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ORIGINAL ARTICLE

PERFORMANCE EVALUATION UNDER THE OPINION OF THE NURSING STAFF
FROM A PUBLIC UNIVERSITY HOSPITAL
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ABSTRACT

This study intended to know the opinion of the nursing staff of a public university hospital on the performance
assessment process. Cross-sectional study with a quantitative approach, performed at a university hospital in the
north of Parana. The sample consisted of 70 participants, categorized as nursing assistants, nursing technicians
and nurses from the inpatient units for adults and infectious diseases. For data collection it was used an adapted
instrument. Data were analyzed using descriptive statistics. Most participants showed satisfaction with the
performance evaluation, although, some subjects reported negative aspects, among them the moment of
evaluation between pairs. It was concluded that the evaluation success is related to the meaning and satisfaction
that the participant attributes to this process. When used properly, the performance appraisal provides benefits for
both, for the institution and for the professional and personal development of employees.
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submission of the assessed individuals,
particularly the nurses and their teams ©.

In recent years it has been observed the
efforts of institutions to reshape the performance
evaluation in order to use it as a tool to stimulate

INTRODUCTION

Hospital managers often face challenges to
meet the demand of customers for standout

services. When considering the quality of care as
a result of human performance, management
strategies are used, among them, the evaluation
of worker performance, in order to promote their
personal and professional growth and thereby
increase the efficiency of the provided actions .

In the international literature it appears that
the performance evaluation system still faces
challenges regarding the organizational context
that, often does not provide a suitable working
environment and can interfere with the
performance of workers and in the
implementation of methods to evaluate the
professional globally, considering its
specificities In Brazil, the difficulties are
related to overcoming punitive, bureaucratic
feature, characterized by repression and

@

professional and scientific improvement of the
worker, relating to their identity and previous
experience @. It is noted an educational and
formative tendency, by which it seeks to
empower the worker and seize this moment as
an opportunity to reflect on the professional
practice @,

Considering that the assessment does not
represent the end of a process, but the means by
which the manager may understand the strengths
and weaknesses of the professionals who are part
of their team, it is necessary to adapt the
evaluation method to the reality of the institution
in order to ensure their flexibility and ability to
measure the performance of employees ).

The  performance evaluation  process
subsidizes the diagnosis of training needs and
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development of human resources besides
personnel movement in the career plans of the
institutions. It also contributes to the
development of improvement strategies for
quality of care, and to the organization and
operation of nursing services .

The results of the performance evaluation are
used for admission, promotions, layoffs,
relocation or staff transfer, training, warnings,
personal and professional development, among
others. Its use should be done with the utmost
seriousness, competence and upon the use of
objective criteria judgment in order to avoid
(sst)ijectivity in the appraiser's decision-making

It is noteworthy that the effectiveness of the
performance evaluation is related to the
experience lived by the employee during the
evaluation process. The presence of an appraiser
who values the participation of the assessed and
establishes a relationship of dialogue favors the
success of the evaluation ©.

However, just so the evaluation systems
become wuseful in promoting professional
development, the institutions must implement a
monitoring system and, above all, appreciate the
discussion of the results between evaluator and
evaluated, so that the employees identify their
strengths and what need to be improved ©.
Getting to know the opinion of nursing staff on
the evaluation process provides subsidies for
managers to direct the usage of this management
tool, and allows understanding the way
professionals experience this process.

Thus, considering the importance of this
theme for the management of human resources
in health, particularly in the nursing field, this
study aimed to know the opinion of the nursing
staff from a public university hospital about the
performance evaluation process.

METHODOLOGY

Cross-sectional survey with a quantitative
approach, performed at a public university
hospital in the north of Parana state.

Sample calculation was carried out, with a
95% reliance interval and significance level of
5%, from a population of 100 nursing
professionals working in the three shifts
(morning, afternoon and nights), in the female

and male adult infectious diseases inpatient
units. These units were selected for being sectors
with similar work processes, as well as its low
staff rotating, which helps to analyze the review
of the performance evaluation process. The
sample should have been composed of 79
individuals, however, only 70 agreed to
participate. Of these, 63 were nursing assistants
and technicians, and seven were registered
nurses; working in the morning, afternoon and
night shift.

Inclusion criteria were: having statutory
relationship with the institution, be working in
the period of data collection and have
participated in at least one performance
evaluation since hiring. On the other hand, were
excluded workers who were on leave and
vacation while collecting data in addition to
those that did not get back in touch to the
researchers after three attempts.

In the institution under study, the
performance evaluation occurs annually in three
stages. The first involves the evaluation of the
employee by the direct supervisor, being the
only stage in which the participant personally
meets the supervisor to fill out the evaluation
form. The second, called in pairs, is done by
employees belonging to the same section of
work or playing activities in direct contact with
the participant. The third stage comprises the
moment of self-evaluation. The whole process is
done through a computer system, being available
for the participants a personal, nontransferable
password, used for the participant to fill out the
questionnaire and to have access to the received
feedback .

Data collection was done from September to
December of 2011 through an adapted
instrument by Brahm and Magellan ©, designed
to identify the opinion of nursing staff of adult
inpatient units on the performance evaluation. It
was chosen to use this instrument because,
despite it not being validated, it is possible to
achieve the objective of this study, besides it
being intended for adult medical-surgical units,
which were the surveyed services.

An adaptation of the original instrument was
held, including six questions regarding age,
participant sex, time being a nurse, daily
workload performed at the time of data
collection, number of jobs and the opinion on the
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peer performance evaluation, amounting a total
of 16 multiple choice questions. After the
changes, it was performed a pilot test with
nursing professionals workers from units/sectors
not included in the survey in order to confirm the
suitability of the questionnaire for the purpose of
study.

The analysis variables included
sociodemographic and occupational factors such
as gender, age, professional category, time of
performance in the profession and at the
institution under study, number of jobs and daily
work hours; besides the factors related to
performance evaluation, comprehended by the
interval since the last evaluation; review of
performance evaluation process and review of
the peer mode; on the conduction and attitudes
of the appraiser during the interview, highlighted
aspects during the evaluation, feeling during the
evaluation process, assessment purpose and the
level of professional motivation after the
performance evaluation. Data were tabulated on
an Excel® spreadsheet and transcribed into the
Statistical Package for Social Sciences (SPSS) ®
version 20.0 for analysis of descriptive statistics,
with the presentation of absolute and relative
frequencies.

Survey participants were informed about the
objectives of the study and those who agreed to
participate signed the consent form to formalize
the commitment. It should be noted that
researchers and data collectors did not have any
link with the study participants, and ensured
there were no conflicts of interest.

The survey was conducted in order to ensure
the compliance with the provisions of Resolution

466/2012 ® on research involving human
subjects, submitted to the Ethics Committee for
Research Involving Human Subjects with a
favorable opinion, as Certificate of Presentation
for Ethical Consideration (CAAE) number
0130.0.268.000-11.

RESULTS AND DISCUSSION

Among the 70 participants, 63 (90%) were
nursing assistants and nursing technicians and 7
(10%), were registered nurses. Most (72.9%)
were female, 27 (38.6%) were aged 46-55 years,
while 26 (37.1%) were between 36-45 years old.
It was found that 31 (44.3%) individuals had
been working between 11 and 20 years in the
institution.

The daily number of work hours of more than
half of workers (51.4%) was six hours/day.
Beyond that (22.9%) participants had two jobs
and two (2.9%) worked three jobs.

Regarding the time elapsed since the last
performance evaluation, 39 (55.7%) workers
reported having been evaluated in the last seven
to 12 months and one (1.4%) employee who
worked at the institution for over 21 vyears
reported having participated of this process over
25 months or more. A large part (67.1%)
expressed feeling satisfied with the assessment
instruments used, however, dissatisfaction was
indicated by two (2.9%) participants who had
been working between one and 10 years, and one
(1 4%) with 21 or more years of activity, as
shown in Table 1.

Table 1. Frequency of performance evaluations and satisfaction of used instruments, according to the time of
nursing staff activity in a public university hospital. Parang, Brazil, in 2011,

Time of activity

Caracteristics of performance

One to 10

21 years or

: 11to 20 Total

evaluations years more

n % n % n % n %
Time of last evaluation
Up to six months 02 2,9 12 171 05 7,1 19 27,1
From seven to 12 months 12 17,1 15 21,4 12 17,1 39 55,7
From 13 to 24 months 06 8,6 04 57 01 1,4 11 15,7
25 months or more - - - - 01 1,4 01 1,4
Instruments satisfaction
Fully satisfied 03 43 01 14 01 1,4 05 7,1
Satisfied 11 15,7 22 21,4 14 20,0 47 67,1
Little satisfied 04 57 08 11,4 03 4.4 15 21,4
Dissatisfied 02 2,9 - - 01 1,4 03 43
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Performance evaluation should be done
annually and continuously in order to allow
monitoring professional performance, and to
provide regular and constructive feedback to
individuals and to encourage communication
between evaluators and evaluated ©. The
absence of feedback practice can even trigger a
suffering process for the individual, who longs
for work recognition and looks for subsidies for
his/her self-assessment ©,

The long interval between the evaluations, as
working time goes by, may be linked to the fact
that, over time, the institution gets to know the
characteristics, potentiality and weaknesses of
the workers. Therefore, it tends to reduce the
concern to carry out the performance evaluation
process, making it less common ©.

However, performance evaluation on a
regular basis is crucial for the workers growth,
as it can be used to plan their careers and it can
be recognized as an important strategy to meet
institutional goals. Thus, the absence of this
practice can impair these professionals, in
addition, the evaluation process provides formal
subsidies for the institution on the work
performed and its possible repercussions .

It stands out that satisfaction about the used
instruments may also be associated with the
possibility of dialogue between the appraiser and
the evaluated while the evaluation is being done
by direct supervision, in which the contact with
the supervisor can lead to improvements and
advances both for the worker and for the
institution. This factor stimulates greater
participation of the individual in contrast to other
models that restrict the participation of the
evaluated ©.

However, it is necessary to consider the fact
that, over the years, workers tend to feel
discouraged about the work organization so that
it becomes a source of dissatisfaction as they get
older @, In this sense, reviewing how to use the
performance evaluation tools, according to the
career time the employee has in the institution,
constitutes an important strategy to reverse the
negative concept associated with them ©.

Most (72.9%) of the participants, at the
evaluation time, considered their performance
very participative. This result may be related to
the way the appraiser conducts the evaluation,
considering that the authoritarian posture can

intimidate the worker, who tends not to actively
participate of this moment 2,

By adding the number of individuals little
satisfied and dissatisfied with the peer
evaluation, it was found that the majority, 42
(60%), fitted in this category. In this evaluation
mode the worker may feel uncomfortable to be
evaluated by a co-worker, or a member of the
same professional category, who does not belong
to their team.

Generally in society, and especially in the
health field, interpersonal relationships are
permeated by a dispute of powers, which occurs
due to the accumulation of knowledge of the
different professionals involved in providing
assistance, influencing the behavior and
individuality of workers ™ and it can be
expressed through implicit competitions in the
organizational context. In this sense, peer
evaluation can exalt the relations of power
present in teams, being necessary to seek
strategies to manage the emotions resulting from
this process and, above all, the dissatisfaction
expressed by some workers.

It is noteworthy that, despite this
dissatisfaction, the peer evaluation process
constitutes an important management tool that
allows full employee analysis from different
views. The assessment carried out by members
of the work team helps with accurate
information about the way in which the worker
has been developing his/her activities, and
favors the sharing of best practices between
workers in order to contribute to the
professional growth of both parties @49,
Thus, it is the role of managers to analyze the
way this tool has been applied and seek for
strategies to overcome the devaluation by the
assessed individuals.

Regarding the conduction of the interview by
the evaluator, adding the number of satisfied and
fully satisfied individuals, it was identified that
53 (75.7%) fitted within that category, while 17
(24.3%) were least satisfied and dissatisfied.
This reinforces the importance of the evaluator
to adopt a flexible approach in order to allow
and encourage the participation of the worker, as
the evaluated feels insecure, unmotivated and
cannot recognize the benefits of performance
measurement when there is not an opening to
discuss the measured points ©.
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Among the attitudes of the appraiser, those
that appear most frequently at the time of

performance evaluation were: dialogue,
reported by 47 (67.1%), followed by
intimidation, mentioned by 11 (15.7%)
workers. In addition, 28 (40%) workers

emphasized that the evaluator noted positive
aspects, 19 (27.1%) reported improvement
points, 12 (17.1%) reported negative aspects
and eight (11.4%) participants mentioned that
there was encouraging to the potential.

It is emphasized that, in the evaluation process,
the significance of the positive aspects constitutes
an important tool to stimulate the performance of
the individual in the institution. However, the
negative aspects cannot be omitted because it is
through them that are identified improvement
points to be worked in the pursuit of professional
development, which must be agreed jointly
between evaluators and evaluated ©.

In some cases, evaluators tend to make a
positive evaluation of the worker not to be
responsible for pointing and registering errors
and deficiencies of the evaluated because this
process is a formal record of the employee's
performance. This practice can generate
information that does not match to the actual

performance, a fact that devalues the objectives
of evaluations and undermines its purpose %

The main feelings of the workers regarding the
evaluation stage done by the direct supervisor were
tranquility, reported by 45 (64.3%) participants;
pressure, expressed by 14 (20%), and others, for
example, the indifference and suffering described
by six (8.5%) individuals.

It is emphasized that tranquility and dialogue
are key elements throughout the evaluation
process. Therefore, it is reinforced the importance
of participatory assessments as a way to seek better
results and to provide an exchange of experiences
among the participants “2.

However, despite occurring in a lesser extent,
some workers reported feelings of pressure and
suffering during the evaluation process by the
direct supervisor. This reality needs to be
analyzed by managers because it can directly
affect and influence negatively the evaluation of
worker performance, and the measures to be
taken facing this process ©.

It was found that 51 (72.9%) participants
reported being motivated after attending the
performance evaluation, among them 54.3%
were women. However, for one (1.4%) female
worker, this process caused discouragement, as
shown in Table 2.

Table 2. Motivation of the public university hospital nursing staff after the performance evaluation, according to

sex. Parana, Brazil, 2011.

. Sex

X/gmﬁloonn after performance Female Male Total

n % N % N %
Very motivated - - 01 1.4 01 14
Motivated 38 54,3 13 18,6 51 72,9
Little motivated 07 10,0 03 4,3 10 14,3
Indifferent 05 7,1 02 29 07 10,0
Discouraged 01 14 - - 01 14

Despite the educational trend and pursuit to
overcome the punitive nature of performance
assessments ), many workers still feel
intimidated and strained facing this process, as
stated in previous results. Therefore, it is noted
that the negative imagery associated with the
evaluation process is still present among these
professionals and indicates the need to review
the way it has been developed.

As the main goal of the performance
evaluation 48 (68.6%) workers considered the
professional performance; nine (12.9%) reported

promoting; three (4.3%), corrective purpose, and
only two (2.9%), the punitive character. This
result shows how the evaluation process can
benefit evaluated professionals and the
institution, enabling organizational goals to be
HT%Ed to individual interests of professionals

This way, it can be considered that the
performance evaluation was incorporated as an
instrument of the work process. The act of
evaluating, inherent to human beings, has
become a managerial resource capable of
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promoting changes in the functioning of public
institutions, used to identify weaknesses and
provide professional development policies .

Performance evaluation helps on the reflection
of the organizing method of work and the skills
and weaknesses of the employees who work at the
institution ™. Therefore, it must be based on
organizational goals previously established as a
way of promoting the performance and to
overcome the bureaucratic and punitive character
of the evaluation process .

The data presented in this study indicated that
most of workers recognize the performance
evaluation as a positive practice, however, it
should be considered that this process is complex
because it involves financial costs, promotions,
interpersonal relationships, beliefs, values and
other factors. It is possible that employee
satisfaction is also related to personal interests
because of the possibility of financial and
professional ascension 2.

FINAL CONSIDERATIONS

The results of this study show that, despite most
of the nursing staff feel satisfied with the
performance evaluation, some of the assessed
workers reported intimidation and negative
feelings towards this process, in addition to being
dissatisfied with the peer evaluation. The way of
conducting the evaluator was also considered
satisfactory for the participants, which reinforces

the importance of the relationship between the
parties for the success of the assessment process.

These results indicate the need to review the
way in which this strategy has been applied in the
institution in order to intervene in possible
weaknesses. It should be noted that the
performance  evaluation is an important
management tool for the diagnosis of worker
performance from a perspective that differs from
the power relationships between supervisor and
assessed. In addition to that, when used
appropriately it provides benefits, both for the
institution as for professional and personal
development of employees.

It is considered therefore that this study
contributes to the advancement of scientific
knowledge on the subject and the process of
management of health services for providing
information to managers, favoring the use of the
performance evaluation as a management tool,
combined with the institution's goals and
development of the worker, in order to improve the
quality of care.

It should be noted, as study limitations,
inclusion of just the nursing team workers and one
single hospital, which limits the comparison with
other localities and to generalize the results.
Therefore, it is suggested the conduction of further
research involving a sample with different
professional categories in order to extend the
thinking on the topic and perspectives on the
evaluation process theme.

AVALIACAO DE DESEMPENHO NA OPINIAO DA EQUIPE DE ENFERMAGEM DE

HOSPITAL UNIVERSITARIO PUBLICO
RESUMO

Objetivou-se conhecer a opinido da equipe de enfermagem de um hospital universitario publico sobre o processo de
avaliacdo de desempenho. Trata-se de um estudo transversal com abordagem quantitativa, realizado em hospital
universitario do norte do Parana. A amostra foi composta por 70 participantes, pertencentes as categorias de
auxiliares, técnicos de enfermagem e enfermeiros das unidades de internagéo de adultos e de moléstias infecciosas.
Para a coleta de dados utilizou-se um instrumento adaptado. Os dados foram analisados por meio de estatistica
descritiva. A maioria dos participantes demonstrou satisfagdo com a avaliagdo de desempenho, entretanto, alguns
individuos relataram aspectos negativos, dentre os quais 0 momento de avaliagdo entre pares. Concluiu-se que o
sucesso da avaliagéo esta relacionado ao significado e a satisfagao que o participante atribui a esse processo. Quando
utilizada de forma adequada, a avaliagéo de desempenho proporciona beneficios tanto para a instituicdo quanto para o
desenvolvimento profissional e pessoal dos funcionarios.

Palavras-chave: Avaliagdo de desempenho. Equipe de enfermagem. Recursos humanos em hospital. Enfermagem.

EVALUACION DE DESEMPENO EN LA OPINION DEL EQUIPO DE ENFERMERIA DE
HOSPITAL UNIVERSITARIO PUBLICO

RESUMEN
El objetivo fue conocer la opinion del equipo de enfermeria de un hospital universitario puiblico sobre el proceso
de evaluacion de desempefio. Se trata de un estudio transversal con enfoque cuantitativo, realizado en hospital
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universitario del norte de Parana. El muestreo fue compuesto por 70 participantes, pertenecientes a las
categorias de auxiliares, técnicos de enfermeria y enfermeros de las unidades de internacién de adultos y de
enfermedades infecciosas. Para la recolecciéon de datos se utilizd un instrumento adaptado. Los datos fueron
analizados por medio de estadistica descriptiva. La mayoria de los participantes demostré satisfaccion con la
evaluacion de desempefio, aunque algunos individuos relataron aspectos negativos, tales como el momento de
la evaluacién entre iguales. Se concluyd que el éxito de la evaluacion esta relacionado al significado y a la
satisfacciéon que el participante atribuye a este proceso. Cuando utilizada de forma adecuada, la evaluacion de
desempefio proporciona beneficios tanto para la institucion como para el desarrollo profesional y personal de los

empleados.

Palabras clave: Evaluacién de desempefio. Equipo de enfermeria. Recursos humanos en hospital. Enfermeria.

REFERENCES

1. Peres HHC, Leite MMJ, Gongalves VLM. Educagdo
continuada: recrutamento e selecéo, treinamento e
desenvolvimento e avaliagdo de desempenho profissional.
In: Kurcgant P, organizador. Gerenciamento em
enfermagem. 22 ed. Rio de Janeiro: Guanabara Koogan;
2010. p.137-53.

2. Nikpeyma N, Saeedi ZA, Azargashb E, Majd HA.
Problems of clinical nurse performance appraisal system: a
qualitative study. Asian Nursing Research. [online]. 2014
mar; 8(1):15-22. [citado em 2015 dez 08]. Disponivel em:
http://www.sciencedirect.com/science/article/pii/S1976131
713000650

3. Fernandes SR. A avaliagdo de desempenho dos
enfermeiros como estratégia de negociacao identitaria.
Educ Sociedade e Cultura. [online]. 2011; 34(1):117-36.
[acesso em 2015 dez 08]. Disponivel em:
http://www.fpce.up.pt/ciie/revistaesc/ESC34/ESC34_Outro
sArtigos_Fernandes.pdf

4. Moraes JT, Carvalho SF, Gongalves MA. A prética do
enfermeiro na avaliacdo da assisténcia de enfermagem em
hospital geral. Rev Enferm Cent-Oeste Min [online]. 2011
out/dez; 1(4):537-545. Disponivel em:
http://www.seer.ufsj.edu.br/index.php/recom/article/viewAr
ticle/136

5. Brahm MMT, Magalhdes AMM. Opinido da equipe de
enfermagem sobre o processo de avaliacdo de desempenho.
Acta Paul Enferm [online]. 2007 out/dez [citado em 2015
maio 13]; 20(4):415-21. Disponivel
em:http://www.scielo.br/scielo.php?pid=S0103-
21002007000400005&script=sci_arttext

6. Lutwama GW, Roos JH, Dolamo BL. Assessing the
implementation of performance management of health care
workers in Uganda. BMC Health Serv Res [online]. 2013
Setp; 13:355. [citado em 2015 maio 14]. Disponivel em:
http://www.ncbi.nIm.nih.gov/pmc/articles/PMC3849262/?t
ool=pubmed

7. Parana. Resolugéo Conjunta n° 001 de 2008. Aprova o
regulamento do processo de avaliagdo de desempenho dos
agentes universitarios das instituigdes de ensino superior do
estado do Parang, IEES, que trata da Lei Estadual n®
15.050, de 12 de abril de 20016 [online]. 2008 [citado em
2015 dez 12]. Disponivel em:
http://www.uel.br/prorh/legislacao/seti_seap.pdf

8. Brasil. Conselho Nacional de Salde. Resolucédo 466, de
12 de dezembro de 2012. DispGe sobre diretrizes e normas
regulamentadoras de pesquisas envolvendo seres humanos

[online]. 2012 dez [citado em 2015 maio 15]. Disponivel
em:http://conselho.saude.gov.br/resolucoes/2012/Reso0466.
pdf

9. Garcia AB, Dellaroza MSG, Gvozd R, Haddad MCL. O
sofrer no trabalho: sentimentos de técnicos de enfermagem
do pronto-socorro de um hospital universitario. Cienc Cuid
Saude [Internet]. 2013 jul/set; 12(3):416-423. [citado em
2015 maio 15]. Disponivel
em:http://periodicos.uem.br/ojs/index.php/CiencCuidSaude/
article/view/18056/pdf

10. Pimenta AMM, Paula PP. Avaliagdo de desempenho
por competéncias: sob avaliagdo dos empregados. Psicol
Rev [online]. 2012 ago; 18(2):316-29. [citado em 2015
maio 14]. Disponivel
em:http://200.229.32.55/index.php/psicologiaemrevista/arti
cle/view/P.1678-9563.2012v18n2p316/5019

11. Rodrigues MR, Bretas ACP. O envelhecimento no
trabalho na perspectiva de trabalhadores da area de
enfermagem. Trab educ saude [online]. 2015 abr [citado em
2015 maio 18]; ahead of print. Disponivel
em:http://www.scielo.br/scielo.php?pid=S1981-
77462015005000034 &script=sci_arttext

12. Marquis BL, Huston CJ. Administracdo e lideranca em
enfermagem: teoria e préatica. 62 ed. Porto Alegre: Artmed,;
2010.

13. Cardoso ACC. A organizagao do trabalho em equipe
nos servigos de saude: uma reflexdo sobre as relagoes de
hierarquia e poder entre profissionais. Rev enferm contemp
[online]. 2014 dez; 3(2):98-103. [citado em 2015 maio 19].
Disponivel em:
http://www5.bahiana.edu.br/index.php/enfermagem/article/
viewFile/496/336

14. Cisic RS, Francovic S. Using nursing peer review for
quality improvement and professional development with
focus on standards of professional performance. Nursing
Health [online]. 2015; 3(5):103-9. [citado em 2015 dez 08].
Disponivel em:
http://www.hrpub.org/download/20150930/NH1-
16804262.pdf

15. Santos LS, Feuerschutte SG. O processo de avaliagcdo
de desempenho sob o olhar do avaliado: estudo da
percepcéo de servidores da Universidade Federal de Santa
Catarina. Analise [online]. 2011 jul/dez; 22(2):134-45.
[citado em 2015 maio 14]. Disponivel
em:http://revistaseletronicas.pucrs.br/ojs/index.php/face/arti
cle/view/9090/8329

16 Silveira CD, Stipp MAC, Mattos VZ. Fatores
intervenientes na satisfacéo para trabalhar na enfermagem
de um hospital no Rio de Janeiro. Rev Eletron Enferm

Cienc Cuid Saude 2015 Out/Dez; 14(4):1403-1410


http://www.sciencedirect.com/science/article/pii/S1976131713000650%2520
http://www.sciencedirect.com/science/article/pii/S1976131713000650%2520
http://www.fpce.up.pt/ciie/revistaesc/ESC34/ESC34_OutrosArtigos_Fernandes.pdf
http://www.fpce.up.pt/ciie/revistaesc/ESC34/ESC34_OutrosArtigos_Fernandes.pdf
http://www.seer.ufsj.edu.br/index.php/recom/article/viewArticle/136
http://www.seer.ufsj.edu.br/index.php/recom/article/viewArticle/136
http://www.scielo.br/scielo.php?pid=S0103-21002007000400005&script=sci_arttext
http://www.scielo.br/scielo.php?pid=S0103-21002007000400005&script=sci_arttext
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC3849262/?tool=pubmed
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC3849262/?tool=pubmed
http://www.uel.br/prorh/legislacao/seti_seap.pdf
http://conselho.saude.gov.br/resolucoes/2012/Reso466.pdf
http://conselho.saude.gov.br/resolucoes/2012/Reso466.pdf
http://periodicos.uem.br/ojs/index.php/CiencCuidSaude/article/view/18056/pdf
http://periodicos.uem.br/ojs/index.php/CiencCuidSaude/article/view/18056/pdf
http://200.229.32.55/index.php/psicologiaemrevista/article/view/P.1678-9563.2012v18n2p316/5019
http://200.229.32.55/index.php/psicologiaemrevista/article/view/P.1678-9563.2012v18n2p316/5019
http://www.scielo.br/scielo.php?pid=S1981-77462015005000034&script=sci_arttext%20%20
http://www.scielo.br/scielo.php?pid=S1981-77462015005000034&script=sci_arttext%20%20
http://www5.bahiana.edu.br/index.php/enfermagem/article/viewFile/496/336
http://www5.bahiana.edu.br/index.php/enfermagem/article/viewFile/496/336
http://www.hrpub.org/download/20150930/NH1-16804262.pdf
http://www.hrpub.org/download/20150930/NH1-16804262.pdf
http://revistaseletronicas.pucrs.br/ojs/index.php/face/article/view/9090/8329
http://revistaseletronicas.pucrs.br/ojs/index.php/face/article/view/9090/8329

1410

Ano VM, Vannuchi MTO, Haddad MCFL, Pissinati PSC

[online]. 2014 jan/mar; 16(1):100-8. [citado em 2015 maio
13]. Disponivel
em:http://dx.doi.org/10.5216/ree.v16i1.21002

17. Pierantoni CR, Franga T, Ney MS, Monteiro VO,
Varella TC, Santos MR, et. al. Avaliacéo de desempenho:
discutindo a tecnologia para o planejamento e gestdo de

recursos humanos em satide. Rev Esc Enferm USP [online].

2011 dez; 45(esp):1627-1631. [citado em 2015 maio 13].
Disponivel em:

http://www.scielo.br/scielo.php?script=sci_arttext&pid=S0
080-62342011000700014

18. Cunha MP, Rego A, Habib N. Avaliando a avaliagdo de
desempenho: algumas notas sobre 0 caso portugués. Rev
Nova School of Business and Economics [online]. 2013
mar; 1-11. [citado em 2015 maio 13]. Disponivel em:
http://www.novaforum.pt/backoffice/files/file_275_1_ 1378
983247.pdf.

Corresponding author: Paloma de Souza Cavalcante Pissinati. Avenida Robert Koch, n° 60, Vila Operéria,
CEP 86057-970, Londrina, Parand, Brasil. E-mail: cavalcanteps7@gmail.com.

Submitted: 02/03/2015
Accepted: 12/12/2015

Cienc Cuid Saude 2015 Out/Dez; 14(4):1403-1410


http://dx.doi.org/10.5216/ree.v16i1.21002%2520

