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Abstract

Research background: Human resources today are well the most
important and valuable resource of a company, and therefore it is very
important that the company constantly deals with the field of working
conditions. Working conditions represent a convex set of conditions,
factors and other elements affecting the worker who performs the assigned
work tasks for the employer and significantly affect his productivity, well-
being, health and loyalty to the employer. Currently, the field of working
conditions has been hit hard by the Covid 19 pandemic. The company's
goal in the field of working conditions should be to create the best possible
working conditions that will provide employees with a suitable and quality
working environment, damage to health at work and benefits to increase
their comfort.

Purpose of the article: The aim of our article is to analyse the legal
aspects of labour protection and working conditions in EU and Slovakia
and to document on the Case study current problems of work management
and also the impact of Covid 19 on employees' working conditions.
Methods: Analysis, Synthesis, Case study, Questionnaire

We analyzed the current legislation of the EU and Slovakia in the field of
occupational safety and working conditions, and on the example of a case
study and the use of a questionnaire survey, we identified problems in this
area.

Findings & Value added: Identification of current problem areas in the
management of working conditions and design of a system solution for
sustainable development.
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1 Introduction

Companies operate in a global environment that changes every day. There are
modifications in the field of legislation, quality standards, and continuous improvement of
technology or social values. Such changes have the greatest impact on human resources, as
they are in direct contact with them and must respond flexibly to them so that the company
can successfully advance and develop. For this reason, investing in human resources and
their working conditions is considered a safe way for employers to increase an
organization's performance. (Blaga, 2020) The aim of our research is to identify, on the
example of a case study, the current problems of working conditions in connection with a
pandemic in a manufacturing company.

2 Methodology

The aim of our research was to analyse the perception of the level of the working
conditions management by productive workers and administrative workers on an example
of a Case study in the big-sized manufacturing company; the company operates in the field
of metal production and has potential to grow in the future. The methodology of research
includes literature review; desk review (to analyse secondary data, to research the latest
theoretical and practical developments in management), analyse of company documents.
Primary data were collected by self-administered questionnaire consisting thirty two
questions, with verbal scale (Likert scale), as well as open questions focused on
demographics, ageing, work conditions, work organisation, psychosocial aspects of work,
work protection, technical aspects of work. The questionnaire was sent to 250 workers and
was received by 168 workers (126 production employees and 42 administrative employees)
which represented a return of 67, 2 %. The study was focused on selected aspects of
working conditions management from the point of view productive workers and
administration.

3 Results

Human resources today are well the most important and most valuable resource of the
company and therefore it is very important that the company constantly deals with the field
of working conditions and tries to provide its employees with the best possible working
conditions.

3.1 Working conditions - essential part of human resource management

Human resources today are well the most important and most valuable resource of the
company and therefore it is very important that the company constantly deals with the field
of working conditions and tries to provide its employees with the best possible working
conditions. Working conditions represent a convex set of conditions, factors and other
elements affecting the worker who performs the assigned work tasks for the employer and
significantly affect his productivity, well-being, health and also loyalty to the employer.
Zainon (2020) identifies employees as an important part of the company, necessary to fulfil
the mission and achieve goals. He states that nowadays the achievement of business goals is
significantly influenced by, for example, technological changes, market conditions, the
economic situation, or the level of requirements imposed by the customer. Tomcikova and
Coculova (2020) have a similar opinion, stating that all changes that occur are determined
by one common fact, and that is the existence of human capital in the company. Human
resources management should strive to achieve harmony between management practices
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and corporate objectives in the area of individual human resources management functions
so that these objectives are met. It should also focus on their behaviour and its impact on
business performance. (Tashtoush and Eyupoglu, 2020) Efforts in this direction are always
closely linked to working conditions. The work environment is a summary of all material
conditions of work (machinery and equipment, handling equipment, personal protective
equipment, other workplace equipment, raw materials and materials, construction
solutions), which together with other conditions (technology, work organization, social
conditions of work) create factors - physical, chemical, biological, socio-psychological and
other, affecting the worker during the work process. The composition and level of the
working environment affect the well-being, performance, but also the health status of the
employee. Challenging adaptation to an unfavourable work environment -causes
dissatisfaction or even resistance in the worker, which is usually reflected in his
relationship with the employer. Personnel work in connection with the working
environment should focus primarily on the spatial solution of the workplace, physical
working conditions as well as socio - psychological working conditions. We define working
conditions as a set of factors directly or indirectly affecting a person's health and work
performance in the work process, which directly or indirectly condition the course and
results of the work process, are influenced by the work regime, rest and the state of the
work environment. This set consists of factors of the working environment: physical,
chemical biological, which are the product of material and technical equipment of the
workplace. Working conditions can be divided into immediately tangible and tangible
conditions, such as work and operating facilities, premises, workplace equipment, work
equipment, work aids, etc. and intangible conditions such as the organization of working
hours, rest periods, work organization, degree of workload, responsibility, degree of
independence, the level of care of the employer for the safety and health of his employees
and the like. We can also distinguish between social conditions where interpersonal
relations in the team in which the employee is included, interpersonal relations in the
organization and relations with persons outside the organization with whom the employee
comes into contact within the work.

3.2 Legal aspects of working conditions

Uniformity in the approach to the regulation of working conditions is ensured by
international standards as well as national legislation. The Universal Declaration of Human
Rights is a United Nations document, Article 23 of which states that everyone has the right
to work and to free choice of employment, to just and favourable conditions of work and to
protection against unemployment. The European Framework Directive on the introduction
of measures to encourage improvements in the safety and health of workers at work
(Directive 89/391 / EEC), adopted in 1989, guarantees minimum safety and health
requirements throughout Europe, while Member States may maintain those measures or
introduce more stringent measures. It states that employers are obliged to ensure the safety
and health of their workers. In the shadow of the COVID-19 pandemic, the European
Union has also created the EU4Health program as a quasi-commitment to health and safety
at work, which serves to support and strengthen the national health systems of the member
states. (Polomarkakis, 2020) The basic source for the regulation of working conditions and
protection of employees in the Slovak Republic is normative legal acts, especially the
Constitution of the Slovak Republic, laws and legal regulations issued for their
implementation. The provision of Article 36, which states that employees have the right to
fair and satisfactory working conditions, is particularly important in the field of working
conditions. The Constitution of the Slovak Republic provides special protection in
employment relations to women, juveniles and persons with disabilities. The Labour Code
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regulates individual employment relationships in connection with the performance of
dependent work of natural persons by legal entities or natural persons, as well as collective
employment relationships. Satisfactory working and living conditions of employees
ensured by the employer are one of the preconditions for the proper, undisturbed
performance of work tasks arising from the type of work agreed within the employment
relationship. In order to improve the work culture and working environment, the Labour
Code obliges employers to create adequate working conditions and to take care of the
appearance and adaptation of workplaces, social facilities and personal hygiene facilities.
The application of occupational health and safety requirements in the Slovak Republic is
defined by the currently valid Act no. 124/2006 Coll. as amended by later regulations on
safety and health at work. (Sukalova, 2005)This Act establishes the general principles of
prevention and basic conditions for ensuring occupational safety and health and for the
exclusion of risks and factors conditioning the occurrence of accidents, occupational
diseases and other damage to health at work.

3.3 Impact of Pandemic Covid 19 on working conditions

The Covid 19 pandemic affected all spheres of life and, to a large extent, the world of work
and the management. During this period, human resource management mostly moved to the
online sphere. Employees who were allowed to do so by the nature of the work remained to
work from home. Personal contact has been replaced in many companies by e-mail
communication or video conferencing. As a result, the importance of human resources
increased significantly during the pandemic. At present, their main task is to maintain the
productivity and motivation of employees and to contribute to maintaining their well-being.
Gigauri (2020) describes the pandemic as a factor that makes a positive contribution to
human resource management, in particular by accelerating the digitization process in
companies so that employees can carry out their work activities during this period as well.
It also emphasizes that human resources are under greater pressure during the crisis, which
is increasing the personal stress of workers. Singh (2020), like Gigauri, states in his article
that there have been significant changes in human resource management during the
pandemic, especially digitization, as companies have had to create a space for employees to
work from home practically from day to day. COVID-19 has resulted in unprecedented
challenges for workers' safety, health and well-being. Managers must communicate clearly,
consistently, transparently, and empathetically with all employees about policies, programs,
and procedures that protect their health from COVID-19 to reduce their sense of insecurity
and health concerns (Dennerlein, et al., 2020). Within the area of working conditions, the
central element of worker health protection is effective infection control in the workplace in
order to eliminate or at least reduce the possibility of COVID-19 exposure to workers.
These include technical inspections, e.g. increased fresh air ventilation and highly efficient
air filters to reduce airborne pathogens. This also includes ensuring the testing of workers
and monitoring contacts to ensure the safety of workers. At the same time, the period of the
Covid 19 pandemic necessitated a massive expansion of work from home - the home office,
which in the amendment to the Labour Code is named as work performed from an
employee's household. Work performed from home has ceased to be a benefit for the
employee, and in many workplaces of the employer it has become a matter of course from
an epidemiological point of view as well as a necessity. (Barancova, 2020). We can say that
working from home can have a positive effect on the work commitment of workers, higher
levels of absorption, individual commitment and work-related enthusiasm, a feeling of
greater self-efficiency at work and flexibility of work, which in turn can lead to reduced
perception of work fatigue and subsequently lead to recasting. Work-related fatigue, in turn,
shows that the ability to cope with individual workloads and demanding time pressures,
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which upset the balance between personal and private life, are often impaired, especially for
those categories of people who are more exposed to family responsibilities, such as parents
and carers of elderly relatives (Palumbo, 2020). Working from home is difficult for
employees because they do not feel the organizational climate at home, they are unfocused
as a result of frequent disturbance by family members, and for this reason conflicts arise
between work and private life. (Chanana and Sangeeta, 2020) In industry, the working
conditions of systems are complicated. It may contain some adverse/favourable factors that
can damage/improve components' reliabilities compared to that in the designed working
condition. The same product system may also work in different conditions; then the
reliability of the system is not only determined by system structure, components' designed
reliabilities, etc. It can be also influenced by its working condition. (Chen and Zhu, 2019)
Improper working conditions and various types of hazards in working place cause the need
to humanize work in many enterprises. First of all, it means the necessity of adjusting the
safety of work activities to operating and required standards. (Polek-Duraj, 2020) Perceived
working conditions lead to various negative outcomes for employee behaviours, including
turnover intentions. (Arnoux et al., 2016) Perceived health and psychosocial factors, rather
than work conditions, explained the association between the presence of chronic health
condition and work ability. (Koolhaas et al., 2014) I tis necessary to pay attention to the
involvement of workers and unions in the process of creating workplace-specific COVID-
19 Safety Plans, or health and safety procedures. Stronger, enforceable health and safety
protections for workers that include workplace-specific COVID-19 Safety plans designed
in collaboration with workers. (Sugerman-Brozan, 2020)

4 Research results and discussion

We examined issues related to working conditions management on the example of big sized
international company in the field of machinery industry. We introduce selected aspects of
the search in production (126 respondents of the production staff) and in administration (42
administrative workers). In the production part, the company provides production
employees with various types of working time arrangements; it is a single-shift, two-shift,
three-shift and continuous operation. The company tries to meet the needs of employees if
the assigned type does not suit them for objective reasons. Breaks at work are set well for
various types of change and provide employees with sufficient rest, while providing
employees with benefits such as coffee boxes and outdoor shelters for smokers, which
increase employee comfort. The employer is obliged to notify the employee of the schedule
of working hours, i.e. the allocation of one of the mentioned options or the change of the
schedule of working hours, at least one week before their implementation. Not everyone is
comfortable with such a change. Flexible working hours are provided only for managers.
Overtime work also occurs in production; its scope is based on the principles of the Labour
Code. Overtime work therefore means work performed by employees on the order of the
employer (up to a maximum of 150 hours in a calendar year) or with his consent (up to a
maximum of another 250 hours in a calendar year) over a specified weekly working time
resulting from a predetermined work schedule, thus from the work schedule. It follows
from the above that the total number of hours of overtime work of an employee may not
exceed 400 hours in a calendar year. 12% of employees stated that they worked more
hours’ overtime. The usual physical risks provided by preventive measures have
outweighed the biological risk, but 76% of employees trust anti-covid measures in the
workplace. According to 36% of respondents, anti-covid measures cause disproportionate
discomfort during breaks at work. Current working conditions also affect the socio -
psychological well - being in the workplace. 36% of employees in production perceive
increased stress at work, mainly due to the pandemic and pandemic measures, as well as for
fear of becoming infected at work. Socio-psychological working conditions are also related


https://www.webofscience.com/wos/author/record/9259663
https://www.webofscience.com/wos/author/record/28047822
https://www.webofscience.com/wos/author/record/8720493

SHS Web of Conferences 129, 07006 (2021) https://doi.org/10.1051/shsconf/202112907006

Globalization and its Socio-Economic Consequences 2021

to whether a person works in constant contact with other workers or works in isolation.
Some work or work tasks require the continuous cooperation of several employees, others
require cooperation only occasionally, and others are performed by the employee
independently of the others. 53% of respondents consider socio-psychological well-being to
be very good; 13% of employees as unsatisfactory, mainly due to conflicts in the
workplace. 35% of the surveyed production employees do not consider information on
occupational health risks to be sufficient and do not understand several established
measures. The questionnaire survey was conducted also on a sample of 42 administrative
employees; the sample consisted of 22 women and 20 men, aged 23 to 49 years. 53% of
respondents stated that they were satisfied with the work in the form of Home Office, while
23% perceived this form negatively; only 9% of employees had experience with Home
Office before the outbreak of the pandemic. A change in the work environment can have a
significant effect on an employee's performance; 64% of respondents said that their
performance in the home environment was the same as in the office; 27% perceive their
performance as lower, mainly due to unsuitable working conditions and ergonomics as well
as disruptive influences from other household members. 9% of respondents perceive their
performance as higher than standard conditions, mainly due to a better reconciliation of
work and family life. Given that most respondents had little or no experience of working
from home in the form of a Home Office, we can assume that they do not have a home
environment sufficiently adapted for undisturbed work from home and also probably do not
have established work habits for working from home. In addition, the overall situation
caused by the COVID-19 pandemic brought specific elements that prevent workers from
concentrating fully, for example, for closed schools and kindergartens, children were at
home most of the time and parents had to take care of them. Interestingly, 7% of
respondents said they were given more tasks and more controlled than in the office. Given
that the vast majority stated that they receive the same number of work tasks as when
working in the workplace, it may be a subjective feeling of these respondents, or a short-
term negative situation, which will improve later. Almost all employees take breaks at work
while working in the form of a Home Office, so we can assume that they know how to
spread their working time as it suits them with regard to sufficient rest. Most respondents, t.
j- 38.1% of the total stated that they get used to taking one big break for lunch and several
small breaks at work. The second largest group of respondents, representing 27% of the
total, stated that they get used to taking only one big break for lunch, which in our opinion
can contribute to a higher degree of work concentration and job creation and favourable
work habits and routines, but regularity and divide working time correctly to avoid too long
a continuous workload. Another group representing 21% stated that they preferred several
short breaks. In this type of break planning, care must be taken to ensure that they are
adequately rested while not distracting the employee too much or reducing his or her
productivity. In terms of technical equipment, all respondents had a company laptop; the
problem was a sufficiently large office desk suitable in 35%; 48% reported an unsuitable
chair; 8% slow internet. In terms of psycho-social, 62% of respondents stated the same
level of work stress as in the office, the second largest group of respondents (29%) stated
that working from home in the form of a Home Office is less stressful for them than office
work. We evaluate this fact positively, because despite various complications associated
with switching to a completely new or little practiced system of work for most respondents,
the home environment increases the mental well-being of workers and reduces their stress
compared to their normal type of work. Regarding the stress factors, most respondents
representing 57% of the total chose the factor of reconciling work and private life. We can
therefore consider this factor to be the most stressful of these options. This factor can be
serious, for example, for parents who, in addition to performing assigned work tasks, also
had to take care of their children who were at home as a result of closed schools and
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kindergartens. 47% of respondents chose the option of online contact with superiors or co-
workers, so we can consider it as the second most stressful factor. Communication in an
online environment can often be complicated by computer errors, and is usually less
pleasant than direct contact, which can contribute to increased employee stress. The third
most chosen option was the difficulty of work tasks, chosen by 34% of respondents. It may
be a subjective view, but it is likely that some work tasks are more difficult to perform
when working from home, for example due to more difficult communication or more
limited access to sources of information. Administrative staff shows a higher level of
complaints about the difficulties of the musculoskeletal system. They were also not
sufficiently informed about the risks of working at home, there is probably a lack of risk
analysis.

5 Conclusion

The global environment brings constant changes and with them new demands on
management, works organization and sustainability of working conditions for production
workers as well as for administrative staff. This study confirms that even with a formal
declaration of correct management of working conditions; shortcomings occur in the area
of production as well as administrative workers. Our research shows that the company does
not use all the options under the labour code, for example does not provide the opportunity
to work in divided jobs. This type of job would be advantageous, for example, for mothers
or fathers who are caring for a minor child or for a worker who is caring for sick relatives
and does not have enough free time to work the whole work shift. Flexible forms of work
that can be a starting point for employees, although their employer often sees them as a
complication. It is also necessary to thoroughly perform a risk analysis, including
psychosocial ones, and to comply with the information obligation of the employer. The
company should set criteria and parameters that the home work environment must meet in
order to meet the technical, spatial, ergonomic, safety requirements for comfortable, safe
and efficient work of workers. It should also monitor compliance with these criteria, even if
they are not met, to help remedy shortcomings. The pandemic tested the ability of
companies to adapt to sudden changes and confirmed that only systemic solutions can bring
positive results in working with people - the most valuable capital. The pandemic has
worsened working conditions, brought new biological risks. In practice, it turns out that the
declared state of working conditions may not be in line with their perception by employees.
From a formal approach, it is necessary to focus more on strict adherence to changing
regulations, analyse occupational risks and emphasize the psychosocial aspects of work and
constant dialogue with employees. It is useful to introduce the concept of socially
responsible business. Next research will be focused on the health consequences of a
pandemic for employees in manufacturing companies.
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