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Abstract: The Brazilian Federal Highway Patrol is an organ of public administration with the consti-
tutional mission to carry out the extensive patrolling of federal highways. Stress and physical and
emotional exhaustion are constant, causing illnesses along with frustration, demotivation, and depres-
sion. The objective of this research is the development of a self-evaluation model of performance for
the Federal Highway Patrols, using their perceptions to enhance their motivation at work considering
the factors under their control. The constructivist multi-criteria decision aid (MCDA-C) methodology
was used to elaborate the model. The proposed model identifies, establishes, and structures a process
to measure the performance of patrol officers on the relevant aspects that they can manage, to guide
their decisions toward the desired consequences, thus regulating their stress levels.
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1. Introduction

In all professions, motivation contributes to the efficiency, efficacy, and effectiveness of
work. However, there are some professions where the job demands and attrition are greater
than others and where error can have irreversible consequences; for such professions,
motivation assumes even greater importance. Among these professions, some produce
extremely high levels of stress, where the life, freedom, and fundamental rights of the
professionals and other people are put at risk and are directly dependent on the actions
of the professionals. Police work activity falls within this category, where motivation is
a prerequisite for job success. This paper discusses a process to individually assist an
officer who wishes to enhance his/her motivation at work. It examines the case of Federal
Highway Patrol officers, but can be used for any profession, if adapted to the peculiarities
of the profession.

Studies conducted with the Federal Highway Patrol in Santa Catarina (Brazil) show
that there are frequent and serious health problems in these officers, especially sleep, stress,
and anxiety disorders that cause officers to leave work, or other more serious consequences.

This situation is no different than that of the Federal Highway Patrol officers in the
other states. A study conducted by [1] demonstrated there was an increased incidence of
deaths among active highway patrol officers, including by suicide. One of the main causes
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for these extreme situations is demotivation, despite the considerable efforts made by the
officers to join public service.

The motivation for civil servants is influenced by a set of factors, with an emphasis
on the recognition and valorization of the civil servant and the relevance of the activity
being performed [2–5]. Remuneration does not seem to be a relevant factor for civil servant
motivation [3,6,7].

Work is a source of human happiness and self-realization; it provides a mixture of
personal and professional fulfillment that influences people’s emotional state [8–10].

Motivation has a direct relationship with the performance of civil servants and the
institutions in which they work. Ref. [11] argued that organizations can only achieve a high
performance if people are enthusiastic and have a sense of personal satisfaction in their
work [2,12].

Civil servants can be encouraged through the knowledge, measurement, and monitor-
ing of essential factors through performance evaluation accompanied with opportunities to
improve their shortcomings and instruments that generate engagement on their part, and,
consequently, lead to better personal and public service performances [10,13–15].

Performance assessment has been used in varied ways, within many different world-
views [14].

To implement this performance evaluation concept, we use the multi-criteria decision
aiding constructivist (MCDA-C) methodology to build the model because of its ability to
support decision-making processes in contexts similar to the present [16,17]. The MCDA-C
methodology increases the decision maker’s knowledge of his/her problem, in his/her
specific context, so that he/she perceives the important aspects to be considered when
evaluating his/her performance, considering that these decisions will have consequences
for him/herself and/or others involved in the process.

In this context, the research question arises: what are the aspects considered as critical
by Federal Highway Patrol officers for their motivation and are subject to their control, and
how can they manage their performance in these aspects?

To answer the research question, this article develops a model of performance self-
evaluation for the patrol officers, based on their perceptions, to enhance their motivation
at work.

The following objectives are proposed:

(a) Identify the aspects that can be controlled by Federal Highway Patrol officers and are
perceived as critical toward their motivation at work;

(b) Construct ordinal and cardinal scales to measure the structured aspects;
(c) Construct a graphic and numerical model of additive aggregation and measure the

performance profile of the police officers; and
(d) Offer recommendations from the performance profile identified.

This study is justified by its importance, originality, and viability. The importance of
this research is that it creates an innovative management tool, based on a constructivist per-
spective, which aligns the perceptions, values, and experience of patrol officers, to evaluate
their own performance and serve as a guide for the monitoring and improvement of their
daily activities, motivating them to perform better, and contributing to the achievement of
institutional objectives.

The originality of this study is justified by the lack of studies and development of
models of self-evaluation for the performance of public servants, especially for Federal
Highway Patrol officers, for improving their motivation levels.

The study was made possible by the interest of the patrol officers in a personalized
model of self-management to help them improve their professional and personal perfor-
mance and, in turn, be less stressed.

This article is organized in five sections. Section 1 presents the Introduction; Section 2
presents the theoretical foundations of motivation in public servants and evaluation of
performance in public service; Section 3 lays out the methodology used; Section 4 details
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the construction of the self-evaluation model of the case study; and Section 5 presents the
final considerations.

2. Theoretical Foundations

In this section, relevant concepts are presented for the theoretical references perti-
nent to the topic of motivation in public servants and the evaluation of performance in
public service.

As for the research, the instrument used to identify, review, and analyze the liter-
ature was the ProKnow-C (Knowledge Development Process Constructivist), and the
instrument used for building the model was the MCDA-C (multi-criteria methodology for
constructivist decision aid).

The ProKnow-C method was used, given its theoretical foundation and academic
recognition [17–20]. ProKnow-C starts with the identification of areas of knowledge that,
in the opinion of the manager and researcher, fully explain the topic, according to the
perception of the manager and researcher. This step therefore determines that the obtained
bibliographic portfolio represents the singular theme as perceived by the manager and does
not represent the theme in its generic form. For this research, the areas of knowledge that
were considered were motivation in civil servants and the evaluation of performance in pub-
lic service. Keywords were established for each of these areas of knowledge and searches
were conducted in the SCOPUS and ISI WEB Of SCIENCE databases for the intersection.

The understanding provided for the two areas of knowledge whose intersection
represents the theme of self-manage motivation in organizations according to the manager
and researcher are presented below.

2.1. Motivation in Public Servants

According to [8], people are considered as the intellectual capital of organizations, and
they react according to the stimuli received. These stimuli, when perceived as positive,
motivate people to pursue their goals, usually something that gives them a sense of pleasure
or satisfies a need. According to [9], work complements the life of an individual and gives
it meaning. Ref. [21] stated that motivated employees who consider themselves to be an
integral part of the company’s growth exhibit positive characteristics at work, such as
loyalty and productivity.

According to [3], civil servants’ motivation is more related to intrinsic factors (the
relevance of activities performed, for example) than to extrinsic factors (compensation, for
example). That is, the nature of the work and its social and symbolic value are more relevant
for the civil servant to feel stimulated and committed. According to [11], motivation is
an impulse that comes from within, but external impulses from the environment also
influence motivation. There are other factors that are much more relevant for motivating
civil servants than remuneration [6,7].

Ref. [12] affirmed that there is a close relationship between healthy, balanced employ-
ees, who seek continuous training and satisfaction, with motivation, performance, and
meeting goals at work [11].

One of the theories that explains people’s motivation in relation to their needs is
Maslow’s theory of hierarchy. As basic needs are met, new needs arise, and the person is
motivated to satisfy them [8]. Civil servants are more autonomous, more self-aware, and
have opportunities to develop new projects, as their basic needs are met.

Ref. [13] recommended that employee motivation should start with the organization’s
own instruments and guidelines. These instruments, however, are not enough to achieve
the satisfaction of overcoming the issue by one’s self, by performing a job with merit.
However, this latter function can be achieved by the civil servant with a self-evaluation
model of performance. The motivation to be managed requires an instrument that allows
identifying what is important, and organizes, measures and monitors, and triggers actions
for improvement. Performance evaluation can fulfill these functions.
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Studies, such as [22–24], sought to understand how subjective and behavioral aspects
influence people’s motivation in their organizational environments.

2.2. Evaluation of Performance in Public Service

According to [25], performance assessment is a transparent, scientifically substantiated
instrument used to improve efficiency and effectiveness, and, in the public sector, to
evaluate equity. According to [15], performance evaluation is generally defined as the use
of objective indicators to measure results and efficiency in programs or services provided
by public bodies.

For [26], performance evaluation, when conducted in accordance with the perceptions
and interests of the organization, should be an instrument to identify goals that are legit-
imate and politically sustainable, and that can be effectively achieved in the managerial
and operational capacity. According to [27], performance evaluation should recognize the
environmental and sustainability criteria of strategic management.

Ref. [21] argued that performance evaluation should not only be viewed as an opportu-
nity to improve company productivity, but also to contribute to the employees’ professional
and personal development. It becomes a useful tool to motivate people to achieve their
personal and professional goals and objectives.

According to [28], performance evaluation can also be used in the application of public
resources to lend focus, governance, and accountability. Ref. [29] stated that performance
evaluation provides useful information for decision making, and at the same time improves
discussions with management and stakeholders on outcomes. Ref. [15] found that public
perception of honesty and trust in the British government between the years 2000 and
2013 alternated according to performance indicators and the sense of justice perceived in
government actions and decisions.

For [30], there is a very close relationship between the knowledge of police perfor-
mance and the level of public confidence. The perception of trust in the police increases
along with an increase in the transparency and disclosure of police performance indicators.

Public agencies should evaluate their performance in all areas to better manage their
resources and achieve their goals [7,31]. Ref. [4] found that civil servants see performance
evaluation as a process of functional progression that is not intended for replanning actions,
correcting individual performances, and opportunities for self-development.

3. Methodology

Concerning its purpose, the research is classified as an exploratory study. The main
objective of exploratory studies is to develop ideas and to lead to relatively systematic
procedures for obtaining empirical observations, as well as to enable the identification of
the relationships between the studied phenomena.

The overall objective is the development of a self-evaluation model of performance
for the Federal Highway Patrols, using their perceptions to enhance their motivation at
work considering the factors under their control. The specific objectives for the execution of
this research are: to describe actors, especially decision makers, on behalf of whom certain
values and preferences will be determined; to identify the criteria that meet the goals of
the company’s trade marketing efforts; to formulate a hierarchical structure of criteria; to
construct ordinal scales for each criterion; to transform ordinal scales into cardinal scales;
to establish rates of compensation among the criteria; to construct the criteria aggregation
model; to represent the performance profile of possible actions on the constructed model;
and to identify and analyze elements that warrant action for improvement.

The nature of this research is described as a case study. The case study was conducted
at the Federal Highway Patrol in Santa Catarina, Brazil.

As sources of data collection, this study used interviews, document analysis, and a
bibliographic search. Unstructured interviews were conducted to obtain primary data
and a survey of documents and a bibliographic search were performed as a source of
secondary data.
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The search logic adopted was varied qualitative and quantitative. It is inductive in
the structuring stage of the model, which does not presuppose the existence of principles,
but of facts and observations resulting from insertion into reality. That is not based on
principles, but on facts resulting from observations and insertion into reality. It assumes
a deductive approach in the evaluation stage, since it is from the constructed model that
particular conclusions are established. Finally, the logic is inductive in the development
of the recommendations stage, since the analyses are based on the understanding gained
throughout the development of the entire model.

The methodological approach of the study is quali-quantitative. The present study is
quantitative at the evaluation stage and qualitative in the structuring and development of
recommendations stages.

The intervention instrument employed in the study is the constructivist MCDA
(MCDA-C). This methodology for decision aiding is used because of its ability to pro-
vide conditions for the identification, implementation, and measurement of the criteria that
represent the perception of the decision makers about the possibilities of a self-evaluation
performance model. It also enables the incorporation of improvement suggestions for
alternatives, with a performance profile incompatible with expectations.

4. Results

Following the MCDA-C methodology, the model was constructed in three phases:
(i) structuring, (ii) evaluation, and (iii) recommendations.

4.1. Structuring Phase

The first phase of MCDA-C was conducted in three stages: contextualization, con-
struction of the hierarchical structure of value (HSV), and construction of the descriptors
with reference levels. The contextualization of the problem involved the description of the
environment, construction of the label, and summary.

The second stage of the structuring phase (construction of HSVs) using the protocol
established by the MCDA-C methodology began with the identification of the first concerns
of the decision makers, called primary elements of evaluation (PEEs), in relation to their
dissatisfaction. Fifty-two PEEs were surveyed at this stage. In the sequence, PEEs were
transformed into concepts, with one psychological pole (what we want to achieve) and
another opposite pole (what we do not want to occur). For example, one PEE was “to
provide assistance” from which the concept of “have the will to assist instead of . . . being a
police officer insensitive to the problem of the user” was derived.

The generation of concepts expanded the decision maker’s understanding of the
problem. Based on this new vision, the decision maker, with the support of the facilitator,
was encouraged to identify the strategic objectives and concerns that, in his view, represent
the context under study. In the MCDA-C methodology, these areas of concern are called
candidates for a fundamental point of view (FPV), or dimensions considered important
by the actors for assessing the context, and can be represented via a value tree or value
hierarchical structure. See Figure 1 where each FPV candidate is explained by its associated
concepts [32].
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According to [33], an FPV is an end in itself; that is, the decision maker considers the
point of view to be important only because it reflects a fundamental value that is relevant,
and thus indicates that this point of view is fundamental. To be considered as FPVs and to
express the values of the decision maker, candidates of FPVs need to be tested for consent,
intelligibility, conciseness, completeness, cohesion and monotonicity, and non-redundancy.
The seven candidates were tested and approved, qualifying themselves to form a family of
FPVs [34].

Next, for improving the understanding of each FPV and portraying the ideas, feelings,
values, and attitudes of the intervening actors, the MCDA-C methodology was grounded
in the cognitive maps. Ref. [34] defined a cognitive map as a graphic mental representation
that the investigator (facilitator) invokes out of a discourse formulated by the subject on an
object (the problem) from his reserve of mental representations.

A cognitive map makes it possible to hold a constructive dialogue with the decision
maker(s), thus providing a large volume of information on the problem under analysis.
In this way, constructing cognitive maps is useful for structuring complex problems, as
they provide an analysis of the problem with a wealth of information that could hardly be
obtained without the use of this tool [35–37].

One of the contributions of cognitive maps is to condense complex structures into
clusters. A cluster is a set of concepts that are tightly interconnected, with a minimum
number of external links [34]. According to [35], the set of concepts that form a cluster
defines an area of interest related to the problem. The MCDA-C methodology calls this area
of interest the PVE of a given FPV; it can be used to represent an HSV, as seen in Figure 2.
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From the chain of end-to-end relationships generated in the cognitive map, the scales
denominated in MCDA-C as descriptors can be constructed, which makes it possible to gain
the performance of the property of the context associated with the value that the decision
maker wishes to monitor and perfect. A descriptor, according to [38], is a set of levels of
impact that describes the possible consequences of actions from a point of view considered
fundamental by the actors. The descriptor is, thus, the way to ordinarily operationalize
the viewpoints.

The MCDA-C methodology, to add more knowledge to the information provided
by the descriptor, incorporates the possibility of conducting absolute evaluations, by
defining two reference levels. These levels divide the scale space into three performance
regions: compromising, market, and excellence. Figure 2 shows the descriptors of the PVE:
communication of the FPV, communication, and their reference levels.

The construction of HSV with reference levels ends the structuring phase. The knowl-
edge generated in this phase makes it possible to identify what, in the perception of the
decision maker, is essential in self-management of motivation, but does not allow com-
pensation or integration between indicators to obtain a global evaluation. The MCDA-C
methodology thus implements the evaluation phase to increase this knowledge.

4.2. Evaluation Phase

In the evaluation phase, the ordinal scales are transformed into cardinal scales and the
compensation rates are determined, which permits the evaluation and global integration
of the model. This process is performed in four steps: (i) analysis of ordinal and cardinal
independence, (ii) construction of value functions, (iii) identification of compensation rates,
and (iv) global assessment and impact profile of the status quo (SQ). In this work, the evaluation
phase of the model was applied only in FPV-Communication and PVE-Knowledge.

The overall evaluation in the MCDA-C methodology is conducted via the aggregation
of single synthesis criteria, and these models require that the variables (descriptors and their
value functions) representing the PVEs preferably be independent of the interval between
the established reference levels. At this stage, it is necessary to test all combinations of
pairs of variables for their preferential independence or isolation—it should be possible to
analyze the performance of potential actions of a viewpoint regardless of the performance
of potential actions from another viewpoint [34]. Isolability was tested according to the
independence preference mutual ordinal and cardinal.

Given the conditions of mutual preferential cardinal independence between all the
criteria, the constancy of the compensation rates between them, and consequently, the
feasibility of the construction of the additive aggregation model, were ensured.

The next step corresponds to the transformation of the ordinal scales (descriptors)
into cardinal scales (criteria), which is conducted by constructing the value function that
represents the judgments of the decision maker for all levels of the descriptor [33,39]. For
the construction of the value function of the descriptors, the decision maker is asked to
report the differences in attractiveness between the levels of the descriptors (ordinal scales).
There are several methods to support this transformation. Here, the MACBETH method, as
proposed by [38], was employed.

Thus, for each descriptor, the decision maker establishes the intensity of attractiveness
when passing from one level to another, and this is recorded on the worksheet for judgment
of attractiveness on an ordinal scale composed of the levels: Extreme, Very Strong, Strong,
Moderate, Weak, Very Weak. Figure 3 shows the complete process of transforming a
descriptor (ordinal scale) into a value function (cardinal scale): the descriptor D1-Solve, the
matrix of judgment, the scale provided by the MACBETH method, and the value function
(numerical and graphical).
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After the construction of the value functions, the decision maker can measure each
operational aspect considered relevant in his model of self-management of motivation,
but it is necessary to integrate the local assessments for the decision maker to conduct
an overall evaluation of the model, which is only possible with the identification of the
compensation rates for each PVE and FPV.

At this stage of the model evaluation phase, compensation or substitution rates were
determined for all PVEs and FPVs, which permitted a local and global evaluation of the
self-evaluation model of performance.

According to [34], compensation rates are constants used to represent the contribu-
tion in a criterion when there is an improvement in performance, rising from the lower
reference level (neutral) to the highest reference level (good). In the context of the HSV of a
performance evaluation model, compensation rates make it possible to convert local units
into units of the immediately superior plateau in the HSV [16].

The MCDA-C methodology suggests the identification of compensation rates by
ordering the alternatives indicated for the reference performances for each PVE and the
subsequent determination of the attractiveness of shifting from the worst to the best. This
contribution is called compensation rates [34].

The alternatives are determined by the direct comparison of two fictitious actions
involving two criteria within a PVE or FPV. The decision maker assumes that, in an action
or alternative, the first criterion has a good level and the others have a neutral level of
performance. In the other action or alternative, the criteria have the opposite performance;
that is, the criterion that was good becomes neutral and the criteria that was neutral
becomes good. The decision maker analyzes the various possible alternatives and defines
the order of preferences in relation to the existing alternatives.

For this, the Roberts Matrix was used to guide the decision maker’s preferences. In
this matrix, a pairwise comparison is made between the possible alternatives, assigning
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note 1 to the preferred alternative and 0 to the other alternative. Once the comparisons
are drawn, the values of the lines are summed and the alternatives ordered according to
the decision maker’s preference. After an ordinal scale of alternatives is established, it
is necessary to transform it into a cardinal scale to conduct local and global evaluations.
The ordinal scale is transformed into a cardinal scale using semantic judgment and the
MACBETH method [16].

Figure 4 presents the PVE-Train, the application of the Roberts Matrix to define the
order of preference of the alternatives of the three sub-PVEs, and, later, the application of
the MACBETH method to determine the intensity of preference, defining the contribution
percentage or compensation rate of each sub-PVE. Thus, the contribution of PVE-Train
depends on performance in the three sub-PVEs, with alternative 1 “Solve” accounting for
42%, alternative 2 “Expand” for 25%, and alternative 3 “Social Networks” for 33%.
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This procedure was repeated for all PVEs of the cluster knowledge of FPV communi-
cation. Figure 5 shows all the compensation rates constructed, according to the preferences
of the decision maker. In the last stage of the evaluation phase, it is necessary to demon-
strate the overall performance in the current situation (SQ). The following is illustrated for
PVE-Knowledge. The formula for calculating the overall performance is:

VKnowledge(SQ) = 0.44 ∗ VTrain(SQ) + 0.33 ∗ VFeedback(SQ) + 0.23 ∗ VHave focus(SQ),

where:

VTrain(SQ) = 0.42 ∗ VSolve(SQ) + 0.25 ∗ VExpand(SQ) + 0.32 ∗ VSocial networks(SQ)

VFeedback(SQ) = 0.64 ∗ VInternaç(SQ) + 0.36 ∗ VExternal(SQ)

VHave focus(SQ) = 0.60 ∗ VInstitutional Image(SQ) + 0.40 ∗ VDisseminate(SQ)

The impact profile of SQ on the criteria scales of PVE-Knowledge is presented in
Figure 5 and the overall performance value VKnowledge(a) = 44.03.
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The knowledge provided by the identification of critical factors of context and their
ranges, built while structuring the model, added to knowledge of the transformation of
the qualitative cardinal model along with the information from the reference levels in each
scale, the difference in attractiveness between levels for the construction of the value, and
subsequent identification and construction of the compensation rates for all functions of
value made it possible to expand the understanding of the context to its maximum level.
That is, the current level of knowledge allows us to identify what is relevant and organize
and measure it individually and globally, providing knowledge of the current situation
and how to improve the context.

4.3. Recommendations Phase

In the third and last phases of model construction, the SQ of the performance profile
of the context under study is analyzed and compared to the goals proposed by the decision
maker, eventually proposing recommendations and improvement actions for each descrip-
tor. The choice of the criteria that is preferred in the improvement actions occurs according
to parameters, such as (i) those whose intervention will make the greatest contribution to
the performance of the model, (ii) those with a performance profile at the commitment
level, or (iii) those descriptors that encompass both situations, with the possibility of greater
potential for improvement and better local and global performances.

The problem context, composed of performance at the commitment level, is now seen
as an opportunity field [39], enabling the decision maker to manage the context through
cycles evaluation.

Considering the performance profile of the criteria, the opportunities for improvement,
and their contribution to local and global performances, in an interactive process with the
facilitator and the decision maker, three criteria were identified that represent contextual
properties that recommend actions for improvement. Proposals for improvement actions were
presented for the three criteria that showed the worst performances in the PVE-Knowledge
of FPV-Communication. Two descriptors (PVE-Expand and PVE-Social Networks) show
an SQ of performance at the neutral level; that is, they are at the border between the (com-
petitive) market and commitment levels. The descriptor of internal PVE shows competitive
performance, but is very close to the neutral level. The goal set by the decision maker is that
performance should be at the good level for all criteria. Figure 6 presents the set of criteria, the
SQ of performance, and the performance goals to be achieved, highlighting the descriptors
that will undergo improvement actions through recommendations.
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tions phase.

For each of the three criteria identified as those on which improvement actions should
be undertaken, an activity plan was created describing the descriptor, its position in the
HSV, its compensation rate, the action to be implemented, expected results, resources
needed, person-in-charge, date of beginning and end of the action, and frequency and
person responsible for follow-up. Figure 7 shows the activity plan listing the improvement
actions to be developed for the PVE-Expand to achieve the stated goal. The same procedure
was performed for the internal PVEs and institutional image, so that they may achieve
their goals.

After implementing the improvement actions, the criteria should be monitored and
their performance measured regularly, establishing a performance management process
with continuous evaluation cycles, finally resulting in a more motivated patrol officer
at work.

In addition to the monitoring and search for the good level for the three descriptors
submitted for the improvement actions, new improvement actions should be established
for the other criteria that present market (or competitive) performance, but which have
not yet performed at the good level. This continuous process will establish a routine of
procedures and will be incorporated into the life of the patrol officer, internalizing what
is at work, stimulating him/her to seek what he/she considers relevant and necessary in
his/her professional activities, and consequently, he/she will be motivated to work and
perform his/her work with excellence.

It should be emphasized that the motivation to conduct the present research and all
the efforts allocated therein are strictly associated with the desire of the federal highway
patrol officers, through the management of their professional functions, to see themselves as
people who add value to everyone they come in contact with, and especially their colleagues
and the institution in which they work, to increase their motivation and personal happiness.
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5. Final Considerations, Limitations, and Future Research

In all professions and workplaces, committed people strive for excellence. This effort,
however, is not one-off; in fact, it is a continual search, and sometimes encounters favorable
situations, and at other times, unfavorable situations. If the unfavorable situations are
regular and intense, they can compromise a professional’s motivation and self-esteem by
first weakening his/her ambition to perform with excellence and, over time, leading to a
disinterest in performance at work.

The literature review makes it clear the importance of considering the motivation
of public servants and the need to develop models that will help them to improve their
performance and to feel personally and professionally fulfilled. The lack of customized tools
developed for this purpose has also been demonstrated, especially models that improve the
motivation of the civil servant, to make him/her less stressed and happier, and being more
productive for the institution as a consequence. In the literature, no model of evaluation
for civil servant performance of the Federal Highway Patrol was found, let alone a model
of self-evaluation for the Federal Highway Patrol that considers the criteria the police
personnel judge important in their work and under their control.

Federal Highway Patrols are going through a critical period, with a high number of
sick, frustrated, and uncommitted civil servants, which creates personal conflicts, accidents,
and deaths, and compromises the quality of life of the civil servants and the provision of
public service.

This study [40] developed a model of self-evaluation of performance for Federal
Highway Patrol officers based on their perceptions to enhance their motivation at work.
In this research, the model was partially presented, only for one FPV, but the applied
reasoning serves the other fundamental points too. To achieve this goal, four specific
objectives were defined:

(i) To structure the aspects that can be controlled by a Federal Highway Patrol officer
and perceived as critical to enhance their motivation at work during the model
structuring phase.
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(ii) To construct ordinal and cardinal scales to measure the structured aspects during the
evaluation phase of the model.

(iii) To construct a graphic and numerical model of additive aggregation and measure the
performance profile of the police officer in the last stage of the evaluation phase, the
model for which is represented in Figure 5.

(iv) To offer recommendations from the identified performance profile in the last phase of the
model construction, in the Results section, making recommendations for the three descrip-
tors that presented the worst performances in PVE-Knowledge of FPV-Communication.

The model shows a process that allows the Federal Highway Patrol officers to improve
their motivation to work using their own performance evaluation, where they can verify if
their work has achieved the goals proposed and expected by their peers, superiors, and
society that will lead to positive consequences in their personal and professional lives. The
model can be adapted to other police officers, or other police and non-police institutions,
while keeping in mind the objectives and needs of each.

The present research contributes to the practical world and to the literature on the topic
of self-management of motivation by providing an instrument that allows stakeholders to
build a model that allows them to identify the factors that contribute to their motivation,
have intervals scales to measure for each factor the possible levels of performance, show
where you are, establish the desired level (goal), and from there develop actions to achieve
it. This knowledge is unprecedented in the literature and, therefore, a contribution of the
present proposal.

This study has the following limitations. (i) Its need for iteration and interaction with
the decision maker, who naturally was very busy, placed some restrictions on the study’s
development. Although meetings had to be limited to just 60 min, the number of sessions
was increased to address this issue. (ii) A second limitation was the need to clarify how
the decision maker and the organization viewed management issues from an operational
point of view. To minimize this problem, the actors were encouraged to discuss these issues
separately, and to base them on PRF standards.

The following studies are suggestions for future research. (i) Perform additional
research to discover how effective the model is for organizations in the medium and long
terms. (ii) Construct performance evaluation models, using the MCDA-C methodology,
for other organizational areas in the PRF. Lastly, (iii), conduct similar studies in other
organizations that need self-management motivation.
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