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Abstract
Regular physical activity and exercise have an impact not only on employee health 

but also on their efficiency at work. Therefore, the emphasis on physical wellness is 
a crucial factor of modern human resource management in organizations. The purpose 
of the study was to evaluate the impact of physical activity of university staff. members 
on their well-being and work performance. In the course of analyses, the author at-
tempted to find an answer to the question to what extent physical activity contributes 
to the improvement of well-being of the workforce. The study was based on a diag-
nostic survey method employing a questionnaire. The analyses confirmed that the 
stimulation of physical activity in the workplace may benefit employee well-being on 
many levels. The results of the study demonstrated that physical activity has a positive 
impact on emotional, psychological, and social well-being of university staff, and that 
it augments the efficiency, focus, and creativity in the workplace. The research findings 
may be of importance to employees, employers, and decision-makers involved in the 
taking of decisions about health promotion programmes in the workplace. The study 
may contribute to the promotion of the concept of well-being, above all, in non-profit 
organizations, where new tendencies in human resource management are typically 
introduced later than they are in commercial organizations.

Streszczenie
Właściwa aktywność ruchowa jest tym aspektem stylu życia, który oddziałuje 

nie tylko na zdrowie pracowników, ale też ich kondycję w pracy. Dbałość o dobro-
stan fizyczny stanowi zatem ważny element nowoczesnego zarządzania zasobami 
ludzkimi w organizacjach. Celem badań była ocena wpływu aktywności fizycznej 
pracowników uczelni na ich dobrostan i efekty pracy. W toku badań podjęto próbę 
dopowiedzi na pytanie, w jakim stopniu aktywność fizyczna przyczynia się do poprawy 
dobrostanu wewnętrznego i zewnętrznego pracowników. Badania przeprowadzono 
za pomocą metody sondażu diagnostycznego z wykorzystaniem kwestionariusza 
ankiety. Potwierdziły one, że stymulowanie aktywności fizycznej w miejsca pracy 
może jednocześnie poprawić wiele form dobrostanu pracowników. Wyniki wykazały, 
że aktywności fizyczna ma pozytywny wpływ na dobrostan emocjonalny, psycho-
logiczny i społeczny pracowników uczelni , a także poprawia wydajność, koncen-
trację i kreatywność w pracy. Wyniki te mogą mieć znaczenie dla pracowników, 
pracodawców i decydentów zaangażowanych w podejmowanie decyzji dotyczących 
programów promocji zdrowia w miejscu pracy. Wkład uzyskanych wyników badań 
polega na promowaniu koncepcji well-being w szczególności w organizacjach non-
profit, w których nowe trendy w zarządzaniu zasobami ludzkimi są zwykle wdrażane 
później niż w organizacjach komercyjnych.

Keywords: employees; workplace; human resource management; well-being; physical 
activity

Słowa kluczowe: pracownicy, miejsce pracy, zarządzanie zasobami ludzkimi, 
dobrostan, aktywność fizyczna



THE ROLE OF PHYSICAL ACTIVITY IN THE IMPROVEMENT OF WELL-BEING - THE CASE OF UNIVERSITY STAFF

J o U r n A l  o f  M o d E r n  S c i E n c E  2 / 5 6 / 2 0 2 4 265

Introduction

Under the conditions of rising expectations of consumers expectations 
and shrinking work resources given the decreasing working age population 
as a result of demographic processes, organizations must face the challenge 
of keeping their workforce highly effective and committed. Growing compe-
tition, globalization, and unlimited access to information have made market 
success and survival apply only to those organizations whose employees 
are satisfied, involved and creative. Source literature suggests that in this 
context, the emphasis on employee well-being is becoming a crucial factor 
of human resource management. The staff ’s physical and mental well-being 
has a direct influence on operational possibilities of companies. It determines 
business effectiveness and preparedness to change and develop, which is why 
commitment to well-being is now one of the priorities of modern organiza-
tions. Workforce wellness and satisfaction with life ensure harmony among the 
corporeal, intellectual, and spiritual zones and are crucial factors of corporate 
organizational culture (Filipiak, 2000, p. 42-43).

One of the aspects having an impact on well-being is physical activ-
ity. Benefits from regular physical activity are well recorded in source lit-
erature. Due to the fact that the largest part of the world’s population gets 
insufficient physical activity is physically inactive, physical inactivity is 
considered to be a public health problem. According to the WHO definition, 
health is a state of complete physical, mental and social well-being and not 
merely the absence of disease or infirmity.

Economically stable countries do not achieve even the minimum level 
of physical activity recommended by WHO in order to maintain health 
(Bouchard, Després, 1995, p. 268–275).

Even though the workplace has an immense potential as an environment 
promoting physical fitness, it often remains unexploited in managerial prac-
tice. Research studies of other authors demonstrate that the most common 
reason for the absence of commitment to the well-being of employees is limited 
budget for this purpose (Puchalski, Korzeniowska, 2013, p. 743–754). Such 
a low emphasis on the well-being of employees results from limited awareness 
of both employers and employees. This, in turn, is an effect of insufficient 
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vulgarization of the concept of well-being in research and academic publi-
cations and ignorance of its benefits. Studies in the field are limited to some 
selected aspects of well-being, frequently in relation to the issue of occupational 
stress of those professional groups which are particularly exposed to stress, for 
instance medical staff (Pisanti, Van der Doef, Maes, Meler, Lombardo, Lazzari, 
Violani, 2016, p. 1143; Turnell, Rasmussen, Butow, Juraskova, Kirsten, Wiener, 
Patenaude, Hoekstra-Weebers, 2016, p. 33–41). On the other hand, the issue of 
physical activity often concerns its impact on the health of children. The analysis 
of literature revealed that there is a gap with respect to the examination of the 
impact of physical activity on the well-being of university employees. The au-
thors of this manuscript intended to bridge the gap, at least to some extent. The 
purpose of this study is to evaluate the impact of physical activity on selected 
aspects of the well-being of university staff and their work performance.

This study attempts to answer the following questions:
1. Does the physical activity of the staff of the Siedlce University of Natural 

Sciences and Humanities contribute to their well-being?
2. Is there a correlation between the activity of the respondents in their 

youth and the well-being rating?
3. Is there a correlation between the time devoted by the respondents to 

physical activity at present and the well-being rating?
4. Can university staff observe the impact of physical activity on their 

work performance?

According to the knowledge of the authors, it has been the first study 
to analyse the relationship between physical activity and selected forms of 
the well-being of university staff having regard for the conditions of Polish 
non-profit organizations. The research findings may be useful to the man-
aging staff in the process of developing practices oriented at enhancing em-
ployee well-being. The study contributes to the promotion of the concept of 
well-being, above all, in non-profit organizations, where new tendencies in 
human resource management tend to be introduced later than they are in 
commercial organizations.
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Employee well-being as an element of human 
resource management

There is no single pre-agreed definition of well-being in the study literature 
because of its multifaceted nature. Without a doubt, well-being is multidisci-
plinary and refers to a number of phenomena and aspects. Current research 
into well-being addresses two concepts: the eudaimonic perspective, which 
emphasises positive mental functioning and human flourishing, and the 
hedonic perspective, which focuses on happiness, positive effects, and life 
satisfaction [Forgeard, Jayawickreme, Kern, Seligman, 2001, p. 1).

Well-being may be viewed at the level of an individual, an organization, a re-
gion, or a state. It is a subjective, multidimensional, and holistic term, which 
comprises physical, social, environmental, educational, spiritual, affective, and 
cognitive life levels (Liamputtong, Fanany, Verrinder, 2012, p.23-34 ). At the 
level of an individual, it is a term used as a synonym of a broad scope of terms, 
such as self-esteem, self-efficacy, self-determination, boosted mood, positive 
mental health, life satisfaction etc. (Huppert, 2017, p. 163-167). Literally, 
well-being is a state of comfort, health, and happiness, but also experiencing 
positive emotions and general life satisfaction (Diener, Eunkook, Shigehiro, 
1997, p. 25-41). Well-being is associated with contentment, personal devel-
opment, self-acceptance, positive relations and autonomy of an individual 
(Dodge, Daly, Huyton, Sanders 2012, p. 222-235). It is a holistic assessment 
of the quality of life of an individual on the basis of some subjective criteria 
determined by the individual (Shin, Johnson 1978, p. 475–492 ).

Well-being is oftentimes characterised by an evaluation of individual’s 
mental condition (Trzebińska, 2008, p. 41-42) and understood as a state of 
satisfaction and fulfilment of an employee. Dodge et al. define well-being 
as a balance between psychological, physical and social resources of an in-
dividual and the challenges it comes across in those areas. Human beings 
naturally have the resources they need to meet specific challenges. When they 
have more challenges than resources, their self-satisfaction drops (Dodge, 
Daly, Huyton, Sanders, 2012, p. 222). The definition treats individuals as 
decision-makers responsible for the choices, preferences and abilities to 
achieve well-being (Seligman , 2002, p.3-13).
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The well-being approach should be considered an important element of effec-
tive human resource management in contemporary organizations. Wellbeing 
in the workplace refers to the shaping of working environment conditions in 
such a way so as to positively influence employees’ professional development, 
sense of security, strengthening bonds and relationships, and ultimately ensure 
the sustainability of the company. It is worth to take care of the broadly under-
stood employee health in the workplace for it is fundamental not only to their 
productivity, but also to the sense of well-being related to the functioning of an 
individual in all life areas. When employees are overworked and chronically 
distressed, they become ineffective, expose themselves and others to errors, 
diseases, even accidents. Thanks to the introduction of corporate well-being 
programmes, workers benefit not only by a lower disease and employee rota-
tion rates, but also by an increase in involvement, resilience to stress and the 
feeling of belonging to a given organization. Supporting health-promoting 
behaviours in organizations and treating health as one of the values of or-
ganizational culture allow companies to avoid pathological situations, reduce 
costs and create smoothly functioning teams. Organizations that care about 
employees’ well-being gain benefits in terms of increased efficiency, higher 
engagement, lower absenteeism and turnover rate, as well as reduced labour 
costs (Wellbeing Indicator, 2022).

Actions committed to the development of employee well-being are also 
significant components of a modern approach referred to as sustainable 
human resource management (SHRM). SHRM represents an innovative 
approach to people management based on pursuance of integration of eco-
nomic, environmental and social goals (Pabian, 2015, p. 7-16). It involves the 
undertaking of such practices which allow organizations meet objectives in 
a long-term whereas caring for employees at the same time (Ehnert , 2009, 
p. 45-49). SHRM creates a framework which allows one to face modern 
challenges, such as a shortage of human resources or health problems in the 
workplace (Stankevičiūtė, Savanevičienė, 2018, p. 4798). Employee well-be-
ing development is strictly related to the social aspect of HRM which is an 
effect of the merger of human resource practices with the CSR concept. It 
involves an optimum use of human resources while respecting employee 
rights, considering their expectations, and engaging in an active staff-company 
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dialogue. According to A. Pocztowski, the social dimension of sustainable 
human resource management is expressed by creating such a working envi-
ronment where staff can attain their professional goals in line with a company 
strategy (Pocztowski, 2016, p. 303-314). The activities include, amongst other 
things (Bombiak, 2020, p. 1667-1687):

• creating safe working conditions (compliance with the industrial health 
and safety law and commitment to work-post ergonomics),

• developing harmonious interpersonal relations,
• implementing programmes which facilitate combining professional 

and private lives (work-life balance),
• taking care of employees’ physical and mental health,
• analysing the needs of staff members,
• customizing jobs (job crafting) (Kardas, 2020, p. 1937-1950).

All in all, employee well-being is becoming a critical topic for HR spe-
cialists. The concept captures numerous aspects of the employee-employer 
relationship, starting with traditional elements, such as sound remuneration 
or additional benefits, through medical care (both mental and physical), to 
stimulating physical activity and empowerment. Thus, it is about a broadly 
understood commitment to financial, physical and mental comfort of an 
employee in the workplace, whose achievement has a positive impact on 
work efficiency.

Dimensions of the concept of well-being  
and the methods of its implementation  

in organizations

The authors of the well-being concept, Swarbrick and Yudof, have developed 
eight key dimensions which give one the feeling of satisfaction and self-fulfil-
ment and include both the eudamonic and hedonic aspects of well-being. They 
have been divided into internal dimensions that relate directly to a person 
(in this case, to an employee), and external dimensions which arise under 
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the person’s relationship with the environment. The external dimensions of 
the well-being concept are:

• financial well-being – the feeling of stability and financial safety of em-
ployees realized through a relevant policy of remuneration and linking 
the goals of the organization with those of the employee.

• social well-being – it encompass relations with other employees and 
the feeling of being a part of the company. Organizations may develop 
this field by organizing family days (e.g. children in the office), hobby 
groups, common meals, support for parents, multicultural commu-
nication workshops, psychological counselling, help in difficult life 
situations but also promoting team integration, promoting cooperation 
and adaptation days.

• professional career – companies may aid employee development 
through coaching, mentoring, the ability to go to college, specialist 
training, working with leaders, or courses unrelated to work.

• external environment – this well-being area pays particular attention on 
a positive relationship with the environment. Companies may support 
their staff members in this field by, amongst other things, introducing 
plants to the workplace (green space), music in the office, creating 
relaxation rooms, but also organizing job volunteering and charity 
initiatives for local communities (Swarbrick, Yudof, 2015, p. 23-124).

The internal dimension of well-being captures (Swarbrick, Yudof , 2015, 
p. 23-124):

• physical well-being – refers to health, vitality and physical 
power. Companies may introduce various supporting solutions here, 
such as nutrition workshops, healthy snacks vending machines, sports 
cards, prophylactic tests, support groups (habit change, including help 
in losing weight or quitting smoking).  – spiritual well-being – this 
area focuses on life values, spirituality and the feeling that life has 
sense. Activities that companies may implement with a view to attaining 
spiritual well-being development are personal coaching, organizational 
culture based on values, company missions and vision co-created by 



THE ROLE OF PHYSICAL ACTIVITY IN THE IMPROVEMENT OF WELL-BEING - THE CASE OF UNIVERSITY STAFF

J o U r n A l  o f  M o d E r n  S c i E n c E  2 / 5 6 / 2 0 2 4 271

employees, etc. In addition, employers may offer their employees re-
laxation time in the form of meditation at work.

• emotional well-being – the development of this field provides em-
ployees with emotion awareness, the ability to control emotions, and 
improves employee ability to cope with stressful situations. Enterprises 
may implement actions which allow one to rest and de-stress. To do 
so, they may introduce the so-called relaxation rooms, psychological 
counselling, stress-coping workshops, or personal coaching.  – intel-
lectual well-being – it is supported by courses and workshops that are 
held in companies to increase workers’ knowledge in certain areas.

Well-being in an organization is a continuous commitment to employee 
comfort and paying attention to employee needs in each of the specified 
dimensions. Wellbeing is a set of practices which produce a healthy and 
involving working environment that may become one of the central prin-
ciples of corporate business strategies. Wellbeing programmes are complex 
measures taken to promote employee comfort. The programmes need to be 
suited to the needs and abilities of a given organization. The implementation 
of the work-life balance concept is supported by the amendment to the Labor 
Code. The regulations introduced in April 2023 increase employee protection, 
improve working conditions and employees’ access to information regarding 
their employment (Kodeks Pracy, 2023).

Materials and Methods

The purpose of the study was to evaluate the impact of physical activity of uni-
versity staff members on their well-being and work performance. In the course 
of analyses, the authors attempted to find an answer to the question to what 
extent physical activity contributes to the improvement of internal and external 
well-being of the Siedlce University of Natural Sciences and Humanities staff.

As part of the research component have verified the following hypotheses:
1. There is a correlation between the physical activity of university staff 

in their youth and the well-being rating.
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2. There is a correlation between the time devoted to physical activity by 
university staff at present and their well-being rating.

3. There is a correlation between the sports activity of university staff in 
their youth and the evaluation of the impact of physical activity on 
their work performance.

The study was conducted on a non-random sample of participants in the 
University of Sport project implemented at the Siedlce UPH. The project 
was financed by the Ministry of Education and Science as part of the Social 
Responsibility of Science programme (Grant no. SONP/SP/462697/2020). 
Those employed at the Siedlce University of Natural Sciences and Humanities 
who volunteered to participate in the project were asked to complete a ques-
tionnaire. Seventy-five employees participated in the research . This group 
included both research, teaching, and administrative staff. The study popula-
tion structure was dominated by females, who constituted 77% of the respond-
ents. When analysing the age structure, one can note that more than a half 
of the respondents (52%) were aged 41-50. The majority of the respondents 
resided in the city (80% of the total population). The analysis of respondents’ 
work experience shows that the largest group were those with work experience 
of more than 15 years but less than 25 years. Their share in the total number 
of respondents was 44%. Those with 6 to 15 years’ seniority were also present 
in large numbers (22.7%). The study group was dominated by employees 
with master’s (52%) or doctor’s degrees (32%), and academic staff members 
(73.3%). Even though 52% of the respondents used to do athletics, only 2.7% 
did so professionally. Nonetheless, 39% confirmed their physical activity in 
a school or university team.
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Results

In the course of analyses, an attempt was made to evaluate different as-
pects of university staff ’s well-being. The evaluation comprised the following 
dimensions: financial well-being (satisfaction with remuneration); social 
well-being (relations with colleagues, superiors, students); working conditions; 
professional development; physical well-being (health condition, satisfaction 
with physical activity). To determine the relationships between the analysed 
variables, every variable was ascribed a numerical value, as presented in Table 1. 
The respondents rated well-being on a five-level Likert scale, where 1 signified 
a very low and 5 a very high rate. The results of the evaluation together with 
basic statistics are presented in Table 1.

Table 1. Evaluation of university staff ’s well-being (n=75)

The studied employees rated the highest their social well-being based on 
interpersonal relations in the working environment. Another highly rated 
factor was satisfaction with relations with students (average rating of 4.4). 
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Relationships with colleagues and superiors had an average of 4.1 Professional 
development and physical well-being composed of health satisfaction and 
physical activity satisfaction were rated slightly lower (3.6, 3.7, and 3.0, re-
spectively). The lowest rated was the financial dimension analysed through 
the prism of satisfaction with received remuneration. Here, the average rating 
was 2.9, which demonstrates that the level of compensation does not provide 
the feeling of financial stabilisation or safety.

The study revealed significant statistical correlations between the well-being 
evaluation and selected variables typical of the studied population (Table 2). 
It was determined that there is a relation between the sex and the rating of 
working conditions. The Pearson’s correlation coefficient between the variables 
was r=-0.244 with the critical value at 0.227 for p=0.05, which means that 
women are less satisfied with working conditions than men are. Dependencies 
were also found between financial well-being and the academic degree of the 
studied population. The Pearson’s correlation coefficient between the variables 
was r=0.279, which signifies that the employees with a higher degree evaluated 
higher their financial well-being. A relationship was also established between 
the degree and relations with colleagues. The Pearson’s correlation coefficient 
between the variables was r=-0.231, which means that people with a higher 
degree rated their relations with colleagues as worse. Furthermore, a rela-
tionship between respondents’ age and their health rating was determined 
(r=-0.283). It was observed that elder people rated their health well-being as 
less satisfactory. On the other hand, those who practised sport when young 
rated their satisfaction with physical activity higher (r=0.243). The study 
also confirmed that there is a correlation between the time devoted by the 
respondents to physical activity at present and the rating of respondents’ 
social well-being (r=0.441). It was established that the employees who spend 
more time on physical activity satisfaction are more satisfied with physical 
activity performed with friends. Furthermore, it was observed that there is 
a relationship between the time devoted to physical activity and absenteeism 
(r=0.260). The respondents who spend more time on physical activity demon-
strated lower absenteeism.
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Table 2. The value of Pearson’s r coefficient between selected variables characterising 
the respondents and their well-being self-rating

* – significant for p=0.05; ** – significant for p=0.01

An important research issue from the point of view of the topic was an 
assessment of the impact of physical activity on various dimensions of well-be-
ing. The respondents assessed the impact on a five-level Likert scale, where 1 
signified a very low and 5 a very high impact of physical activity. The results 
of the assessment are presented in Table 3.

In the opinion of the studied university employees, physical activity has 
the greatest impact on the improvement of resilience (rating of 4.3), which is 
a part of physical well-being. It is also vital to mood improvement and stress 
reduction (4.2), which favours reinforcement of emotional well-being. Other 
components having an impact on emotional well-being, and related to mental 
health, are a reduction of aggression (impact at 3.9) and counteracting de-
pression (impact at 3.8). According to the respondents, the lowest impact of 
physical activity is on interpersonal relations at work (impact at the level of 3.4). 
The respondents rated the impact of physical activity on work performance as 
relatively high, i.e. on improved attention span at work (3.9 impact), increased 
effectiveness and creativity at work (3.8 impact), reduced absenteeism (3.7 
impact) and enhanced motivation to work (3.6 impact).
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Table 3. Evaluation of the impact of physical activity on selected aspects of the well-
being of university staff and the effects of their work (n=75)

The analyses also showed statistically significant correlations between an 
assessment of the impact of physical activity on workforce well-being and 
respondents’ age (Table 4). It has been established that elder employees of 
longer seniority provided a lower assessment of the impact of physical activity 
on improved mood (r=-0.253), stress reduction (r= – 0.282) and increased 
resilience (r=-0.333). Elder people also offered a lower rating of the impact 
of physical activity on boosted creativity (r = – 0.235).
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Table 4. Value of the Pearson’s r coefficient between selected characteristics of the studied 
group and the evaluation of the impact of physical activity on employee well-being

* – significant for p=0.05; ** – significant for p=0.01

Moreover, the authors detected a correlation between training with a school 
or university team and the assessment of the impact of physical activity on the 
selected dimensions of employee well-being. Staff members who did sports 
when younger rated the impact of sports activity on improved concentration at 
work ( r=0.309), motivation ( r=0.228), work efficiency ( r= 0.234), creativity 
(r=0.266) and interpersonal relations (r= 0.269) higher than those who did not.

Discussion

The issue of commitment to the broadly understood employee well-being 
is relatively new to the HRM, which is becoming increasingly popular in the 
conditions of the employee market, ageing societies, and an associated drop in 
the number of workers in the productive age, representing a major challenge 
for the management. The area of well-being which is particularly ignored by 
the managers is physical well-being. The tendency to limit physical activity 
due to technological progress, increased automation of work, development 
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of transport means, and comforts of everyday life, allowing people to satisfy 
their needs at minimal physical efforts, is becoming a serious economically 
repercussive social challenge (Puciato, Rozpara, Młynarski, Łoś, Królikowska, 
2013, p. 649–657). Scarce physical activity and unhealthy eating habits may be-
come sources of economic burden posed by proliferation of diseases amongst 
employees, lowered productivity, and absenteeism (Ding, Lawson, Kolbe-
Alexander, Finkelstein, Katzmarzyk, Van Mechelen, Pratt , 2016, p.1311–24; 
Burton, Conti, Chen, Schultz, Edington, 1999, p.863-877). Several studies 
found that reduced physical activity is significantly related to lower assessment 
of mental well-being (Norris, Carroll, Cochrane, 1992, p. 55-65).

On the other hand, studies confirmed a positive impact of physical activity 
programmes improving health at the workplace on employee productivity 
(Pereira, Coombes, Comans, Johnston, 2015, p. 401-412). It has been estab-
lished that through health promotion, which involves elements oriented at 
the physical working environment and organizational structure in the work-
place, it is possible to force productivity up and absenteeism down (Grimani, 
Aboagye, Kwak, 2019, p. 1676). Studies prove that sports and recreation have 
a major impact on motivation and job satisfaction. It has been demonstrated 
that satisfied employees are twice as productive and engaged than those who 
are not satisfied. Thanks to sport, they are more energetic and focused.

There is an increasing body of evidence that the promotion of physical activity 
in the workplace may have a positive impact on employee behaviour. In social 
terms, physical activity enables bonding while training in groups, facilitates 
adaptation, breaking down barriers, integration, and enriches human existence 
thanks to new ideas of active relaxation (Ważny, 2010, p.1-5). The mental benefits 
of physical activity may not be underestimated either. They release tension and 
adrenaline and restore emotional balance and mental comfort. It has been shown 
that high levels of physical activity have a positive effect on proper operation of 
the mind (i.e.: decision-making, planning, short-term memory), reduce anxiety, 
improve sleep quality, even when under stress (Kozdroń, 1998, p. 98-107).

The research studies of the authors confirmed the correlation between 
physical activity of university staff and the selected types of well-being. The 
strongest impact was recorded with respect to physical and emotional well-be-
ing. The respondents rated relatively high also the impact of physical activity 
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on selected effects of work, i.e. efficiency, creativity, motivation and concentra-
tion in the workplace. Therefore, an employer who encourages employees to 
be physically active can expect more satisfied, creative, motivated and efficient 
workforce. The positive impact of stimulating physical activity by the employer 
has also been evidenced by other research. It has been demonstrated that in-
terventions related to the stimulation of physical activity and good nutrition in 
the workplace led to changes in employee attitudes to physical activity, which 
not only improved their physical and mental health, but also ensured a return 
on investment thanks to reduced healthcare expenses and general employee 
absenteeism (Van Dongen, Proper, Van Wier, Van der Beek, Bongers, Van 
Mechelen, 2011, p. 1031–1049; Pereira, Coombes, Comans, Johnston, 2015, 
p. 401–412). The lowest rated was the financial dimension analysed through 
the prism of satisfaction with received remuneration.

The implementation of practices oriented at enhancing well-being, in prac-
tice may encounter a number of difficulties. Quirk et al. emphasise that these 
barriers may be logistic, strategic or financial in nature. The researchers confirm 
that financial limitations and unwillingness to invest in health and good general 
sensation of employees constitutes a major barrier to the implementation of 
practices oriented at enhancing employee well-being. Whereas, amongst the 
facilitators of the implementation of corporate well-being, they enumerate: 
strategic approach to implementation, effective communication and advertising, 
creativity and innovativeness, conduct of needs analyses and evaluations before, 
during and post implementation (Quirk, Crank, Carter, Copeland, 2018, p.1362).

Conclusions

The studies conducted amongst the university staff demonstrated impact 
of physical activity on individual well-being development. In the course of 
analyses, the hypothesis that there is a correlation between the activity of 
the respondents in their youth and their well-being rating was partly con-
firmed. This is because we found a relationship between the activity of the 
respondents in their youth and the rating of their physical well-being. However, 
no correlation was found between the activity of the respondents in their 
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youth and the rating of their social and financial well-being. The study fur-
ther confirmed that there is a correlation between the time devoted by the 
respondents to physical activity at present and the rating of respondents’ social 
well-being. It was established that the employees who spend more time on 
physical activity satisfaction are more satisfied with physical activity carried 
out with friends. The above findings confirm only some part of hypothesis 2, 
for the authors reported no correlation between the time devoted to physical 
activity at present and other forms of well-being. However, the study findings 
show that there is a correlation between the sports activity of the respondents 
in their youth and the evaluation of the impact of physical activity on their 
work performance. Those staff members who did sports in their youth rated 
the impact of sports activity on improved concentration at work, motivation, 
efficiency and creativity higher than those who did not. This allows us to 
positively verity hypothesis 3. Furthermore, it was observed that there is 
a correlation between the time devoted by the respondents to physical activity 
at present and their absences at work. It was found that the staff members 
who spend more time on physical activity demonstrated lower absenteeism.

Against a backdrop of the conducted analyses, the emphasis on employee 
well-being needs to be viewed now as one of the best investments a modern 
organization may make. Creating an optimal environment in which em-
ployees can fulfil their potential is one of the key factors in the long-term 
effectiveness of an organisation. Healthy and fit staff mean an efficient organi-
sation. Nonetheless, the application of well-being as a tool to improve the use 
of employee potential requires a systemic approach. Meanwhile, in practice, 
in many organizations the implementation of the idea is built around single 
benefits. Well-being is more than a set of benefits. It involves real changes in 
the HR strategy, which will provide factual support to employee health. Well-
being allows one to create a modern, human-oriented organization with cul-
ture favouring development and use of employee intellectual potential. The 
inclusion of such interventions in a corporate strategy has become a priority, 
above all, in the case of Generation Z entering the market – a generation for 
whom work itself is not an objective, but a mere means to achieve it. Therefore, 
an employer who wants to attract and keep staff within an organization must 
support employee well-being.
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The analysis of the research findings shows that one should take into con-
sideration also their limitations. Amongst the shortcomings are, first of all, 
high subjectivity of respondents’ opinions based on their declarations rather 
than on the real level of physical activity of the respondents and the limited 
research sample size. Another problematic issue is the qualitative approach 
to the evaluation of the impact of physical activity on the well-being of em-
ployees. Only sociological, not clinical, research in this respect was con-
ducted. Nonetheless, the research findings open new research areas. The 
research is to be continued in the future having regard for a more extensive 
and targeted research sample selection.
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