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7
Apéndices
Apéndice |

Pesquisa Expectativa dos Trabalhadores com Relacéo as
Organizacgbes

De acordo com a escala mencionada abaixo, avatia can dos itens que
descrevem formas de relagdo entre organizacOeaballindores. Na coluna ao
lado de cada item indiqgue o nivel em que vocé densi que a respectiva
caracteristicadeveria estar presente na organizacdo em que vocé goskaria
trabalhar. Note que as perguntas se referem aquédovocé considenalevante

ou ndo, em termos ideaise ndo as suas condi¢cdes de trabalho atuais. Para
responder, utilize a seguinte escala:

Discordo totalmente
Discordo fortemente
Discordo parcialmente

Nao discordo, nem concordo
Concordo parcialmente
Concordo fortemente
Concordo totalmente

NogMwhPE

1. Fomentar a ajuda muatua entre os trabalhadores.

2. Reconhecer de forma diferenciada o trabalhaglorgeu desempenho
individual.

3. Preocupar-se com o trabalhador em todos ostaspec

4. Dar prioridade as acdes de recrutamento e selegéo em vista a atual
transitoriedade dos contratos de trabalho.

5. Disponibilizar ao trabalhador oportunidadesrimis de crescimento na
carreira.

6. Incentivar o trabalho em equipe com troca dee&pcias e
aprendizagens.

7. Considerar que o vinculo com o trabalhador psesaompido a qualquer
instante.

8. Dar apoio para a recolocacao dos individuosigirxam a organizacao.

9. Recompensar o colaborador pelo desempenhowmleti
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10. Considerar normal que os trabalhadores defesdaminteresses
individuais.

11. Enriquecer o comprometimento do empregado cempaesa.

12. Proporcionar elevado nivel de liberdade paral@borador, permitindo-g
expressar sua maneira individual de realizar athab

13. Garantir recursos para o0 bem estar pessoalikaiado empregado.

14. Priorizar os treinamentos relacionados ao deseho das tarefas do
trabalho.

15. Valorizar o empregado que trata o seu empregm e fosse um
negdécio proprio.

16. Preocupar-se em manter os seus colaboradores.

17. Atribuir ao empregado a responsabilidade pelautencdo da sua
empregabilidade.

18. Estimular a socializag&o para fortalecer atifiesc&o do individuo com
a cultura da organizagéo.

19. Assumir somente as exigéncias legais por azasidérmino do contratq.

20. Valorizar a criacao de redes interpessoaigaéat organizacao.

21. Estabelecer formas de integracdo dos colab@s@ocorganizacao.

22. Fomentar algum grau de competicdo para aumemtlasempenho dos
trabalhadores.

23. Estimular a troca de conhecimentos e aprenelizamntre os
colaboradores.

24. Remunerar de forma diferenciada os trabalhadpre sejam mais
empreendedores.

25. Valorizar a ajuda matua entre os colaboradores.

26. Estimular que o trabalhador construa redesdararganizagéo para
assegurar novas oportunidades de trabalho.

27. Considerar natural que os trabalhadores atesforcha a afirmar os seu
interesses pessoais.

28. Estabelecer vinculos duradouros com o empregado
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29. Priorizar as ag0es de qualificagcéo e prepatoatba@lhador para
desempenhar as tarefas a ele designadas.

30. Valorizar a congruéncia entre valores pessarganizacionais nos
processos de selecao.

31. Dar suporte para que os individuos melhorentapacidade de
responder as transformacdes no trabalho.

32. Fomentar a comunicacao entre os colaboradamesgntando as trocas
experiéncias e aprendizagens.

e

33. Encorajar o trabalhador a participar da elaggwalo desenho do seu
cargo.

34. Disponibilizar aos trabalhadores oportunidatéesonstruir competéncig
necessarias para o desenvolvimento de carreitassunesmo fora da
organizacao.
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Apéndice Il
Workers' Expected Value to Organizations

According to the below scale, rate each of the stetmat describe forms of
relationships between organizations and employéeshe column next to each
item, indicate the level at which you think thebarmacteristicshould be present
in the organization in which you would like to workote that the questions are
about what you consider important or not, antnecessarily what is occurring in
your current working conditions.

. Totally disagree

. Strongly disagree

. Partially disagree

. 1 do not disagree, nor agree
. Partially agree

. Strongly agree

. Totally agree

~NOo o~ WNRE

1. Employer should fostgrersonal concern, compassion, and support
among workers.

2. Employer should recognize employees for thelvidual performance
vs. team performance.

3. Employer should show concern for employeeslireapects (personal,
professional, etc.).

4. Employer should recruit and select people baseskillsand culture fit;
ensure company is a good match for the employeeiaed/ersa so that
employee is less likely to leave during difficuines.

5. Employer should provide workers with internapogunities for career
development.

6. Employer should encourage teamwork among empwdth mutual
exchange of experiences and learning.

7. Employee should understand that the link betveseployer and
employee can be broken at any time.

8. Employer should provide support for individuadso leave the
organization (e.g., outplacement services, monapst, etc.).

9. Employer should reward employees for collec(eg., team or
department) performance vs. individual performance.
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10. Employer should consider it normal for workerslefend their
individual interests.

11. Employer should try to enrich the commitmenthaf employee with
the company.

12. Employer should provide a high level of freedomthe worker,
allowing him/her to express his/her individual wafydoing work.

13. Employer should ensure resources are availabEmployee’s
personal and family well being.

14. Employer should prioritize training that isateld to performance of
employee’s job tasks.

15. Employer should reward the employee who tretgob like his/her
own business.

16. Employer should show concern for keeping itplegees.

17. Employer should assign the employee respoitgifol maintaining
his/her employability.

18. Employer should encourage socialization tangfiteen employees’
identification with the culture of the organization

19. When terminating employment, employer shoulalyapnly the basic
legal requirements at time of termination (e.g.pkyer should not feel
obligated to voluntarily extend benefits, providgmacement services,
etc.).

20. Employer should value employees’ interpersaeaivorking within the
organization.

21. Employer should establish ways of involving éogpes in the
organization.

22. Employer should encourage some degree of catiopeb increase the
performance of employees.

23. Employer should stimulate knowledge exchangklearning among
employees.

24. Employer should remunerate differently emplsy@o are more
entrepreneurial.

25. Employer should encourage mutual support aneomgioyees (e.g.,

employees help one another with skills that neagld@ment, managers
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defend their employees, etc.).

26. Employees should be encouraged to build nesvoukside the
organization to secure new job opportunities if/wiheeded.

27. Employer should consider it natural that woskaet to assert their
personal interests.

28. Employees and managers should establish ldstkgwith one
another.

29. Employers should prioritize preparing workerpérform the tasks
assigned to them (e.qg., if employee is not prepskéld in making
presentations, manager helps facilitate the dewsdop of this skill through
training).

30. Employers should seek congruence between drand
organizational values in the hiring process (edgntify not only what
employee can bring to the company, but what thepamy can offer to
employee to ensure lasting employment relationship)

31. Employer should provide support for individuesmprove their
ability to respond to changes at work.

32. Employer should foster communication among eyg#s, increasing
the exchange of experiences and learning.

33. Employer should encourage workers to partieipathe development
of the design of their role.

34. Employer should provide opportunities for wagkio build skills
needed to develop future careers even outsidertfaamiaation.
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