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THE RELATIONSHIP BETWEEN TRAINING AND SATISFACTION:  

THE CASE OF PERSONAL AND COLLECTIVE PROTECTION EQUIPMENT. 

 

ABSTRACT 

The objective of this research is to analyze the influence of HRM practices of training in the use and 

satisfaction of protective equipment. Exposed to physical and psychological risks and daily wear and tear, 

the need arises to value OSH (Occupational Safety and Health) to protect workers and make them more 

prepared and protected for the risks inherent to the wear and tear of the profession. The methodology used 

in this study was quantitative and was based on 97 questionnaires to professionals in the area. The study 

concludes that HRM practices such as training is a strategic factor for organizational satisfaction, with the 

participation of workers in the choice of protective equipment being one of the factors for creating the same 

satisfaction. It can also be concluded that training is a critical pillar in the success of the company, having 

a direct and positive impact on job satisfaction.  
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INTRODUCTION 

To this extent, Human Resource Management (HRM) has become increasingly important to 

organizations, and can help or contribute to improving the performance of organizations, 

improving the ability to attract and preserve individuals with the skills needed to develop a 

function, designing the implementation of recruitment and selection plans tailored to needs, in 

companies developing reward plans and attractive skills development, creating guidelines for 

aligning behaviors toward the strategic objectives of the organization. Developing skills and career 

plans that enable the career development perspective and adopt compensation plans adapted to the 

development of personal skills, including creating causal ambiguity effects that allow the creation 

of work and consumption performances aimed at increasing the commitment of work teams 

(Santos and Popadiuk, 2010). 

 

When we talk about occupational safety, hygiene and health today, we are undoubtedly talking 

about a multidisciplinary area of intervention, which has as its preferential objective the physical, 

psychological and physiological safety of workers, on the one hand, and comfort, health and social, 

emotional and family well-being on the other. This area relevant to organizational success is seen 

as a function of the State, as a regulator, and of companies, as transformers of the socio-economic 

fabric, influencing the modification/ alteration and improvement of existing counterproductive 

habits, especially at the behavioral level of approaching directly or indirectly with situations of 

danger and socio-professional risk (Zacharatos et al., 2005).    

 

Drucker (2000) challenges managers to invent the future and develop to the maximum the field of 

opportunities . In order to meet the challenge of this study, it seeks to deepen knowledge and 

develop skills in human resources management practices (HRMP) with the following objectives: 

Obj. 1- Understand if the PGRH are being implemented in companies in order to circumvent the 

use of protective equipment; Obj. 2- Make a comparative study between the various practices and 

identify those that best fit each company; Obj. 3- Understand if the PGRH in training and job 

satisfaction influence the use of protective equipment; Obj. 4 - Perceive what practices can be 

created to reformulate training and satisfaction and which are appropriate; Obj. 5 - Perceiving the 

management measures of preventive equipment and safety procedures used. 



 

 

 

This article is divided into four points, the first point presents the problem of research, the second 

point the theoretical framework, the third point identifies in detail the methodology used in the 

research, the fourth point the analysis of data and discussion of results in accordance with the 

theoretical framework and finally the fifth point, the conclusions are set out. 

 

LITERATURE REVIEW  

Human Resources Management 

The constant challenges imposed by the dynamics of the labour market have led companies to 

rapidly change structures and models of work organisation. Flexible organisations have succeeded 

highly hierarchical structures, in which the delegation of powers and decision-making power is 

given to the teams. Individual collaboration is now integrated in multidisciplinary teams with well-

defined business goals. 

 

Human Resource Management should not only be an area of providing a combination of personnel 

services, especially in selection and recruitment, salary management and training, but also be seen 

as a distinct area for internal clients, where areas of expertise are valued, where there is a guarantee 

of the organization's values and principles and where there are principles of equity (Cunha et al., 

2006). 

 

The thought that the organisation depended on the success of advanced technology, sound financial 

position and the prevailing market situation must be accompanied by the awareness that to achieve 

success there must be motivated work teams with forward-looking, flexible and excellent 

productivity skills. After this thought transformation, Human Resources Management has come to 

be understood in a different way in organizations. 

 

GRH holds the conceptual support of organizational and behavioral theories. In particular, the 

classical approach, bureaucracy, human relations, systematic approach and contingency approach. 

The classical approach has developed a reductive conception of individuals who were selected 

according to their technical capacities, economic shortages and management capacities. In 1927, 

Elton Mayo developed what became known as the human relations movement, highlighting the 



 

 

informal dimension of the organization and identifying the human dimension as part of the various 

components that make up the organization (Neves, 2000; Hassard, 2012). 

 

Human Resource Management Practices 

Considering the increasingly competitive environment felt by companies, they tend to adopt more 

innovative HRM models, standing out in the involvement of individuals and the advantages of 

intellectual potential, dematerializing the management of people in a strategic goal . 

 

Pfeffer believes that increasingly competitive markets depend circumstantially on innovation, 

speed and adaptability. For the author, the success of organizations depends almost exclusively on 

a good HRM, and a combination of good practices associated with this term. He also advocates 

the adoption of a set of HRRP, in accordance with the organization's strategy and other 

circumstantial factors . 

 

The HRM assumes more and more value in the evolution of the organizational culture, directing 

it to innovation and learning, and developing a central role in the changes that occur internally and 

externally and that lead to changes in organizational structures, power relations and work 

organization practices (Sousa et al. , 2006). 

 

The PGRH relies on organizations in various aspects, in improving the ability to attract and 

preserve individuals with technical and behavioral skills, which best fit the objectives of the 

organization, through the implementation of appropriate recruitment and selection procedures, as 

well as a system of rewards and development of attractive skills (Sousa et al. , 2006). Otherwise, 

it awakens behaviors adjusted to the strategic objectives of the organization's future, crossing the 

evolution of competencies and career plans that enable the perspective of professional progress 

(Sousa et al. , 2006). Also adopting a remuneration system related to the progress of individual 

skills, the performance of the team and the organization (Sousa et al. , 2006). 

 

Also for PGRH, Pfeffer 1988, Becker, Huselid and Ulrich 2001, they also identify job security, 

selective recruitment, training and development opportunities, development oriented performance 

appraisal, career opportunities, remuneration with contingent performance components, 



 

 

opportunities for participation and access to information(Becker et al. , 2001). 

 

Cordeiro 2008, state that PGRH within an organisational system can be used and planned to 

achieve competitive advantages, and these practices can be grouped into three modules, 

motivational (reward and career management), participation (independent teams, participation 

mechanisms) and development (training, performance assessment focused on performance) . 

 

Becker 2001, adds that for workers to be considered strategic assets for the organization, the human 

resources system must remain oriented with the method of implementing the organization's 

strategy (Becker et al. , 2001). Delery and Doty 1996 in the same line of analysis consider, 

however, that each human resources practice should not always be reflected as strategic. It is 

fundamental that, initially, HRM adopts some strategies, where cohesive human resource practices 

need to be planned and with continuous strategies. These HRM practices need to be implemented 

and applied unequally, according to the specificities and contingencies of the organisations (Delery 

and Doty, 1996). 

 

Human resource management practices have an impact on organisational performance, making the 

relationship of human resource management with different organisational areas important in order 

to fairly consider the need for practices to remain sound with each other and with organisational 

strategy (Esteves, 2008). 

However, there seems to be a consensus that implicit in the designation of high performance 

practices, high involvement, strategic practices, good practices, is a conception of HRM directed 

at maintaining and developing the skills and organisational commitment of employees, which is 

embodied in rigorous recruitment and selection practices, development-oriented performance 

evaluation, job security, merit-based promotions and rewards, and also in training and 

development practices, practices that encourage participation in decision-making processes and 

the sharing of information about the company.  

The Practice of Training  

Organizations use management practices to increase the value of human capital, human capital 

being understood as the set of skills, knowledge, competencies and personality attributes that 



 

 

favour the performance of work. In order to produce economic value, these are the attributes 

acquired by a worker through training, skills and experience . The productive capacities of 

workers, their skills, their knowledge and their professional experience have an economic value 

for organisations, so the costs related to obtaining productive behaviour constitute an investment 

in human capital and are made with a view to a return .  

 

It is not only scientific studies that underline the issue of training, the International Labour 

Organisation Convention No 187 also stresses the importance of social dialogue and the full 

participation of all stakeholders in this area as a prerequisite for successful management of the 

national occupational safety and health system. Vocational training at all levels is also considered 

a key factor for the system and its operability.  

 

Meignant (2003), shows that the lack of training is actually induced by distinct principles derived 

from the organisation's external environment, customer requirements, competitors' strategies, new 

techniques or new components appearing on the market and political or regulatory constraints and 

opportunities. 

 

According to the authors, in a broad perspective, training is equivalent to the process, whether 

formal or informal, planned or not, through which individuals acquire new knowledge, skills, 

attitudes and behaviors important for the execution of the work. Otherwise, this new knowledge 

should be applied in order to broaden performance levels, since the concept of training as a 

management tool oriented to achieve organizational objectives, especially to promote the 

performance of workers, but also of the organization itself (Gomes et al. , 2008). According to 

Bonache and Cabrera (2004), training in an organization can contribute to the growth of workers' 

commitment to the organization and, as a result, increase profitability, efficiency and quality, with 

lower absenteeism rates (Bonache and Cabrera, 2004). It is also important to stress that training 

leads to benefits for individuals, organisations and society.  

 

It is important to stress that training interacts in several areas. Thus, according to the authors, the 

training seeks to obtain effects in three different aspects. First, knowledge, whose objective is to 

obtain more generic and specific knowledge. Secondly, knowing how to do, which makes it 



 

 

possible to obtain motor skills and specific competences to do the job. And finally, knowing how 

to be and to be, which makes responsible an improvement in behaviors and attitudes (Gomes et al. 

, 2008). 

 

In today's excessively competitive market and in an unstable economic climate, together with the 

shortcomings and demands of workers' development, training can be adapted as an essential 

contribution to the pursuit of organisational objectives. Today, training can be a fundamental factor 

for the progress of organizations and workers (Caetano et al. , 2000) depending also on training 

practices and strategic preferences of organizations (Lopes and Picado, 2010).  

 

Job satisfaction  

Recent studies show that the characteristics of the workers and the physical environment of the 

organisation have a weak impact on satisfaction. Otherwise, satisfaction manifests itself through 

the organization's commitment to the workers, i.e. the way the company cares about their well-

being and the willingness to respond to their dedication (Siqueira et al., 2008). 

 

Job satisfaction (ST) is a subject of great importance, having begun to be awakened in the 

theoretical Taylorist model of work being the same questioned, starting to value the human factor 

in the organization. It has been a subject of study ever since, since it is associated with the 

productivity of organizations and the personal fulfilment of workers, even if empirically none of 

the causal relationships is proven (Lima et al. , 1995). Previously, ST was seen as a need for worker 

achievement and understood as the feeling of achievement, reward and success at work, being 

related to productivity, personal well-being and implying the adequate performance of tasks .  

 

Maslow's theory relates job satisfaction to the characteristics of work corresponding to individual 

needs and seeks to understand the mechanisms that lead the worker to act. (Maslow, 1943, Camara 

et al. , 2013). These needs are structured according to a hierarchical pyramid of priorities. Each 

need serves as a motivation for action, in the sense of its realization, and the need of a higher order 

only arises when those of a lower order are realized. A satisfied need will lead to new 

dissatisfaction and the appearance of a new need, that is, a satisfied need does not represent a 

motivational factor (Ferreira et al. , 2001). 



 

 

 

Herzberg developed the theory of hygienic and motivational factors, which contemplates 

satisfaction and dissatisfaction. According to this theory, the satisfaction of workers depends on 

the nature of the tasks and work, as determining factors, the perception of their role and the 

possibility of development that this role can provide. The factors that lead to dissatisfaction, called 

hygiene, are extrinsic, such as remuneration, working conditions and their organisation, and the 

relationship with management. These factors do not cause satisfaction, they only help to avoid 

dissatisfaction. Intrinsic factors such as recognition, responsibility and promotion lead to increased 

satisfaction . From the combination of factors, satisfaction does not vary from very satisfied to 

very dissatisfied The opposite of professional satisfaction is not dissatisfaction, but the absence of 

satisfaction (Souza et al. , 2013).  

 

Herzberg fits work context-related, or hygienic, factors at the lower levels of Maslow's hierarchy 

and work content-related (motivational) factors at the upper levels of Maslow's hierarchy. Thus, 

Herzberg's and Maslow's models contemplate each other, leading to a broader theory of behavior 

(Chiavenato, 1987; Camara et al. , 2013). 

 

An individual's education, goals and ambitions are related to the satisfaction of professional life. 

This satisfaction reflects the feelings and beliefs of the individual, is subject to internal and external 

influences of the work environment, interfering in work and social behavior (Locke, 1983; 

Fonseca, 2012).  

  

According to Nicholson (1995), the concept of job satisfaction can be understood as the emotional 

state resulting from the evaluation of one's own work, and can be negative, positive or neutral. The 

aforementioned author also points out that, a primordial element in the concept of job satisfaction 

that is seen as an affective state or as the worker feels about his own work, in opposition with the 

description of the function . This is a multifaceted definition that commonly covers satisfaction 

with co-workers, pay, working conditions, supervision, the nature of the work and benefits. If the 

organisation takes an interest in the working conditions and safety management of its workers 

more quickly they will recognise that importance is attached to safety at work, and satisfaction 

with safety will be achieved . 



 

 

 

According to Clarke, a positive safety environment, where workers understand that safety is a 

priority and managers are involved, will add the sensitivity of commitment and satisfaction to the 

organization, influencing its behavior. Job satisfaction will influence motivation and commitment 

to safety rules, resulting in extra involvement in safety activities . The implementation of these 

measures will help to increase satisfaction with safety, and improve the practices implemented by 

companies.  

 

Employment for the workers of an organisation should not only be work that is carried out in the 

workplace in order to receive a salary, but also for self-improvement and professional 

development, and the contribution to good job conditions. In the short term, a loss of human and 

monetary resources must be avoided, and in the long term, the competitiveness of the company 

must be ensured, care must be taken with working conditions and worker satisfaction, not 

detracting from the fact that a company fulfils not only its technical and economic function, but 

also a social role (Rafael and Lima, 2012). 

 

Safety and Health at Work  

Working conditions and productivity are directly linked, but a long period of time was 

indispensable to be recognized. First, the direct costs of accidents at work were only considered 

since there was a perception of the economic incidence, then occupational diseases were 

considered.  

 

The link between working conditions and the work done by the worker has become more important 

since the limitations imposed by modern industrial technology, constituting a form of 

dissatisfaction for workers with more elementary tasks, without interest and with a monotonous 

and repetitive character. Therefore, it can be guaranteed that productivity is affected by two 

important variables the working environment that expose the worker to professional risks and the 

dissatisfaction of workers with working conditions. 

 

Safety at work is a set of actions aimed at reducing the damage and losses caused by aggressors. 

Safety is one of the fundamental functions that must be exercised in any organization. A major 



 

 

conceptual and strategic gap is to direct means to the safety function without considering 

productivity, quality, environment and workers' development. Performance is improved by 

balancing basic functions. Safety thus encompasses a combination of methodologies adapted to 

the prevention of occupational accidents, taking into account the identification and control of risks 

related to the working environment and the production process (materials, equipment, and 

operating modes). 

 

Personal Protective Equipment (PPE) is any equipment, complement or accessory that is intended 

to protect the worker against risks to Safety and Health at Work, when these cannot be eliminated 

by means of collective protection or by engineering measures, methods or processes of work 

organization .  

 

Whenever the acquisition of PPE is intended, different types of protection should be tested. The 

workers must be used in order to have an objective assessment criterion. In this assessment test, 

the following criteria must be taken into account: durability, protection effect, comfort and 

possibility of cleaning.. In determining the most appropriate type of PPE, risk assessment and 

control should be carried out, in particular: assessment of the physical, chemical and biological 

agents, analysis of the workplace and definition of the need to use PPE, there may be control 

measures which are not sufficient. The final choice should be made on the basis of a careful 

analysis of the job, as this worker participation leads to greater motivation to use PPE. PPE should 

be delivered with an instruction manual, in the language of the worker's country of origin, 

containing the information necessary for its use.  

 

The employer must ensure: compliance with European standards of acquisition of PPE, ensure the 

proper functioning of PPE, keep available at the workplace information on each PPE, inform 

employees of the risks for which the PPE protects them, ensure training on the use of PPE and the 

management of PPE in order to replace it if it compromises protection.  

 

For this reason, PPE should not push aside prevention and collective protection measures, but 

rather complement them, since PPE is an essential tool for reducing accidents by turning potential 

accidents into incidents or near accidents, reducing the worker's injury potential. Any organization 



 

 

that acquires PPE should only do so if the CE mark is present and consequently adequate technical 

information is provided by the manufacturer . 

  

METHODOLOGY 

The research methodology is a discipline derived from logic and has as object the study of the 

scientific method. It can thus be deduced that the scientific method or process is a set of practices 

used and ratified by the scientific community as valid for the exposure and confirmation of a given 

theory.  

 

In this sense, and considering the research classification criteria proposed by Vergara (2006) and 

Vilelas (2009), there are two ways in which we can classify the methodology used in the 

conception of research documents, in terms of ends and means (Vergara, 2006; Vilelas, 2009). The 

ends in this case refer to applied and exploratory research, while the means are linked to field study 

and bibliographic research. 

 
This research was based on a pragmatic or inductive character, and was conducted from a non-

probabilistic sample for convenience, constituted according to the availability and accessibility of 

the elements addressed (Carmo and Ferreira, 1998), in this case by individuals from multiple 

companies. In this sense, 60 questionnaires were sent by social networks (Messenger and 

WhatsApp) and it was not possible to identify the rate of return and a "post" was published on a 

Facebook page dedicated to Security Technicians. We returned 97 valid questionnaires, 20 of 

which were sent out by Job Security Technicians. The questionnaires were applied during 

approximately 60 days from March to May 2019. However, given that the interest in this research 

focused on whether training and satisfaction influence the use of PPE, generalization was not a 

primary objective either.  

 

Data Analysis  

This investigation was based on a set of primary sources, from the application of a questionnaire 

with open and closed questions of the 97 questionnaires considered valid, the sample of 

respondents is divided by the main sectors of activity: TSST, Civil Construction, Industry, 

Transport, Administration, Restoration, HR and Education. The sample under study consists 



 

 

mostly of 55.6% (54) female individuals, the remaining 44.4% (43) male. 

 

With regard to the distribution of respondents by age group, it can be considered that about 72% 

of respondents are aged between 35 and 60, with the 35-45 age group showing the highest 

frequency of responses. Of the 97 respondents, the majority (59.8%) completed a degree, 20.6% 

the Masters, 17.5% finished the 12th year and only 2.1% indicated having completed a PhD.  

 

Of the 97 valid answers, about 50% (48) of the respondents say they are associated with companies 

with more than 250 employees; 20% (19) carry out their activities in companies with 151 to 250 

employees; 10% (10) carry out their activities in companies with 11 to 50 employees; 9% (9) carry 

out their activities in companies with 101 to 150 employees; 8% (8) carry out their activities in 

companies with less than 10 employees and 3% (3) carry out their activities in companies with 51 

to 100 employees. As far as the region of the respondents to the sample is concerned, it is vast, the 

main ones being: Lisbon, Leiria, Santarém, Porto and Viana do Castelo.  

 

RESULTS DISCUSSION 

This investigation started from a major issue "Human Resource Management Practices, training 

and satisfaction influence the use of personal protective equipment (PPE) and collective" translated 

into the general objective of analyzing workers' perceptions about training and satisfaction with 

protective equipment. 

Since the problem cannot be measured directly, as there are many underlying dimensions and 

theoretical concepts, specific questions and objectives have been defined that would help us to find 

answers in a particular way. However, in general terms, we can state that the theme 

"training/satisfaction with the use of protective equipment" deserves the interest of those who 

participated in the study, recognizing its impact on development and professional performance. 

The study was complemented with the application of an inferential study in order to verify if the 

set of statements regarding each research question presented differences between the different 

categories. The descriptive study linked to the assumptions regarding the research question, 

presenting the data linked to each question. 

 



 

 

a. What HRM practices are used by companies to meet the needs of their employees? 

 
Regarding the PGRH, the highest degree of agreement of the respondents is associated with the 

questions "8 - Is aware that their individual performance can have positive or negative 

consequences on the activities performed" and "1 - There is a formalised hosting and monitoring 

programme in your organisation" The degree of agreement of the respondents on question 8 shows 

an asymmetrical positive distribution, i.e. there is a higher degree of agreement of the respondents 

on this question ("I agree"/"I totally agree"). However, it should also be noted that there are 5 

moderate outliers. Regarding question 1, the degree of agreement of the respondents is 

approximately symmetrical between the categories "I slightly agree", "I agree" and "I totally 

agree", and there are 4 lower moderate outliers associated with individuals who "totally disagree" 

with this information.  

 

The answers to question 10 are those with the greatest variability of values and a slight negative 

asymmetry. 

 

For the remaining questions, the respondents' opinions are distributed in a similar way, with 50% 

of the answers being between the levels of agreement "I agree" and "I do not agree or disagree". 

 

Chart 1 - Distribution in relation to the PGRH 

 



 

 

As has been mentioned, some authors argue that HRM practices should be applied which, when 

well applied, can lead to the satisfaction of workers' needs. 

 

 As far as the respondents are concerned and in agreement with what was verified by the literature 

review, most of them show a favourable degree of agreement with the answers given, so we can 

state that the practices of HRM, through the results obtained, there is indeed a positive relationship 

between the PGRH and job satisfaction, although not as strong as expected. As Pfeffer defends, 

1998 "... the success of organizations depends almost exclusively on a good HRM, and on a 

combination of good practices associated with this term". This result may be related to several 

factors, particularly the size of the sample; to the fact that the majority of the sample is made up 

of middle-aged people, both in terms of seniority in the organisation and thus having influenced 

the perception of HRM in force in the organisation and, consequently, job satisfaction. 

 

It is not enough to have an HRM policy in an organization. Above all, it is necessary to involve 

the worker with all his qualities and skills in order to make the organisation a single unit, as well 

as to incorporate the organisational and human aspects that are heading towards success. One way 

to make this perspective feasible is by involving employees in the structure of the most basic HR 

procedures, such as recruitment, training, reward and benefit systems, thus making their 

contribution more real, as well as adjusting strategies to the real needs and expectations of 

employees. This method will contribute not only to greater involvement, commitment and a better 

organizational climate, but also to greater satisfaction of individuals, who feel part of the 

organization. The authors listed below are Pfeffer, 1988; Rafael and Lima, 2012; Tatoglu, 2011; 

Lopes and Picado 2010; Bonache and Cabrera, 2004; Nicholson, 1995; Alcobia, 2001, and are just 

a wide range of testimonies that reflect these same practices increase the value of human capital 

with skills, knowledge and competence, in order to create value for the work and also produce 

economic value. The agreement of this set of practices satisfies the worker and determines his role 

in the development of the tasks that are inherent to him, which are also an agreement of the 

respondents. 

b. Does training and job satisfaction influence the use of protective equipment or not? And 



 

 

in what way? 

Regarding training and satisfaction in the use of protective equipment, the highest degree of 

agreement of the respondents is associated with questions 15, 20 and 21. However, it is worth 

mentioning the existence of lower moderate outliers associated with questions 20 and 21, 

indicating that 2 individuals "do not agree" with statement 20 and 4 respondents "do not agree" 

with statement 21. 

 

As for question 19 - "In general, the training you have been receiving is considered enriching", 

50% of the respondents are between "I slightly agree" and "I agree". Their opinions are distributed 

in an asymmetrical positive way, with "I slightly agree" being the average opinion. However, there 

are also 8 lower outliers (5 moderate and 3 severe), which correspond to individuals who 

"disagree" or "totally disagree" with the statement.  

 

Regarding question 24, the degree of agreement of respondents is roughly symmetrically 

distributed between the categories "Neither agree nor disagree", "I slightly agree" and "I agree", 

while for questions 25 and 28, the respondents' opinions are similarly distributed, presenting an 

asymmetrical negative relationship, i.e. there is a higher degree of agreement of respondents on 

this issue ("I agree"/"I totally agree").  

 

Chart 2 - Distribution regarding the influence of training and satisfaction 



 

 

 

As in any context the reproduction of this kind of ideas and thoughts cannot be generalized, not 

least because, as Delery and Doty (1996) have argued, PGRH cannot always be reflected as a 

strategy, as they have to be planned and cohesive in order to be applied unequally according to 

specificities and contingencies. 

 

These days it is extremely important for organisations to invest in the training of their employees, 

not only to increase their productivity, but also to achieve results when fighting the competition. 

Therefore, and in order to verify the existence of standards, it was questioned whether training and 

job satisfaction influenced the use of protective equipment. The same is advocated by Veiga 

(2009), when he says that "...ensure training on the use of PPE and the management of PPE in 

order to replace them in the event that protection is compromised". 

 

The results of this study, equally corroborate the conclusions presented in the literature review 

(Veiga 2009; Caetano, 2007; Caetano et al., 2000), having confirmed that the training provided to 

workers as long as it corresponds to their training needs, led to satisfaction. This may be related to 

the fact that employee satisfaction is closely linked to training opportunities, thus becoming a 

component of their working life. 

 



 

 

Organizations that bet on their human resources, through training, reap better benefits and have 

accomplished workers, committed and satisfied with their work and the organization. This in turn 

makes the workers more willing to accept the use of the protective equipment imposed by the 

organization. This is due on the one hand to the satisfaction they feel and on the other hand to the 

fact that they perceive which organization invests in their development, feeling valued. Thus, the 

satisfaction felt by the workers is influenced by the training. As argued by Lima et al. (1995) "It is 

a subject of study since then, as it is associated with the productivity of organisations and the 

personal fulfilment of workers". 

 

As Ferreira states, et al (2001) each need serves as a motivation for action, which means that a 

need satisfied will lead to a new dissatisfaction, which means that we will never have workers 

totally satisfied, a similar conclusion is made by Souza et al (2013). The data obtained can prove 

that there is not a completely unanimous value but answers presented, both for the satisfaction 

with the use of the equipment and for the satisfaction with the training. 

 

It is concluded that training is a tool that empowers the worker with transferencial skills and 

knowledge, that facilitates his adaptation to the use of work equipment, but also gives him 

satisfaction with its use, without, however, being harmed. It also becomes an added value for 

organisations that benefit from a reduction in accidents at work, satisfied workers and greater 

performance. As a result of these benefits, it is reflected in the satisfaction of the worker, in the 

commitment and dedication because it gives to the organization once it feels valued. 

c. What are the differences between workers who are trained and satisfied with their work 

and the use of protective equipment? 

With regard to the differences between workers who are trained and satisfied with their work and 

the use of protective equipment, the highest degree of agreement of the respondents is associated 

with the questions "17 - The company has an annual vocational training programme" and "18 - 

The training provided is aimed at all workers". The median degree of agreement of the respondents 

with questions 17 and 18 is "I agree", with 50% of the answers being between the categories "I 

slightly agree" and "I totally agree". However, it should also be noted that there are 4 moderate 

outliers in question 17 and 4 moderate outliers in question 18, associated with individuals who 



 

 

"totally disagree" with this information. 

 

With regard to question 26, the opinions of the respondents are distributed approximately 

symmetrically, with 50% of the answers being between the levels of agreement "I agree" and "I 

do not agree or disagree". 

 

As for question 12, the respondents' opinions are asymmetrically distributed in a negative way, 

with the median of responses being at the "I agree" level. Thus, it can be considered that there is a 

higher degree of agreement of the respondents regarding this question. However, it should also be 

noted that there are 4 outliers lower (2 moderate and 2 severe). The answers associated to question 

13 also present a negative asymmetry, however they present a greater variability of values than 

those found for question 12 and the median level of the answers is between "Neither agree nor 

disagree" and "Slightly agree". 

 

Chart 3 - Distribution of differences between training and satisfaction 

 

This is of particular relevance to the younger generation in the labour market, workers are human 

beings, which means that everyone has weaknesses or gaps in their professional skills. If 

someone feels inadequate or insufficient at work and with the use of protective equipment, they 

probably do not feel motivated either. If they are not satisfied with their work, they tend to worry 

less about their professional performance, the quality of their work and the use or even non-use 

of protective equipment. On the other hand, workers who are able to update their knowledge and 



 

 

develop their skills tend to be more satisfied and motivated to stay and deliver results. 

 

When workers are not fully or properly trained in the performance of their duties and in the use 

of protective equipment, they take longer to perform their tasks and tend to neglect safety. 

Training makes it possible to fill gaps and weaknesses in knowledge and skills and is therefore 

one of the most widely used means of improving performance and meeting some of the needs. 

Participation in quality training allows workers to perform tasks autonomously, with less 

guidance and supervision by managers, contributing to an increase in productivity in the 

company. As already mentioned, the worker is an important part of the costs, which has to be 

well managed and it is up to GRH to develop this area.     

 

Training is a strategic resource that prepares individuals in organizations to respond effectively 

to the constant changes and demands of the market, leading them to feel more satisfied with the 

environment that surrounds them within the organization. The value of companies rises 

significantly when there is a bet on the qualification of their human capital, because training 

allows the increase of know-how and contributes to the improvement of productivity rates, the 

reduction of accidents, the reduction of waste, bet on prevention and a better working 

environment. On the other hand, having satisfied and motivated workers stimulates their 

proactivity and creativity and the consequent predisposition to innovation and the creation of 

more effective and efficient working methods, being therefore defended by Cordeiro (2008) and 

Gomes et al (2008). 

 

Considering the reasons presented above, it can be concluded that to make an investment in the 

formative skills of individuals is to make an investment for the organization. When an 

organisation is made up of a trained and satisfied team, it means that individuals have learned 

new skills that can help improve productivity, reduce errors and accidents, build trust and a better 

working environment. 

d. What practices/measures should be implemented to create value in the use of protective 

equipment? 

With regard to the practices/measures to be implemented to create value in the use of protective 

equipment, the highest degree of agreement of the respondents is associated with the question "11 



 

 

- There are procedures with indications on how and when to use the protective equipment". 

However, it should also be noted that there are 2 moderate outliers associated with individuals 

who "totally disagree" with this information.  

 

The answers to the question "22 - In the company there is some incentive other than salary" show 

a great variability of values. Their answers show a slight negative asymmetry, and it should be 

noted that 50% of the answers are between the levels "I totally disagree" and "I agree". 

 

Regarding the remaining questions "16 - Managers and/or colleagues have some influence on how 

you use protective equipment", "23 - People (managers/colleagues) recognize when you do things 

well" and "24 - Working conditions in the workplace are good" the opinions of the respondents 

are distributed in a similar way among themselves, with 50% of the answers being between the 

levels of agreement "Neither agree nor disagree" and "I agree". 

 

As for the questions "14 - Participate in the process of acquiring new equipment" and "27 - There 

is recognition of the company for good performance" present similar distributions among 

themselves, 50% of the observations are between "I slightly disagree" and "I agree" and the median 

corresponds to "I slightly agree". 

 

Chart 4 - Distribution regarding practices/measures to create value 

 

The use of protective equipment is part of the daily life of many workers. It is known that protective 



 

 

equipment is intended to protect, i.e. to reduce/control rather than prevent, risks to the health and 

safety of workers. Consequently, the use of protective equipment should only be considered as one 

of the latest features of protection/control technology for workers. 

 

With regard to the practices/measures evaluated in this study, the existence of procedures, the 

relationship with colleagues, with the nature of the work and with the management stand out as 

higher, which refers to the current reality: people spend most of their time in the workplace and, 

as such, it is essential to feel satisfied and comfortable, which is stated by Zacharatos et al (2005). 

 

In addition to having procedures for the use of protective equipment, being involved in the choice 

of equipment, managers being involved in the way it is used, recognising work and conditions 

being favourable, there must also be incentives other than salary. There must be a continuous 

process of eliminating or mitigating what is unsatisfactory and demotivating for the worker, as 

well as an awareness of the need to use the protective equipment, encouraging absenteeism, 

productivity and others. These same thoughts or ideas are defended by Freitas (2011) and Tatoglu 

(2011) not least because there is a certain parallelism between the promotion of an effort to 

introduce and consolidate a motivated and satisfied culture of prevention both in companies and 

in society.  

 

It can be concluded that small enterprises, have a long process of evolution in the field of labour 

safety and PGRH. The acquisition of good practices and the implementation of security standards, 

requires prior knowledge of existing security flaws, which result in existing non-conformities. One 

of the major barriers to the implementation of good practices and standards is the high cost of 

implementation and monitoring, in line with what Freitas (2011) and PRONACI (2002) said. 

 

In short, it is important that each organization is aware of the satisfaction, training and 

implementation of good practices and measures in order to contribute to a more sustainable 

environment and then incorporate good practices and social responsibility into its organization. 

This may have a greater or lesser impact, have a greater or lesser implementation cost, what is 

important is that the organization implements it, and that all stakeholders feel good with the 

practices and remain open to evolution.  



 

 

e. Which workers are best prepared for the use of protective equipment? 

Regarding the workers who are better prepared for the use of the protective equipment, the highest 

degree of agreement of the respondents is associated with questions "15 - Has received adequate 

training on the use of work equipment" and "25 - Is satisfied with the personal protective 

equipment and collected that is assigned to him/her", it should be noted that in question 15, the 

answers present a negative asymmetry between the categories "I slightly agree" and "I agree". It 

should also be mentioned the existence of 8 lower outliers (6 moderate and 2 severe). However, 

respondents from these two groups are very much in agreement with this, since they reveal a 

median level of satisfaction "I agree". 

 

Regarding the question "29 - Are you satisfied with the training and use of personal and/or 

collective protective equipment" the opinions of the respondents are distributed in a positive 

asymmetrical way between the categories "I slightly agree" and "I agree", being worth mentioning 

the existence of 10 lower outliers (7 moderate and 3 severe). However, the respondents in this 

group are very much in agreement with this, as they reveal a median level of satisfaction "I slightly 

agree". 

 

Chart 5 - Distribution of the best prepared workers 

 

When asked which workers were best prepared for the use of protective equipment, the answers 

are very unanswered. In this sense, the agreement of the participants when questioned about access 

to training is stressed, reinforcing the idea that they are included in the choice of protective 

equipment. There is more disagreement on the satisfaction with the training given for the use of 



 

 

protective equipment, which leads to a desire that the training is not effective.  

 

In this sense it is important for the organisation to be able to understand the needs of the workers 

and whether the training it has been developing will meet the company's objectives and the needs 

of the workers. If it does not benefit both parties it will not bear fruit, it will not create value, it 

will not work, it will just be an investment with no return. It is therefore important that employees 

always participate in these choices and that their decision has an influence on the selection of the 

organization. As Miguel (2012) indicates, "The final choice should be made based on a careful 

analysis of the job, because this participation of employees leads to greater motivation for the use 

of PPE". 

 

Even the ILO (2006) 'stresses the importance of social dialogue and full participation of all 

stakeholders in this area as a prerequisite for successful management of the national occupational 

safety and health system', i.e. all stakeholders must be trained in order to be successful in worker 

safety. 

Any worker who has to use PPE or collective has to receive training on the correct use and 

maintenance. Periodically, refresher training is advisable for both workers and their supervisors / 

direct supervisors. The training should focus on the following points: when it is necessary to use 

the protective equipment; what risk(s) this protective equipment poses; what PPE is required; how 

to wear, put on, adjust, or use the protective equipment; limitations of the PPE in question; care, 

maintenance, useful life and destination of the protective equipment used; demonstration that the 

worker understands the training and is able to use the protective equipment properly. 

 

It is true that the best way to avoid episodes of accidents at work or occupational diseases is by 

investing in safety at work. Prevention is, above all, a tool that acts to avoid future problems. 

Whether you are an engineer, a work safety technician or any other individual, everyone should 

aim at improving the statistics of non-accidents and not occupational diseases. 

 

CONCLUSION 

This article aims at understanding which Human Resources Management practices influence 

training and job satisfaction in the use of individual or collective protection equipment. To this 



 

 

end, this analysis was based on a set of variables satisfaction and training.  

 

The empirical work involved the development of two strands in order to meet the proposed 

objectives. From this empirical study some results were drawn. Firstly, it was found that workers 

generally value human resource practices and the satisfaction of training. It was also possible to 

conclude that protective equipment may not be a discomfort for those who wear it. 

 

The theme "Human Resource Management practices: Influence of Training and Job Satisfaction 

on the Use of Personal or Collective Protective Equipment" is not a widely studied theme despite 

the fact that organisations are made up of workers, and it is therefore crucial that they remain 

trained and satisfied with their work in order to build on their strengths. The existing studies focus 

mainly on training and job satisfaction, as HRM practice not focusing in general on any element 

such as protective equipment. It was also noticed that there are practical situations in the companies 

that carry out the important situations and that there are situations of recognition in the 

organization.  
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