (m=6.34) and "performance”
(m=6.15) produced additional positive results. Against all this, the result of the "negatively
emotional” factor (m=>5.97) is less encouraging, according to which the respondents’ work
life is strongly characterised by anxiety, nervousness, and sadness. The results of the
"positive emotional” factor (m=5.49) further confirm the fact that the level of workplace well-
being follows a stagnant or decreasing trend, despite the fact that feelings of joy, positivity,
and satisfaction are an essential part of effective work. Anxiety, nervousness, and sadness are
more present than joy, positivity, and satisfaction. A key factor in the model is the "PERMA
average" (general well-being). The creators of the Workplace PERMA-Profiler defined a
formula that can be used to calculate the level of general well-being (P1, P2, P3, E1, E2, E3,
K1K2,K3,J1,]2,]3,T1, T2, T3, B1) (Kern & Butler, 2016). In the case of the examined sample,
the result of "the PERMA average" represents an average of 5.91 with a standard deviation
of 1.66. In this case, the level of general workplace well-being among Slovakian employees is
stronger than average. Based on the results, the deviation from the average is the highest in
the case of "commitment”, "negative emotions”, and "loneliness". According to the obtained
Cronbach's alpha coefficient, the measurement reliability of the research was adequate.

According to a hypothesis established during research, the elements of the
"negative emotional” factor included in the Workplace PERMA-Profiler questionnaire exert
a strong influence on the achievement of workplace satisfaction. The components of the
mentioned factors are workplace anxiety, workplace nervousness, and workplace sadness.
The regression statistical procedure was used to analyse the hypothesis. During the
regression process, an survey seeks the answer to the extent to which the elements
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of the "negative emotional” factor move proportionally with the indicator of job satisfaction,
as well as to what extent the combined effect of the mentioned components can explain the
evolution of job satisfaction. During the analysis, the elements of the "negative emotional”
factor included in the PERMA-Profiler represent the independent variables, while job
satisfaction appears as a dependent variable.

Table 4. Results of regression analysis explaining the relationship between workplace anxiety,
nervousness and sadness and workplace well-being
Model summary
Model R R Square Adjusted R Square
1 .563a 0.317 0.314
a. Predictors: (Constant), At work, how often do you feel anxious?, At work, how often do you feel angry?,
At work, how often do you feel sad?

Source: own research.

Table 4 contains the summary table of the regression analysis. In the case of the
examined variables, a relevant relationship can be found, as the value of the correlation
coefficient exceeded +-0.2. The value of the overall correlation coefficient (R) in the table is
0.563, which means a stronger relationship than the average value between the examined
variables. This value means that the higher the level of anxiety, nervousness, and sadness,
the lower the level of job satisfaction. The second indicator shown in the summary table
produced a remarkable result. The value of the coefficient of determination (R square) is
0.317, which means that the influence of the factors examined in the regression process can
explain up to 31% of the variance of the job satisfaction value. This is followed by a
presentation of the detailed examination of the obtained results.

Table 5. Analysis of variance of the examined variables (ANOVA)

ANOVA
Sum of Squares df Mean Square F
1 Regression 1010.787 3 336.929 118.619
Residual 2181.456 768 2.840
Total 3192.242 771

a. Dependent Variable: At work, to what extent do you feel contented?
b. Predictors: (Constant), At work, how often do you feel anxious?, At work, how often do you feel angry?,
At work, how often do you feel sad?

Source: own research; Note: * p < 0.05.

The results of the conducted ANOVA test (Table 5) support the results of the
aggregated correlation coefficient (R) value obtained in Table 4, according to which there is
a relationship between the examined variables. There is a significant relationship in cases
where p<0.05. The significance value of the F-test is p=0.000, which confirms the existence
of arelationship between the variables.

Table 6. Coefficient table of the examined variables
Coefficients o

Model Unstandardized Standardized
Coefficients Coefficients t.
B Std. Error Beta
1 (Constant) 8.590 0.181 47.578
At work, how often do you feel anxious? -0.203 0.043 -0.244 -4.768
At work, how often do you feel angry? 0.002 0.047 0.003 0.051
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At work, how often do you feel sad? | -0.301 0.041| -0.361  -7.437
a. Dependent Variable: At work, to what extent do you feel contented?
Source: own research; Note: * p < 0.05.

The last part of the study separately analyses the effects of workplace anxiety,
nervousness, and sadness on the development of workplace satisfaction. Table 6 illustrates
to what extent the studied variables have an impact on the achievement of job satisfaction.
The significance level of workplace anxiety and workplace sadness is below the
0.05 threshold, but workplace nervousness is outside the mentioned threshold. Based on the
results, it can be concluded that, among the examined variables, workplace anxiety and
workplace sadness significantly influence the development of workplace satisfaction.
Afterwards, the beta coefficient can be used to analyse the strength of the relationships, in
order to find out which variable has the strongest effect on achieving job satisfaction. In the
case of the relationship between workplace anxiety and workplace satisfaction, the sign of
the coefficient beta index reversed and became negative. The beta value of the coefficient on
the relationship between workplace sadness and workplace satisfaction developed similarly.
The negative result means that the higher the value of anxiety and sadness, the lower the
level of job satisfaction. Based on the results, the factor most influencing the achievement of
job satisfaction was primarily sadness at work (=-0.361), then anxiety at work (3=-0.244),
and finally, nervousness at work (= 0.003).

The results of the hypothesis analysis in the case of the examined sample produced
similar results to the research of Duxbury et al. (2018), where the mentioned stress factors
also appear as a strong influencing factor. In the analysis of the hypothesis, the significance
level of the regression is p=0.000 and the coefficient of determination (R square) is 0.317.
Based on these results, we can accept the hypothesis.

After the analysis of the hypothesis, the results of the regression procedure showed
that among the elements of the "negative emotional” factor, workplace sadness has the
strongest effect on achieving "well-being" of workplace satisfaction. The next step is to
examine the relationship between workplace sadness and workplace satisfaction. Table 7
illustrates the results of the correlation calculation.

Table 7. Correlation table of the examined variables

At work, to what extent |At work, how often do you
do you feel contented? [feel sad?
Pearson Correlation 1.000 -0.538a
At work, to what extenti; -
do you feel contented? Sig. (2-tailed) 000
"IN 772 772
At work, how often do P.earson (-Iorrelatlon -0.538a 1.000
ou feel sad? Sig. (2-tailed) .000
4 ' N 772 772

Source: own research; Note: * p < 0.05.

The results in the table show a relatively strong (-0.538a) negative correlation and
significance between workplace sadness and workplace satisfaction. The negative sign
means the opposite relationship, i.e. the stronger the sadness at work, the lower the
satisfaction at work. In addition to the regression procedure, the results of the correlation
calculation also support the correctness of the hypothesis. The correlation is illustrated by a
scatterplot diagram (Figure 1). The scatter plotillustrates the results obtained by performing
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the correlation. The scatterplot diagram helps to explore the relationships between the
examined variables. The location and shape of the point cloud allow us to infer the
relationships between the variables. Figure 1 illustrates the results of the correlation that
high job sadness results in low job satisfaction.

© 00 ¢ o O O & o)
® 0 OO0 0 O O O O O
89 O O 0 O O O O O O
o © 000 0O 0 O
264 O O 0O 0 0 0 0 OO
A o ©O 0000 OO0 O
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00 0 O -
0 2 4 6 8

Sadness at work

Figure 1. Scatterplot to represent correlation.
Source: based on the author's editing.

The analysis of workplace satisfaction was an important part of the workplace
well-being questionnaire. One of the sub-questions of the "positive emotional" factor
included in the Workplace PERMA-Profiler sample reads: "How satisfied do you feel at
your workplace?".

180
160
140

173
132
116

120 100
100 74
8 57 65
6
: 0 2 J 2
2 5

1 2 3 4 5 6 7 8 9 10

0

o O O o o

Figure 2. Level of job satisfaction.
Source: based on the author's editing.

Figure 2 illustrates the degree of job satisfaction among the research participants.
There were mixed responses regarding the results. The largest proportion of those surveyed
marked point 5 (22.4%) of the scale system, thus expressing that they consider their level of
job satisfaction to be medium. This is followed by the group of respondents who rated their
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level of satisfaction at 4 (17.1%). The group of respondents indicating the two most common
values is currently relatively far from achieving the state of well-being at work. Despite this,
a high number of completions were also received for the values for which we can rather talk
about the existence of well-being at work. 15% of the participants in the research rated their
job satisfaction at 6, 13% at 7 and 9.6% at 8. Overall, in the case of the examined sample, the
level of job satisfaction is not very high depending on the results, which also proves that the
crises of recent years have also significantly influenced the employees' workplace
satisfaction.

The research examines the workplace well-being of Slovakian employees based on the
Workplace PERMA-Profiler model. The results of the research further expand the specialised
literature on workplace well-being surveys, so they can provide useful and innovative
information to those interested in the topic. To the best of our knowledge, research similar
to the present research has not been carried out in such detail in the case of Slovakia in the
recent period.

Discussion
During the analysis, it was revealed which of the examined factors were the factors that
facilitated, and which were the ones that most hindered, the achievement of well-being at
work. Based on the results, the preponderance of elements belonging to the "negative
emotional” factor had the most intensive effect on the achievement of well-being,
supplemented by the "loneliness" factor. Anxiety, sadness, and nervousness at work appear
as a strong stress factor that inhibits and complicates the development of well-being at work.
Similar to several studies (Duxbury et al,, 2018; Faragher et al., 2013), the present research
drew a similar conclusion regarding the severity of these stress factors. The "meaning" and
"performance” factors showed slightly more positive results during the analysis. The results
of the research also revealed that the elements of the "negative emotional" factor are present
to a greater extent than the factors of the "positive emotional" factor. This means that
workplace anxiety, nervousness, and sadness are more strongly present in the lives of
employees than workplace joy, positivity, and satisfaction. The summarising and most
important factor included in the Workplace PERMA-Profiler model is the "PERMA average",
which determines the level of general well-being in the workplace according to a certain
formula. Based on the results, the general workplace well-being level of the individuals
participating in the research reached an average of m=5.91. Based on the data, the workplace
well-being level of Slovakian employees is slightly above the average value, but at the same
time, the detailed results of the factors highlight the seriousness of the situation.

Summarising the conclusions of the research, the positive results of the survey are the
factors that most helped to achieve the well-being of Slovak employees at work, i.e. the factors
of "meaning", “performance”, and "health". The previous factors contribute to the
development of workplace well-being within the framework of self-reflection, responsibility
for work, commitment, and physical and mental health. The "loneliness" and "negative
emotional" factors were found to be the most hindering or inhibiting components of the
development of well-being. Overall, there is consensus on many points between the results
of our research and several international surveys (Basit & Nauman, 2023).

According to the hypothesis of the study: "Anxiety, nervousness, and sadness at work
have a negative effect on the achievement of job satisfaction". To test the hypothesis, we used
the regression procedure, which showed that there is a significant correlation between the
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"negative emotional” factor included in the PERMA-Profiler model and the achievement of
job satisfaction (p=0.000). The results of the beta coefficient revealed the order of influence,
i.e., ranking, between the elements of the "negative emotional” factor in terms of achieving
well-being at work. Based on the results, the achievement of well-being at work is primarily
hindered by workplace sadness (=-0.361), then by workplace anxiety (=-0.244), and finally
by workplace nervousness (3=0.003). Regarding the literature background, Mark and
Smith's 2012 survey revealed similar results regarding the negative effects of workplace
anxiety, nervousness, and sadness on job satisfaction (Mark & Smith, 2012).

Based on the results obtained, it can be stated that the lives of the respondents
participating in this research were significantly affected by the economic difficulties of recent
years. The results of our study, in line with the literature, confirmed the fact that the
coronavirus epidemic and the subsequent economic crisis had a strong impact on the
achievement of workplace well-being (Chaaya et al., 2022; Juhnowicz & Kinowska, 2021;
Fodranova & Veszprémi Sirotkova, 2023; Mihalca et al., 2021; Bakker & Wingerden, 2021;
Srovnalikova, 2024 ).

Conclusion

Research conclusion

The survey made it possible to verify the research hypothesis, which is about the connection
between workplace well-being and the elements of the "negative emotional” factor. The
results showed a significant correlation between a low degree of well-being at work and the
predominance of elements of the "negative emotional" factor. The research results are in
many respects the same as those read in the literature. In the case of the examined sample,
the highest average job satisfaction achieved represents a medium value. The results also
reveal the elements of the factors that promote and hinder the achievement of well-being at
work. The study analyses the current situation of workplace well-being in detail along 10
factors and identifies the group of factors influencing it. The study draws attention to the
necessity and importance of workplace well-being surveys to be carried out at certain
intervals.

Limitations and future research

The present study showed the assessment and analysis of workplace well-being in light of
the series of unexpected events that have plagued the past years. It is important to mention
that the factors investigated in the study are time-dependent (a state that changes over time),
according to which the results of the research can be understood for the given period. After
the coronavirus period, it would be necessary to carry out further research, since these
surveys could provide the most important information, i.e., whether the level of workplace
well-being can show an improving trend after the epidemic subsides.

In the case of workplace well-being research, in addition to employee perspectives,
employer perspectives are equally important. This study examined the level of workplace
well-being exclusively from the employee's point of view, but it would be advisable to
conduct the research from the employer's point of view as well.

Regarding future research opportunities, it would be worthwhile to expand the survey on a
national and international level as well. At the national level, the expansion of the research
would be the large Slovak companies, which would allow the level of well-being at work to
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be mapped among the large companies as well. Furthermore, an international comparison
regarding well-being at work could be an important milestone. A way to do this would be to
include several Central European countries in the research, which would allow comparisons
to be made.
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