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Abstract.
BACKGROUND: The world is going through a challenging historical moment, with the COVID-19 pandemic affecting
billions of lives and communities worldwide.
OBJECTIVE: Building on the widespread negative impact of the pandemic on the socio-economic context, and consequently
on the labour market, the aim of this study was to analyse the effect of the COVID-19 pandemic on workers’ perception of
decent work.
METHODS: The Decent Work Questionnaire was administered to 243 workers from seven Portuguese organisations at
two-time points (before and during the pandemic).
RESULTS: Results revealed a positive and significant effect of the COVID-19 pandemic on six of seven dimensions of
decent work, particularly those related to Meaningful Remuneration for the Exercise of Citizenship and Health and Safety.
CONCLUSION: The positive effects of social comparison processes are stronger than the negative effects of the adverse
socio-economic context. Faced with the COVID-19 pandemic, workers may have compared their work situation with the
condition of other workers, activating an increase in their subjective perception of the value of their current reality.
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1. Introduction

The new pandemic reality was widespread world-
wide and caused drastic and dramatic changes in the
economic, social and work areas [1]. Several factors
such as social distancing, prophylactic self-isolation,
travel restrictions, and quarantine have led to a reduc-
tion in the workforce across most economic sectors
and, consequently, increased unemployment [2, 3,

1This article is based in part on the thesis of Susana Alves
Pereira.

∗Address for correspondence: Susana Alves Pereira, Business
Sciences Department, University of Maia, Avenida Carlos de
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4]. The reports by the ILO and other international
organisations highlighted the pandemic’s impact on
the labour domain. This impact can result in extreme
operating environments due to organisations’ dif-
ficulty operating in high levels of uncertainty [5].
From an organisational perspective, keeping ade-
quate working conditions to promote and sustain
workers’ motivation and well-being can be highly
demanding. Such an endeavour requires workers’
confidence in organisations through protective mea-
sures [6]. In this broad context, the concept of decent
work is of utmost prominence.

The ILO first defined the concept of decent work
as the sum of people’s “aspirations for opportunity
and income; rights, voice and recognition; family
stability and personal development; and fairness and
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gender equality” [7 p3]. This concept expresses the
Human Rights Declaration in the labour sphere, and
its integrative characteristics highlight the strength
of this concept for intervention [8]. According to
the conceptualization of the ILO, 11 substantive ele-
ments are integrated into that concept [9]. These 11
components are structured in seven psychological
dimensions in workers’ minds [10]. The proposi-
tion of the concept of decent work is aligned with
other United Nations (UN) initiatives, such as the UN
Global Compact [20] and the Millennium Goals [11],
being the eighth objective of the UN 17 Sustainable
Development Goals [12]. The Sustainable Devel-
opment Goals (SDGs) became the Agenda 2030,
which addresses various dimensions of sustainable
development, and promotes peace and justice to be
achieved by developed and developing countries [12,
13]. Therefore, decent work is an aspirational concept
that must be used as an ideal to pursue.

A compelling body of evidence suggested that
decent work contributes significantly to improving
employees’ lives and experiences in their workplaces
and plays an essential role in human behaviour related
to well-being and performance [14]. Strengthening
decent work will improve employees’ psycholog-
ical capital and life and job satisfaction [15, 16].
Recent studies evidenced that the more decent
work conditions are achieved, the more employ-
ees are intrinsically motivated by their jobs [14,
16]. Although the current theoretical and empirical
knowledge about decent work provided a comprehen-
sible roadmap of employees’ experiences regarding
their work under typical circumstances, these changes
have not been examined under pandemic context.

The pandemic context objectively affected the last
substantive element of decent work (economic and
social context). This element influences the way
workers perceive their level of decent work since it
establishes comparison terms adjusted to that specific
context. Additionally, the socio-economic context
can objectively affect the working conditions [17],
mainly when events affect the entire population. Con-
sequently, the social-economic context affects how
decent work can be put into practice [18, 19] and
probably how workers assess their work’s content,
conditions and context. The socio-economic impact
needs to be assessed to cope with the pandemic [20].
However, the macro contextual aspects of the pan-
demic do not apply to all workers. Many Portuguese
organisations remained open during the pandemic
and did not implement lay-offs [21]. As such, the per-
ception of decent work by Portuguese workers who

maintained the same job and employment conditions
does not correspond to the perception of those who
lost their jobs or saw working conditions undermined
by the pandemic. Some organisational approaches
may be important to understand the impact of the
pandemic in those organisations.

As work activity and jobs in many organisations
remained in previously existing conditions during the
crisis, it is likely that social comparison processes
could be triggered by workers. According to the
social comparison theory [22], people use social real-
ity to adapt their behaviours or opinions and assess
themselves through comparison with others. Conse-
quently, by comparing their employment conditions
with those who lost their jobs (temporarily or perma-
nently), workers may evaluate their work situation
more positively. The equity theory [23] proposes that
workers observe what they own in the organisation
(e.g., benefits) with their skills, compare themselves
with workers who perform the same or similar
function, and evaluate through this comparison if
they consider it fair. As such, the balance between
contribution and remuneration could became more
favourable to those who maintained their employ-
ment conditions. The social identity theory [24] states
that identification translates a perception of unique-
ness within the organisation to a point where the
individual experiences its success or failure as his
own success or failure. Considering that within a real-
ity that caused drastic changes in the economic and
work context, many Portuguese organisations ensure
the same objective work situation, employees may
have recognised and valued the organisational efforts,
increasing their emotional belonging. Furthermore,
workers are also driven by reciprocity as found by
Davlembayeva et al. [25] concerning circular econ-
omy. With this background, we hypothesised that
in Portuguese organisations that maintained regular
activity during the pandemic, the pandemic context
would have a positive effect on the workers’ assess-
ment of the level of the decent work dimensions.

Despite the increasing research on decent work,
the employees’ perceptions regarding their work have
not been examined under pandemic conditions. This
study intends to contribute to the existing literature
in two ways. First, it makes a unique and valuable
contribution towards understanding the role of the
objective changes in the context of the employees’
subjective perception. Second, considering that the
COVID-19 pandemic is the greatest challenge of this
era [26], this study addresses a historical moment
and a more refined understanding of these changes
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will be a timely and unique challenge to the existing
knowledge. We hope the results will help organisa-
tional leaders to understand contextual factors’ role
in the workers’ perception of decent work and con-
tribute to new research in the field. Therefore, in the
present study we examined the effect of the pandemic
context on workers’ perception of decent work in a
sample of employees of seven Portuguese organisa-
tions, considering that the objective work conditions
and content remained equal to those employees. In
addition, we explore if there were differences across
time considering some background variables (age,
gender, education, and seniority in the organization
and job function).

2. Method

2.1. Participants and procedure

This study is part of a broader research project to
promote the alignment of seven small or medium-
sized Portuguese organisations with values through
organisational values-based interventions. After con-
ducting seminars with Portuguese organisational
leaders, in the north and centre of Portugal, seven
Portuguese organisations met the eligibility crite-
ria defined by the research team for participating
in the project. The seven Portuguese organisa-
tions belonged to the construction industry (n = 16
participants), manufacture and selling of hand-
made chocolates (n = 7 participants), the industry
of manufacturing plastic packaging (n = 80 par-
ticipants), wine production (n = 29 participants),
production, trade, import and export of horticul-
tural plants (n = 49 participants), production and
wholesale of dietary and medicinal products (n = 52
participants), and the manufacture of metallic prod-
ucts (n = 10 participants). Therefore, all of them
belong to the primary or secondary economic
sectors.

The pandemic context unexpectedly implied an
additional moment of data collection. We report
here the differences between the workers’ percep-
tion of decent work at the first assessment (Time
1, September–October 2019) and the second assess-
ment (Time 2), which took place one year later
(September–October 2020). Both data collection
moments occurred before the change intervention
started since the pandemic led to the postponement.
A quantitative descriptive two-wave study was car-
ried out. This two-wave design allowed comparing

workers’ perceptions in a pre-pandemic context with
the current pandemic context. Only the 243 partic-
ipants who responded to both assessment moments
were included in this study. Therefore, all of them
kept their jobs despite the uncertainty that crossed all
economic and social dimensions of society.

Ethical approval was obtained from the Ethics
Committee of the hosting institution. The study was
also approved by the seven organisations involved
in data collection. An exhaustive sampling technique
was applied to guarantee the participation of all work-
ers of the seven Portuguese organisations involved in
the project. Participants were fully informed about
the investigation and provided signed informed con-
sent (243), which included detailed information about
the project’s aim, participants’ rights, voluntariness,
the anonymity of individual responses, and the roles
and obligations of the research team. The survey was
administered by a member of the research team (first
author). The organisations provided a room exclu-
sive for the period of data collection to assure the
employees’ physical distance as determined by health
authorities.

2.2. Measures

Decent Work Questionnaire. The Decent Work
Questionnaire (DWQ) is a 31-item questionnaire
developed to measure decent work conditions from
workers’ perceptions [10]. The DWQ consists of a
global decent work score and seven subscales: (1)
Fundamental Principles and Values at Work (6 items;
e.g., ‘I am free to think and express my opinions
about my work’); (2) Adequate Working Time and
Workload (4 items; e.g., ‘I consider adequate / appro-
priate the average number of hours that I work per
day’); (3) Fulfilling and Productive Work (5 items;
e.g., ‘I consider the work I do as dignifying’); (4)
Meaningful Remuneration for the Exercise of Citi-
zenship (4 items; e.g., ‘What I get through my work
allows me to live with dignity and autonomy’); (5)
Social Protection (4 items; e.g., ‘I feel that I am
protected if I become unemployed (social benefits,
social programs, etc)’); (6) Opportunities (4 items;
e.g., ‘Currently, I think there are work/job opportuni-
ties for a professional like me’); and (7) Health and
Safety (4 items; e.g., ‘In general, I have safe environ-
mental conditions in my work (temperature, noise,
humidity, etc.)’). Each item is answered on a 5-point
response scale, ranging from 1 = “I do not agree at
all” to 5 = “I completely agree”. In the present study,
the Cronbach alpha of the total score was.96 at Time 1
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and.95 at Time 2. Reliabilities of the subscales ranged
between.79 (Opportunities, Time 1) and.93 (Mean-
ingful Remuneration for the Exercise of Citizenship,
Time 1).

Sociodemographic and work-related question-
naire. Sociodemographic and work-related variables
were collected using a self-reported questionnaire
developed by the authors consisting of 7 questions
in Time 1 and 9 questions in Time 2. The responses
to the questions were organised categorically. In Time
1 and 2, the sociodemographic variables assessed
were age, sex, marital status, and educational level.
Regarding work-related variables, in Times 1 and
2, the questionnaire included questions about the
type of contract, seniority in the organisation, and
seniority in the job function. In addition, the ques-
tionnaire in Time 2 also included questions related to
the professional situation resulting from the COVID-
19 pandemic, specifically the contract situation and
the job function.

2.3. Data analysis

Descriptive statistics were used for the demo-
graphic and work-related characteristics of the
sample. Repeated-measures univariate and multivari-
ate analyses of variance (ANOVA and MANOVA)
were used to examine differences in decent work
between Time 1 and Time 2 scores. ANOVAs and
MANOVAs were also used to test for time and back-
ground variables differences (as between-subject’s
factors) in the dimensions of decent work. Analyses
were conducted using IBM SPSS Statistics (Version
25). For all analyses, a p-value<.05 (two-sided) was
set as a criterion of statistically significant difference.

3. Results

Of the 243 employees who completed the ques-
tionnaires at Time 1 and Time 2, 50.2% were of
the female gender, 59.2% were aged between 36
and 55 years, 44.9% were married, 39.9% had a
secondary school, and 83.5% reported a permanent
job contract. Most participants worked in the organ-
isation and the current job function for under five
years (see Table 1). During the pandemic, the con-
tract situation in the organisation remained equal for
236 participants (97.1%) and the job function for
224 participants (92.2%). Thirteen employees (5.2%)
reported working from home in Time 2.

Table 1
Demographic and work-related characteristics of the sample

n %

Sex
Female 122 50.2
Male 121 49.8

Age
18–25 24 9.9
26–35 49 20.2
36–45 79 32.5
46–55 65 26.7
+55 26 10.7

Education
Basic school 45 18.5
Secondary school 97 39.9
Professional studies 29 11.9
University studies 72 29.7

Marital status
Single 77 31.7
Married 109 44.9
De facto union 24 9.9
Divorced 25 10.3
Widowed 8 3.3

Type of contract
Permanent 203 83.5
Fixed-term 38 15.6
Training 2 0.8

Seniority in the organisation (years)
0–5 105 43.2
6–10 29 11.9
11–15 41 16.9
16–20 28 11.5
+21 40 16.5

Seniority in the job function (years)
0–5 119 49.0
6–10 31 12.8
11–15 30 12.3
16–20 32 13.2
+21 31 12.8

In Time 1 and Time 2, the decent work dimension
that presented the highest score was Fulfilling and
Productive Work. The dimension that presented the
lowest score was Meaningful Remuneration for the
Exercise of Citizenship. Table 2 shows mean differ-
ences (and standard deviations) over time in the seven
decent work dimensions and the total score.

The results showed a significant multivariate effect
of time [Pillai’s Trace = .09, F(7,236) = 3.17; p = .003,
ηp

2 = .09]. Subsequent univariate tests indicated sig-
nificant increases in all dimensions of decent work,
apart from the dimension Opportunities. Results also
revealed a significant increase in the overall score of
decent work.

Applying separate MANOVAs with time and
background variables [age (≤45 years vs. >45);
gender (female vs. male), education (with vs.
without higher education), seniority in the organ-
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Table 2
Comparison of decent work dimensions before and during the COVID-19 pandemic

Before
COVID-19

During
COVID-19

M (SD) M (SD) F ηp
2

Fundamental Principles and Values at
Work

3.42 (0.86) 3.55 (0.93) 5.31* .02

Working Time and Workload 3.16 (0.88) 3.35 (0.86) 8.98** .04
Fulfilling and Productive Work 3.59 (0.83) 3.77 (0.72) 11.65** .05
Meaningful Remuneration for the
Exercise of Citizenship

2.74 (1.04) 2.97 (1.01) 14.39*** .06

Social Protection 2.91 (0.94) 3.04 (0.88) 4.18* .02
Opportunities 3.29 (0.92) 3.37 (0.91) 2.11 .01
Health and Safety 3.46 (1.08) 3.65 (0.94) 10.89** .04
Total Decent Work 3.24 (0.76) 3.41 (0.73) 12.84*** .05

*p < .05; **p < .01; ***p < .001.

isation (≤5 years vs. >5 years) and seniority in
the job function (≤5 years vs. >5 years) as the
between-subject factors and the different dimen-
sions of decent work as dependent variables, the
results showed did not identify any significant inter-
action effect between time and the background
variables age [Pillai’s Trace = .02, F(7,235) = 0.66;
p = .702, ηp

2 = .02], gender [Pillai’s Trace = .04,
F(7,235) = 1.25; p = .276, ηp

2 = .04], education [Pil-
lai’s Trace = .05, F(7,235) = 1.65; p = .122, ηp

2 = .05],
seniority in the organisation [Pillai’s Trace = .04,
F(7,235) = 1.38; p = .213, ηp

2 = .04] and seniority in
the job function [Pillai’s Trace = .03, F(7,235) = 0.85;
p = .547, ηp

2 = .03].
When examining the total score of decent work

as dependent variable and time and the back-
ground variables as independent variables, the
results revealed significant interaction effects only
for gender, F(1,241) = 4.28; p = .040, ηp

2 = .02. The
interaction effect showed that the increase in decent
work from Time 1 to Time 2 was statistically
significant for men (p < .001), but not for women
(p = .264; see Fig. 1). The interaction effect with
age [F(1,241)=0.18; p = .669, ηp

2 = .001], education
[F(1,235) = 1.27; p = .262, ηp

2 = .01], seniority in
the organisation [F(1,241) = 1.82; p = .178, ηp

2 = .01]
and seniority in the job function [F(1,241) = 1.68;
p = .196, ηp

2 = .01] was not significant.

4. Discussion

To the best of our knowledge, this is the first study
examining the impact of the COVID-19 pandemic
on the different dimensions of decent work among
Portuguese workers.

Fig. 1. Mean difference in the total score of decent work by gender
and time.

Consistent with our hypothesis, our main find-
ings demonstrate a significant improvement in the
workers’ perception of decent work from Time 1
to Time 2. This significant increase is only in men.
One possible explanation is that during the pan-
demic, women took on unpaid care for older family
members (due to the reduced availability of social
services) and children (support for distance learning)
[21]. In addition, we verified that the pandemic con-
text had a positive effect on six of seven dimensions
of decent work, particularly those related to values,
equal opportunities, personal and professional devel-
opment, work/life balance, improve, and physical and
mental health. Opportunities is the only dimension
that had no changes from Time 1 to Time 2. There-
fore, our hypothesis was partially supported, since
Opportunities did not show a statistically significant
increase overtime.

A possible explanation for the significant increase
in five out of six dimensions of decent work may
be grounded on the theories of social comparison
[22] and equity [23]. The central explanatory idea
of these theories is that individuals assess their work
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by comparing their jobs with others’ jobs. The soci-
etal context six months after the onset of the pandemic
was stressful, with many job losses, numerous organ-
isations stopped activity, fear of contamination from
a little-known disease, and mobility restraints. How-
ever, because our sample includes only Portuguese
organisations where the work activity remained the
same, and the great majority of employees maintained
their jobs in previously existing conditions, it is plau-
sible that their perceptions of decent work may be
positively impacted. Furthermore, equity-based reci-
procity can influence the perception workers have
regarding their work conditions, content and context.
Reciprocity was also proposed to explain behaviour
in the circular economy context [25].

The social comparison theory argues that peo-
ple use social reality to adapt their behaviours or
opinions and assess themselves through compari-
son with others [22]. Consequently, by comparing
their employment conditions with those who lost
their jobs (temporarily or permanently), our work-
ers evaluate their work situation more positively.
The equity theory proposes that workers observe
what they own in the organisation (e.g., benefits)
with their skills, compare themselves with work-
ers who perform the same or similar function, and
evaluate through this comparison if they consider
it fair [23]. Therefore, considering that our partici-
pants may have seen many workers around them as
financially fragile, the balance between contribution
and remuneration became more favourable to those
who maintained their employment conditions. Over-
all, considering that the work conditions, content, and
context remained the same for most of our sample,
the workers’ assessment of their decent work signif-
icantly increased during the pandemic. That result is
not considered a specificity of our sample since equity
and reciprocity apply to all human beings. The results
can be viewed as a response to the maintenance of the
work situation within an overall general decrease in
economic and risk conditions. Such a decrease can
lead workers to see their same work conditions as
better than before since they reframed the evaluation.

Regarding the dimension Fundamental Principles
and Values at Work, we observe a significant increase
from Time 1 to Time 2. A possible explanation can be
that people joined forces to fight the pandemic, as they
share the same common goal. This union allowed, on
the one hand, the creation of bonds of trust [27, 28]
and, on the other, a sense of social identity, having
in view its defence against the invisible enemy [24,
29]. This union makes people assess more positively

the essential values in the work context (e.g., justice,
dignity, freedom, non-discrimination). Thus, when
the implemented organisational measures increase
the worker’s trust [6], they may perceive work as an
expression of their personal values and beliefs [30],
having a feeling of justice and dignity, and at the same
time, the feeling of safety at work. This feeling of
safety also applies to health issues. Indeed, in the
present study, the significant increase in the dimen-
sion of Health and Safety may be explained by the
rapid Portuguese government responses in managing
the COVID-19 pandemic [31], which may have pre-
disposed the rapid and appropriate implementation of
organisational protective measures. Additionally, the
worker’s compliance with health and safety proce-
dures underpins the safety actions and organisational
crisis policies [32] by increasing their perception of
protection against the additional objective risk.

The significant increase during the pandemic in
the dimension Adequate Working Time and Work-
load may suggest that workers’ flexibilisation of
time management during this period was appropriate.
A possible explanation is that workers’ perception
of their flexibility at work facilitates the work-life
balance [33] and helps strengthen trust within the
organisations [34]. Despite the restrictions of the
coronavirus context, the social isolation in Portugal
possibly helped workers rediscover family values and
relationships by valuing more unity and time with
family [35]. In addition, family closeness increases
emotional and psychological well-being among peo-
ple [36], generating a better reconstruction of their
intrinsic resources, which can help to deal with work
demands, such as workload [37]. Under the adverse
effect of the pandemic on the labour market, our Por-
tuguese organisations ensure their balanced dynamics
and work structure. The workers may have perceived
that their ability to work at total capacity was not
affected. Regardless of the practical job character-
istics, workers may derive a meaningful value from
their job [38]. The workplace is seen as a community,
providing psychological support and a sense of mean-
ing to workers [39], especially in a pandemic context.
Additionally, during COVID-19, the social support
of the Portuguese Government played a significant
role in workers’ resilience and dynamic protective
behaviours [40]. Work is a source of motivation and
values reflection [30]. As such, Portuguese workers
who keep working may perceive more clearly the
importance of their work and contribute to the health
of the social-economic system and, consequently, of
future generations. This may explain the workers’
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increased perception of having Fulfilling and Pro-
ductive Work.

Concerning the significant increase in the dimen-
sion of Meaningful Remuneration for the Exercise of
Citizenship, a possible explanation may also rely on
the theory of social comparison [22], particularly the
notion that workers tend to compare their work situa-
tion with other workers who are unemployed and lost
income. Comparing their job situation with those who
experienced a strong diminish in earnings may have
positively assessed their work situation. Furthermore,
the guarantees of having socially protected employ-
ment include remuneration and a social protection
system. Indeed, the significant increase in the dimen-
sion of Social Protection may be explained by the
implementation of a set of exceptional measures by
the Portuguese government to support workers and
families affected by the pandemic [21]. In this study,
the pandemic context did not significantly affect the
workers’ assessment of the dimension of Opportuni-
ties. These results differ from our expectations, which
could be explained by the fact that despite the pan-
demic context in Portugal affected most sectors of
activity, with a substantial reduction in consumption
(due to high uncertainty and destruction of jobs) [21],
the work activity remained the same in this sample.
Thus, the worker’s perception of the availability of
alternative job choices was not affected.

Despite the negative changes in the socio-
economic context, our subjective measure shows that
the positive effect of the social comparison pro-
cesses [22, 23] and common social identity [24]
is stronger than the negative effect of the adverse
socio-economic context. Faced with the COVID-19
pandemic, Portuguese workers may have compared
their work situation with the situation of other
workers, activating an increase in their subjective per-
ception of the value of their current reality. Although
workers are officially at higher risk of infection, if
organisational efforts to assure workers’ health and
safety are recognised, the result of this recognition
outweighs the additional risk derived from the virus.
Consequently, workers feel better able to protect
themselves than they were before. Additionally, being
part of a community that experiences the same threat-
ening pandemic context makes salient a common
identity that improves workers’ perception of their
work. Our findings also reinforce the idea that a com-
ponent of decent work depends on the socioeconomic
context and must be understood in the framework
of universal interdependence regarding social and
economic issues. While Human Rights and ILO stan-

dards of decent work can be considered linked to
universal values, our results reinforce the idea that
decent work perception (at least in some dimen-
sions) also depends on the socioeconomic context.
This study contributes to the literature by extending
the research of the interdependence between events
that affect the entire population and their different
impacts on decent work. As the decent work concept
is evolving [41], the assessment made by workers
regarding their decent work in a pandemic context
brings new knowledge that allows the reinterpretation
of the decent work dimensions.

As with all research, this study has limitations
that should be considered. First, despite decent work
is a global concern, as underlined within the SDG,
the specificities of each socio-political and economic
country make the comparison between different
cultures problematic. For example, while in some
countries labour legislation protects and guarantees
decent work conditions, in other countries, they are
poorly institutionalised [13]. As such, the interpre-
tation of our findings should be done with caution.
Second, using an intentional sample of organisa-
tions adhering to a change process guided by values,
in which almost all workers maintained the same
job conditions, limits the findings’ generalizability.
Future studies should verify to what extent similar or
different results would be obtained with diverse sam-
ples in various national contexts. Third, the macro
contextual aspects of the pandemic were expected to
influence the results more than they did. In future
studies it would be valuable to address workers from
different sectors of activity as they could express
different perceptions. Fourth, although our sample
consisted of participants identified as full-time work-
ers, the DWQ covers all employment relationships.
Therefore, future studies must consider the diversity
of employment situations, both formal and informal
work. This study took place in a unique historical
moment, and, as such, the possibility of replication
is nil. Notwithstanding the preceding limitation, our
findings deepen our understanding of this topic by
underlining that in adverse moments, the decent work
concept may be the key to enabling recovery from and
building resilience to crises [3, 42].

5. Conclusion

The pandemic is a challenge that mobilises work-
ers to find resources to cope with the stressor context
since unexpected changes occurred. Workers seem to
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reframe how they see their work’s conditions, context
and content. The positive effect on workers’ per-
ception of decent work in Portuguese organisations
where the work activity remained equal highlights
the importance of the rapid government response to
manage the pandemic through a robust national plan
for crisis management. This reinforces the perspec-
tive that the quick and effective government action
was positive [43]. The COVID-19 context demon-
strates the need for design policies to rapidly allocate
resources to the most affected organisations to ensure
workers’ jobs [3]. This study suggests the need for
further research to analyse the level of access to
state-controlled resources and financing to the activ-
ity sectors affected by the pandemic. Furthermore,
after approving the government’s financial support,
politicians must control if organisations maintain the
commitments to create jobs and prevent workers’
health risks.
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