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RESUMO
Estudo transversal descriti vo exploratório 
que objeti vou analisar forças impulsoras e 
restriti vas para trabalho em equipe em um 
Centro de Material e Esterilização (CME) de 
um hospital escola, a parti r de aproxima-
ção da Teoria de Campo de Kurt Lewin, em 
Goiânia, Goiás. Parti ciparam 35 profi ssio-
nais, que responderam a um questi onário 
autoaplicável, baseado na referida teoria, 
que prevê que situações grupais são per-
meadas por forças que mobilizam positi va 
ou negati vamente seus movimentos e di-
zem respeito ao envolvimento do sujeito 
(Eu), a interação do grupo (Outro) e ao am-
biente de trabalho (Ambiente). Foi uti liza-
da análise de conteúdo no tratamento dos 
dados distribuídos nas dimensões prede-
fi nidas. Os resultados consolidaram 1.990 
registros, categorizados como maioria 
(59,3%) de forças impulsoras, predominan-
tes na dimensão Eu. Nas dimensões Outro 
e Ambiente observou-se equilíbrio entre as 
forças. O delineamento do campo de forças 
permiti u uma visão objeti va, concreta das 
limitações, potenciais da equipe estudada 
e possibilidades para promover mudanças.
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ABSTRACT
The objecti ve of this descripti ve, cross-sec-
ti onal study was to analyze the driving and 
hindering forces for team work at a Material 
and Sterilizati on Center (MSC) of a teach-
ing hospital, through an approximati on of 
Kurt Lewin’s Field Theory,in Goiânia, Goiás. 
Parti cipants were 35 professionals, who an-
swered a self-administered questi onnaire 
based on the referred theory, which estab-
lishes that group situati ons are permeated 
by forces that have a positi ve or negati ve 
infl uence on the individuals’ movements, 
and concern the subjects’ involvement 
(I), the groups interacti on (Other) and the 
working environment (Evnironment). The 
data were submitt ed to content analysis, 
and distributed in the predefi ned dimen-
sions. Results consolidated 1990 registers, 
with most (59.3%) being categorized as driv-
ing forces, mostly in the I dimension. It was 
observed there was balance between forces 
in the Other and Environment dimensions. 
Outlining the force fi eld permitt ed an ob-
jecti ve, concrete view of the strengths and 
weaknesses of the studied team, and the 
possibiliti es  to promote changes.
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RESUMEN 
Estudio transversal, descripti vo, explorato-
rio, que objeti vó analizar fuerzas impulso-
ras y restricti vas para trabajo en equipo en 
Centro de Materiales y Esterilización (CME) 
de hospital escuela, parti endo de aproxima-
ción de la Teoría de Campo de Kurt Lewin, 
en Goiania-GO. Parti ciparon 35 profesiona-
les que respondieron cuesti onario autoapli-
cable, basado en la referida teoría, que pre-
vé que situaciones grupales son alteradas 
por fuerzas que movilizan positi va o negati -
vamente sus acciones y testi monian la inclu-
sión del sujeto (Yo), la interacción del grupo 
(Otro) y el ambiente de trabajo (Ambiente). 
Se uti lizó análisis de contenido en trata-
miento de datos, distribuyéndoselos en las 
dimensiones predefi nidas. Los resultados 
consolidaron 1990 registros, categorizados 
como mayoría (59,3%) de fuerzas impulso-
ras, predominantes en la dimensión Yo. En 
las dimensiones Otro y Ambiente se observó 
equilibrio entre las fuerzas. El delineamien-
to del campo de fuerzas permiti ó una visión 
objeti va, concreta, de limitaciones poten-
ciales del equipo estudiado y posibilidades 
para promover cambios. 
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Personal de salud
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Recent studies 
show that among 
the aspects that 

compromise the work 
within the SMPD 
are: inadequate 

infra-structure, poor 
dynamics of human 
relationships, poor 

qualifi cation of 
professionals, and 

stress

INTRODUCTION

The Sterile and Material Processing Department 
(SMPD) is the health services sector designated for repro-
cessing dental, medical, and hospital arti cles of multi ple 
uses(1).  To ensure the safety of processes and effi  ciency in 
the sector, not only is state-of-art equipment required, but 
also committ ed professionals and effi  cient teamwork(1). 
Recent studies(2-5) show that among the aspects that com-
promise the work within the SMPD are: inadequate infra-
structure, poor dynamics of human relati onships, poor 
qualifi cati on of professionals, and stress that results from 
the repeti ti ve nature of the reprocessing work processes, 
in additi on to the producti vity demanded. 

In such a context, there is a risk that the team will be-
come unmoti vated and dissati sfi ed, which in turn com-
promises the quality and safety of reprocessed arti cles, 
consequently harming pati ents, the professionals them-
selves and the insti tuti on(6-8). Managing the SMPD’s teams 
has been a challenge due to professionals’ lack of quali-
fi cati on required in the sector(4-6). Research 
in the fi eld to improve the performance of 
these teams, considering the existi ng inter-
dependence of work, is needed(9). 

Aspects that positi vely or negati vely in-
fl uence the teamwork in the SMPD is inves-
ti gated based on Kurt Lewin’s Field Theory. 
The justi fi cati on is the fact that the work in 
this sector is focused on the strong interde-
pendence of individual acti on in favor of a 
collecti ve outcome. In Brazil, and in other 
countries as well, most of this work is manu-
ally performed and because there are no 
technologies that facilitate it, the workload 
involved in it is considerable. This is in ad-
diti on to other occupati onal risks, resulti ng 
in occupati onal stress and requiring a fi nely 
tuned teamwork(11).

Even though Kurt Lewin’s theory was proposed in the 
fi rst quarter of the 20th century, it allows us to understand 
the complexity of group phenomena in the scope of orga-
nizati ons applied to many fi elds of knowledge(10,12-14). For 
this reason, the theory is current and relevant when the 
need to fi nd ways to improve interacti ons to strengthen 
teamwork is considered.

Kurt Lewin’s fi eld theory(10) addresses the complexity 
and dynamics of human groups, which can be analyzed 
through their force fi eld. Human behavior in this process 
is explained as being a result of a set of factors co-existi ng 
in the organizati onal environment that may compromise 
the performance of groups. Hence, the force fi eld is de-
fi ned by the movements presented within and can either 
boost or restrict the executi on of tasks and consequently, 
facilitate cohesive teamwork or impede it, as well as its 
results(10,14). 

The force fi eld is dynamic and represents the space of 
life that contains an individual and his/her psychological 
environment, where objects, people and situati ons can 
acquire positi ve or negati ve valences(10). The terms driving 
forces and restraining forces, created based on this rela-
ti onship, are used in this study and are related to three 
dimensions that involve the Self (factors that relate the 
person as an individual: moti vati on, talents and ti midity); 
Another (factors concerning the relati onship established 
with other people: leadership, competence, confl icts, 
sympathy); Environment (elements that do not concern 
people but the physical environment, material resources, 
organizati onal dynamics)(15).

Use of the force fi eld concept is asserted as an advan-
tageous framework to construct a stronger process for 
the implementati on of desired changes in the organiza-
ti onal fi eld(12,14,16). We opted to invesitgate the diffi  culti es 
presented in the organizati onal dynamics in the health 
fi eld, more specifi cally in SMPD. In accordance with the 
previous discussion, this study analyzes the driving and 

restraining forces presented to teamwork 
within an SMPD of a university hospital from 
the perspecti ve of Kurt Lewin’s fi eld theory.

     METHOD

This descripti ve, exploratory and cross-
secti onal study was carried out in a Sterile 
and Material Processing Department of a 
public university hospital in Goiânia, GO, 
Brazil. The populati on was composed of the 
team working in this sector, corresponding 
to 35 (100%) workers who met the inclusion 
criteria: having a permanent contract with 
the SMPD’s team and at least one year of 
experience in the sector.

Data were collected from June to Au-
gust 2008 through a self-applied instrument composed 
of two parts: the fi rst addresses personal informati on to 
characterize the parti cipants(16) and the second contained 
questi ons based on the principles of Group Dynamics and 
Field Theory(10,15). Such questi ons asked the parti cipants to 
indicate three driving forces and three restraining forces 
that infl uenced teamwork related to each predetermined 
dimension both from the personal (Self) and interacti onal 
point of view (Another), focusing on the components of 
moti vati on, communicati on, leadership, innovati on and 
interpersonal relati onship. They should also indicate both 
driving and restraining forces in relati on to the physical 
environment (Environment) concerning structure and or-
ganizati on. This process is recommended when the pur-
pose is to determine a diagnosis of force fi eld(15). 

The instrument was validated in relati on to its form 
and content by an organizati onal psychologist and a nurse, 
both specialists in group dynamics, and also by a nurse 
specialist in SMPD. A pilot test was applied to a group of 
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Among the driving elements infl uencing teamwork re-
lated to the dimension Self as presented in Table 2, the 
category Individual qualiti es of each team member to spur 
the whole stood out with 127 (47.4%) answers. This cat-
egory emerges from answers related to the individuals’ 
percepti ons concerning their personal qualiti es boosti ng 
team performance, which included collaborati on, initi a-
ti ve, ethics, commitment, and good sense, among others.

workers of a SMPD from another facility with similar char-
acteristi cs, which indicated its perti nence and adequacy.

Data were collected in the parti cipants’ workplace 
during all shift s. When the study’s objecti ves were clari-
fi ed, free and informed consents forms were signed, and 
the parti cipants were instructed how fi ll out the instru-
ment and when to return it.

Data were organized and distributed in a spreadsheet 
according to the pre-established dimensions: Self, An-
other and Environment(10,15). Aft er this stage, themati c 
content analysis(17) was conducted for each dimension 
and aft er an exhausti ve reading, core meanings that re-
vealed categories related to driving and restraining forc-
es aff ecti ng teamwork in each dimension were identi -
fi ed(10,15). The content of these categories was described, 
the number of perti nent answers was delineated and 
the percentage these represented in relati on to the to-
tal number of answers included in each dimension was 
determined. 

A group of experts, among them one psychologist, 
who endorsed the consolidati on of the categories within 
each dimension, refi ned the analysis, including validati ng 
the content, delineati ng the force fi eld. The project from 
which this study originated was analyzed and approved 
by the Ethics Committ ee in Human and Animal Medical 
Research at the Federal University of Goiás, Hospital das 
Clinicas, protocol nº 156/07.

RESULTS

Characterizati on of the studied group

All the workers who met the inclusion criteria consent-
ed to parti cipate in the study: a plurality were between 
36 and 45 years old  (40.0%), followed by individuals be-
tween 25 to 35 years old (25.7%); and between 45 to 50 
years old (22.9%), in additi on to a small number of indi-
viduals older than 55 years old (11.4%). Female workers 
29 (82.9%) and nursing technicians (48.0%) were in the 
majority. Two (6.0%) workers, working in functi ons other 
than those to which they were hired—general services 
and kitchen assistant—were identi fi ed. 

In relati on to ti me since graduati on, ten workers 
(28.6%) had completed the program between six and ten 
years ago; found in an equal percentage were those who 
completed the program between 16 to 20 years ago. Two 
individuals had conclucompleedded it more than 21 years 
ago. Most of the professionals worked in the day shift  be-
cause the SMPD functi ons only with the on-call night shift ; 
20 (57.1%) workers reported having more than one job. 

Forces working within the SMPD

The obtained results indicated a total of 1,990 re-
cords distributed in the predetermined dimensions Self 
304 (15.3%), Another 1,023 (51.4%) and Environment 663 
(33.3%). Aft er analysis, most were categorized as driving 
forces 1,180 (59.3%), while restraining forces comprised 
810 (40.7%) records, mainly concentrated in the dimen-
sion Another as shown in Table 1.

Table 1 – Distribution of forces working in the Sterilizing Material Processing Department of a public university hospital in the dimen-
sions Self, Another and Environment – Goiânia, GO, Brazil - 2008

Total Driving Forces Restraining Forces
Dimensions

N % N % N %

Self 304 15.3 268 88.2 36 11.8

Another 1023 51.4 537 52.5 486 47.5

Environment 663 33.3 375 56.6 288 43.4

Total 1990 100 1180 810

In additi on to the larger number of answers concen-
trated in the dimension Another, Table 1 shows a great-
er distributi on of driving forces in the dimension Self. 
Content analysis of answers distributed in each dimen-
sion permitt ed the organizati on of categories, which are 
separately presented for a bett er visualizati on of data. 
Table 2 specifi cally presents the dimension Self in which 
the restraining and driving forces are listed, totalling 304 
(15.2%) answers.
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Another category refl ecti ng driving forces was Moti -
vati on as potenti al force which comprised 73 (27.2%) an-
swers related to the descripti ons of factors that contribute 
to one’s sati sfacti on at work, overcoming diffi  culti es and 
moti vati on for being a member of the SMPD’s team. The 
third category in this dimension, Knowledge concerning 
the SMPD’s dynamics, obtained 28 (10.4%) answers that 
indicate the importance of specifi c knowledge and profes-
sional experience in ensuring teamwork is eff ecti ve. Posi-
ti ve co-existence also emerged as a category that favors 
teamwork with 25 (9.4%) answers, referring to a spirit of 
camaraderie, respect and professional ethics.  The cat-
egory Percepti on concerning the relevance of the work 
performed in the SMPD with 15 (5.6%) answers highlights 
the importance of the worker seeing him/herself as an es-
senti al element to achieving the unit’s work results and 
his/her relevance for care delivered exemplifi ed by the 
expression: knowing that my work is important for the pa-
ti ent’s recovery.

Eighteen (50%) out of 36 answers related to restraining 
elements within the dimension Self refer to the category 
Personal restricti ons as hindering factors to the team’s pro-
ducti on, characterized by expressions such as: stress, lack of 
moti vati on, ti redness, lack of trust, and diffi  culty learning. 
Another category, Sense of exclusion, obtained 11 (30.5%) 
answers that express diffi  culti es of not being recognized, 
listened to or included in the decision-making process. Fi-
nally, the category Excessive load of responsibility with sev-
en (19.5%) answers refl ected how uncomfortable profes-
sionals feel when they face limitati ons in meeti ng the needs 
of clinics that depend on the department’s service, which 
aff ects the performance of the facility as a whole.  

The dimension Another comprises the fi eld of relati on-
ships occurring in the routi ne of teams, linking elements 
that determine the relati onal dynamics both in relati on 
to driving and restraining forces infl uencing teamwork. 
This dimension obtained the highest number of answers, 
1,023 (514%), which were distributed in categories pre-
sented in Table 3.

Table 2 – Distribution of categories related to driving and restraining forces infl uencing teamwork in the Sterilizing Material Proces-
sing Department of a public university hospital in the dimension Self – Goiânia, GO, Brazil – 2008. 

Dimension Self

Driving Forces Restraining Forces

Categories N % Categories N %

Individual qualities of each team
member to spur the whole

127 47.4 Personal restrictions as hindering
factors for team productivity

18 50.0

73 27.2 Sense of exclusion 11 30.5Motivation as potential force

28 10.4 Excessive load of responsability 07 19.5Knowledge concerning the SMPD’s dynamics

25 9.4Positive co-existence

15 5.6Perception concerning the relevance of the
work performed at SMPD

Table 3 – Distribution of categories related to driving and restraining forces infl uencing teamwork in a Sterilizing Material Processing 
Department of a public university hospital concerning the dimension Another – Goiânia, GO, Brazil – 2008.

Dimension Another

Driving Forces Restrictive Forces

Categories N % Categories N %

The team facilitates the work process 318 59.2 People within SMPD represent a barrier CME 262 53.9

Positive managerial postures and stragegies 106 19.8 Lack of knowledge concerning the SMPD’s
integral dynamics

89 18.3

Cooperation among support and outsourcing,
and users

77 14.3 Depend on support and outsourcing services
and users

66 13.6

Teamwork is facilitated by theoretical-practical
knowledge

36 6.7 Negative managerial postures and strategies 46 9.5

Team has limited potential given the restrictions
of some members

23 4.7

The driving forces in this dimension were represented 
by 537 (52.5%) answers while restraining forces obtained 
489 (47.5%) answers. The analysis of the driving forces 
resulted in the category The team facilitates the work 
process with the largest number of answers, 318 (59.2%), 
characterized by expressions such as: it is an integrated, 

harmonious, moti vated team, with good communicati on, 
competent and committ ed to the SMPD and recepti ve in 
relati on to changes. 

The category Positi ve managerial postures comprised 
of 106 (19.8%) answers and refers to nurses (manager 
and supervisors) as being accessible, democrati c, fl exible, 
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committ ed, partners, and encouraging professionals with 
a comprehensive view of the sector. The third category 
Cooperati on among support and outsourcing services, 
and users obtained 77 (14.3%) answers, indicati ng the in-
terdependent nature of teamwork within the SMPD and 
its relati onship to support services and other units in the 
hospital. The last category Teamwork is facilitated by the-
oreti cal-practi cal knowledge included 36 (6.7%) answers 
such as: team experience, some master all the techniques 
and some know how to work in teams. 

The forces that restrain teamwork related to the di-
mension Another were based on 486 (47.5%) answers. 
People within SMPD represent a barrier was the category 
with greater representati veness and is characterized by 
expressions such as: demoti vated, stressed, disorganized, 
and irresponsible professionals who make injudicious de-
cisions, hinder the service and waste material. The cat-
egory Lack of knowledge concerning the SMPD’s integral 
dynamics obtained 89 (18.3%) answers exemplifi ed by: 
some do not have knowledge of all the sectors, which 
negati vely impacts the SMPD.

The category Depend on support and outsourcing ser-
vices and users obtained 66 (13.6%) answers that report 
elements related to a lack of knowledge concerning the de-
partment’s dynamics on the part of professionals from oth-
ers services: delay in providing service and maintenance. 
The category Negati ve postures and managerial acti ons 
gathered 46 (9.5%) answers that emphasized restraining as-
pects related to the management of the SMPD such as: lack 
of managerial strategies to replace intractable employees, 
professionals who do not have the profi le to work in the 
sector, and also the requirement of new demands without 
planning for supplies. Finally, 23 (4.7%) answers generated 
the category Team with limited potenti al given the restric-
ti ons of some members, which stressed the health prob-
lems of some professionals, professionals’ lack of identi fi -
cati on with the area to which they were allocated, and an 
inability to competently perform prescribed tasks. 

The dimension Environment totaled 663 (33.4%) an-
swers that concern the physical, logisti c and organizati on-
al structure. Of these, 375 (56.6%) were characterized as 
driving forces and 288 (43.4%) as restraining forces, the 
distributi on of which is contained in Table 4. 

Table 4 – Distribution of categories related to driving and restraining forces infl uencing teamwork in the Sterile and Material Proces-
sing Department of a public university hospital concerning the dimension Environment – Goiânia, GO, Brazil – 2008.

Dimension Environment

Driving Forces Restraining Forces

Categories N % Categories N %

Good infrastructure resources 249 66.4 Lack of resources as an element that overloads
the team

173 60.0

Lack of recording in the work organization
and direction

96 25.6 Lack of organizing strategies to better deal
with restraining factors influencing work in SMPD

70 24.3

Satisfactory organizational environment 30 8.0 Environment 45 15.7

Among the set of driving forces, the category Good in-
frastructure resources was composed of 249 (66.4%) an-
swers concerning air conditi oning the unit in which boxes 
are prepared, parti ally sati sfactory physical structure, 
availability of Personal Protecti ve Equipment (PPE) and 
material resources. The second category Lack of recording 
in the work organizati on and directi on with 96 (25.6%) an-
swers refers to the means of communicati on used in the 
unit such as: correct and complete printed records, and 
control books used in work organizati on. The third cate-
gory Sati sfactory Organizati onal Environment gathered 30 
(8.0%) answers that highlighted: the joy you experience 
in the SMPDs, harmonious, humanized, welcoming and 
democrati c environment, equal workload for everyone 
and rotati ng work schedule.

Among the restraining forces related to the dimen-
sion Environment, the category Lack of resources as an 
element that overloads the team stood out with with 173 
(60.0%) answers that indicate: lack of material resources 
and equipment, malfuncti oning autoclaves, lack of bath-
rooms in the sector, lack of human resources, and lack of 
a place for the night team to rest. The category Lack of 

organizing strategies to bett er deal with restraining fac-
tors infl uencing work in the SMPD obtained 70 (24.3%) 
answers that indicated: lack of access to the psychological 
service, moti vati onal campaigns or suggesti on box. Final-
ly, the category Environment gathered 45 (15.7%) answers 
that indicated: occupati onal risks, stressing dynamics, 
accelerated rhythm of work, closed environment, work 
overload, and devalued sector.

DISCUSSION

Categorizing the professionals working in the studied 
SMPD is essenti al to understanding the dynamic process 
determined by the set of this specifi c group within this 
context and by the work they perform. These elements 
compose the psychological environment created from 
the interacti on of individuals, their relati onship with the 
group, and environmental factors from a given situati on, 
in this case, the work performed in the SMPD(10). The re-
sults indicate a relati vely young group, mainly composed 
of women, which caught our att enti on given the physical 
eff ort required by the tasks in the unit. Studies report that 
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the excessive expenditure of energy has caused posture 
problems, general fati gue and various other health prob-
lems among these workers(5-6,8,18). 

It is worth noti ng that most part of these workers 
have more than one job and two (6.0%) of them have not 
graduated with a nursing degree. The fact that 57.1% of 
the professionals have more than one job refl ects a reality 
revealed in another study(18) and the situati on of nursing 
workers in general. In relati on to a lack of specifi c educa-
ti onal background, the study highlights the same reality(4), 
which reinforces the contrast of this result with what is 
recommended in the literature that recommends specifi c 
qualifi cati ons for professionals working in the sector(4-6). 
The fact that most professionals work on the day shift  re-
fl ects the context and work demand of the SMPD; most 
surgeries and material demanded from the remaining 
units occur in this period(8).

The analysis concerning the force fi eld of the nursing 
team working in the SMPD, as displayed in Table 1, shows 
a large number (51.4%) of answers directed to the dimen-
sion Another, which shows that the parti cipants mainly 
hold the team’s interacti ons responsible for the outcomes, 
relegati ng to the background their individual characteris-
ti cs (15.3%), characteristi cs that can also interfere in the 
group’s performance. The diffi  culty of people realizing 
and acknowledging their limitati ons related to teamwork 
is common among human groups. When individuals do 
realize how individual characteristi cs infl uence the group’s 
performance, they tend to overvalue their qualiti es and 
fail to see their limitati ons(10,15). This analysis shows that 
88.2% of the answers distributed as driving forces are in-
cluded in the dimension Self.

Another phenomenon observed in data presented in 
Table 1 is called quasi-stati onary equilibrium, a movement 
characterized by the stabilizati on of driving and restrain-
ing forces(10). Such a phenomenon can be observed in the 
dimensions Another and Environment, which shows a cer-
tain stagnati on of teamwork suggesti ng the need for in-
terventi ons to change this context and also to work with 
the restraining forces(10,15-16). Breaking the process when 
forces are in balance is necessary because the group is not 
aware of the forces at work and may not be open to a pro-
cess of change (10,15-16).  

A positi ve aspect is identi fi ed in the distributi on of 
forces in Table 1. Most (59.3%) of the answers were relat-
ed to driving forces, which suggests this is a group working 
in a psychological environment favorable to changes(10,13). 
Studies(10,12-14) using fi eld theory indicate that individual 
change is facilitated and encouraged in the context of a 
group, as opposed to when individuals seek change indi-
vidually. In the face of a diagnosis such as the one identi -
fi ed in the studied SMPD, it is up to the manager working 
with interventi ons to break the quasi-stati onary equilibri-
um and propose a collecti ve eff ort aimed to enhance driv-
ing forces and minimize the restraining ones. 

The distributi on of categories in the dimension Self 
presented in Table 2 helps one to understand in detail the 
aspects the team considered to be driving forces. Personal 
att ributes, moti vati on, knowledge concerning the SMPD’s 
dynamics were the most relevant elements reported con-
cerning this dimension. The percepti on of the nursing 
team working in the SMPD concerning these elements can 
favor a harmonious and interconnected work, especially 
when these workers are clear on the role they play and of 
how their acti ons account for the service’s quality as well 
as the importance of professional qualifi cati on in achiev-
ing goals(8,19). Since moti vati on depends on individual at-
ti tude and interests, devising managerial acti ons and or-
ganizati onal projects and objecti ves is essenti al for people 
to develop(3,9). 

Even though the categories emerging from the an-
swers that indicated restraining aspects related to the 
dimension Self (Table 2) appear in smaller proporti on, 
they point to personal restraints, a sense of exclusion, 
and the excessive load of responsibility as aspects that 
compromise individual acti ons in relati on to teamwork. 
Researchers(6,8-9) state that the performance of workers is 
infl uenced by individual limitati ons such as physical and 
psychological problems that compromise their perfor-
mance, which indicates that the personal valorizati on of 
these workers in the workplace and good ergonomic con-
diti ons can encourage their performance. 

Categories related to driving forces in the dimen-
sion Another highlighted: the team as an element that 
facilitates the process, positi ve managerial posture and 
relati onships with support services and users. This re-
sult reveals that from the parti cipants’ perspecti ve, the 
relati onships established among professionals infl uence 
the team’s performance. Investi gati ons carried out in the 
SMPD’s context reveal that good interpersonal relati on-
ships, sati sfacti on at work, and an appropriate profi le of 
workers are factors that facilitate teamwork(6-9,16). These 
results corroborate fi ndings of other studies that show 
that the use of parti cipatory management models encour-
age changes, innovati ons, growth, and professional sati s-
facti on as well as quality of life at work(4-6,9,11).

The categories related to restraining forces in the di-
mension Another encompass a smaller set of data though 
similar to the ones related to driving forces. These indi-
cate that people working in the SMPD represent a barrier, 
their lack of knowledge concerning the SMPD dynamics 
and dependency on the relati onships established with 
support and outsourcing services and users are aspects 
that restrain teamwork. These fi ndings indicate a dubious 
percepti on of professionals concerning the team’s behav-
ior. They see themselves as individuals who have initi a-
ti ve, good sense, and commitment but they report the 
opposite concerning the team. This can be explained by 
the fact that the behavior of people within organizati ons 
is determined, among other aspects, by personal charac-
teristi cs and objecti ves such as learning skills, moti vati on, 
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atti  tude, emoti ons and values as well as aspects resulti ng 
from the environment and organizati onal characteristi cs(15). 

The dimensions Self and Another suggest that people 
consider themselves to have great potenti al in individual 
terms though in collecti ve terms, the team appeared both 
as a facilitati ng and a hindering factor. It shows that valo-
rizati on of individual potenti al is not understood to the 
same extent as collecti ve potenti al is. Interacti on within 
teams is complex and constantly triggered by contact re-
acti ons, in which there is communicati on, feelings of at-
tracti on and rejecti on, confl icts, and competi ti on, among 
others(10,14-15). Such a result requires managers to develop 
skills to deal with interpersonal situati ons and see them 
from diff erent perspecti ves, in additi on to devising ap-
propriate and nonstandard soluti ons(5,14-15). Given this 
context, greater understanding concerning the team’s 
dynamics is desirable in order to reduce personal barriers 
and render the group to a more cohesive and producti ve 
team(10,12,14-15). 

Similar to the dimension Another, results revealing 
dualism in the percepti on of workers concerning the 
same aspects are identi fi ed in the dimension Environ-
ment. The categories show that driving factors include 
good infrastructure resources, recording of work orga-
nizati on and the organizati onal environment, while the 
restraining factors include lack of resources and strate-
gies to diminish the team’s limitati ons and of the envi-
ronment itself. 

A relati ve equilibrium between driving and restraining 
forces is observed in this dimension, though driving forces 
are more related to the eff ort of the team to maintain a 
favorable organizati onal environment. Studies addressing 
the SMPD environment indicate the need for adjustments 
and implementi ng measures designed to improve the 
sector and make it a visible unit, with improved working 
conditi ons. Currently, the inhospitable characteristi cs of 
this environment tend to demoti vate workers and, conse-
quently, lead to a poor performance(5-6,8,11). 

The content of restraining forces also shows a cer-
tain team resistance in the face of real problems as well 
as its resilience in relation to infrastructure problems, 
such as lack of material and appropriate equipment, 
frequent problems presented by autoclaves, lack of 
washers and thermal disinfection equipment, lack of 
air-conditioning, among other limitations that impede 
better performance of the team as identified in other 
studies(5-6,8). Finally, it is worth noting that the content 
of answers distributed in the dimensions Self, Anoth-
er and Environment reveal the dynamics of people, of 
the group, and of the forces and psychological needs. 
These represent dynamic wholes that result from be-
havior caused by multiple interactions occurring among 
the elements of the social situation, including the en-
vironment, at the very moment they are observed and 
interpreted(10).

CONCLUSION

This study analyzed the driving and restraining forces 
acti ng on the teamwork of the Sterile and Material Pro-
cessing Department of a university hospital based on Kurt 
Lewin’s fi eld theory. Such an analysis revealed that the 
parti cipants’ answers mainly focused on driving forces in 
the dimension Self. An equilibrium was observed between 
forces in the dimensions Another and Environment, which 
indicates the need to minimize restraining aspects and 
strengthen the driving ones. 

The category individual qualiti es of each team mem-
ber to spur the whole was highlighted as a driving force 
in the dimension Self, suggesti ng that team members 
have a positi ve self-percepti on, which favors the propo-
siti on of changes. The fact that the category the team 
facilitates the work process is identi fi ed as a driving force 
in the dimension Another at the same ti me the opposing 
category People within SMPD represent a barrier related 
to restraining forces is identi fi ed suggests that there is 
not, from the team’s perspecti ve, opportunity to negoti -
ate the relati onships established in the group. It shows 
the need to intervene to encourage team development 
in order to improve relati onships to improve collecti ve 
performance. 

The results related to the dimension Environment 
show that the team acknowledges that good infrastruc-
ture resources, internal organizati onal records, and or-
ganizati onal environment are essenti al for the team to 
achieve good performance. However, they also indicate 
that a lack of human and material resources, as well as the 
environment itself, restrains the work process, suggesti ng 
the need to devise soluti ons with the support of manag-
ers and the insti tuti on. We conclude that the delineati on 
of the force fi eld provided an objecti ve and concrete view 
of both the limitati ons and the potenti al of the studied 
team and indicated possibiliti es to promote changes. 

The analysis of the force fi eld signals there is a great 
challenge for the managers of the studied service to over-
come since the psychological environment shows dynamic 
and contradictory situati ons. These are mostly composed 
of driving forces; hence there is an environment favorable 
to changes. On the other hand, the identi fi ed diagnosis al-
so reveals a quasi-stati onary equilibrium that needs to be 
broken to promote eff ecti ve transformati on and improve 
team performance.

This study’s results, unpublished in the context of a 
SMPD, can support acti ons in this sector to improve the 
team and its performance, considering that teamwork is 
essenti al in this context. The use of this theoreti cal frame-
work and its applicati on in the organizati onal context of a 
SMPD led to an innovati ve view of teamwork in this unit 
and can be applied in other contexts as well, especially 
considering the tendencies of public policies in the health 
fi eld. 
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Conducti ng this study was based on the adopted 
theoreti cal framework, which ensured methodological 
rigor and adequacy related to the studied context. It also 
proved to be a tool that identi fi es problems related to 
people, interacti ons and environmental factors and can, 
for this reason, be an effi  cient tool to be used in the man-
agement of work performed in the SMPD, providing many 
indicators for team development. Therefore, this study 
can help other researchers seek the improvement of team 
performances in other contexts.

We also recommend that those developing continu-
ing education projects for the members of the SMPD 
team take into account the importance of relational 
dimensions and technical improvement. These are es-
sential to aligning a nursing team’s specific knowledge 
with advancements in the field as a way to ensure the 
quality of the articles processed by the SMPD and pa-
tient safety. 
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