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1. Introduction
The present report fits within the framework of Intellectual Output 1 of the
Happiness@Work project.
This report starts with a country analysis of each partner country evolved in the project
Happiness@Work which gives a picture of the state of happiness at work in Portugal, Italy,
Belgium, United Kingdom and Poland. Next, we look at what happiness at work is and how
it can be delineated from job satisfaction, well-being at work, flourish and resilience and
why happiness at work is so important.
Nowadays and actually more than ever, the time people spent at work massively
influences everyone and several studies show that happiness at work is both good for
employees and business itself. Happier workplaces are more efficient, achieve great
results, have good relationships, are less stressing and have fewer absences. Also, when
people are happy at work they work more efficiently, they’re more committed and more
motivated, they achieve greater productivity they usually have a good team spirit and

tend to help each other more, contributing to a serene and positive job
environment. In addition, happy employees make organisations more successful so it is
crucial to create a more positive workplace by the way we approach our jobs.
Happiness at work is, therefore, a very abstract concept and must be considered a
strategic asset in organizational management. So, companies must invest in the factors
that really bring happiness to people specially in microbusiness and small and medium
enterprises (that represents 99% of all business in Europe).
The results and data gathered in this report show that there are currently some examples
of different tools (such as programs, methodologies, good practices, initiatives,
certifications etc) to increase happiness at work but there is still a lot that people can do
to improve happiness at work.
Finally, we formulate our most important conclusions/reflections that we draw from the
country analysis, the focus group and the interviews conducted with micro-business
employees and managers that will be take into consideration for the Happiness@Work
project that is based on the philosophy and ideas of positive psychology.
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2. Country analysis
2.1.Characterization of happiness at work
Happiness is typically defined by how people experience and evaluate their lives as a
whole. Happiness is a concept related to positive emotions, a state of well-being and
satisfaction that gives life a sense of meaning. In addition, happiness is associated with
satisfaction, recognition, engagement and meaning.
Nowadays, the majority of people spend much of their lives at work. Therefore, it is
crucial to gain a solid understanding of the role that employment and the workplace in
shaping happiness for individuals and communities worldwide.
Being satisfied at work has an important influence on our general happiness due to the
fact that people spend the majority of their day at work. On average, our job accounts for
almost fifth (18%) of our happiness and we can see clear differences between the
self-employed and civil servants (self-employed is three times as high as that of civil
servants). About 30% to 50% of our happiness is explained by genetic factors, so about
60% remains explained by other factors and work is one of these factors.
Happiness at work can also be expressed as an opportunity to have access to flexible
work, having an inclusive climate, attention to well-being and having a good mental
health.
There is still a lot of ambiguity around what happiness at work really is. It turns out that
finding a clearly defined definition is not that easy. That’s why in this section we will
delineate the term in relation to other related terms: job satisfaction, well-being at work,
flourishing and resilience.

Happiness at work vs job satisfaction
Locke (1976) described job satisfaction as a “pleasure or positive emotional state resulting
from an appraisal of one’s job or job experiences”.
Job satisfaction is a concept that has different approaches but the most commonly cited
definitions on job satisfaction are related to a combination of psychological and
environmental circumstances and is under the influence of many external factors
(UKEssays, 2016). The term job satisfaction also refers to the feeling of pleasure and

5

achievement in your job experience. Job satisfaction happens when an employee feels
that he or she is having job stability and a comfortable work life balance (Business
Management Ideas (s.d.). Additionally, the others elements and factors which contribute
to job satisfaction are: compensation and working conditions; respect & recognition; job
security; challenges; and, career growth (Mbaskool, s.d.).
Employees will experience a high level of job satisfaction if they have a good salary, have
good benefits, are able to work in a pleasant workplace and enjoy good working
conditions. However, if these job satisfaction factors are present, this does not mean that
an employee experiences also happiness at work because job satisfaction is a prerequisite
for happiness because other components are needed to experience happiness at work.

Happiness at work vs well-being
Well-being plays a central role in creating flourishing/happy societies. Well-being at work
includes prevention and protection at work, whether physical, mental or psychosocial.
Employers who pay attention to psychosocial well-being at work ensure a pleasant
working environment and lower absenteeism due to illness. So, well being at work
continues to increase in importance for employees and employers across countries.
The researches confirm that a number of strategic and operational objectives have been
set for well-being at work. The objectives are:
1.

Promotion of safe and healthy work;

2.

Increasing participation in the labour market;

3.

Strengthening of prevention;

4.

Strengthening the prevention culture.

Having this in mind, focusing on well-being at work presents a valuable opportunity to
benefit societies by helping working individuals to feel happy, competent and satisfied in
their roles. Workplace well-being is related to several aspects from the quality and safety
of the physical environment, to how workers feel about their work, their working
environment, the climate at work and even work organization itself (Nef consulting, s.d.).
Also, the main four drivers of well-being at work are as follows: personal resources; health
and vitality; work-life balance and organisational/management system. These factors are
briefly described bellow (Nef consulting, s.d.).
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- Personal resources: personal resources are the components that determine how
employees overall lives are going. The health and vitality, resilience, general happiness,
self-confidence that individuals bring to work and the work-life balance that they
experience are crucial. There are two elements in particular, however, where the work
place can play an important role in supporting individuals. First, health and vitality can be
supported by workplace culture, for example by providing opportunities for individuals to
carry out physical activity. Secondly, organisations play a key role in helping staff achieve a
healthy work-life balance (Nef consulting, s.d.).

- Health and vitality: the presence of specific illnesses has a lower impact on well-being
however, healthy behaviour such as physical activity and healthy eating obviously has an
impact on physical health. Sleep also plays an important role regarding the well-being
because it is a fundamental factor to have energy and feeling rested (Nef consulting, s.d.).
- Work life balance: is the point at which personal and work lives meet and sometimes,
clash. Essentially, work-life balance entails getting an appropriate mix of hours worked.
Researches concerning the relationship between hours worked and levels of well-being
suggest that well-being increases as the number of hours worked rises, but until a certain
point, additional hours worked have a negative impact in the personal well-being.
Consequently, having an appropriate work-life balance is extremely important when
attempting to foster well-being at work. Employees who feel that they have achieved a
good balance between work and personal life are shown to feel less stressed and are
likely to feel more satisfied at work, which implies that getting work-life balance right is
likely to reduce stress and absenteeism and increase positive attributes, such as loyalty,
creativity and productivity (Nef consulting, s.d.).

- Organisational/management system: this domain is related to how employees
experience their workplace, including the way jobs are designed, how the organization is
managed, the quality of the work environment and how employees assess the social value
of their work. As regards to this topic, it is very important to guarantee that job roles are
fairly paid and secure and that the tasks and requirements of the job role are achievable.
The relationship between income levels and well-being also vary according to the age and
gender of an individual. Evidences also shows that job security is also a vital factor in
7

employee well-being and has a stronger negative impact on average well-being than
holding a temporary contract. Researches show that for both genders the fear of losing a
job is associated with a drop in well-being and individuals who have permanent
employment contracts experience higher well-being than those who don’t.
In addition, environmental clarity is also important due to the fact that everyone must
fully understanding one’s position and responsibilities within the workplace. Besides that,
having a clearly defined job role, feeling that one has an achievable job with well
formulated goals has been shown to increase job satisfaction and reduce stress levels.
Getting the management system right is critical to the success of any organization. The
evidences show that employees, who feel trusted within a well-managed organization
where managers also receive feedback are likely to experience higher levels of well-being.
Therefore, receiving direct and clear information relating to the job performance is
positively related to well-being at work. Also, manager’s behaviours represent another
element of management systems which has a clear impact on individual’s well-being at
work.
To finish, achieving good standards of well-being at work are likely to be more creative,
more loyal and more productive and provide better customer satisfaction than individuals
with poor standards of well-being at work (Nef consulting, s.d.).

Happiness at work vs flourish
Flourish is one of the most important and promising topics studied in positive psychology.
Flourish is related to many positive concepts and can be considered the key to improving
the quality of life for people around the world. Flourishing encompasses a wide range of
positive psychological constructs and offers a more holistic perspective on what it means
to feel and happy.
Flourishing at work consist of intrinsic happiness that employees experience. When
people flourish at work it gives them long term satisfaction and has a positive influence on
everything around them. The question is, of course, how people can experience this
intrinsic happiness.
Also, according to Oxford, flourishing is defined broadly to include employee thriving (e.g.
vitality and learning), happiness (e.g. positive moods and emotion) and engagement (e.g.
job satisfaction and self-determined motivation). Also, two broad traits (extraversion and
core self-evaluations) were identified as being central to employee flourishing. People
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who naturally flourish at work (because of their personality) tend to have a positive
approach to self, others and work situations and also tend to take an active, engaged and
forward-looking approach to work, especially in the case of some troubles/challenges. In
order to be flourish at work, people also need to feel connected, resilient, engaged and
productive, healthier and happier. There are a lot of elements that can contribute to
flourish at work such as meaningful work, challenging work, fair treatment, a pleasant
environment, personal growth, involvement and good mutual relationships.
In this context, flourishing provides numerous benefits such as: fewer missed days of
work; fewer half-days and work cutbacks; lower helplessness; more clear life goals; higher
resilience; higher intimacy; lower risk of cardiovascular disease; lower number of chronic
physical diseases with age; fewer health limitations of daily living activities; and, lower
health care utilization. (PositivePsycology.com, 2019). Employees who flourish are also
less often sick and experience less stress. They feel good about themselves and radiate
their positive energy to their colleagues.

Happiness at work vs resilience
The ability to handle, adapt to and productively learn from setbacks, failures and
disappointments is critical to overall happiness at work. Our brain tends to quickly focus
on negativity and pay attention to what is not going well. In order to keep the feeling of
happiness among employees stable is important to develop resilience.
Resilience can be develop by self-control, more conscious awareness about the negative
thoughts, focus and optimism.
Resilience is another pillar that contributes to happiness at work because under those
days workplaces are undergoing several changes.
Resilient employees build strong connections and relationships with others, they are
authentic and behave in a way which is in alignment with their values and beliefs.
Moreover, resilient workers perceive their work as meaningful and under press and stress
they monitor their own thoughts and they are also more skilled at dealing with setbacks.
Resilience has been associated with a positive state of mind including optimism, curiosity,
energy and openness to new experiences. Therefore, resilience is a critical skill nowadays
because workplaces are embedded with stress and constant changes and challenges
(PositivePsycology.com, 2019).

9

In this context, we can affirm that happiness at work is a very complex and abstract
concept that can be described in different ways and that should be considered a strategic
asset in organizational management because happy people work more efficiently, they’re
more committed and more motivated, they usually have a good team spirit and tend to
help each other more, contributing to a serene job environment and they achieve greater
productivity.

2.2.Definition of happiness at work

2.2.1. Ranking, studies and reports
Happiness at work does not have a unique formula because happiness at work changes in
every culture, gender, country, age among other characteristics. Bellow, we can find some
statistics of happiness at work in Belgium, Portugal, Poland, Italy and United Kingdom.

Belgium
In Belgium, 43% of the employees are very happy in their job. They give their job score of
8/10 or more. However, there is also a large amount of unhappy employees (28%). There
are essentially three main factors that have a positive effect on happiness at work:
1. Autonomy: the extent to which one can make one’s own decision;
2. Involvement: this is related to social relations and loneliness;
3. Competence: this indicates how competent and self-assured someone feels.

Approximately 55% of Belgians indicate to have sufficient autonomy at work. In addition,
56% feel sufficiently involved. In terms of competence, the percentage is higher, 69% of
Belgians feel competent to do cope with their work. Stress is one of the factors that have
a negative influence on employees’ level of happiness. Other factors with negative
influence are loneliness and the feeling of not being able to be yourself.

Portugal
According to the study “Happiness Works 2019”, Communication and Information is the
happiest economic sector in Portugal especially because this sector implement lots of
practices related to work-life balance. Since 2011, the study “Happiness Works” is
dedicated to evaluate the level of Portuguese organizational level and the number of
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organizations that participate in this study is growing more and more each year. In 2016,
the same study indicated that if all the workers in Portugal were happy the Portuguese
productivity would be greater than 300 million euros, the absenteeism will go down 36%
and the turnover will also go down 45%.
New further conclusions of “Happiness Works 2019” also indicated that the level of
organizational happiness of Portugal was 3.8 in a scale from 1 to 5 which means that the
Portuguese professionals are “almost happy” and this number is being constant in the last
few years. The author also makes a connection between this numbers and said that the
majority of the Portuguese companies don’t think too much about happiness as a strategy
but as something tactical and this is one of the main reasons why happiness at work in
Portugal don’t raise since the last few years.
Although this thematic is relatively new to the majority of Portuguese companies,
nowadays more companies are looking for professionals specialized in happiness such as
“happiness managers” and “chief happiness officers”. These jobs have different tasks
related to the development of initiatives that look for the well-being of everyone,
promoting the entry of new workers, involve the company in initiatives related to social
responsibility and organize some internal events. These professionals need to be creative,
innovative, they have to define clear priorities in companies, know what motivates the
unhappiness of the employees and stablish an action plan to promote happiness in the
work environment.
Additionally, planning a happiness strategy is not a priority in the Portuguese companies
because they don’t adopt internal measures of well-being like offering the gym monthly
payment or giving fruit at work.
According to the 7th
 World Happiness Report 2019 done by Helliwell et al. (2019) Portugal
is in the 66th place (from 156 companies) in the ranking of Happiness 2016-2018.
Another report carried out by Udemy’s about Workplace and Happiness indicates that
satisfaction and fulfilment is more about an environment that supports work-life balance with flexible schedules and remote-working options, for example. In addition, having a
good balance between work and personal life is also very important and matters more
than payments, praise or purpose (Udemy, 2019).
According to a recent study about the Portuguese workers promoted by Staples
indicated that the Portuguese workers feel frustrated at the work especially because they
don’t have a good work-life balance.

The same study also pointed out that the
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Portuguese workers need more compliment and a more flexible and reasonable workload
and a good workplace. The happiness of the Portuguese workers is also related to the
work realization and the quality of the work place.
An older study, carried out by Barómetro Edenred-Ipso 2014 that analysed the well-being
and the motivation of worker in 8 European countries (France, United Kingdom, Belgium,
Spain, Italy, Sweden, Portugal and Germany) showed that 91% of the Portuguese people
said that they were happy in their work and 92%. The most common aspects that were
highlighted in this study as responsible for their unhappiness were: work/life balance;
work schedules; stress levels; low career progression; and, lack of communication.
Additionally, another study carried out by Barómetro de Riscos Psicossociais between
2014 and 2015 pointed out that Portuguese workers have a very high levels of stress,
some of them are really tired, don’t feel repaid in their work, have a bad relationship with
their work colleagues. In fact, high stress is one of the main factors that have a negative
influence on employees’ level of happiness.
One of the things that all the studies that were found also pointed out is that happier
workers often stay longer in the companies, in other words, companies that have happier
workers also have higher retention rates.
Also, recent studies about employer branding and work retention indicates that the most
important attributes that are searched by Portuguese employees are: attractive salary and
benefits; work-life balance; pleasant work atmosphere; job security; and, career
progression.
Happiness at work is therefore a sum of multiple factors such as workplace autonomy and
the freedom to decide; task variations and scope for creative ideas; task significance;
recognition for work; task difficulty; professional skills and specialization; social support
within the workplace; team commitment; group mood; group cohesiveness; effective
feedback from superiors, team leaders/supervisors; environmental conditions at work;
business management and networking channels and others.
Also, happiness at work comes from being able to deliver good work, having good quality
working relationships with the others colleagues and getting recognition from them.
Nevertheless, as you can see later in this report Portuguese companies are investing more
and more to promote the happiness levels of their workers through multiple initiatives.

Poland
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For Poles, money is the most important factor that influences being happy at work.
Actually, money was ranked highest by as much as 86%. However, the atmosphere at
work is becoming more and more popular (80% of responses), as well as relations with the
supervisor (75%), which in 2017 were mentioned much less frequently (50%).
According to Jobhouse employment agency research. "Happiness at work of Poles", 2017
level of happiness among respondents (901 people) 6.3 out of 10.
Over 70% of respondents believe that the most important factors contributing to
happiness at work include: good salary, colleagues who can be counted on, development
opportunities offered, the opportunity to maintain a balance between work and private
life, and commuting time.
The sense of satisfaction is also influenced by the possibility of development at work
(76%) and maintaining a balance between work and private life (72%).
According to Hr.pl research 'Professional Satisfaction of Poles 2018' the respondents
(6123) were moderately satisfied with their work. They have the highest level of
satisfaction with: relationship with colleagues, assessment of the company's image on the
consumer market and relations with the superior. In contrast, they have the lowest level
of satisfaction: with the salary; bond with the company and sense of appreciation.
The most satisfied are employees who have their own business and work on a contract
with one company as a full-time employee. The results of the study show that the length
of seniority is associated with the level of professional satisfaction. The level of
satisfaction decreases with the length of working period for the company. The longer you
work the less satisfied you are. With the increase in salary, overall job satisfaction is
systematically increasing. 70% of respondents declare that they want to change jobs.
According to the statistics, in Poland only 37% of employees are happy at work. This
means that more than half of Poles spend ⅓ of their lives being unhappy. That's quite a
lot. That is why Employer Branding Institute and EY have joined forces and present a
report aimed at ensuring our happiness at work. The best employer is one who cares
about the health of their employees. Unfortunately in Poland this elite club is only 3% of
employers, while the world average is 29%. Theoretically, to be in this group extensive
health & wellness packages should suffice.
The results of research conducted by SAR (Marketing Communication Association)
indicate that for Millenials, which already constitute about 25% of the labour market, the
sense of the actions performed is one of the most important values. And, according to
13

APA, the sense of doing significant work correlates with the level of commitment among
employees.
The report "All Poland Creates an Ideal Workplace" is a summary of several months of
activities carried out jointly by EY and Employer Branding Institute, regarding the
construction of a workplace that is welcomed every day and which you do not want to
leave.
Employer Branding Institute is one of the first employer branding agencies on the Polish
market. It introduced the PracujeBoLubie.pl project (pracabolubie.pl) - a social campaign
to show Poles that you can like your job and be happy in it. As part of the project, you can
audit and get the I Love My Job Winner award.

Italy
In the case of Italy, happiness at work is a concept that is very related to job’s satisfaction.
Happiness at work for the Italians are deeply connected to the number of working hour
(80% of people said having more free time would make them happy) and the meaningful
work.
In the table bellow, we can see a relationship between age and job satisfaction. The
happiest age range for job satisfaction is 15-17, followed by the 65-74 age group. The
20-24 age group are the group that are most unhappy. The 20-24 age group has a high
percent of other age groups. The 20-24 age group unhappy in job percentage is 4,9%.

Executive, employers and professional workers had the greatest percentage of job
satisfaction in 2018 with 22,4%. Just only 2,6 percent of workers are not happy with their
work. Self-employed, family workers had the highest percentage of not happy with job
satisfaction in 2018 with 4%.
In Italy there are some companies that invested in “happiness at work” providing an
enjoyable happy work environment and using some tools to measure the employees’
14

satisfaction. Some best practises of 3 Italian organizations which support their employees
to work better are:
-

Habitissimo.it - https://www.instagram.com/retratissimo/

-

Viking Italy

-

2BHappy Agency - http://www.2bhappy.it/

Also, it is important to notice that in Italy a lot of people suffer from burnout and
managers are still not really prepared and familiarized with this topic. Nevertheless, to
improve happiness at work companies use coaching because it is a tool that is tailored to
each person/employee. Likewise, in Italy, coaching helps and supports the organizations
and the worker and to find out which are the strengths and skills to achieve and improve.
The PERMA model is still not well known in Italy.

United Kingdom
Happiness at work in the UK could best be expressed as an opportunity to have access to
good work and jobs, flexible working, an inclusive climate, attention to wellbeing and
good mental health. Access to good work and jobs is a tenet of the UN’s sustainable
development goals (goal eight) with a target date of 2030 (UN, 2019) and is considered to
be of political importance nationally and regionally in the UK. The CIPD (2019) has
compared the UK with EU comparator countries and for example on work-life balance the
UK is ranked 24th out of 25 countries.
Therefore, although relatively prosperous, the UK faces considerable challenges to
maintain and enhance effective work practices to yield economic growth.
The attention to UK workplaces tends to focus upon policy, structural and systemic issues
within a legal framework. Intervention activity centres around the improvement of
systemic issues, rather than offering any insights into the quality of workplaces in respect
of worker happiness and contentment.
Worker happiness may appear to be an indulgence when many basic conditions are still
lacking for some UK workers, especially those in the gig economy, on zero contracts,
agency working or on temporary and short-term contracts. In the current climate during
the Covid-19 pandemic, scarcity of jobs and losses of jobs may mean employers pay less
attention to organisational climates and focus upon survival. Future-facing workplaces
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may realise that competition for the best staff requires that they still focus upon
wellbeing, hence Happiness at Work is still relevant during the pandemic.

2.2.2. Methodologies, good practices and projects, awards/certifications/courses,
legislation concerning this topic
Even though happiness at work is a relatively recent theme for the majority of companies,
in the desk research the partners find some good examples of different tools
(methodologies, programs, software, training courses, etc) that aims to improve
happiness at work levels.
Bellow, we can find some examples:

- High Trust Culture from Great Place to Work®: Great Place to Work® is a global
authority that develops consultancy services that aims to help organizations to evaluate,
improve and sustain culture organizations. With EmprisingTM it is possible to easily
administer employee engagement surveys and see your company’s results, analysis and
actionable insights. It’s the only employee experience platform built on 30 years of
research, proven to help you quantify your organizational culture, measure employee
engagement and drive meaningful impact between business and people. It is also possible
to create customized surveys, choose from a collection of curated templates or leverage
expert content and benchmarking from Great Place to Work®.
Therefore, with this methodology, it is possible to explore and analyse employee survey
results in real-time to unlock the actionable insights you need to drive positive change to
your organizational culture.

- Corporate Happiness Academy: The Yellow Manager is a consultant company that
promotes happiness in organizations that organizes multiple initiatives to promote
happiness in companies (workshops; personalized training; training for happiness
manager, resilience and strength collision book and exercise available in the online store
in the website of the company. In the next figure we can see “The Yellow Practice for
Happiness” methodology that is used by this company. More information about the
services of this company in: www.theyellowmanager.com.
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- Service “Felicidade Organizacional”: this is a service promoted by ALENTO that
measures the psychosocial risk assessment and develops a personalized intervention to
the specific needs of each organization to increase the well-being levels of everyone in the
company.

- Coaching and consultancy companies: there are also coaching companies that have
unique methodologies that are especially developed for each company. Some
organizations also develop specific programs to do a diagnosis of the well-being levels.
After doing that evaluation, these companies identify a set of customized initiatives to
raise the factors that are more valued by the workers and that can contribute to raise
their happiness levels. The Portuguese companies that search more for this type of
services are: Distributions, insurers, pharmacists and consultants (Santos, 2017).

- Software “Are you Happy”: this software was developed by a partnership between a
Portuguese company and Ask for Alchemy. This software evaluates the employees mood
through periodic questionnaires through thousands of questions like “Does my manager
recognize my achievements?”, “Does this company recognize creativity?” etc.

- Program “WYMBE Life”: this is a program about healthy eating, coaching, exercise etc
that aims to promote health and well-being in companies and that is based on the wheel
of life (main topics of wheel of life: spirituality; health; intellectual development;
emotional balance; purpose and realization; financial resources; social contribution;
family; love relationships; social life; creativity, hobbies and fun; fullness and happiness).
This is an online tool that can be used for managing, promoting the health behaviour of
the employees. In addition, WYMBE can be seen as a business wellness program. The first
thing that is program do is an evaluation of the health of each person (in several areas)
and then this program make some suggestions for the user in order to promote some
health habits and motivation through some simple actions (easy to perform) using
coaching, neurolinguistics programming and gamification. This methodology also allows
the monitoring by the health and wellness professionals, facilitating the interaction of
users.
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- Free resources developed by experts (such as case studies, employee experience,
e-books…): in the website (www.greatplacetowork.pt) people have free access to case
studies, employee experience and important information about the challenges regarding
talent management and happiness at work that can be used by everyone interested in this
topic.

- Conference “Employer branding conference”: this conference happens every year and
aims to promote the latest tendencies and the best practices in Employer Branding for
experts and companies. This conference also promotes networking between more than
80 companies and other different organizations (such as students associations, career
offices and foreign association) that can interact with each other. The first part of this
event is related to the promotion of good practices with business culture experts and
talent retention as well as the presentation of multiple case studies in Portugal and, in the
second part of this event, there are some networking points where the participants can
interact

with

each

other.

More

info

about

this

event

in:

talentportugal.com/employer-branding-2020/.
- Fair “World Employer Branding Day 2020”: some of the world’s best employer brands &
agencies share their best practices. The World Employer Branding Day is a worldwide
meeting where the leaders of employer branding share and discuss the best global
practices about Employer branding in a harming and friendly environment. Some of the
organizations that participate in this meeting are: Google, Disney, Facebook, Accenture,
Mars, Microsoft, Netflix, Volkswagen, Exxon Mobil, Daimler, Emirates, J.P. Morgan Chase
and Vodafone Group. In 2020 the meeting will happen in Lisbon (Portugal).
- Social media channels (such as Facebook, LinkedIn and YouTube channel): The
company Great Place to Work® has a social media blog where they put some content
(notices, articles, talk, podcasts) about happiness at work (Link to Instagram:
www.instagram.com/greatplacetoworkportugal and link to the YouTube channels:
www.youtube.com/channel/UCbB0q3gaUzN4KKWLiuinoRA).
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- Certification “Certificação do Great Place to Work® Portugal”: recognizes the work
environment quality of small companies in Portugal. With this certification companies can
use all the different benefits of Great Place to Work®.

- Post graduation “People manager and organizational happiness”: this post graduate
course (with 136 hours and 5 big concepts) that aims to: promote organizational
happiness; measure organizational happiness and the impact on profitability; promote the
employee happiness in organization and function; how to create physical spaces that
promote organizational happiness; and, how to develop an organizational happiness plan.

- Chief Happiness Officer International Certification and happiness gurus: this is the first
international certification - specialized training based on Woohoo Inc (Danish company
that have a very good reputation and experience in the corporative happiness area) - in
Portugal for Chief Happiness Officer where people can learn and know some tools to
create healthy working environments. In this course the tools that are used are based in
previously researches in the following fields: psychology, neurology, sociology, business
science

and

others.

More

detailed

information

about

this

certification:

www.theyellowmanager.com/event-details/chief-happiness-officer-international-certifica
tion.
These types of job positions are emerging. Although happiness at work is a shared
responsibility these new job positions are fully dedicated to create good and happy work
environment trough the organization of various initiatives such as team buildings and
happy hours as well as having an input about the work content, working conditions,
meaning, participation and involvement. Along with the employer, chief happiness
officers and happiness gurus aim to support the employees in finding new challenges or
opportunities, both inside and outside the organization.

- Week of happiness at work: happiness at work is receiving more and more attention in
Belgium. This initiative takes place every year during the last working week of September
and is intended to bring people and organisations together who find happiness at work
important. Also this week aims to be a real catalyst to put work happiness on the agenda
and to encourage further initiatives and inspire each other and to join forces to make
happiness at work the most normal thing in the world.
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- Happiness@Work 2020 conference: Happiness@Work has spent the last months
developing the opportunity to bring people face-to face extraordinary influencers,
visionaries and pioneers who changed the world for the better and are ready to inspire
and empower people to do the same. In this conference, the participants want to
contribute to a better world by inspiring people, raising levels of consciousness,
connection and competence they empower people to accelerate their impact, increase
their happiness and contribute to changing their world and ultimately the world for the
better.

- ITZU training proposes…. “Workplace Happiness Expert” training course: this training
activity wants to inspire participants about happiness at work, how to best communicate
the vision of happiness at work and how to increase happiness at work in their own
organisations. During this course, the participants can learn some tools and techniques
people can use, as an individual and from within the organisation, to experience more
happiness at work. The programme consists of a mix of scientifically substantiated
information about happiness at work and creating the best employee experiences and
shows successful examples of working happily in organisations, get to see inspiring videos
and do practical exercises as a pairs or as a group. Some of the topics that are present in
this training course are:
●

The principles of happiness at work and Employee Experience, based on the latest
scientific insights

●

How to introduce, measure, implement and secure happiness at work and the
best Employee Experience in your organisation.

●

Which tools and instruments you can use to increase happiness at work and the
best Employee Experience

●

(Inter)national examples of organisations that work happily and already
successfully apply the best Employee Experience in practice

●

Practical tools, fun forms and inspiring exercises that you can use directly in your
own organization.

After this training course, the participants know how employees themselves can increase
their happiness at work, how to facilitate this as an organisation, what happy leadership
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means and how to apply this and also how to successfully bring about change in your
organisation with the aim of becoming a happy organisation with the best Employee
Experience.
In order to keep what was learned in the training 'alive', the participants can make use of
the "Workplace Happiness booster" program after the training. This is a 6-month program
where every week an online booster is received with tips, exercises and videos on
happiness at work themes in order to keep the subject on the agenda and further enlarge
it. There is a work happiness booster program available for employees as well as for
executives or employees with managerial tasks.

- Activities carried out jointly by EY and Employer Branding Institute: includes a
summary of several months of activities that aims to construct a happy workplace
everyday and which you do not want to leave.

- Employer Branding Institute (in short: EBI): is one of the first employer branding
agencies on the Polish market. It introduced the PracujeBoLubie.pl project
(pracabolubie.pl) - a social campaign to show Poles that you can like your job and be
happy in it. As part of the project, you can audit and get the I Love My Job Winner award.

- West Midlands Combined Authority initiated a Thrive at Work Framework (n.d) and
metrics: this helps companies measuring progress towards implementing a healthy
workplace environment contributing to wellbeing by measuring employer commitment to
goals around the themes of. It is designed to encourage and reward employers for
improving the health and wellbeing of their employees. It is suggested that likely
outcomes could include financial benefits through reduced sickness absence, lower staff
turnover and better productivity.
- Thrive at Work framework: this framework attempt to provide a quality-management
approach to improving organisational work climates are useful, but tend to fall by the
wayside as organisational conditions change and competing pressures take management
time.
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- The ENHANCE programme: helps to produce improvements in well-being such as: higher
life satisfaction and enjoyment; lower rates of depression and stress; fewer sick days;
increased physical activity, increased self-esteem, mental improvements such as
enhanced attention and memory.
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2.3.

Benefits of happiness at work in employees/managers at work

Being happy at work has multiple benefits both for employees/mangers. The most
common benefits of happiness at work are:
●

More productive;

●

More motivation;

●

Higher job satisfaction;

●

Reduced sickness absence;

●

More open to help others;

●

Happier mood and general climate in the workplace;

●

Fewer conflicts, misunderstandings and interpersonal issues,

●

Better teamwork/spirit, problem solving and creativity;

●

Camaraderie, friendship and support;

●

Lower rates of depression and stress;

●

Higher life satisfaction;

●

Higher retention rates;

●

Increased self-esteem.

For employees, the benefits of improved happiness at work are evident. Research has
found that 44% organisations reported better employee morale and engagement, a
healthier and more inclusive culture and lower sickness absence when employees were
happier (CIPD, 2018). Mental health issues have been correlated with higher employee
absence (CIPD, 2018). Thus, through tackling the issue of mental health issues and
increasing happiness, employees are more likely to attend. Over ⅕ of organisations report
that mental health issues is the primary cause of long-term absence.
The happiness an employee experiences at work directly influences their level of
engagement and motivation yielding gains in performance and productivity. For
employers, increasing happiness in employees also has multiple benefits.
For employers, increasing happiness in employees can also produce benefits. The
employees who report higher levels of wellbeing are 17% more productive compared to
their disengaged peers (Company Match, 2019). Furthermore, increased happiness levels
increase presenteeism which is useful for the organisation’s productivity.
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The promotion of satisfaction and happiness at work is important for employers in this
social media age. Potential interested employees may use informal processes to acquire
reviews and recommendations from existing or previous employees. This makes it
increasingly important for an employer to ensure employee satisfaction is high in order to
avoid negative effects on the interest of future employees and making the recruitment
process more challenging. The maximisation of employee satisfaction reduced high
employee turnover which can be costly for an organisation.
There are variants which need to be taken into consideration when it comes to happiness
at work. Happiness at work can depend on the type of role an individual possesses. Those
in a higher-level position often report higher levels of job satisfaction compared to those
who are in lower-level roles and may feel bored, depressed and fatigued. There are also
gender differences to take into account such as women being more likely to experience
anxiety.
It should be noted that managers do not always escape unhappy experiences. In careers
some had experienced over-bearing micro-management, bullying and aggression. They
had learned from such experiences and it had galvanised a desire to create happier
workplaces when they were in management roles.

2.4.

Main conclusions and research recommendations for adapting PERMA Model to

the target group
There is relatively little research on how individuals may increase their happiness at work
but happiness at work is a hot topic nowadays and is receiving more and more attention.
As we have seen before, happiness at work is a very complex and abstract concept so
people must be careful about different aspects such as: engagement, which is related to
affective and cognitive involvement and enjoyment of the work itself, job satisfaction and
affective organizational commitment, in other words, feelings of attachment, belonging
and value match to the larger organization.
Therefore, there are several variants which need to be taken into consideration when it
comes to happiness at work. Happiness at work can depend on the type of role an
individual possesses. There also gender differences to take into account such as women
being more likely to experience anxiety.
Despite the increased attention for (work) happiness there is still a big difference between
how happy people feel at work and in the rest of our lives and work scores significantly
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lower and that is a pity, because we spend a lot of our lives at work. Moreover, more
happiness at work also has an impact on the rest of our lives and happiness at work is also
relevant for organisations. Happy employees are healthier, more involved, work better
and are more productive.
Taking into consideration the PERMA model, employee engagement has emphasised the
importance of effective communication strategies, worker involvement, working parties
and worker representation, promoted working groups and employee representation
techniques. These include suggestion schemes, employee voice schemes, employee
assistance programmes and co-design of policies and implementation strategies. Another
consideration of the PERMA model in the workplace is around relationships. This focuses
on the formal and structural regulations of relationships in the workplace: appraisal and
performance, inclusion, anti-bullying and anti-harassment and policies around personal
relationships in the workplace. There is a lack of emphasis on the positive and protective
aspects of relationships in the workplace. A need has been identified around increasing
wellbeing in regards to the improvement of social relationships in order to encourage
employees to flourish. Social connectedness promotes wellbeing and happiness and
therefore can benefit the organisation in increasing productivity, creativity and a
well-connected atmosphere at work.
Also, organisations may dabble in topics such as resilience and mindfulness, but in order
to be effective such initiatives need to be part of a wider strategy. The burden for
maximising happiness should not be placed solely at the feet of the individual.
Companies must focus on the happiness of their employees at work because happy works
are less often absent and stay longer with the organization among other important
benefits. Happiness at work also delivers higher customer satisfaction, higher productivity
and more profit.
Regardless of the numerous initiatives that are available to improve happiness at work
levels, being happy at work is a shared responsibility. As an employer, you support the
employees in finding new challenges or opportunities, both inside and outside the
organization. Therefore, it is important for both employee and employer to discuss the
work content, working conditions, meaning, participation and involvement. Even though,
having a chief happiness officer can be very helpful but it not mandatory for companies to
invest in a chief happiness officer.
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Additionally, much of the advice on how to improve happiness in general could also be
applied to the work setting: practice gratitude, pursue intrinsic goals and nurture
relationships.
Microbusinesses commonly have limited resources to implement happiness and
well-being policies and they may also have limited expertise with the concept of
increasing happiness in the workplace. Therefore, for the implementation of
Happiness@Work project, it is important to consider the following aspects:
●

Which materials are accessible and easy to use, timely and give reasonable return
on investment. Also, materials should be easily used by individuals who may not
have expertise in the field;

●

Micro business may not have the financial means or the time to dedicate to
wellbeing. Therefore, design should be useful and supportive of digital
technologies such as app;

●

The curriculum should also differentiate and offer some options for both
resource-light and resource-heavy learning. For example, distinctions to be made
between ‘if you have 20 minutes look at this’ and ‘if you have ten minutes look at
this’;

●

The content which was developed for Action for Happiness could be useful for the
development of the materials for the Happiness@work project and the design of
the materials and tools. Incorporating the PERMA model into exercises could also
contribute to an effective course;

●

There needs to be a strong balance between what individuals can achieve in
relation to PERMA and happiness at work, also acknowledging the skills
development required by managers in creating fairer, more inclusive workplaces,
techniques of engagement, relationship building and building deep and honest
relationships. Managers are not perfect and the project needs to acknowledge
that the burden of responsibility to improve workplaces should not rest solely
with employees.
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3. Focus group
3.1. Main goals and purpose of this activity
The focus group seek to reveal differences between participants, to allow the facilitators
to identify areas of agreement or common understanding, in addition to areas of
disagreement or opinions that are unique to each person because these improve the
quality and accuracy of the recommendations and conclusions put forward and when
developing the training materials.
Also, the main purpose of this activity was to:
●

Gather lots of information about Happiness at work so that project partners have
sufficient input to get started with the development of the face to face training
and the online platform;

●

Establish trust and safety among the partners so that they are encouraged to
share information;

●

Identify existing gaps in and identify any ways in which the Happiness@Work
project can encourage happiness in the workplace. The focus group methodology
to involve both employees and employers of microbusiness aimed to gain both
perspectives around happiness in the workplace.

3.2. Overview of this activity
All the partners established their contacts using their personal network contacts and they
select the persons that show more concern with human resources and the promotion of
practices related to happiness at work. People were contacted by the partners especially
by e-mail and telephone. In the case of Innova, the participants of the focus group were
recruited online and offline and event Brite, Twitter, Facebook and LinkedIn were all used
for dissemination.
However, due to the COVID-19 situation, the consortium needed to adapt the initial
guidelines that were developed by the leader of Output 1 because the document was
develop to do this activity physically and some exercises couldn’t be done online. For this
reason, partners had to select some activities and exercises because others could be
delivered only in presence.
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Also, it is important to highlight that the availability of the participants to talk about a
subject under the current circumstance of coronavirus affected (direct and indirectly)
their participation and their willingness and involvement.
Almost every partner did the focus groups using online platforms (such as Zoom,
Skype,…) to organize this event. All the focus group counted with at least one facilitator.
Overall, all the partners were very satisfied because the realization of this activity was
really rich in terms of gathering valuable opinions and considerations.
In the table bellow we can find detailed information about the participants and the date
where the event took place.

Country

Name

Job category

Edit Value®

Paula Santos

Manager

(July, 2020)

Anabela Maia

Manager

Sara Sousa

Manager

Miguel Oliveira

Manager

Cátia Carvalho

Employee

Gisela Martins

Employee

Leonor Alves

Employee

Sara Ferreira

Employee

Wiesław

Manager

Piotr

Manager

Julia

Manager

Agnieszka

Manager

Anna

Manager

Beatrice

Employee

Jo

Manager

Tomas

Manager

Peter

Manager

Bob

Manager

Annabelle

Manager

Antonio iacovone

Employee

(date of the event)

Globalnet
(July, 2020)

Inova
(April, 2020)

Materahub
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Massimo lovisco

Manager

Valeria zampagni

Employee

Vania cauzillo

Manager

Gino marangi

Employee

Veronica savino

Employee

Griet Deca

Manager

Ann Beutels

Manager

Tom Brié

Employee

Yves Steyaert

Employee

Kathleen Vangronsvelt

Employee

(June, 2020)

Obelisk
(September, 2020)

3.3. Main findings
3.3.1. What is “happiness at work”?
As we have seen before, happiness at work is a very diverse concept that evolves a lot of
feelings and emotions. Happiness at work is a very complex area with many variables.
Nevertheless, there are some common emerging themes when people think about this
topic. So, it is very difficult to summarise happiness at work as one definition.
All the participants mentioned that the concept “happiness at work” converges to a
common base - feeling good at work space with harmony between personal and
organizational well-being. Nevertheless, some of the participants’ state that happiness at
work can only be achieved with a careful balance of different aspects and that, in some
way, differs from person to person.
The participants evolve in the focus group also made a relationship between the concept
happiness at work and job satisfaction, having a nice atmosphere at work, having a good
salary, having some freedom at work and a sense of shared responsibility.
Additionally, one participant defined “happiness at work” as state of peace, lack of stress
at work and having good relationships with employees and the management boards. Also,
the interviewees emphasized the fact that they feel happy at work when they are more
motivated to work and they have a better attitude to achieve goals.
During the actual COVID-19 pandemic, were a lot a people are working remotely, it was
highlighted that to promote a happy work environment is important to give people:
challenging developments and projects; monetary and emotional wages; create a friendly
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environment and trust in colleagues and workspace; promote autonomy, freedom, as well
as a balance between professional and personal life.
Additionally, the participants highlighted the fact that since nowadays the businesses
employ people with different background companies should be extra careful and
attentive to listen people. But this “listening process” must be a genuine concern from the
top managers and administration and also must integrate the DNA of the organizational
culture. Alignment and confidence were also two factors that were enhanced by the
participants in order to implement a positive psychology and a culture of happiness and
well-being at work. Providing good monetary benefits should be also a top concern when
companies want to achieve a happy work atmosphere.

3.3.2. PERMA MODEL
a.

Positive Emotions (P)

Emotions have a great impact on the perception of your work and motivation for it.
Positive emotions can be defined as good feelings that motivate you to engage in your
work, giving you the ability to remain optimistic and have a positive view on future
challenges. This element is, perhaps, the most obvious connection to happiness in
general. Focusing on positive emotions is related to the ability to remain optimistic and
view one’s past, present and future from a constructive perspective.
A positive view always helps in personal and work relationships and also inspires others to
be more creative and take more chances and remaining optimistic about eventual
outcomes. In contrast, stress and a sense of underestimation of work can lead to reduced
motivation to work.
Positive emotions are an essential part of happiness at work. After discussing briefly in
smaller groups, everyone mentioned the importance of positive feedback and (explicit)
appreciation for their work.
Participants stated that having positive emotions influence the overall feeling of
happiness. This happens because experience positive thoughts and emotions help both at
a personal and work field.
Looking specifically to the work environment, participants mention that working in a small
team with supporting colleagues help them feel fulfilled and happy and boosts her
well-being, which is directly linked to positive emotions of the PERMA model. Also,
participants said that a good team makes a good workplace which is fundamental to keep
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up good dynamics in the workplace so a good team is necessary for individuals to thrive
positive feelings.
On the other hand, felling under pressure, lack of communication, motivation and
productivity, the existence of toxic behaviours and the feeling of being undervalued,
stress and anxious are all common aspects that reflects negative emotions and, due to
that, should be avoided. The participants also showed deep concerns about the current
situation of COVID-19 pandemic. This global health crisis is, as a matter of fact, deeply
interfering with the existence of positive emotions.
It was also stated that to improve positive emotions people must organize training
activities, such as workshops that help people improve the human management and to
help people know more deeply their team mates. Last, people suggest that positive
emotions can also be promoted by client satisfaction and recognition, gratitude,
achievement, empathy, sharing and optimism.

b.

Engagement (E)

Engagement refers to attachment, involvement, concentration and the level of inclination
towards work activities. Activities and jobs that meet our need for engagement help to
remain present as well as synthesize the activities where we find calm, focus and joy.
There are lots of factors that helps in gaining engagement at work such as meaning,
salary, good company and reaching goals. Also, engagement employees motivate each
other, they are more creative and they want the best for the company at several levels.
The element of personal growth and having a perspective on what’s to come was
mentioned as a driver for happiness at work.
According to the participants of the focus group in Poland, one of the main factors that
influence engagement is related to the fact that, in some circumstances, a head board
manager

sometimes

demotivates

because

it

doesn’t

accept

employee’s

ideas/suggestions. The existence of conflicts of interest between the managers also plays
a big role in the engagement of people. The main barriers to engagement according to
employees are: lack of authority and leader in the company and tasks to be carried out
without a set deadline. Additionally, people also suggested that the manager have a
higher responsibility to engage the team in the activities but employees should also take
initiative and be proactive. Managers have, therefore, a higher responsibility to let the
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employees aware on what they are working on, what make them more involved in the
process and stimulate their curiosity.
Also, the respondents emphasized that people full of energy and willingness to work can
encourage others to stay motivated and engage.

c.

Relationship (R)

Relationships and social connections are crucial to meaningful and happy lives. People
also thrive on connections to promote several feelings such as love, intimacy and a strong
emotional and physical interaction with other humans.
People can be described as social beings and are always looking for social connections
everyone. As humans, we all want to feel connected to other people or to a group. We
need to feel love, affection, attention and interaction. That’s why the relationship
between social connection and internal happiness is very important for everyone.
Having positive and constructive relationships with friends, parents, family and
co-workers is a key ingredient to overall joy. Also, strong relationships also provide
support in difficult times that requires resilience and resistance to stressful situations.
Relationships were a highly emphasised contributor to happiness at work. As regards to
this fact, many participants mentioned the importance of having physical contact with
co-workers. They specified this was not only crucial to establish trusting relationships
rather than task-based approach, but also to be able to have more informal
conversations, support each other on a personal and work-related level and maybe even
come up with new ideas.
Some participants noted they experienced that developing trust and real connection with
others is also possible during online meetings/events. Although this was confirmed by
several participants, they still agreed that the level of trust would never be the same as
when meeting face-to-face. According to them, this was partly because many informal
moments during work are lost when communicating and meeting digitally.
Social contact between team members are, as a consequence, very important on its won
so organisations must organize meetings (face to face or remotely), events outside of
work to build relationships within the company which allows the maintenance of contact
between employees because this kind of actions will create confidence and
communication that also aims to boost proximity. Also, it was stated that having informal
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moments at work are extremely important in order to generate greater involvement
among team members.
Regarding to leadership and managers, the role and skills of managers is crucial to create
a functional and caring team climate mediating individual’s entire experience of
workplace happiness.
Also, in the opinion of the participants, managers and administrators need not only to
have good leadership skills but also emotional and relational intelligence. As a
consequence, employees and managers must be aligned as they are an integral part of
creating happiness at work.
This happens because leaders act as climate engineers, creating norms through
leadership, personal values and embodiment of organisational mission. Participants did
indeed want more emphasis on social relationships at work and suggest that the currently
approaches were quite limited and superficial consisting mainly or informal coffee or
quick catch ups.
As such, good or poor management is the primary contributory factor on experiences of
happiness at work, impacting on well-being, job satisfaction and mental health.
So, the focus group value authentic, emotionally intelligent managers and suggested
many managers operating in organisations needed further training.
The awareness of what is working well and what is causing chaos, conflict and negativity is
important in solving existing issues. Lastly, some of the participants believe that a good
team makes a good workplace so it is important to keep up good dynamics in the
workplace.
To finish, the interviewed also emphasize that when an employee gets freedom, trust and
the possibility of making mistakes, it builds better relationships in the company.

d.

Meaning (M)

Having an answer to the question “what is our purpose in life?” is a key ingredient that
can drive us towards fulfilment and meaning.
When there is a shared sense of purpose, employees will fell more satisfied with their
jobs. They see how their efforts have an impact and this situation creates happiness.
Meaning is crucial in order to people fell purpose at their work and partly responsibility of
the company.
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The participant’s point of view about meaning is related to loving what you do. So, the
participants suggest that people must have a job that fulfilled them and also the existence
of work and life balance was also underlined. Also, knowing clearly the mission and vision
of the company is very important to help worker fell more connected to the company
itself.
The feeling of meaning is also related to perspective, sense of belonging and the feeling of
being part of something bigger.

e.

Achievement (A)

Achievement is something all employees take pride in and it is important to achieve things
at work in order to flourish. The feelings related to the thought “I did it and I did it well”.
Having goals and ambition in life can help us to achieve things that can give us a felling of
accomplishment. However, it is important to notice that people should stablish realistic
goals that can be met.
In the opinion of the participants, achievement is a concept that is related to
determination, diligence, concentration on a purpose, task orientation and achieving
goals. Similarly, achievement was also related to the establishment of relationships with
other people and the achievement of accomplishing tasks successfully and having no
stress or conflicts.
Achievement was often mentioned as a contributor to happiness at work in a sense of
being able to see progress, make decisions and to get results. On the other hand, a sense
of achievement was found in learning new things, immersing oneself into new topics and
taking the time to create a “helicopter view” to see where you’re at and where you want
to go.
To finish, the more important you find your job, the more your happiness will depend on
it. If there are many other factors outside your job that give your energy and make you
happy, the influence of your job on your feeling of happiness will be reduced.

3.4. Main conclusions and recommendations to promote happiness at work
Promoting happiness at work is a constant challenge that involves not only developing a
set of rewards within the organisation but also providing the possibility of developing the
individual’s soft skills.
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Bellow, we can find a detailed list of several practices that the participants highlighted
that can make a difference as regards to the promotion of happiness at work:
●

Ensure a good working environment by creating informal moments and break
moments;

●

Promote teambuilding actions;

●

Have a pleasant physical place;

●

Creating open workspaces, but with the existence of more closed rooms to use
when it is necessary to perform tasks that require greater concentration;

●

Promote work-family reconciliation models through flexible working hours;

●

Recognize performance and provide verbal feedback, eliminating the exclusive
monetary recognition system;

●

Create opportunities for career progression, with the possibility of broadening
knowledge and horizons;

●

Create transparent and fair benefit policies;

●

Provide good monetary benefits which means achieving a good balance between
monetary compensation and emotional salary;

●

Develop an open organizational culture based on authenticity and trust;

●

Promote relaxation activities and workshops that allow the development of other
skills (healthy cooking, painting, etc.);

●

Training of leaders in personal development;

●

Finding a good balance between personal and professional life;

●

Listen to other person feelings, expectations, thoughts and concerns;

●

Be aware of staff needs. Therefore, it is crucial to find the right people for
tasks/jobs/roles and personalities of all individuals in the workplace in order to
avoid his and to build positive relationships;

●

Train resilience amongst the whole team because now, and more than ever,
everything changes really fast;

●

Make people feel appreciated - helps the atmosphere and satisfaction at work;

●

During appraisals - ask employees what the management can do to help/make
them happier;

●

Training

suggestions

proposed

by

managers:

human

management, communication techniques; workshop with exercises; development
of a tool that will help the employee identify what motivates him/her to work and
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be happy. A tool that will help managers to make employees involved and
engaged at work; training about engagement, motivation and effective team
management.

36

4. In-depth interviews
4.1.Main goals and purpose of this activity
In general, the in-depth interviews allowed to:
●

Gather opinions/information about the existing knowledge and experience
related to happiness at work, so that project partners have sufficient input to get
started with the development of the face to face training and the online platform
and that the development material is tailored to the needs of the micro
businesses;

●

The information that all the partners gather from this activity will be
complemented by the results of the country analysis and focus group outcomes.

The participants of the interviews were also asked what managers could to promote
happiness because this information will be useful for the recommendations for managers
and employees.
Along with desk research from all the partners the realization of these interviews were, as
a result, very helpful to analyse and see, from a different perspective, what is important
for micro business managers and employees to maintain happiness at work.
In this context, with the realization of these interviews the partnership gains a better
insight into how Happiness@Work project should contribute in order to encourage
happiness to great extent.

4.2.Overview of this activity
Due to COVID-19 restrictions, the in-depth interviews happened specially by online
methods. The partners, once again, use their networking to contact and select the
participants. Because of the coronavirus pandemic situation partners did the interviews
by phone and online video platforms such as zoom and skype.
Also, because of the whole situation regarding the new coronavirus, all the partners
agreed that the initial guidelines needed to be adapted the initial interviews guidelines to
make them “easy” to answer and appealing to the interviewed. Nevertheless, all the
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specific questions covered the five elements related to the positive psychology developed
by Martins Seligman - the PERMA Model.
Inova did some social media post on LinkedIn and Facebook to promote this activity. In
regards to the offline dissemination of the interviews, participants were invited in person
during other events and through visits to microbusinesses.
In the next table we can see a brief description of the participants that were interviewed
for this project activity.

Partner

Name

Job category

Portugal

Ana Rita Ribeiro

Manager

Paulo Basto

Manager

Lúcia Araújo

Employee

Claúdia Correlo

Employee

Małgorzata

Employee

Beata

Employee

Klaudyna

Manager

Anna

Manage

Participant A

Employee

Participant B

Employee

Participant C

Manager

Harry

Manager

Elien

Employee

Nele

Employee

Alessandra

Manager

Globalnet

Inova

Obelisk

Materahub

Maltempo
Michele Cignarale

Manager

Giuseppe Telesca

Employee

Valeria Zampagni

Employee

4.3.Main findings
4.3.1. What is “happiness at work”?
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Happiness at work evolves, in the opinion of the participants, sharing the mission and
vision of the company with the whole team, being recognized, being motivated and
happy.
Most of the interviewees also relate the term “happiness at work” as a state of peace,
lack of stress at work, having good relations with employees and the management board.
Also, happiness as work is, in the opinion of the participants, being proud of yourself and
appreciated by your co-workers/executives, enjoy the work that you, having interesting
tasks and less repetition, being involved in the organisation (engagement with tasks,
company and colleagues) and also feeling a good connection and cooperation with all the
team mates.
For managers, giving employees happiness is to do their best to guarantee the stability
and security of employment, engage employees by informing them what is happening in
the company and being open to their ideas. Also, the manager’s participants mentioned
that happiness at work can be defined as getting up in the morning and going to work
with a sense of purpose and whistling; having and maintaining good relationships with
work colleagues and also having clear tasks and having fun with the result.
Overall happiness at work should be promoted by the leaders and the managers of the
company because they have a more important role in several aspects related to the
function of the company.

4.3.2. PERMA MODEL
a. Positive Emotions (P):
As regards to the questions that evolved the element “Positive emotions”, it is importance
to notice that managers have the opinion that the organization of activities that promote
the interaction of people is crucial and that companies must improve regularly the skills
and knowledge of all the different elements of a team. Positive emotions have a big
impact on job performance as well as well-being at work. One of the micro business
managers suggest that companies should also organize different initiatives such as
teambuilding’s and group dinners with some frequency (annually or twice a year for
example). In addition, one manager said that having continuous training in themes like
emotional engagement, team spirit and communication is also a critical factor when
companies want to promote a positive mood.
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Emotions have, therefore, a great impact on the perception of your work and motivation
for it. Thus, to improve atmosphere in the company, participants suggested workshops for
team members, thanks to the workshops members would be able to gain knowledge
about their roles and responsibilities.
Also, it was said that celebrating important dates such as the company anniversary is a
good thing when we are talking about promoting a good and positive atmosphere at
work. Additionally, the managers agreed that having support in different situations, ideas
and suggestions can contribute to achieve the goals of the company and, therefore, to
contribute to overall happiness and satisfaction at work.
Feeling inspired, being grateful, satisficed and having good work conditions are a key
element too to feel positive emotions on a frequent basis.
Positive emotions are also connected to teamwork and working together to achieve team
goals and receiving positive feedback and appreciation from the superior. In contrast,
negative emotions have a negative impact in performance and well-being at work and
usually evolves the feelings of disappointment (for example when there are frictions or
misunderstandings between employees), powerlessness in conflict between colleagues
(for example due to different interpretations or precaution) and the feeling of not being
supported.
Last, but not least, as regards to positive feelings, feedback (both positive and negative)
was also mentioned as an important aspect to help people experience more positive
emotions.

b. Engagement (E)
To pursuance the involvement levels, the organization of meetings was as topic that the
participants told that should happen as frequent as necessary. Still, it is important to
notice that the organization of meetings is also important to discuss problems, situations
and possible solutions/ways to do the work. The interviewed have also stated that to
promote the engagements levels of the entire work team companies should organize
continuous training and give benefits such as health insurance and annually financial
awards.
Micro business employees suggest that having meetings is also very important to improve
the engagement levels of the whole team. In addition, the interviewed also recommend
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that companies should create space for people to feel comfortable to share their ideas
and opinions without any type of reprimand or negative consequence. In addition,
companies must encourage critical spirit and stimulate the freedom to let people, under
some circumstances, to decide what is best without the need of approval of the
hierarchical superior person.
Furthermore, engagement should be promoted by constant communication and it is
important that everyone know what it is expected from them in terms of tasks. Also,
engagement can also be encouraged by training activities, team work, conversations with
staff or appraisals in order to create a cohesive team.
Another aspect that the participants highlighted is connected to the fact that
management should have a clear strategic plan because last minute requests create stress
and anxiety which is a common negative emotion.
In terms of engagement, the employees feel a need to be challenged in order to be
motivated and engaged in the workplace.
In order to contribute to the engagement of people it is crucial to guide employees, by
leaving the “door” open; by not letting people down; and, by giving/having a mentor at
work.
People also mentioned that they fell more engaged when they know the goals/task and
possibly to decide when, what and how to do your job.

c. Relationship (R)
As regards to the relationship question the answers that were given by the micro business
managers suggested that to maintain a good work relationship with the whole team is
important to: promote positive and constructive communication; give good work
conditions; mutual cooperation; communicate what exactly the company expect from
each team member; openness to dialogue; empathy and affinity; have a good and
detailed work planning; and, give constant feedback in meetings and events outside of the
work. The managers also have a contribute to making work more meaningful with better
planning and generally being aware of peoples needs to make job easier.
Moreover, as regards to the element “Relationship” people suggest that it is important to
help colleagues in case of difficulties, learn from each other and discuss about solutions as
a mutual exchange.
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In the opinion of the employees, they emphasize that when an employee gets freedom,
trust and the possibility of making mistakes, these factors help to develop better
relationships in the company.
In terms of relationships, the employee likewise identified that having a supportive
relationship is very important for happiness and well-being at work. The employees
suggest that the relationship with managers should be emotionally supportive, very open
and accessible.
Relationships in a happy work environment should be stimulated by informal and sincere
interest in people. Also, good working relationships must be supportive and inspiring and,
at the same time, honest, open and transparent are crucial at a professional level.

d. Meaning (M)
Knowing the mission and vision of the company is very important to promote a better
commitment and compromise from all the workers for one interviewed. As a
consequence, the interviewed said the company’s mission and vision should be
communicated frequently and not only when somebody is new in the company but
whenever there is a need for that.
When the micro business employees were asked about their opinion regarding how does
your organization’s mission and vision contribute to feeling part of something with
purpose/meaning they said that knowing these two organizational purposes contribute
for their daily motivation specially to achieve the goals. Also, one of the interviewed said
that knowing that she is in the company from the very begging of the project also
contribute for her to contribute more for the growth of the company and colleagues are
more close and inspire others to learn from each other everyday.
Meaning should also include, in the opinion of the interviewed, the evolvement of the all
parties as a whole in order to promote the sense of purpose, motivation and a good
energy.
In terms of meaning, the constant emotional and practical support also provides meaning
and other positive emotions. The culture of going above and beyond is useful to make
employees feel appreciated and to feel they have a meaning in the workplace.

e. Achievement (A)
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As regards to the element “Achievement” the interviewed thought that the main factors
that influence and inspire people to achieve organizational goals are as follows: financial
benefits; feeling of recognition; the evolution of the person within the company over the
time; give clear responsibilities; give a “voice” to the whole team; and, break the work
routine with activities outside of the work environment. For managers, the achievement is
also connected to having clear goals and challenges.
About the micro business employees, they suggest that the most important aspects that
contribute to achieve the goals that were stablished are: determination and discipline;
communication; motivation; knowing that the company will benefit from positive results;
and, regular meetings (that can be weekly, monthly, trimestral and/or annual).
As regards to the sense of achievement the participants state that knowing their skills and
strengths and what they need to improve is an element that individuals should work on so
they can feel achievement. However, training in assertiveness techniques to support
better expression of needs can be very useful for this.
Achievement was also related to accomplishment by the interviewed. In the opinion of
some participants, achievement and accomplish can be reach by receiving appreciation by
others (clients and other colleagues). Recognition is also very important because it can be
a confirmation of the feeling of accomplishment.

4.4.Main conclusions and recommendations to promote happiness at work
The main conclusion and recommendations suggested in the interviews to promote
happiness at work were:
●

Encourage regular communication with the whole team specially with
meetings (both physical and digital but mainly physical). In these meetings
people should discuss problems, situations, talk about how they feel and try
to find new solutions/ways to do the work;

●

Organize activities not related to work, for instance, celebrating specially
dates with small or big gestures/activities;

●

Give people different types of benefits such as: financial awards, health
insurance, flexibility, promote good levels of work-life balance, promote the
progression of people in the organization…;
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●

Hierarchical superiors should recognize and motivate the whole team
whenever is necessary and give the example;

●

Create some space for people to feel comfortable to share their ideas and
opinions without any type of reprimand or negative consequence for them;

●

Do training activities to increase/promote happiness at work in themes
related to work-life balance; active listening; verbal and non verbal
communication; good work relationships; maintain good communication
practices and know what behaviours must be avoid and work satisfaction.
These training activities must be very interactive, mainly physical and give
people some useful tools/tips that everyone can apply on a daily basis. Also,
one participant suggested that each company should have an internal guide
to promote happiness at work that must be adapted to the reality of the
company;

●

To focus on well being and mental health;

●

The importance of a well-being practice should be highlighted;

●

Communication is important but it is not just about communication it is
important for employees to also fell comfortable to discuss certain issues and
topics which may be sensitive/uncomfortable;

●

Encouraging employers to find out employee needs/demands.
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5. Summary and conclusions
The most important elements contributing to happiness at work that were mentioned
are: having positive feedback and (explicit) appreciation; a sense of personal growth and
perspective (something to look forward to); autonomy; (physical) contact with
co-workers; being able to see progress, getting things done and seeing results; being able
to keep a “helicopter” view/overview of one’s work; and, learning new things and
immersing into new and interesting topics. In addition, constant communication,
maintaining a good support system, having regular meetings to talk about different
subjects and promote team spirit where also aspects that deserve a special attention in
the work place on a daily basis.
Also, since the world is changing faster than ever people should pay extra attention to
emotions and how they can manage them in the best possible way specially because how
people fell in their personal life affect how they are in the work environment. Happiness
at work should be a shared responsibility between employer and employee in which each
of them has his/her part to play.
Individual experiences and variables are very variable and complex so people must have in
mind that happiness at work approach require a personal adaptation to people and also
the workplace. Because of that, there is no one-size-fits-all approach to work happiness.
In order to find the best approach, it is important to, since the beginning, has a good
human resource team that is focused on recruiting the right talent by defining a clear and
recognisable employer brand based on lived values and constantly monitoring and
adapting them to the company culture.
In the same way, in order to keep a happy work place companies must give people
training activities to develop and improve soft and hard skills. As regards to the training
activities, a blended learning program is something that companies should really take into
consideration in order to improve happiness at work levels. Some of the considerations
for the blended learning program are: the tools should be permanently at people’s
disposal (on the company’s website…), in contrast to only highlighting them after
happiness surveys. This will make the effort the organisations puts in their employees
happiness more visible (and therefore credible). It would be a good idea to combine the
blended learning program with a communicating campaign highlighting the importance of
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happiness at work. This could be done by sending regular “reminders” that will include a
little suggestion on how to start improving your happiness yourself. The tool that is
related to the blended learning program should be permanently available inside the
company and not only during a certain period after filling out a happiness questionnaire.
All the tools and initiatives that aim to support happiness at work should also be small,
very easy to use, preferably recognizable and adaptable to the different needs of each
organisation. Also, tools must also include simple and easy exercises and tips to
implement.
Change is now, more than never, a constant in today’s workplace but with the whole
situation regarding coronavirus has brought a whole new level of uncertainty, causing
increases stress, anxiety and fear. During this new health crisis, it is vital that
organizations prioritize the emotional health and overall happiness at work of their
employees.

46

6. Bibliography
Alento (n.d.). Felicidade Organizacional - não faça da felicidade um trabalho. Retrieved
from: www.alento.pt/projetos/Felicidade-Organizacional.
Amanualonworkandhappiness

(n.d.).

Retrieved

from:

amanualonworkandhappiness.eu/the-manual/#anchor.

Business Management Ideas (s.d.). Job Satisfaction: meaning, definition, importance,
factors,

effects

and

theories.

Retrieved

from:

https://www.businessmanagementideas.com/human-resource-management-2/job-satisf
action/job-satisfaction-meaning-definition-importance-factors-effects-and-theories/1970
9.

Chartered Institute of Personnel and Development and Simplyhealth. (2019). Health and
Well-being

at

Work

Survey

Report

.

Retrieved

from:

https://www.cipd.co.uk/knowledge/work/trends/uk-working-lives/north-england-prac
tice-briefing.

CIPD UK Working Lives Survey Report (2019), Chartered Institute of Personnel and
Development.

Dinheiro Vivo (2019). Maioria dos portugueses sente-se frustrado no trabalho. Retrieved
from:
https://www.dinheirovivo.pt/carreiras/maioria-dos-portugueses-sente-frustrado-no-traba
lho/.

Engaging Works (2019) Happiness Survey. Retrieved from: https://engaging.works/.

Friday

(n.d.).

An

agile

tool

for

agile

teams.

Retrieved

from:

https://www.fridaypulse.com/features.
47

George, Dutschke. Happiness Works 2016.

George, Dutschke. Happiness Works 2019.

Great Place to Work® (n.d.). O ebook que vai ajudar a sua empresa a criar uma cultura de
confiança. Retrieved from: www.greatplacetowork.pt.
Heery, E., & Noon, M. (2008). A Dictionary of Human Resource Management.:Oxford
University

Press.

Retrieved

30

Jul.

2020,

from

https://www.oxfordreference.com/view/10.1093/acref/9780199298761.001.0001/ac
ref-9780199298761.

Helliwell, J., Layard, R., & Sachs, J. (2019). World Happiness Report 2019, New York:
Sustainable Development Solutions Network. Retrieved from: worldhappiness.report.

Mbaskool (s.d.). Job satisfaction definition, importance, example & overview. Retrieved
from:
https://www.mbaskool.com/business-concepts/human-resources-hr-terms/4394-job-sati
sfaction.html.

Naumann, S., & Bennett, N. (2000). A Case for Procedural Justice Climate: Development
and Test of a Multilevel Model. The Academy of Management Journal , 43 (5), 881–889.
https://doi.org/10.2307/1556416.

Nef consulting (s.d.). Well-being at work. A review of the literature. Retrieved from:
https://b.3cdn.net/nefoundation/71c1bb59a2ce151df7_8am6bqr2q.pdf.

PositivePsychology.com (2019). Flourishing in Positive Psychology: Definition + 8 pratical
tips. Retrieved from: https://positivepsychology.com/flourishing/.
PositivePsychology.com (2019). Resilience in the workplace: how to be more resilient at
work. Retrieved from: https://positivepsychology.com/resilience-in-the-workplace/.
48

Qualitividade

(2019).

Felicidade

no

Trabalho

-

Portugal.

Retrieved

from:

www.aprocs.pt/publicacoes/barometro-edenred-ipsos-2014-sobre-rh/

Randstad

(N.d.).

Retrieved

from:

www.randstad.pt/o-que-fazemos/employer-branding/rebr2019_country-report_pt_v2.pd
f.

Santos, S. (2017). Felicidade no trabalho é a nova aposta das empresas. Retrieved from:
sol.sapo.pt/artigo/561594/felicidade-no-trabalho-e-a-nova-aposta-das-empresas.

Seligman, E.P. Martin (2011) Flourish: A New Understanding of Happiness and Well-Being
- and How to Achieve Them , Nicholas Brealey Publishing.

Seligman,

E.P.

Martin.

(2012).

PERMA

theory

https://www.youtube.com/watch?v=jqqHUxzpfBI .

TalentPortugal.com

(n.d.).

Employer

branding

conference.

Retrieved

from:

Academy.

Retrieved

from:

talentportugal.com/employer-branding-2020/.

Theyellowmanager

(n.d.).

Corporate

Happiness

www.theyellowmanager.com

Udemy (2019). Udemy Snapshot: 2019 Workplace Happiness Report. Retrieved from:
research.udemy.com/research_report/2019-workplace-happiness-report.

UKEssays (2016). The concept and definition of job satisfaction. Retrieved from:
https://www.ukessays.com/essays/psychology/the-concept-and-definition-of-job-satisfac
tion-psychology-essay.php.
Wymbe (n.d.). Retrieved from: www.wymbe.com/landing/index.html#/home.

49

7. Appendix
Bellow, we can find some evidences of the focus groups and interviews carried out by the partners.
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