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Abstract

Job satisfaction as a psychosocial phenomenon is associated with a set of attitudes that have an important role in the 
accomplishment of objectives by organizations in general. In addition, the modernization of managerial practices and 
the professionalization of both public management and administration, implies the necessity of knowing the attitudes 
related to work that have a greater influence on workers' job satisfaction. This research seeks to characterize the 
employees of Chilean public institutions regarding their job satisfaction and six different attitudes that make up this 
construct. The sample comprised 216 Chilean employees, who answered a survey which had six scales and a reliability 
coefficient of about 0.8, which defines a valid internal consistency scale. By applying models of structural equations, 
through a confirmatory factorial analysis, the relationship between the different dimensions that explain the workers' 
job satisfaction is studied. Finally, the results reveal that the model of first level structural equations, after a final 
adjustment, selects four of the six original dimensions, which are: job satisfaction as a whole, satisfaction with the 
way the work is done, satisfaction with development opportunities and satisfaction with the relationship between the 
employer and the employee. These dimensions produce positive effects on the overall job satisfaction construct, being 
“satisfaction with the relationship between the employer and the employee” the best one, as reflected by its indica-
tors, which for this sample correspond to the employer's supervision satisfaction and the proximity and frequency with 
which they are supervised.
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Resumen 

La satisfacción laboral como fenómeno psicosocial se 
asocia a un conjunto de actitudes que tienen un peso 
importante en el logro de los objetivos de las organiza-
ciones en general. Por su parte, la modernización de la 
gestión y profesionalización en la administración y di-
rección pública, implica la necesidad de conocer las ac-
titudes relativas al trabajo de mayor incidencia sobre la 
satisfacción laboral de los trabajadores. Esta investiga-
ción busca caracterizar a trabajadores de instituciones 
públicas chilenas respecto de su satisfacción laboral y 
seis diferentes actitudes que conforman este construc-
to. La muestra constituida por 216 trabajadores, respon-
dieron una encuesta con seis escalas cuyos coeficientes 
de fiabilidad están alrededor de 0,8 lo que define una 
buena consistencia interna de éstas. Utilizando mode-
los de ecuaciones estructurales, mediante un análisis 
factorial confirmatorio, se estudia la relación entre dife-
rentes dimensiones que explican la satisfacción laboral 
de estos trabajadores. Los resultados muestran que el 
modelo de ecuaciones estructurales de primer nivel fi-
nalmente ajustado, selecciona cuatro de las seis dimen-
siones originales, éstas son: satisfacción por el trabajo 
en general, satisfacción con la forma en que se realiza el 
trabajo, satisfacción con las oportunidades de desarrollo 
y la satisfacción con la relación con el jefe. Estas dimen-
siones generan efectos positivos en el constructo global 
satisfacción laboral, siendo “satisfacción con la relación 
con el jefe” el mejor reflejado por sus indicadores, que 
para la muestra de trabajadores chilenos corresponden 
a la satisfacción con la supervisión que ejercen sobre 
ellos y con la proximidad y frecuencia con que son su-
pervisados.

Palabras clave: Satisfacción laboral, Organizaciones 
públicas, Ecuaciones estructurales.

Résumé 

La satisfaction au travail comme un phénomène psycho-
social associé à un ensemble d’attitudes qui ont un rôle 
considérable dans la réussite des objectifs des organi-
sations en général. De son côté, la modernisation de la 
gestion et la professionnalisation dans l’administration 
et la direction publique, concerne le besoin de connaî-
tre les attitudes relatives au travail qui ont une majeure 
implication sur la satisfaction au travail des travailleu-
rs. Cette recherche vise à caractériser les travailleurs 
Chiliens des institutions publiques en ce qui concerne 
leur satisfaction au travail et six attitudes différentes qui 
forment cette construction. L’échantillon comprenait 216 
travailleurs qui ont rempli un questionnaire à six éche-
lles dont leurs coefficients fiables étaient de 0,8 envi-
ron; ce qui montre une bonne cohérence interne de ce-
lui-ci. En utilisant ces modèles d’équations structurelles 
à l’aide d’une analyse factorielle de confirmation, nous 
étudions la relation entre les différentes dimensions qui 
expliquent la satisfaction au travail de ces travailleu-
rs. Les résultats montrent que le modèle d’équations 
structurelles de première classe finalement définie, sé-
lectionne quatre de six dimensions d’origine, à savoir: 
la satisfaction au travail en général, la satisfaction glo-

bale de la façon dont ils travaillent, la satisfaction des 
opportunités de développement et la satisfaction de la 
relation avec le patron. Ces dimensions produisent des 
effets positifs sur la construction globale de satisfaction 
au travail; de cette manière, la “satisfaction de la re-
lation avec le patron” est celui qui est le mieux reflété 
par les indicateurs. Pour l’échantillon de travailleurs Chi-
liens, concerne la satisfaction de la supervision qui as-
sume sur eux-mêmes et la proximité et fréquence avec 
lesquelles ils sont supervisés.  

Mots clés: Satisfaction au travail, Organisations publi-
ques, Equations structurelles.  

1. Introduction
People who work for governmental organi-

zations are important in order to achieve the 
State’s goals, and their level of satisfaction 
affects these achievements. The moderniza-
tion of management and professionalization 
of public administration and directive prac-
tices implies the need to know, maintain and 
increase job satisfaction of each one of their 
employees. As a result, systematic studies of 
job satisfaction become relevant for manage-
ment.

This article focuses on identifying those at-
titudes of job satisfaction that bear a statisti-
cally significant influence on job satisfaction in 
the context of Chilean state organizations. 

 By using models of structural equations, 
the relationship between different dimen-
sions that determine the job satisfaction of 
public employees may be studied.

 The confirmatory factorial analysis is a 
technique based on models of structural 
equations whose purpose is determining 
whether a group of dimensions specified by 
the researcher or by a prior exploratory fac-
torial analysis, fits reality (Lévy & Varela, 
2006). Therefore, this study will allow to get 
to know those attitudes within the workpla-
ce that determine public worders' job satis-
faction and to identify a measurement model 
that explains them.

1.1. Job satisfaction 
Job satisfaction, understood as a factor 

that determines the degree of wellbeing that 
a person experiences in their work, is beco-
ming a core issue for the investigation of the 
organization (Boada & Tous, 1993). 
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According to Schneider (1985), among the 
reasons capable of explaining the attention 
being paid to job satisfaction we should con-
sider that satisfaction in the workplace is an 
important result of organizational life and 
that satisfaction has appeared in different re-
searches as a significant predictor of impor-
tant behaviors, such as absenteeism and the 
change of  positions and switching from one 
organization to another. On the other hand, 
we cannot forget that in our country servi-
ce organizations abound, and in these the 
worker’s attitude when a certain service is 
provided gains great importance, as this can 
decisively affect the quality of such service 
(Peiró, J.M. González-Romá, V., Zurriaga, R., 
Ramos, J. and Bravo, M.J., 1989).

Currently, there is no unanimously accep-
ted definition for the concept of job satisfac-
tion. Indeed, on many occasions each author 
creates a new definition for their own re-
search (Harpaz, 1983). 

 The concept of job satisfaction has been 
defined in as many ways as there are authors 
who have formulated theories on the matter. 
First, there are a series of definitions that re-
fer to job satisfaction as an emotional state, 
feelings or affective responses. Authors such 
as Price and Muller (1986) identify job satis-
faction as how much individuals like their 
work. Other authors like Porter & Lawler, 
(1991) express that it is the result of motiva-
tion regarding performance on the job (the 
degree to which the rewards satisfy the indi-
vidual's expectations) and the way in which 
the individual perceives the effort-to-reward 
ratio. Newstron & Davis (1993) define it as 
a group of feelings and favorable or unfavo-
rable emotions by which the employees see 
their work. Meanwhile, Leal, Alfaro de Pra-
do, Rodríguez & Román. (1999) consider that 
a worker is satisfied with their work when, as 
a result, they experience feelings of wellbe-
ing, pleasure or happiness. 

Larrainzar, Miñarro, Molinos & Verdú 
(2001) express that job satisfaction is com-
prised by the group of behaviors, sensations 
and feelings that the members of the organi-
zation bear for their work; thus focusing on 
the individual perception, the affective eva-
luation people give to an organization and 
the consequences derived from this. Finally, 
another important definition is the one offe-

red by Davis & Newstrom (2007), who define 
job satisfaction as a group of favorable and 
unfavorable feelings through which the em-
ployees perceive their work. Job satisfaction 
is ever changing because feelings of satisfac-
tion rise and fall as the motives of achieve-
ment are covered, so the initial intensities 
are complemented through the conducts by 
which they are followed.

From these definitions, in our understan-
ding, the one that best fits this term and that 
is most accepted by the literature is the one 
proposed by Locke (1976). For this author, job 
satisfaction is “a pleasurable or positive state, 
resulting from the valuation of the work or of 
the subject’s job experiences.” This definition 
supposes the acceptance that job satisfaction 
is a global construct, which covers specific 
facets of satisfaction such as the work itself, 
the colleagues, salary and benefits, supervi-
sion systems, promotion opportunities, work 
conditions, etc. In this sense, it is assumed 
that this set of facets is articulated in an inte-
grating concept called job satisfaction.

A second group of authors considers that 
job satisfaction goes beyond emotions and 
this is why the former is so important for on-
the-job behavior. These authors conceive job 
satisfaction as a generalized attitude towards 
work. Schneider & Snyder (1975) define it as 
a generalized attitude towards work. Harpaz 
(1983) reviewed the different definitions of 
job satisfaction and concluded that job satis-
faction, among other attitudes, is comprised 
by affective, cognitive and behavioral ele-
ments. These components can vary in consis-
tency and magnitude; they can be obtained 
from different sources and have different ro-
les for the individual. Likewise, he indicates 
that people who work usually develop a set of 
attitudes that may be described by the gene-
ral term of job satisfaction. For Peiró (1984) 
this is a general attitude, resulting from 
many specific attitudes related to diverse as-
pects of the job and the organization. Schultz 
(1995) defines satisfaction as an attitude 
or set of attitudes developed by the person 
towards their job situation; these attitudes 
may refer to the job in general or to specific 
facets of it. And for Brief & Weiss (2001) it is 
a combination between what affects the fee-
lings and the cognition (thinking). Satisfac-
tion as an attitude is a hypothetical construct 
that is manifested affectively or cognitively.
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Figure 1. Job satisfaction as a global construct covering specific satisfaction attitudes

Source: Author’s own elaboration

Job Satisfaction
(JS)

I Job satisfaction in general

II Satisfaction with the physical 
workspace

III Satisfaction with the way work is done

IV Satisfaction with development opportunities

V Satisfaction with the relationship between the 
employer and the employee

VI Satisfaction with the remuneration

In this way, the study of job satisfaction is 
framed by the analysis of attitudes towards 
to working, along with organizational com-
mitments and job implications (Peiró, Gonzá-
lez-Roma, Bravo & Zurriaga, 1995). Then, it 
can be concluded with Bravo, Peiró & Rodrí-
guez, (1996), that job satisfaction is an attitu-
de or set of attitudes developed by the person 
towards their job situation. These attitudes 
may refer to the job in general or to specific 
facets of it. Thus, job satisfaction is, basica-
lly, a globalizing concept through which refe-
rence is made to people’s attitudes towards 
different aspects of their job. Figure 1 shows 
this construct.

 2. Methodology
This research focuses on characterizing 

the workers of public entities regarding their 
job satisfaction using the model presented in 
Figure 1. The structural equations model is 
used for this through a first and second level 
confirmatory factorial analysis. 

The number of items corresponding to 
each dimension is presented in Table 1. The 
study is performed with a sample of 216 Chi-

lean workers from public schools, 70% fema-
le and 30% male, aged between 23 and 64, 
with an average age of 41 years.

2.1. Hypotheses
The following hypotheses are formulated 

to evaluate the relationship between job sa-
tisfaction and the six satisfaction attitudes 
shown in Figure 1.

H1: Work satisfaction in general generates 
positive effects on the job satisfaction cons-
truct.

H2: Satisfaction with the physical envi-
ronment of the workplace generates positive 
effects on the job satisfaction construct.

H3: Satisfaction with the way the work is 
done generates positive effects on the job sa-
tisfaction construct.

H4: Satisfaction from opportunities to 
grow generates positive effects on the job sa-
tisfaction construct.

H5: Satisfaction with the relationship be-
tween the employee and the employer, gene-
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rates positive effects on the job satisfaction 
construct.

H6: Satisfaction with the salary level ge-
nerates positive effects in the job satisfaction 
construct.

2.2. Application of the tool
The questionnaire was handed out to the 

workers. Their participation was voluntary 
and anonymous. The application of the ques-
tionnaire was done personally, it was self-
applied and had no time limit. All subjects 
received the survey with a cover letter where 
the research project was explained. 

The job satisfaction questionnaire prepa-
red by Chiang & Nuñez (2007) and Chiang, 
Salazar, Huerta & Nuñez (2008) to meassu-
re job satisfaction in work groups of public 
organizations. This validated questionnaire 
consists of 39 items (Table 2). The workers 
answered each element using a five-point Li-
kert answering format (from “Strongly agree 
= 5” to “Strongly disagree = 1”). The values 
of the scales are obtained through the avera-
ge value of the elements of each scale. 

2.3. Analysis of the data
  With the purpose of inquiring whether 

the data collected verifies the hypotheses set 
out, it was decided to use, on one hand, a 
Confirmatory Factorial Analysis (CFA), which 
allows to confirm the relationship between 
the six dimensions regarding Job Satisfac-

tion and, on the other, to perform a Second 
Level Confirmatory Factorial Analysis, which 
allows to see whether Job Satisfaction is ac-
tually manifested through the six dimensions 
presented in Figure 1. Both analyses were 
done using the free R software’s sem packa-
ge (Fox, Nie & Byrnes, 2013), taking as entry 
data the matrix of variances and co-varian-
ces of the items involved.

 To perform the Confirmatory Facto-
rial Analysis, the relations stipulated for di-
mensions I to VI were represented, just as 
shown in Figure 1. The global model was 
formed by the first six dimensions with 
their corresponding items (Table 3), being 
susceptible to modifications based on the 
quality of the adjustment and the relevance 
of its parameters. The last two dimensions 
were not considered as they only include 
one item. 

The mathematical formula of the factorial 
model (measurement model) is given by:

δδ +Λ=+Λ= FXFX  (1)

where X(37x1) is the column vector of the                        
questionnaire's 37 indicators, Λ(37x6) is the 
matrix of factorial loads, F(6x1) is the vector 
which contains the exogenous latent varia-
bles, and δ(37x1) is the error vector of the me-
asurement of X. The matrix of factorial loads 
represents the influence of the latent factor 
FK, K=1,...,6 on its indicators (items), where 
in the case of confirmatory factorial analysis, 
will only have saturation in the column co-
rresponding to the factor that it represents. 

Dimensions N° of items

I Job satisfaction in general 10

II Satisfaction with the physical workspace 7

III Satisfaction with the way work is done 6

IV Satisfaction with development opportunities 7

V Satisfaction with the subordinate - supervisor relationship 4

VI Satisfaction with the remuneration 3

 Complete questionnaire 37

Table 1. Job Satisfaction scale information (JS/2006/39/CH,S,N)

Source: Author’s own elaboration.
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Within the matrix, it is written as:

The matrix of inter-factor variances and 
co-variances is given by:

Where the diagonal elements correspond 
to the variances of the factors. For the se-

Dimension N°  Mean Standard  Cronbach 
                      Items                              Deviation          Alpha

I Job satisfaction in general 10 3.74 0.70 0.899

II Satisfaction with the physical workspace 7 3.20 0.94 0.876

III Satisfaction with the way work is done 6 3.87 0.70 0.845

IV Satisfaction with development opportunities 7 3.15 0.89 0.874

V Satisfaction with the relationship between 4 3.72 0.85 0.910

 the employer and the employee

VI Satisfaction with the remuneration 3 2.78 0.96 0.806

 Complete questionnaire 37

Table 3. Descriptive statistics by dimension

Source: Author’s own elaboration.

Item Mean Mode S.D. n Item Mean Mode S.D. n Item Mean Mode S.D. n

I-1 4.00 4 0.83 216 II-4 3.21 4 1.26 216 IV-4 3.77 4 0.92 216

I-2 3.53 4 1.02 216 II-5 3.20 4 1.36 216 IV-5 2.97 3 1.25 216

I-3 3.99 4 0.87 216 II-6 2.87 4 1.38 216 IV-6 2.64 3 1.25 216

I-4 3.75 4 0.97 216 II-7 2.78 4 1.23 216 IV-7 3.13 3 1.28 216

I-5 4.03 4 0.84 216 III-1 4.27 5 0.81 216 V-1 3.79 4 0.96 216

I-6 3.75 4 0.91 216 III-2 3.89 4 0.95 216 V-2 3.77 4 0.97 216

I-7 3.40 4 1.04 216 III-3 3.77 4 1.05 216 V-3 3.69 4 0.89 216

I-8 3.42 3 1.06 216 III-4 3.66 4 1.04 216 V-4 3.63 4 1.01 216

I-9 3.99 4 0.90 216 III-5 3.82 4 0.93 216 VI-1 2.77 3 1.17 216

I-10 3.50 4 1.12 216 III-6 3.82 4 0.82 216 VI-2 2.68 3 1.17 216

II-1 3.57 4 1.11 216 IV-1 3.39 4 1.19 216 VI-3 2.90 3 1.06 216

II-2 3.18 4 1.22 216 IV-2 3.67 4 1.16 216     

II-3 3.56 4 1.09 216 IV-3 2.46 3 1.15 216

Table 2. Descriptive statistics by item

Source: Author’s own elaboration.
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cond level confirmatory factorial analysis, 
the structural model is added, which relates 
the latent factors of the previous part to the 
“Job Satisfaction” factor, whose matrix struc-
ture is explained as:

 3.1. Confirmatory Factorial Analysis
 To verify the structure established in 

the hypotheses, the tool was submitted to 
confirmatory factorial analysis with R’s sem 
package, using the sample’s variances and 
co-variances matrix as entry data and appl-
ying the generalized least square procedure 
(this method allows to make inferences, des-
pite the absence of multi-variant normality). 
The global model contains six exogeneous 
latent variables, which correspond to each 
one of the dimensions presented in Figure 
1. The initial results of the analysis for this 
model presented in Table 4, show that the 
proposed theoretical model does not suitably 
fit the empirical data (X2= 909.79, p= 0.000, 
g.l. =615). However, it has an improbable fit, 
which is increased by discarding those insig-
nificant relations by trial-and-error, as well 
as the incorrect estimations that are typical 
of an iterative process, such as negative va-
riances (Heywood Cases) or standardized es-
timations higher than the unit (Lèvy & Vare-
la, 2006). 

 The outline that the structural equa-
tions model shows, after its final adjustment, 
is presented in Figure 2, where the dimen-
sions with their corresponding correlations 
are located on the left, the saturations of the 
variables in each indicator are in the middle 
and the measurement errors of each item, on 
the right. 

 These results show that all the mo-
del’s factors are well expressed by their in-
dicators, exceeding the minimum threshold 
of 0.6 (Hair & Anderson, 2000, p. 639) and 
positively reporting the validity of the fac-
tors obtained, with “satisfaction with the re-
lationship between employee and employer” 
(factor V) being the best reflected one by its 
indicators, which for the sample of Chilean 
workers corresponds to the satisfaction with 
the supervision that is exercised over them 
(saturation = 0.95) and with the proximity 
and frequency by which they are supervised 
(saturation = 0.86). 

 Regarding the relations between fac-
tors, the “ satisfaction with the way the work 
is done” (factor III) is the one which has the 
highest correlation with the “development 
opportunities” (factor IV) and with the sa-
tisfaction with the “relationship between the 

3. Results
With the purpose of explaining the opi-

nion of the Chilean workers surveyed in this 
study about the different attitudes of job sa-
tisfaction, a descriptive analysis of the items 
corresponding to each one of the job satis-
faction dimensions was made. In Table 2, the 
average values, most frequent values and the 
standard deviations of each one of the items 
analyzed are presented. The results indica-
te that the average and modal values of most 
items analyzed are above the average score 
of the measurement scale used (average sco-
re = 3). This shows the existence of positive 
opinions (which range from “agree” to “stron-
gly agree”) about the aspects analyzed. 

The item with the lowest evaluation is the 
dimension “satisfaction with development 
opportunities”. Specifically, those surveyed 
state a low satisfaction with the promotion 
opportunities the organization has.

In second place, in Table 3, the average sco-
res, standard deviations and Cronbach Alpha 
coefficient are presented by dimension. The 
six dimensions have a reliability coefficient 
above 0.80, with dimensions I, II, IV and V 
having coefficients close to 0.90, considered 
as “excellent” according to George & Mallery 
(2003, p. 231), which is why the global inter-
nal consistency of the tool is satisfactory. 
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Fit Index Global Model  Improved Model                     
Measures                                                 (All items, all dimensions)                   (Items I-4, I-5, III-4,  
                                                                                              III-5, IV-4, IV-7,V-2, V-3)

Global

Incremental 

Parsimony

   χ2 909.79 (gl=615, p = 0.000)  16.83104 (gl=15, p = 0.329)

GFI 0.771 0.980

AGFI 0.739 0.953

RMSEA 0.047 0.024

SRMR 0.344 0.031

NNFI 0.992 0.9992

IFI 0.993 0.9995

χ2
N 1.479 1.122

AIC 1085.79 24.831

Table 4. Goodness of fit indexes for the global model and the improved model

Source: Author’s own elaboration.

Figure 2. Standardized parameters of the Job Satisfaction model. First Level              
Confirmatory Factorial Analysis 
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employer and the employee” (factor V), with 
the most intense being factor (IV) (correla-
tion = 0.68).

3.2. Model's goodness of fit
 To examine the goodness of fit, diffe-

rent authors suggest indexes that reveal whe-
ther the sample data supports the theory set 
out, such as the chi-squared statistic (X2), the 
GFI (goodness of fit index), the RMSEA (root 
mean square error of approximation), the 
SRMR (square root mean residual), or the 
AGFI (adjusted goodness of fit index). In ter-
ms of the incremental fit, where the proposed 
model is compared with a null model without 
any relationship between the dimensions, 
Lèvy & Varela (2006, p.21-22) proposed the 
NNFI (non-normed fit index) or the IFI (incre-
mental fit index) to evaluate this aspect. As 
for the model’s parsimony, namely, the rela-
tionship of the model's goodness of fit with 
the number of parameters needed to achieve 
said level of fit, we find the AIC (Akaike infor-
mation criteria) and the normalized chi-squa-
red statistic ( 2

NX ). 

 The indexes obtained in this research 
are shown in Table 4. As it has already been 
mentioned, the chi-squared coefficient is re-
levant for the global model, but it is seen that 
for the improved model there is statistical 
evidence favoring the suitability of the model 
(X2 = 16,83, p= 0,329, g.l.= 15). This structu-
re was considered for the Second Level Con-
firmatory Analysis which is presented fur-
ther on. Likewise, the rest of the absolute fit 
indexes and the incremental and parsimony 
fit show the same trend, so it is concluded 
that the improved model's suitably fits the 
empirical data.

The improved model has the following ma-
trix structure: 

   Indicador     R2 Coeffcient

I-4 0.87

I-5 0.69

III-4 0.78

III-5 0.70

IV-4 0.68

IV-7 0.58

V-2 0.89

V-3 0.74

Table 5. Variance proportion of the indicator 
which can be explained by its factor. 

Improved Model

Source: Author’s own elaboration.

 The coefficients of the correlations 
matrix are all above 0.4, and relevant to 1%. 

 The reliability of the indicators in ter-
ms of the dimensions is evaluated through 
the R² determination coefficient and is ob-
tained as the difference between 1 and the 
end of the random error corresponding to 
each item. This corresponds to the indica-
tor’s proportion of variance which can be ex-
plained by the corresponding factor(s). That 
is, the part of the measure that is free from 
the random error (Bollen, 1989; p.207). The 
results for the items show percentages that 
are mainly above 70%. These are presented 
in Table 5.

 In terms of the reliability of the mo-
del’s constructs, a similar evaluation to the 
R² determination coefficient can be obtained, 
considering the expressions that are presen-
ted by Levy & Varela (2006, p.137). The four 
dimensions obtained record reliability coeffi-
cients above 0.75, which are considered sui-
table. These authors also recommend consi-
dering the Variance Taken from each one of 
the dimensions, seeing over than 60% of the 
variance is concentrated in the four factors. 
These results, which are presented in Table 
6, show the suitability of the indicators used 

The correlations matrix between the di-
mensions is given by:
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Reliability Variance Taken

0.876 0.779

0.851 0.740

0.755 0.606

0.899 0.816

Table 6. Reliability and variance taken           
from the dimensions

Source: Author’s own elaboration.

to explain the behavior of the four dimen-
sions, empirically.

3.3. Second Level Confirmatory Factorial 
Analysis

 Following the pattern of the factors 
identified, the next goal is to check whether 
“Job Satisfaction (JS)” corresponds to a la-
tent construct common to these. Given that 
the factorial loads are higher than 0.6 and 
relevant; a second level confirmatory facto-
rial analysis will be tested where “Job Satis-
faction” is configured by the four factors of 
the (first level) improved model. That is, the 
new variable called JS, represents the “Job 
Satisfaction” global construct specified from 
the “job satisfaction in general”, “satisfaction 
with the way work is done”, “satisfaction with 
development opportunities” and “satisfaction 
with the relationship between the employer 
and the employee.” In turn, these are defined 
from their corresponding items (I-4: in my 
unit, information flows and there is a spirit 
of collaboration and helpness I-5: there is a 
good relationship among the units’ members; 
III-4: the opportunities my job offers me to 
do things where I stand out, III-5: the oppor-
tunities my job offers me to do things that I 
like; IV-4: the degree of general satisfaction 
with the Organization, IV-7 “equality” and 
“justice” in terms of the treatment they recei-
ve from their organization; V-2: the supervi-
sion that they exercise over you and V-3: the 
proximity and frequency by which you are su-
pervised). 

 The matrix writing is as follows:

 The goodness of fit indexes are cal-
culated in the same way as in the previous 
analysis. In the model, a good fit has been 
achieved in the global fit and in the incre-

mental and parsimony ones. Likewise, the 
chi-squared coefficient provides statistical 
evidence in favor of the analysis’ hypothesis   
(X2 = 18,04, p= 0,322) (Table 7).

 The fit models are expressed as a ma-
trix as:

 In Figure 3 the outline that shows the 
structural equations, after their final adjust-
ment, is presented. The dimension of “Job 
Satisfaction” is located on the left; then the 
sub-dimensions along with their measure-
ment errors; in the center, the estimated pa-
rameters; and to the right, the measurement 
errors of each item. 

 As for the reliability of the JS factor, 
this corresponds to 0.833 and is conside-
red suitable, while the variance extracted is 
0.559. That is to say, it concentrates 55.9% of 
the variability. 

 “Job satisfaction in general” has a co-
rrelation of 0.62 with JS and 51% of this is ex-
plained by the Job satisfaction's upper cons-
truct. Likewise, factor III (“satisfaction with 
the way work is done”) has a factorial load 
of 0.75 and 39% of this is explained by JS. 
Similarly, 56% of the “satisfaction with de-
velopment opportunities” is explained by Job 
Satisfaction, with a factorial load of 0.88, and 
77% of the “satisfaction with the relationship 
between the employer and the employee” is 
explained by JS with a load of 0.72.

 These results, along with those refe-
rring to the goodness of fit indexes, support 
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Fit measures index Level 2 AFC Model

Global X2 18.036 (gl=16, p = 0.322)

 GFI 0.979

 AGFI 0.952

 RMSEA 0.024

 SRMR 0.028

Incremental NNFI 0.999

 IFI 0.999

Parsimony X2N 1.127

 AIC 26.036

Source: Author’s own elaboration.

Table 7. Goodness of fit indexes for the second level confirmatory 
factorial model
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the model that defines Job Satisfaction as a 
function of “job satisfaction in general”, “sa-
tisfaction with the way work is done”, “satis-
faction with development opportunities” and 
“satisfaction with the relationship between 
the employer and the employee.”

 4. Conclusions 
As a first general conclusion, we can say 

that Chilean public organizations' workers 
have a positive opinion about the attitudes 
measured in each one of the six job satis-
faction dimensions. They mainly “agree” or 
“strongly agree” with the aspects analyzed 
and are satisfied or very satisfied with the di-
fference aspects of their work.

 The first level structural equations 
model, after its final adjustment, chooses 
four of the six original dimensions. These fac-
tors are well expressed by their indicators, 
exceeding the minimum threshold of 0.6 and 
positively reporting their validity with “sa-
tisfaction with the relationship between the 
employer and the employee” being the best 
reflected one by its indicators, which for the 
sample of Chilean workers corresponds to 
the satisfaction with the supervision emplo-
yers exercise over them and with the proxi-
mity and frequency that they are supervised: 
This shows the importance that work aspects 
in connection with the relations of the worker 
with the employer have for Chilean organiza-
tions. The organizations make sure that this 
relation is well perceived by both parties. 

 Regarding the hypotheses made, the 
second level confirmatory factorial analysis 
allows to conclude that the satisfaction at-
titudes for work in general, through items 4 
and 5 (I-4: in my unit, information flows and 
there is a spirit of collaboration and helpness 
I-5: there is a good relationship among the 
units’ members), satisfaction with the way 
work is done (items III-4: the opportunities 
my work offers me to do things where I stand 
out, III-5: the opportunities my work offers 
me to do things that I like), satisfaction with 
development opportunities (items IV-4: the 
degree of general satisfaction with the Orga-
nization, IV-7 “equality” and “justice” in ter-
ms of the treatment they receive from their 
organization) and satisfaction with the rela-
tionship between the employer and the em-

ployee (items V-2: the supervision that they 
exercise over you and V-3: the proximity and 
frequency by which you are supervised) ge-
nerate positive effects on the job satisfaction 
construct. These results show that to impro-
ve the worker’s job satisfaction it is impor-
tant that there are good relationships among 
team members that there are opportunities 
to work in what they know and like, that they 
perceive everyone has equal opportunities 
within the organization and that they have a 
good relationship with their employer. 

 The analysis done did not allow to de-
tect whether the attitudes, satisfaction with 
the physical workspace and satisfaction with 
the remuneration have any effect on the job 
satisfaction construct. 

Finally, it is important to highlight that the 
scales applied work well enough in Chilean 
public organizations. Just as the scales’ re-
liability coefficients show, these are clearly 
high, which means that the global internal 
consistency of the tool is satisfactory; that 
is, the scales suitably differentiate the work 
groups from each other. This result confir-
ms those obtained in the research projects of 
Chiang et al. (2008) and Chiang et al. (2011) 
in Chilean public organizations.
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