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Abstract

Objective: This research was aimed to analyze the job satisfaction as an agent of development of the people in the University
of La Guajira. Materials and Methods: The positivist paradigm of descriptive and analytical research, non-experimental
design, transactional in the field, the information was applied the technique of the survey and instrument a questionnaire
of 24 items with multiple options to 59 employees of the administrative career, validated by 5 experts while reliability is
Cronbach’s Alpha applied the formula with 0.91 of reliability and interpreted the data using descriptive statistics. Findings:
Job satisfaction is based on extrinsic factors, as an agent of development in the university object of study, creating an area
that provides synergy, conviviality and well-being to the collaborators through the achievements awarded as opportunity
for professional growth and development in the area of work that serves as the tool associated to gain knowledge and
skills, thus developing attitudes for the benefit of the work in their day-to-day work during the performance of assigned
functions. Application/Improvements: It is suggested to keep the factor of satisfaction in the work spaces, managing to
increase motivation in the work performance of the staff of the administrative career.
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1. Introduction

The complexity of the contemporary world, has created
an environment of uncertainty in the work scenarios that
transcends in the management of organizations, with-
out exclusion of the universities, where the changes and
transformations of the intoned they have led to efforts
for the establishment of criteria that provide answers to
the needs of work spaces, without putting at risk the sat-
isfaction of the people involved, as development factors
that contribute to the well-being, quality of life, motiva-
tion and performance’. In such a way that the universities
as institutions are called to fulfill its role from academic,
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research and extension. These makes them carriers of the
development agents and achieve excellence in the perfor-
mance of the processes at work, through the indicators
that give answers to the activities described in the insti-
tutional plans that have inserted the social projection one
of their missionary principles in the formation of human
talent.

The social dynamics that has been done in recent years
in university education, has led to focus its activities not
only in teaching, research and extension, but have focused
their role in complying with its commitments to its peo-
ple, and the environment. It is as well as the universities
as an agent of formation of persons should be included in
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the development plans of activities that contribute to the
well-being and job performance of its employees, consid-
ering their attitudes, skills and knowledge to get results
with excellence in missionary activities®. Therefore, job
satisfaction, is a topic of interest in the management of
persons in institutions. In the University of La Guajira
external factors of the reference medium ensure stability,
it is associated with conditions such as hours, communi-
cation, remuneration, working environment, benefits and
services obtained, possibilities of college career, human
relations; that together represent indicators that contrib-
ute to the satisfaction, motivation and job performance of
workers and their expectations in the work environment.

Several studies have developed about the people
who work in the universities, but few know about exter-
nal factors associated with satisfaction in the workplace.
Since job satisfaction, becomes the nutrient that feeds
people, reflected in the performance of their role as
worker. Job satisfaction and organizational commitment
are constructs that are of interest to psychologists and
in particular for those dedicated to the area of Human
Resources®. For this reason, this research inquired both
constructs and their relationship in the employees of
a private university in the year 2011. The scale of job
satisfaction SL-SPC and the scale of the degree of com-
mitment of the ASD to University employees 121 people
belonging to a population of 300 individuals in status of
employees'. The results of the research revealed that there
is job dissatisfaction in a 51.3%, being the dimensions
conditions/materials and administrative policies with
which employees feel more dissatisfied; however, despite
the previous result, 91% presents high levels of organiza-
tional commitment, by what they feel identified with the
institution and give their loyalty. The Pearson correlation
for the variables of the study of 0.73, which is statistically
significant (p=0.10) in the studied population. The results
of the research revealed that there is job dissatisfaction
in a 51.3%, being the dimensions conditions/materials
and administrative policies with which employees feel
more dissatisfied; however, despite the previous result,
91% presents high levels of organizational commitment,
by what they feel identified with the institution and give
their loyalty. The Pearson correlation for the variables of
the study of 0.73, which is statistically significant (p=0.10)
in the studied population.

This research contributes to the study developed at
the University of La Guajira (Colombia), bearing in mind
that the talent facilitates the attainment of the objectives
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referred to in the institutional plans and how social cell
contributes to job satisfaction as an agent of development
of the people, allowing to analyze the external factors that
determine a rewarding and motivating for the exercise
of the work of the partners, leading to the achievement
of the goals, both personal and institutional arrange-
ments; in addition to generate a satisfactory performance
in favor of obtaining positive results in the institutional
management. Therefore, as an institution at the service of
society, must move in trends that facilitate look opportu-
nities, promoting actions that will integrate the university
management toward models of work that are conducive
to the satisfaction of the people toward the development
of the co-workers, and may employ human management
strategic plans which expresses the need to achieve job
satisfaction in mind and as the improvement of the insti-
tutional competitiveness.

There are a number of theories that have been used
to the satisfaction of the people in the areas of work, with
a focus on the results to achieve the desired productivity
in economic terms for its stability in the market, leaving
in the background the satisfaction of this in the environ-
ment, where it exercises its functions. It is in this way,
how can you make mention of Herzberg’s theory or two
factors; the first factor is identified as intrinsic or motivat-
ing, includes the job-employee relationship, achievement,
recognition, promotion, the challenging work and respon-
sibility, and the second factor is the extrinsic; aggregates
policies, management of the company, interpersonal rela-
tions, salary, supervision and working conditions*.

In this sense, it explains that the aforementioned the-
ory has been the basic source, to study the satisfaction of
the people in their areas of work, where by way of inter-
est in this investigation, is based on precepts, to know the
reality perceived by the staff of the administrative career
at the University of La Guajira, where not only translates
into being, but as well in the work place satisfaction. The
job satisfaction includes the perception gained from the
co-workers in the performance of their work, which
becomes a means to achieve their purposes not only
personal but also professional, where the results can be
positive or negative, it is combining both in feelings and
emotions. In such a way, that is a conceptual framework
for understanding the various authors, in terms of job
satisfaction. That is to say, it is the attitude to work, high-
lighting discrepancies about conception associated with
the assigned job function versus the results that demand
performance, why is often perceived in a positive or nega-
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tive. The conceptualization of job satisfaction has been
described by various authors>®.

According to the consulted academic positions, job
satisfaction takes place in the interior of the people who
manifest in their behavior; that is when the person feels
effective or not with the result of your performance. In
addition, external factors generated by interactions in
the space of labor and the working environment®. The
conditions surrounding the individual when you work
highlights the physical and work environments. In such
a way that, a work emblematic in the administration is to
contribute to the work of the man at work, as it is speci-
fied via the intrinsic characteristics associated with the
operational context of the desempenocomo: opportunity,
opportunity to control the use of externally generated
goals, skills, environmental variety and clarity®. In the
same vein, between the extrinsic features of the job are
immersed in tasks and activities rather than on their
content, others, such as: availability of money, physical
security, opportunity of interpersonal contacts and social
position valued. Therefore, the dimension that examines
the components or indicators associated to the satisfac-
tion of the person on the opportunities and development
in the organization, system of awards, achievements, job
characteristics, mechanisms for monitoring, system or
policies of wages and salaries, interpersonal relations and
policies of the company. Possibility of growth which has
an individual to achieve promotion of their work envi-
ronment and the recognition referred to in the thanks
expressed by the administration before a job well done*?.

On the other hand the recognition, as a tool associ-
ated with the personal needs as the ego or self-esteem,
that every individual internalized are a reward for achiev-
ing stand out socially®. In addition, self-fulfillment and
self-respect; this is the contribution expressed by manag-
ers to collaborators, at the time of observing the results
achieved in the performance of the tasks assigned to it,
that is highlighting its competencies to jobs well done. The
Achievement are the results obtained by the effort made
in the organization. This is the wish that I feel a person
to achieve clear objectives, self-determined and moder-
ately complex, with feedback, based on the achievement
of the objectives self-certain®. For its part, the characteris-
tics of the work refers to the satisfaction of the employee
in relation to the nature of the work and monitoring is
the process by which establishes the control of the orga-
nization. In this regard, they argue that the role of the
supervisor in the institution is of vital importance, where
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everything that is done depends mainly on the, to be
responsible for the unit. However, the supervisor serves
as a link or link and influences their staft encouraging,
promoting good relations and to serve as a paradigm to
all its employees®.

On the other hand, the wage is a motivator, governs
the life pattern of each individual in the social context, in
function of their work'. For organizations, labor repre-
sents a cost, at the same time an investment, then refers to
cost because the salary refers to the cost of the final prod-
uct or service and investment, representing the money
applied to a productive factor (work) in an attempt to
achieve greater performance in the short or medium
term. The structures of wages must be equi and just in
relation to other posts with the organization that seeks to
find the internal balance in wages and salaries when they
relate to similar positions in other companies active in
the labor market, this external balance for the amount of
money that the agreed in the contract of employment and
that normally paid to the worker!'®!.

Colombian law does not embody the meaning of sal-
ary, however, if referred to in article 23 of the Labor Code,
as one of the elements of the contract of employment'2.
Article 14 of the Law 50 of 1990 claims that it constitutes
wages not only the regular, fixed or variable, but that
which receives the worker in money or in kind as direct
consideration by the service, whatever the shape or name
given to it: premiums, bonuses, bonuses, value of the
additional work or overtime, value of work in mandatory
days of rest, percentages on sales and commissions'>%.
In the end, the extrinsic factors of job satisfaction in
the context of the University of La Guajira, is associated
with the monetary compensation, generated from the
treatment of wages for employees of the administrative
career attached to it, which is conditioned by various fac-
tors such as: opportunity and development, recognition,
achievements, characteristics of the work, supervision,
wages and salaries, interpersonal relations and policies of
the company.

2. Materials and Methods

This research corresponds to the positivist paradigm,
with the purpose to analyze the job satisfaction as an
agent of development of the people in the University of
La Guajira, being the objects of study to know the charac-
teristics relating to facts inserts in the variable, which can
improve the well-being of the collaborators, in addition
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to meet your needs.The applied research for the genera-
tion of knowledge with direct application to the problems
of society or the productive sector, which is based on the
findings of basic research, to pursue the process of link
between the theory and the product™. In this regard, the
research includes a study applied, in order to pretend to
respond to a situation that might affect the institutional
management at the University of la Guajira, through the
quality of working life that offers as part of its commit-
ment in relation to satisfy the needs of the employees of
the administrative career.

Table 1. Population distribution of the respondents of
the study at the University of La Guajira

Charges NumberofCollaborators
Professional 28

Technical 15

Auxilliary 16

Total 59

According to the level of research is characterized as
descriptive, because it goes beyond the exploration. In
addition, it seeks to specify the properties, characteris-
tics and profiles of individuals, groups, communities or
any other phenomenon that is submitted to an analysis,
descriptive research asserts characteristic aspects, where
different aspects are identified, components and their
interrelationships, having as its purpose the delimita-
tion of facts involved in the study'!®. According to the
approach can be inferred to be compiled data that sub-
scribe facts characteristic related to the variable of study,
as a dimension of the quality of working life in adminis-
trative career employees of the University of La Guajira
(Colombia). Therefore, the objectives of the study seek
to analyze the extrinsic factors of the quality of working
life of the administrative career employees who work at
the University of La Guajira. In the same way, is a ana-
lytical research, due to the fact that reinterprets the results
according to certain criteria, dependent on the objectives
in study®.

In the same way, it is considered field, where the collec-
tion of information was obtained on the site of occurrence
of the facts achieving results that led to the systematic anal-
ysis of the problem with the purpose to describe it, explain
its causes, effects, and extend its nature, as well as the con-
stituent factors that allow to predict its occurrence, being in
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this particular administrative areas of the University of La
Guajiral. Losestudios de campo, recogen los datos directa-
mente de la realidad”. Eldiseno de la investigacion viene
a constituir el plan o estrategia que se concibe para alcan-
zar los objetivos planteados en el estudio, conllevando sus
acciones a dar respuestas a los interrogantes presentados
en el mismo, asi como analizar la certeza de las posturas
planteadas en un contexto particular.

Taking into account the above definitions, the present
study is located in the non-experimental designs, it is not
the intention of the researchers deliberately manipulate
the variables, but observe the behavior of the phenom-
enon as given in its natural context, for them to interpret
the data. In this order of ideas, it is proposed that in non-
experimental research studies are carried out without the
deliberate manipulation of variables, and in those who are
only observed the phenomena in their natural environ-
ment for later analysis™. The type of non-experimental
research design, is set out in the cross-sectional descriptive
category, obtaining information on the variable studied at
a unique moment selected by the researchers, and then
perform the analysis and interpretation. Experimental
designs do not cross-sectional study to collect data in a
single moment, in one moment in time, with the purpose
to describe variables and analyze its effects and interac-
tion at a given time®.

For the population, taking into accounts that they...
“It is the set of all elements to which it refers the investi-
gation”(8). In the same way, it was based on the concept
that “population is the set of all cases that meet certain
specifications, on the basis of content characteristics,
of the time and place”. In this sense, according to the
conceptual source, it was established that the study pop-
ulation, understood to reporting units, made up of 59
people, whose characteristics are finite and accessible,
which is why there was a calculation of the sample but a
population census. In the census of the population take
the whole unit which is made up of the population, as can
be seen in Table 1315,

The technique used in the collection of data was the
observation by means of a survey, which is an observation
instrument formed by a series of questions whose answers
are recorded by the interviewer, this allows the knowledge
of the motivations, attitudes and opinions of individuals
in relation to its object of research'®. In the case of the
registration of the information was used a questionnaire,
containing a set of items related to the object of study, hav-
ing multiple alternative response mode. A questionnaire
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is an instrument of data collection structured by a set of
reagents which are intended to evaluate the indicators
arising from the operationalization of the research'>". In
this case, the questionnaire asked about the extrinsic fac-
tors of job satisfaction in the university object of study,
was formed by 24 reagents prepared in the form of state-
ments with multiple options of response of always, almost
always, sometimes, almost never, and never.

Policies of the busines
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1 :
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Figure 1. Distribution of frequencies on the behavior of
variables such as extrinsic factors of job satisfaction in the
University of La Guajira.

To generate the effectiveness of data collection instru-
ment, recourse was hard to the consultation of 10 experts
in the fields of human talent management and research
methodology, which issued its opinion about the rel-
evance of the same with the object of study™. Define
the validity as the degree where an instrument mea-
sures the variable that seeks to measure. After we know
the relevance of the instrument designed to measure the
behavior of the variable in the stage of study, conducted
a pilot study with 10 subjects of institutions with similar
characteristics to the population, in order to calculate the
reliability. The reliability of an instrument is the degree
to which an instrument produces results consistent and
coherent, that is to say that your repeated application to
the same individual or object produces the same results,
ranging between 0 and 1, therefore, the authors infer
that an instrument of measurement can be reliable, but
not necessarily valid, however, it must be demonstrated
that this meets both requirements®. Therefore, for the
calculation of the reliability, is required for the election
of the statistical method, this will depend both on the
nature of the study and the choices of answers contain
in the questionnaire items, selecting for this purpose for
the present investigation the Cronbach’s Alpha equation
listed below®®
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1-3.52 1-56,98>
q= K i|-_06 =0,907
K-1 St2 66—1| 535,352
Where:

R: Result of the Cronbach’s Alpha coeflicient.
K: Number of items of the questionnaire.

S%: Variance of the scores of each item.

S§’t: Variance of the total scores.

1: Numeric constant value

After replacing the elements in the equation, for the
calculation, the result was a reliability index of 0, 91 repre-
sented in percentages with a 91% reliability. The statistical
techniques used to analyze and interpret the information
collected from the instrument, being the most handled
the distribution of frequency, and as measures of central
tendency the arithmetic mean, geometric, medina and
fashion; while in the measures of dispersion the variance,
standard deviation, coefficient of variation'®2'.

Table 2. Baremo scale of interpretation of the levels of
job satisfaction

Ranges Categories
1,00 = 2, 60 Low

2,61 = 3,40 Media
3,41 25,00 High

In relation to the analysis and interpretation of
the results expressed by the opinion of the population
surveyed, we used the Excel® spreadsheet where was
quantified, organized, registration, and tabulated the data,
allowing to analyze the results. Prior to this, the encod-
ing, by assigning a numerical factor to the responses to
the questionnaire, where the numerical expression of
the multiple answers was: Always (5), almost always (4),
(3), (2) almost never, never (1). The encoding to the data
means assigning a numeric value or symbol to represent
them, being necessary to assign them quantitatively’.
According to the Criteria tab, the management of the
information was processed and quantified by items and
grouped by variables'. The organizations of the choices
of answers were recorded in matrices, with the purpose
to apply statistical methods of descriptive statistics: abso-
lute and relative frequency of information and interpreted
through a Baremoscale®.
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3. Results and Discussion

The analysis of the results was carried out by applying
descriptive statistics, with the support of interpretation of
absolute and relative frequencies to determine the behav-
ior of the variable factors extrinsic job satisfaction, taking
as a context for study at the University of La Guajira,
to reason to consider the opinion of the administrative
career employees seconded to it. In this regard, we calcu-
lated the mean values of the dimensions, indicators and
items. The results were analyzed using a scale of inter-
pretation of average values. In addition, the frequency
distribution of allowed to know the level percentage from
the opinion of the respondents (Table 2). In this sense,
the calculation of the frequency of the variable data, are
presented and illustrated in Figure 1.

In which corresponds to the extrinsic factors of job
satisfaction, in the Table 3 shows the data of the indica-
tor opportunity and development, in which the 43.25 per
cent of the employees in the administrative career stated
that the university always gives opportunity for profes-
sional growth in their area of work; a 27.12% 16.95%,
almost always argues that sometimes and in a lower per-
centage 3.39% said they almost never the university gives
the opportunity for professional growth. On the other
hand, 50.42 Add% believes that there are always plans
for promotion at the university; 18.64% of the respon-
dents indicated that almost always, a 15, 25% of the same
report that at times, and the lowest percentage value was
awarded to a 3.39 per cent are opposed to almost never
there are plans for promotion at the university. Therefore,
the 49.15% raised that sometimes receive training when
there is the opportunity to occupy a higher level; 20.34%
feel that always, the 16.95% almost never, in both the
13.56% stated that almost always receive training in the
case of the opportunity to occupy a higher level in the
institution.

At the prompt recognition, 47.46% of the respondents
reveal that always recognized the performance of their
work; a 35.59% in the same way that almost always takes
place such recognition and the remainder with an 8.47%
of employees claim that sometimes. Within this context,
the 49.15% of the respondents said written almost always
receive recognition for their superior performance to
the desired, a 42.37% indicates that as long as the 8.47%
of them feel that sometimes receive the recognition for
their performance. In relation to the 55.93% reflects that
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sometimes expressed dissatisfaction with the immediate
boss when others give recognition where he participated;
a 16.95% 13.56%, never answered almost never and a
10.17% expressed their discontent with the situation, and
the remaining 3.39% indicate almost never. With regard
to the indicator achievement, the 45.76% of the respon-
dents are of the opinion that the head sometimes feeds
on indicators achieved in their performance; a 28.81%
almost always, a 25.42% manifest always receive feedback
from your immediate boss of indicators achieved as a
result of their performance in the institution.

Within this framework, the 81.36% of the employees
in the administrative career that is always encourages
the continuous improvement of the work to achieve the
excellence of the dependency on the part of the imme-
diate boss, 11.86% indicate that almost always, the
remaining 6.78% reveal that sometimes the head imme-
diately stimulates the improvement of the work continued
to achieve together the excellence. For its part, the 69.49%
of the staff of the administrative career noted that always
propose corrective measures to detect failures to achieve
institutional goals, a 20.34% say almost always and the
remaining 10.17% enunciated sometimes proposed cor-
rective measures to detect failures to achieve institutional
goals. In Table 3 about the extrinsic factors dimension of
quality of life in the workplace, the characteristics of the
work, the 61.02% believe that always performs assigned
work even if it is not what you expect to do; a 16.95%
almost always performs assigned work even if it is not
what you expect to do, 15.25% of them performs assigned
work even if it is not what you expect to do, the remain-
ing 6.78% indicates almost never performed the work
assigned even if this is not what you expect to do.

According to Table 3, the 42.37% of the respondents
expressed satisfaction with the development of their
immediate boss the work assignment; 23.73% of them
are of the opinion almost always, the 18.64% reveal some
times and a 15.25% indicate that almost never express
the satisfaction of the work assigned to your immediate
boss. On the other hand, 33.90% of the surveyed employ-
ees sometimes rejects the development of a job when
you do not know how to construct it; 30.51% indicate
that almost never, a 15.25% manifest almost always and
equal percentage value is 15.25% never generates rejec-
tion to this situation. In the Indicator Monitoring at Work
50.85% of the respondents show that the immediate boss
always encourages the management of its work, 27.12%
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of them are always, 13.56% of the opinion almost always,
a 5.08% of them think almost never and the remaining
3.39% reveal never the head immediately stimulates the
management of its work.

Within this context, it is assumed with a 28.81 per
cent of the employees in the administrative career that
never establishes controls to address the immediate boss
in case of doubts in the labor management, a 23.73%
manifest, as well as sometimes a 23.73% almost never and
a 16.95% stated that as long as the remaining percent-
age value reflected in a 6.78% believe that almost always
establishes controls to address the immediate boss in case
of doubts in the labor management. In reference to the
35.59% of the respondents show that the immediate boss
always monitors the performance of its activities to assess
compliance; a 30.51% say that almost always; a 18.64%
believe that sometimes and the remainder with a 15.25%
almost never develop monitoring by the immediate
supervisor in the performance of their activities to assess
compliance. In relation to the salaries and wages, the
42.37% salary expectations for their performance; 30.51%
indicate almost always, the 22.03% sometimes and the
remaining 5.08 per cent of the employees think almost
never the salary meets their expectations for their perfor-
mance. By another individual, the 38.23% of the opinion
that the salary is attractive in relation to other institutions
of higher education; 23.73% say that sometimes; a 22.03%
say that almost always and the lowest percentage value
with a 8.47% seen almost never your salary is attractive in
relation to other institutions of higher education. Within
these perspectives, the 32.20% of the respondents think
always that their salary allows them to save to cover pos-
sible contingencies, while the 25.42% expressed almost
never, a 18.64% of them argue that some, 13.56% think
almost always and contrary to the 10.17% said that he
never the salary range allows you to save to cover possible
contingencies.

For the indicator interpersonal relations, the 83.05%
of respondents always keeps a harmony in your relation-
ship work despite the fact that it was reciprocal; 11.86%
say almost always and the remaining 5.08% sometimes
maintains a harmony in your relationship work despite
the fact that it was reciprocal. In relation to the opinion
of the respondents, where the data are reflected in Table
3 the 88.14% of the view is always related with your work
group to achieve together the institutional objectives, the
8.47% says almost always and 1.69%, respectively indi-
cate that some times and almost never is associated with
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your work group to achieve together the institutional
objectives. However, the 79.66% of the employees in the
administrative career is of the opinion that always com-
municates with your work group to plan the activities to
be carried out to achieve institutional goals, the 16.95%
reveal that almost always, the remaining 3.39% of them
manifest sometimes carries out such communication.
Within this context, in relation to the policies of the com-
pany, the 59.32% expressed that always sets the mapping
of the training according to institutional policies; 25.42%
manifest almost always and 15.25% stated that the com-
pany establishes the allocation of training according to
institutional policies.

Then, the 54.24 % are informed whenever their work
taking into account the university policies, 27.12% believe
that almost always; while a 16.95% of them is sometimes
performed the aforementioned information. The 44.07%
of the administrative career employees believe that some-
times supports the management of human talent in
policies to meet the needs; 27.12% say that almost always,
a 22.03% believe that always, 5.08% say that almost
never and the remaining 1.69% believes that never sup-
ported the policy management to meet the needs of the
human talent. In general, the results percentage of what
4.8 emphasize that the average stand out with very high
presence of interpersonal relations in the universities and
dimension with 4 indicating high presence. According to
the results obtained it is described that the staff satisfac-
tion is an attitude that individuals maintain with regard to
their job functions'. Therefore, the dimension that aimed
to study elements or indicators associated to the percep-
tion of the person on the opportunities and development
in the organization, system of awards, achievements, job
characteristics, mechanisms for monitoring, system or
policies of salaries and wages.

At the prompt recognition, respondents, reveal that
always recognized the performance of their work, receiv-
ing it in writing in response to performance achieved with
greater than desired, but also shows dissatisfaction with
the immediate boss when others give recognition where
he participated. The recognition, as a tool associated with
the personal needs such as the ego or self-esteem that
every individual internalized in the work area, which are
areward for achieving stand out in a social group, in addi-
tion to the self-fulfilment and self-respect; standing out
in one way or another before the other members of the
organization®%. In relation to the indicator achievement,
respondents are of the opinion that the head sometimes
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feeds on indicators achieved in their performance; receiv-
ing feedback, which encourages them to improve the
continuous work to achieve the excellence of the unit, and
if necessary apply corrective actions. The achievement is
associated with the desire to feel a person to achieve clear
objectives, self-determined and moderately complex,
with feedback, based on the achievement of the objectives
self-determined!.

In the characteristic of the work, the opinion of the
respondents is that they always assigned work even if
it is not what you expect to do; expressing his satisfac-
tion by developing their immediate boss the job, but as
rejecting the development of a job when you do not know
how to construct it. This position shows that the charac-
teristics of the work, is referred to the satisfaction of the
employee in relation to the nature of the work!. In the
Indicator Monitoring in the workplace respondents show
that the immediate boss always encourages the manage-
ment of its work where it was never establishes controls to
address the immediate boss in case of doubts in the labor
management, however, monitors the performance of its
activities to evaluate the implementation of the activities
assigned. The role of the supervisor in the institution is of
vital importance, where everything that is done depends
mainly on the, to be responsible for the unit, therefore,
the supervisor serves as a link or link and influences their
staff encouraging, promoting good relations and to serve
as a paradigm to all employees of the University of La
Guajira®.

In relation to the salaries and wages, respondents
stressed that the salary expectations for their performance;
being attractive in relation to other institutions of higher
education allowing them to save to cover possible con-
tingencies. The previous, to demonstrate that the salary
is a motivator, governs the life pattern of each individual
in the social context, in function of their work'®. In addi-
tion, the structure of the salary should be equitable and
fair elections in accordance with the salaries of the people
in relation to the work of the Organization and the same
jobs for other companies operating in the labor market.
Thus, the wage is the amount of money that agreed in the
contract of employment and pays ordinarily the worker!.
The interpersonal relations, respondents always maintain
a harmony at work despite the fact that there is reciprocal;
as it relates to its working group to achieve institutional
goals, leading to a Communication to plan activities. Are
the interactions between co-workers or individuals who
share in the same organization'3?
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In relation to the policies of the company, respondents
expressed that the object of study assignment training
according to institutional policies; in addition to inform
labor work taking into account the university policies; to
support the management of human talent and thus meet
the needs. Intentional Behaviors designed to increase or
protect the influence and personal interests of an indi-
vidual, in this case when the institution considers its staff,
taking into account how policy training and both per-
sonal and professional growth of its employees to gain the
knowledge and skills, thus developing their attitudes for
the benefit of their work®.

4. Conclusions

In virtue of the results obtained in the investigation it
is necessary to refer those who by way of trial allowed
knowing about the situation under study. In this way, here
are the general perceived of the opinion of the respon-
dents, according to the research objective raised, analysis
of the factors extrinsic job satisfaction of the administra-
tive career employees of the University of La Guajira, in
this particular job characteristics shows that the employ-
ees surveyed admitted to make the performance of the
work, even if it is not what you expected to do; and later
show their satisfaction with the immediate boss, who
encourages you to obtain a work of excellence; but also
the collaborators revealed to refuse an assignment on the
work that he does not know how to develop. On the other
hand, noted the respondents that are not established con-
trols to address the immediate boss, but if the indicators
for monitoring performance and evaluating the perfor-
mance of assignments as an employee, which is reflected
in the wage compensation that meets your expectations
being attractive in comparison with other university
institutions.Within this context, for interpersonal rela-
tions, there is harmony in the workplace, leading to work
together to get the institutional objectives and plan the
activities to be carried out; in addition to explaining insti-
tutional policies to assign the training, in order to find the
satisfaction of professional and institutional needs.
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