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Abstract 
In the University System, the satisfaction of teachers is an essential component to increase their 
professional performance and achieve an adequate level of quality in the services offered to students, 
thus guaranteeing the proper functioning of the academic center and its results. The main objective of 
this research is to know the level of job satisfaction of teachers in the Faculty of Business, Finances 
and Tourism of the University of Extremadura (Cáceres-Spain), and as secondary objectives, to know 
the level of quality perceived by the teachers of the services offered to the students and to identify the 
motivations that prompted them to choose the teaching activity for their professional life. To reach the 
objectives, the methodology used is a descriptive study with a quantitative approach. After a, thorough 
review of the literature, the collection of the questionnaire was designed and carried out by email to 
the 74 teachers who formed the center's staff in the academic year 2016-2017, reaching a response 
rate of 79.72% (59 teachers). The analysis of the data obtained allowed to reach the proposed 
objectives, obtaining as main result that the teachers respondents indicated to be satisfied with their 
work. In relation to the quality perceived by the teachers of the services that are provided to the 
students, these indicate that there is a good quality of the services, being necessary to make 
investments in the facilities of the Center. The main motivation for the choice of the teaching career is 
in the first place, the vocation, followed by that teaching fits well with their skills, and thirdly, that it 
allows them to give a service to society. 
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1 INTRODUCTION 
In today's society, the concept of human resources has come to be considered as relevant as the 
financial capital for an organization's success, since maintaining a good team is the factor that 
differentiates each organization in the market [1]. 

[2] and [3] point out that the subject of employee satisfaction has become a common concern in all 
organizations and has attracted more and more attention from researchers in areas such as 
Organizational Psychology, Organizational Behavior and Human Resource Management, due to the 
positive emotional state being a fundamental factor in the life of every human being. 

The job satisfaction has a significant impact on both the individual level and the organizational level, 
reflecting on the individual level the consequences on physical health, mental health, longevity, life 
satisfaction. In turn, at the organizational level is reflected in professional performance / productivity, 
organizational citizenship behavior (extra-paper behavior) and escape behavior [4]. 

In the case of higher education institutions, teacher satisfaction is a vital component for their proper 
functioning, since this educational agent has a decisive role as a regulator of learning and a driver of 
the social aspect articulated to the teaching and construction process of knowledge. In this sense, it is 
necessary to adequately manage the work environment in these institutions, in order to increase job 
satisfaction and, consequently, increase demand and reach high levels of quality of service. 

This article has as main objective to analyze the level of job satisfaction among the Faculty of 
Business, Finance and Tourism of the University of Extremadura (Cáceres, Spain). 

The article consists of four points: the first reflects the main theoretical and conceptual elements. The 
methods of investigation are presented in the second section, while the third item are exposed and 
discuss the results. Finally, we present the findings, the study limitations and avenues for future work. 
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1.1 Job satisfaction 
The subject of job satisfaction is very complex, since it is linked by different aspects such as salary, 
material rewards, recognition, working conditions, supervision, relations with co-workers, politics and 
the predominant type of culture in the organization [4]. 

Job satisfaction can be seen as a positive emotional state, perceived feelings about the work situation 
or affective response of the work ([4], [5], [6], [7], [8]). In turn, it can also be seen as a generalized 
attitude toward work ([9], [10]). In this context, attitudes emerge as associations between objectives 
and evaluations made by employees, according to individual experiences or their work-related beliefs. 

From theories that contribute to job satisfaction, the following stand out: Content Theory, Hierarchy 
Theory, Herzberg Theory, Theory of Characteristics of the Hackman and Oldham Function, Theory of 
Equity, Theory of Vroom Expectations. 

The theory of content corresponds to the hierarchy of employees 'internal needs, as motivational 
factors in the motivational process, ie, this theory argues that the managers of the organizations can 
determine the employees' needs through their behavior, just as they can anticipate their behavior by 
Aware of their needs [11]. 

Maslow's theory [12] refers to the way in which several people can meet their personal needs in the 
labor context, being composed of five fundamental needs, which are demonstrated in a pyramid of 
importance in human behavior. At the base of the pyramid are the primary needs, termed as 
physiological needs, which lead to the needs of self-realization, which are regarded as the greatest 
need. 

According to [13], Herzberg's theory is based on an empirical study, with a sample of 200 engineers 
and accountants, who sometimes reported that they felt exceptionally well in the work and the times 
that they felt exceptionally bad, being the answers analyzed and categorized, in order to find the 
factors that contribute to job satisfaction and dissatisfaction. 

Cunha et al. [14] present five "essential characteristics of the function", which contributed to making 
the function a source of job satisfaction and motivation (variety, identity, meaning, autonomy and 
feedback). 

The theory of equity is based on the right to equality and a sense of justice. In general, the individual 
in the company tends to compare their earnings, as a result of their efforts at work, with the rewards 
received by their colleagues, so this theory argues that there should be a correspondence between 
the investments and the earnings of each one [11]. Finally, Vroom's theory of expectation [15] argues 
that the satisfaction issue must be considered as the consequent effect of the employee's 
expectations and expected results. 

1.2 Determinants of job satisfaction 
Alcobia [4] identifies two distinct dimensions of job satisfaction: one-dimensional and multidimensional. 
In the one-dimensional approach, satisfaction is seen as a general attitude to work, which does not 
depend on the various characterizing dimensions of work. The second approach, the multidimensional 
approach, considers that satisfaction is the result of a set of factors associated with work and that it is 
possible to measure the satisfaction of individuals in relation to each of these factors. 

Spector [16] classifies the antecedents of job satisfaction as individual causes, that is, demographic 
factors (age, gender, literacy, professional skills, length of service, marital status, etc.) and individual 
differences). In turn, organizational causes are the nature of work, pay; leadership; coworkers; 
autonomy; hourly flexibility; vocational training and job security. 

Among the determinants of job satisfaction, the following stand out: relationship with colleagues; 
relationship with management; work conditions; remuneration; nature of the work itself; career 
promotion; recognition; training; internal communication; knowledge and identification of objectives; 
leadership style; participation; policy and environmental impact. 

1.3 Quality of services and job satisfaction 
The quality has a positive impact not only at the organizational level, but also at the individual level; 
therefore, it can improve employee satisfaction, making them more productive and with more pleasure 
by the resource management, in order to achieve good results and the self-satisfaction of managers 
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and directors, leading customers to obtain maximum satisfaction because the products or services 
purchased correspond to their expectations [17]. 

Currently, managers, in order to interpose substantially in the quality of organizational services, should 
consider people as the center of concern and, in turn, implement policies to increase employee 
satisfaction [18]. The same authors believe that implementing competitive benefit plans may play a 
more important role than was thought in providing high quality services. 

With regard to the tools for measuring quality services, there are several models proposed for quality 
evaluation in services, of which SERVQUAL and SERVPERF stand out. The SERVQUAL model of 
Parasuraman et al [19] also known as "Gaps Model", defines the differences between the expectations 
of the client and the perception of the services provided. This model is often used to measure the 
quality of services, based on five dimensions: tangibility; reliability; readiness; guarantee and empathy. 

As for the SERVPERF model, it includes the questions present in the previous model, collecting only 
perceived quality information (not directly collected from expectations). Therefore, the authors propose 
this instrument as an alternative to the SERVQUAL model [20]. 

1.4 Motivation and satisfaction in the teaching career 
In recent years, the question of motivation to choose a teaching career has become a mandatory 
condition, not only for the development of the education system, but also to direct society towards a 
positive path, because the development of a society depends on the quality of education and teaching 
is the "engine" of development for social progress. The main factors that determine individuals to 
choose the teaching career are: influence by others (family friends); influence generated by a "bad" 
teacher; need to "make a difference"; educational vocation; love for children / people; passion for 
teaching; long vacations and a taste for learning [21]. 

According to [22], the intrinsic characteristics of the teaching profession include: "value of social utility" 
(social contribution, i.e, shaping the future of children / adolescents and increasing social equity) and 
"value of personal utility" (reconciliation of family and work life, and job security). 

In the study by [13], it is verified that teachers are motivated both intrinsically (like to be a teacher) and 
extrinsically (salary) to enter the teaching profession. Teachers who were intrinsically motivated 
(vocation, like to work as a teacher) to enter the teaching profession report higher job satisfaction than 
teachers who were extrinsically motivated. Thus, it is necessary for universities to recruit new 
teachers, in addition to their qualifications, should also consider the motivations of candidates. 

Regarding the analysis of factors responsible for satisfaction / dissatisfaction in the work of teachers, it 
is possible to observe a thematic evolution that coincides with three historical periods. In the first 
period of the 1970s, there was a democratization of teaching and an extension of the tasks that led to 
the identification of extrinsic drivers (salary, working conditions, administration) in order to guarantee 
the well-being of teachers [24]. 

The second movement occurred in the 1980s, where quality concerns in education led to the 
identification of factors intrinsic to work that interfere with teacher satisfaction (personal fulfillment, 
responsibility, recognition, self-esteem) [24]. 

Another inherent condition for well-being in teaching emerged in the 1990s, with new studies on 
training, participation and interaction between teachers, students and the socio-cultural environment, 
which is the question of the psychosocial development of the teacher. Thus, the consequences of a 
paradigm of "a school for some" to "a school for all" have brought about changes both in school 
organization and in the understanding of teacher satisfaction [25]. 

Also, the changes stimulated with the implementation of the Bologna Process (19 June 1999) have 
had consequences for professionals in the teaching activity, namely in their satisfaction. These 
changes, which were also accompanied by problems related to higher education, such as: debates on 
the autonomy of universities; legal regime for improving the quality of higher education; Legal Regime 
of Institutions of Higher Education resulting from the application of the Bologna Process; economic 
crisis and decline in students, are the main factors responsible for "malaise", dissatisfaction, lack of 
organizational citizenship, emotional exhaustion and low self-esteem of teachers in higher education 
[24]. As a result of these changes, a special importance is attached to the satisfaction of teachers in a 
school context, with the aim of revitalizing teachers' motivation and rekindling their enthusiasm. 
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2 METHODOLOGY 
This study includes a quantitative approach, which allows us to measure the opinions, reactions, 
habits and attitudes in a universe by the employees of organizations being represented statistically 
[26]. 

From the point of view of the objectives that are intended to be achieved, this study is of the 
exploratory type, since it aims to provide a familiarity with the level of satisfaction perceived by 
teachers in the work context. The main purpose is the formation of concepts and ideas, capable of 
making the problem more explicit and provide hypotheses and proposals for future work. According to 
[26], these types of studies make it possible to obtain a large amount of information in an economic 
way, but the fact that the information collected is superficial is a disadvantage. 

From the point of view of technical procedures, by focusing on the research of an institution, it is 
characterized as a case study. A case study may involve both the reality of a single case and 
situations in a number of cases. A case study, for [27], consists of an empirical investigation that 
studies a contemporary phenomenon in its real context, when the margins of the phenomenon and the 
context are not well defined. A case is a unit under analysis, which may consist of an individual, the 
role it plays, or an organization, a small group, a community or even a nation. 

Participants 

The target unit of study is a public higher education institution, the Faculty of Business, Finances and 
Tourism, University of Extremadura, is located in Cáceres (Spain). 

The sample consists of 59 teachers, of whom 43 (72.9%) belong to the masculine gender and 16 
(27.1%) belong to the feminine gender. Respondents were aged over 25 years, with ages ranging 
from 45 to 54 years (39%) predominating, followed by 35-44 years (31%). 

Eighteen teachers (31%) work at the University of Extremadura between 20 and 39 years, 14 (24%) at 
most 4 years ago, and 13 (22%) work in this institution between 5 and 9 years. Twenty-six teachers 
(44%) fall in the category of Associate Professor and 19 professors in the category of Full Professor 
(32%). It has also been found that the majority of teachers (24) have been in their posts for a 
maximum of four years. 

Procedures 

For the accomplishment of this study a questionnaire survey was applied, being distributed by the 
professors of the Faculty of Business, Finances and Tourism of the University of Extremadura 
(Cáceres, Spain). 

The data collection took place during the month of May 2016. In the first phase, the questionnaire was 
sent by electronic mail, to which a cover letter was attached, where the anonymity and confidentiality 
of the data were guaranteed. This procedure was repeated until a reasonable sample was obtained for 
the study. After the data collection, a database was created in SPSS, and statistical procedures were 
later performed. 

Measures 

In the study, four measuring instruments were used: socio-demographic questionnaire and 
Occupational Satisfaction Scale [28], Scale to measure the quality of services [20] and Scale to 
measure the determinant motivations in choosing the teaching career [29], in order to verify the level 
of satisfaction of teachers, their perception of the quality of service that is offered to the student and 
identify the motivations that determined the respondents to elect a teaching career. 

The sociodemographic questionnaire consists of the following variables: sex; age; Department to 
which he belongs; professional category; Number of years that works in the University and current 
professional category. It is also made up of dichotomous questions about professional achievement 
and the intention to change profession, should an opportunity arise. 

In order to evaluate "the level of job satisfaction of teachers", the questionnaire adopted by [28], based 
on the EFQM Excellence Model, was applied. This questionnaire was adapted, also based on the job 
satisfaction questionnaire S20 / 23 of the authors Mélia and Peiro [30] and the instrument called the 
Multidimensional Occupational Satisfaction Scale of the Teachers of Barraza and Ortega [31]. 

The final instrument that was used to collect the necessary information for the present study uses 13 
items, referring to the elements proposed in the SERVPERF model, among which: tangible elements 
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(items 1; 2), reliable (items 3,4), Response (items 5.6), security (items 7, 8, 9, 10), empathy (items 11, 
12, 13). 

The FIT-Choice Scale, as proposed by [29], in particular part B, was used to measure the motivation 
scale of the motivations, considering previous studies in this area, presenting the scale Final 9 items 
that encompass intrinsic (items 3,8) extrinsic (items 1,2,4,5,6,9) and transcendent (item 7) motivations. 

The dimensions addressed in the questionnaire include work conditions; professional performance; 
training; promotion and professional development; recognition received; retribution; satisfaction with 
the Faculty's governing bodies; participation; organization and management; work climate; internal 
communication; knowledge and identification of objectives; perception of direction; environmental 
policy and overall satisfaction. In all the instruments, a Likert scale of 1 to 5 points was used, 
according to the degree of agreement / disagreement of the teachers. 

3 FINDINGS 
In this section the different dimensions of job satisfaction will be analyzed, where satisfaction levels 
are divided into three levels: a first level called the "low level of satisfaction", which includes the sum of 
the values of point 1 (very unsatisfied) and 2 (unsatisfied) of the scale; a second level entitled 
"moderate level of satisfaction" refers to the results attributed to point 3 neither unsatisfied nor 
satisfied. Finally, a final level called "high level of satisfaction" adds up the results obtained in point 4 
(satisfied) and 5 (very satisfied). 

In the work conditions dimension, the majority of respondent teachers are satisfied with the physical 
and environmental conditions of the work context, as well as the safety conditions, working hours and 
compliance with the terms of the contract. 

In the professional performance dimension, the majority of respondent teachers present a high level of 
satisfaction with teaching activities; motivation with work; freedom in the preparation and execution of 
activities and the way the work is motivated. 

In the training dimension, the majority of respondent teachers present a high level of satisfaction with 
the training received for professional development; opportunity for professional development. 

In the dimension promotion and professional development, the respondents teachers show a higher 
level of satisfaction with the work accomplished and use of professional skills. 

In the recognition received, the majority of respondent teachers shows a high level of satisfaction with 
the recognition of the Direction of a job well done and in the recognition of the people in function of 
fulfillment of their responsibilities. 

In the retribution, the majority of respondent teachers shows a low level of satisfaction with regard to 
the remuneration received for the work performed, as well as the remuneration in relation to the other 
professional categories and remuneration in relation to the other sectors. 

In the satisfaction with the Faculty's governing bodies, the majority of respondent teachers are 
satisfied with the personal treatment received; supervision; how they judge their functions; guidance 
and support received for job performance; professional relationship with the management bodies. 

In the participation, the majority of respondent teachers are neutral regarding their participation in 
improving the functioning of their work area, as well as the frequency with which the board requests 
participation in decision-making and the way in which the school takes their opinions. 

In organization and management, the majority of respondent teachers are satisfied with the degree of 
knowledge about the structure, functional areas and activities of the Faculty; organization of work in 
your area; coordination between the different areas; institutional rules. 

In the work climate, the majority of respondent teachers are satisfied with the relationship with their 
colleagues and the work environment, as well as the relationship with colleagues in other areas and 
the respect that the students feel for the teachers. 

At the level of internal communication, the majority of respondent teachers are satisfied with the 
information received to perform the work correctly; information on the decisions made by the 
management with repercussion in the worker and repercussion of the suggestions / contributions 
made to improve the work area. 
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In the knowledge and identification of the objectives, the majority of respondent teachers are neutral in 
the adequacy of the action plans of their work area, presenting a high level of satisfaction on the level 
of knowledge about the organizational objectives and the degree of knowledge and the identification of 
the objectives. 

In the perception of the direction, the majority of the respondent teachers is satisfied with the 
adequacy of the decisions made by the management; the ability to respond in solving the problems of 
the members that constitute the organization and communication between the Direction and the 
teachers. 

In environmental policy, the majority of the respondent teachers are neutral in the adequacy of the 
policy on the environment, the importance of the environmental management plan and the implication 
of management in the environmental management plan. 

Finally, in the overall satisfaction, the majority of the respondent teachers are satisfied to work in the 
University of Extremadura, namely in the Faculty of Business, Finances and Tourism of Cáceres, as 
well as with the way the work is performed and the value that is attributed to the quality of service 
offered to the student. 

4 DISCUSSIONS OF RESULTS 
In this part, we intend to perform an analysis of the overall results obtained, in order to establish a 
relationship between them, the predefined research objectives and the results obtained in other 
studies. 

Throughout the article, it was verified that the level of satisfaction of teachers with the different 
dimensions addressed, demonstrate a level of satisfaction, which is in line with the study of [32] and 
[33]. On the other hand, they differ from the study by [34] and [35], since their results show a high level 
of job satisfaction among teachers. 

The four aspects that were better evaluated by the teachers are associated with "professional 
performance"; "work climate"; "work conditions" and "governing body of the School". Professional 
performance will have an impact on students' learning and their success, and consequently on teacher 
productivity, which corroborates the study of [36], [37], [38] and [39]. 

The satisfaction dimension with the "professional performance" obtained the highest satisfaction 
levels, due to the autonomy with which the teachers carry out their work. These levels of satisfaction 
may also be related to vocation or pleasure with work, which is in line with studies by [36], [40], [41]; 
[42] and [37]. 

As regards the second dimension with the best satisfaction levels, which refers to the "work climate", 
teachers are particularly satisfied with the relation they have with their students, because they 
consider that they are respected as teachers, which differs from studies by [43] and [44] and the 
lowest satisfaction levels in this topic is demonstrated by the environment and the relationship existing 
among colleagues from other areas, which is in line with the study by [45], who verified that the 
relationship with colleagues can be a factor of dissatisfaction, mainly due to conflicts between groups 
and ethical issues and the study by Santana [44], which states that it can be a factor of dissatisfaction 
and stress for teachers. On the other hand, the present study differs from the studies of [46] and [47] 
since they show that the relation between co-workers is a satisfaction factor for teachers and if they 
work in team, engage in dialogue and are open to learning so they may feel more motivated and 
satisfied with their profession. 

With regard to working conditions, this article is in line with the study by Marques [42], which shows 
that higher levels of satisfaction are associated with aspects such as: security in the current job; type 
of tasks; workload; degree of identification with the objectives of the institution; relationship with other 
people; work climate; degree of autonomy; motivation by profession; degree of freedom and flexibility. 

On the other hand, in the dimension of satisfaction with "organization and management", teachers are 
satisfied with the organization of their work in their area and less satisfied with the coordination 
between the different areas, since it is up to the directors / managers to stimulate teamwork among 
teachers [48]. This article corroborates the study carried out by Guimarães [49], since the training of 
teachers has a positive impact, mainly in the forms of organization and production of school work and 
in the degree of professional satisfaction with the career. 
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The lowest satisfaction rates are registered in the dimension of satisfaction with the retribution; 
possibility of participation; perception of the leadership / management style and environmental policy, 
which corroborates the studies of [50], [51], [52], [53] and [35]. 

However, in the work of [50], satisfaction levels are similar for the female gender and for the masculine 
gender, the same is true in the study by [54], [55] and [56], since there are no differences in gender. 
From the perspective of some authors [54], [33], women can generally receive lower wages, but this 
does not have a negative impact on job satisfaction, since they value social relations more. In turn, 
[57] and [58] argue that there is no relationship between the variable sex and the professional 
satisfaction of teachers. 

With regard to the professional category, respondents with the professional category of "assistant 
professor" are generally the most satisfied. It is also verifiable that respondents between the ages of 
25 and 34 are also the ones who demonstrate the highest levels of satisfaction, which differs from the 
study by [59] who states that younger teachers have less satisfaction and achievement at work. 

On the other hand, in the studies by [60], [55] and [61], satisfaction levels differed between younger 
and older teachers, With older teachers demonstrating higher levels of satisfaction, since they receive 
a set of additional rewards and the fact that seniority is greater. Other studies show that older 
individuals are more satisfied because they have higher wages and hierarchical positions [14]. For 
[62], younger teachers (younger than 24 years) and older (over 65) are the ones who are most 
unsatisfied professionally. 

Regarding the quality of services, the results indicate that the superior quality is evident in the attitude 
of the teachers towards the students, and in turn, the lack of quality in the infrastructures of the 
Faculty, which is in line with the study of [63] who report that poor infrastructure and lack of material 
and human resources exacerbate the workload of teachers. 

The respondents mostly agree with the statement that teachers provide individual attention to the 
student whenever necessary, and that teachers have sufficient knowledge to respond to students' 
questions. On the other hand, the respondents showed an indifferent attitude towards the assertion 
that the physical facilities of the Faculty are visually attractive, indicating a low level of quality and the 
need for improvements in the modernization of the Faculty's physical facilities, in order to transform its 
facilities into pleasant and comfortable spaces for their students. 

5 CONCLUSIONS 
In recent times, higher education institutions have been confronted with various pressures and 
changes, which have been implemented through the Bologna process and have been well-known 
throughout Europe. In this context, the study of teacher satisfaction is of great relevance, since it 
allows to know the predominant role that the teacher plays in society at a "micro" level, considering his 
support in the personal development of the student and, at a level "macro", the development of 
society, the study of job satisfaction of academics becomes crucial. This is because, the teacher with 
a high level of job satisfaction, makes teaching more qualified and, in turn, successful students. 

Through evaluation strategies proposed by [28], we can identify the excellent areas, which have a 
score with more than 65% of satisfaction; strong areas with 50-65% satisfaction; with opportunity for 
improvement (35-50%); and need improvement (<35%). In this case study, the priority areas for 
improvement are: retribution; participation; environmental policy. The areas with opportunities for 
improvement are: training; promotion and professional development; recognition received; 
organization and management; internal communication; knowledge and the identification of objectives; 
perception of management / style of management. The strong areas are: work condition; bodies of the 
School Direction. Finally, the excellent areas are: professional performance, work climate, and 
perception of overall satisfaction. These results highlight the need to initiate a process of strategic 
intervention in order to improve teacher satisfaction. 

Regarding the quality of the services offered to the students, the SERVPERF model was considered, 
in order to measure how the teachers perceive the quality of the service. The results show lack of 
quality in the infrastructures of the Faculty, which indicates the need for intervention in the physical 
facilities of the Faculty. However, the study showed that there is a superior quality of teaching 
professionalism, especially in the aspects that include the teaching knowledge (attitudes, knowledge, 
skills, and competencies). 
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Finally, it is also observed that the highest quotations for the motivations for the teaching career were 
attributed to the intrinsic characteristics of the profession (I like the profession, a profession that fits 
well with my abilities, I had teachers who influenced me positively). 

The main limitations encountered are the analysis centered on a single sample and a single time, 
which has implications not only in terms of statistical treatment, but also methodological, so that data 
can not be extrapolated to other realities. It would be interesting to apply the study to the teaching 
population of several centers of the University of Extremadura or other universities (national or 
international, public or private), in order to obtain a larger sample and, in turn, to make a comparison 
between the data.´ 

A final proposal for future work would be to deepen the motivations to elect the teaching career and 
others, in order to be able to make a comparison between the factors that determine an individual to 
choose a particular professional career. 
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