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5.1  Introduction

The work of academics is influenced by global trends such as accountability, mas-
sification, deteriorating financial support, scientific progress and managerial con-
trols (Altbach and Chait 2001; Galaz-Pontes et  al. 2007; Henkel 2010). Authors 
such as Kogan and Teichler (2007, p. 9) stressed “[…] the academic profession has 
come under enormous pressure potentially endangering the survival of the core 
identity of academics and universities… Increased expectations and work roles 
from society and notably the perception of knowledge as the most vital resource of 
contemporary societies have both expanded the role of the academy and challenged 
the coherence and viability of the traditional academic role”. Changes in the 
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academic career are emphasized by Henkel (2007, p. 201) “Most academics now 
work in a multi-functional organizations, in which the definitions of work and 
responsibilities have expanded and become more varied, for them and for others, 
and organizational principles have been incorporated.” Also Gappa (2010, p. 209) 
argues “The effects of changes in faculty work, appointments, and demographics in 
their colleges and universities are being felt by faculty members, who are experienc-
ing declining autonomy in their work, escalating workloads, an increasingly diverse 
student body, and, for some, a change in the nature of the academic community.” 
Many authors will describe other trends including for instance

• “[…] as a threat to academic autonomy as one of the central tenets of university 
life” (Brennan 2007, p. 20);

• “Traditions of academic freedom, professional autonomy, and allegiance to dis-
ciplinary fields continue to characterize what means to work in higher education. 
An extensive literature points to the survival of these values as being critical to 
the future of academic work” (Gordon and Whitchurch 2010, p. XVII);

• “Academic faculty find themselves working with and to a broader range of stake-
holders and in more national and international sites than before […]” (Marginson 
2009, p. 105);

• “[…] on-going evolution of the academic profession: the transformation of aca-
demic activities” (Musselin 2007, p. 185);

• “[…] increasing influence of institutional leaders (be they ‘academic’ or not) in 
decision-making processes that affect the individual careers of faculty members” 
(Musselin 2010, p. 125);

• “democratization of knowledge in “knowledge societies”” (Henkel 2007, p. 191);
• “[…] the authority of academic knowledge is no longer taken for granted” 

(Henkel 2010, p. 11);
• “From the standpoint of the Academic Estate, the significance of new specialized 

and technical functions on the margins of academia is central. It engages the 
crucial issue of how boundaries of Academia may be defined in the future.” 
(Neave 2009, p. 12);

• “But the majority of academics believe that higher education these days is being 
exposed to excessive instrumentalist pressures.” (Teichler 2009, p. 65).

Hence, we assisted to the rapid change of the academic workplace and the neces-
sity to manage the tensions within the academic profession. On this note, Altbach 

M. Farhangmehr 
University of Minho – School of Economics and Management, Braga, Portugal 

O. Gouveia 
Center for Research in Higher Education Policies (CIPES), Matosinhos, Portugal 

Interdisciplinary Centre for Social Sciences – University of Minho (CICS.NOVA.UMinho) 
and Communication and Society Research Centre (CECS) of the University of Minho,  
Braga, Portugal 

M. Peterson 
Michigan University, Ann Arbor, MI, USA

M.d.L. Machado-Taylor et al.



71

(2003) argued that with the era of mass higher education the conditions of academic 
work have deteriorated everywhere. Moreover Kogan and Teichler (2007, p.  11) 
argue “One view would see a victory of managerial values over professional ones 
with academics losing control over both the overall goals of their work practices and 
their technical tasks”.

Thus, HEIs have to manage their resources and human resources in particular in 
order to be proactively positioned to seize opportunities and confront threats in an 
increasingly competitive environment. Therefore more and more importance is 
placed on the satisfaction of the constituent groups of HEIs, namely the academic 
staff, among others (Machado et al. 2011).

The importance of work for us and for our satisfaction is evident. “Work plays a 
prominent role in our lives. It occupies more time than any other single activity and 
it provides the economic basis for our lifestyle. Therefore, job satisfaction is a key 
research area for numerous specialists and is a heavily researched area in the recent 
years” (Santhapparaj and Alam 2005, p. 72).

According to Silva (1998), being in the market today is being in a permanent 
evaluation of competitive ability. It becomes clear in this context the importance of 
the human factor and its “involvement” in the objectives of the organization.

The centrality of the faculty role makes it a primary sculptor of the institutional 
culture. The performance of academic staff as teachers and researchers determines 
much of the quality of the student satisfaction and its impact on student learning and 
thus the contribution of the HEIs to society (Ambrose et al. 2005; Capelleras 2005; 
Gappa et al. 2007; Hagedorn 2000; Höhle and Teichler 2011). Therefore the contri-
bution of academic staff within an HEI has implications for the quality of the insti-
tution (Altbach 2003; Enders 1999; Teichler 2009). However, HEIs are extremely 
complex social organizations. One must examine a multitude of factors and their 
numerous interactions even to approach an understanding of its functions. HEIs are 
now in a time of globalization, traversed by profound contradictions, uncertainties 
and doubts. Those concerns are due not only to a lack of resources or quality of 
resources, but also are conceptual in nature and concern with the extension and 
amendment of the HEI mission with reflections on the academia (Burbules and 
Torres 2004; Morgado and Ferreira 2006), with consequences also for the job of 
professors (Hargreaves 1998, 2003; Tardif and Lassardi 2008).

Serious research reveals that the concept of job satisfaction is a complex collec-
tion of variables that interact in a myriad of ways. Furthermore, the precise arrange-
ment of these factors differs across segments of the job market. There are intrinsic 
variables related to personal growth and development, and extrinsic factors associ-
ated with security in the work environment. There are global trends that impact 
professors and universities – notably accountability, massification, managerial con-
trols, and deteriorating financial support (Addio et al. 2007; Hagedorn 2000; Stevens 
2005). There is also ample and somewhat obvious evidence that job satisfaction 
relates to employee motivation. Job satisfaction is important in revitalizing staff 
motivation and in keeping their enthusiasm alive. Well motivated academic staff 
can, with appropriate support, build a national and international reputation for 
themselves and the institution (Capelleras 2005) in the professional areas, in 
research and in publishing. Such a profile may have an impact on the quality of 
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HEI. In this context, institutions and their leaders who understand the intricate tap-
estry of organizational culture have an opportunity to tap the multiple resources at 
their disposal and thus manage job satisfaction and employee motivation more 
effectively (Machado et al. 2011).

Over the recent years, there have been many changes in Portuguese higher educa-
tion. These include, among others: the implementation of the Bologna Process, which 
was given particular visibility; the approval of a new legal regime for the HEIs, which 
paved the way for the existence of the foundational regime and the approval of new 
statutes relating to the academic career in the public HEIs. Thus, the changes affect 
and will continue to affect academic careers (Machado-Taylor et al. 2010).

One important point to note about previous studies of satisfaction is reported by 
Changing Academic Profession (CAP) project. According to this study, Portugal is 
among the countries with lower levels of overall satisfaction. For instance, only 
South Africa showed a lower level of overall satisfaction among academics 
(International Database of the CAP Project (Dias et al. 2013). Also, the EUROAC 
survey reports that Portuguese junior academics are among the less satisfied (Höhle 
and Teichler 2011).

This chapter will provide a diverse range of information on multiple dimensions of 
the faculty job satisfaction in public Portuguese higher education institutions. The find-
ings of a nationwide study on satisfaction and motivation are extensively analyzed.

5.2  The Academic Career in Portugal: Issues and Challenges

In this section we present and analyse the structure of the academic career in Portugal. 
We start by describing the evolution of the career since 1970, highlighting the changes 
that took place with the stabilisation of the democratic life after the revolutionary period 
and other changes that occurred as an adaptation to the recent evolution in European 
Higher Education including the application of the Bologna Process in Portugal.

First we briefly describe the evolution of the organisation of the Portuguese 
Higher Education (HE) system since 1970 until 2012. In particular we underline the 
reforms experienced in 1973, the introduction of the Polytechnic subsystem in the 
late 70s, the expansion of the HE system, including a brief analysis of the emer-
gence of the private sector.

In the second section the evolution of the academic career is presented and a 
detailed description of the present legislation regulating is also included.

5.2.1  Evolution and Organization of the Portuguese Higher 
Education

The higher education system in Portugal is a binary system, including universities 
and polytechnics, initially planned in the early’1970s. It was mainly from the sec-
ond half of the 1970 that the growth and the dissemination of higher education 

M.d.L. Machado-Taylor et al.



73

started, after the democratic revolution in 1974. Until the early 1970s the Portuguese 
HE system was an elite system, it was attended by a small number of members of 
society, mostly from upper classes. There was a situation of great inequality based 
on the socio-economic origin (Cabrito 2006). Thus, the HE system was not a demo-
cratic one and this fact was the consequence of the very political system itself. After 
1974, as a consequence of the democratization of the country the social demand for 
HE increased very much (Cabrito 2006).

Since then, many changes in higher education took place, namely: the implemen-
tation of the binary system; the distribution of higher education institutions (HEI) 
across the country; the approval of the statutes of the university academic career, in 
1979, and of polytechnic academic career, in 1981; the approval of the Education 
System Act in 1986 (Law 46/86 of October 14); the approval of the laws of auton-
omy of the universities and polytechnics (Law n° 108/88 of September 24 and Law 
n° 54/90 of September 5, respectively); the emergence of the private sector in the 
80s; and the massification of higher education. More recently, in the last decade, 
there were also other major changes in higher education. Among them it should be 
noted the amendment of the Education System Act, by the Law n° 49/2005, of 
August 30, in order to implement the Bologna Process, which was also followed by 
other important changes, including the approval of a new legal regime of the HEI 
(Law n° 62/2007 of September 10), the approval of the legal assessment of higher 
education (Law 38/2007) and the approval of amendments to the statutes of the 
academic careers in higher education in 2009 (Decree-Law n° 205/2009 and Decree- 
Law n° 207/2009, amended, respectively, by the Law n° 8/2010 and Law n° 7/2010, 
both of May 13).

Until the early’1970s, higher education was an elitist system, enrolling only a 
small number of students. There were only four universities, one in Coimbra, and 
one in Porto and two in Lisbon. In the early’1970s, there were important changes in 
the educational system, particularly in higher education. In 1971 the Catholic 
University was established. In 1973, a legal framework was approved (Law n° 5/73, 
of July 25), defining the basis of the educational reform. According to this law, 
higher education was provided by Universities, Polytechnics, Higher Normal 
Schools and other similar establishments (Base XIII, n°. 3). In the same year, by the 
Decree-Law n° 402/73 of August 11, the network of higher education was approved, 
creating new Universities, Polytechnics and Higher Normal Schools.

The aim was to modernize, expand and diversify the higher education, “so as to 
reach a rate of 9 % for the age group 18–24 years” (target set out in the preamble of 
the Decree-Law n° 402/73). As stated by Amaral et al. (2006, p. 41), the question 
was the necessity of “bringing the country closer to European standards, coupled 
with the influence of international organizations like the OECD, the World Bank 
and International Monetary Fund, which led that the government policies reflect an 
increasing number of ‘functionalization’ of education in general and in particular, 
higher education in relation to aspects of the country economic development”. The 
plan was ambitious, compared to what previously had been the policy of higher 
education. The implementation of this plan was interrupted with the establishment 
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of democracy in 1974 and the days of the revolution that followed, and that changed 
the political agenda, including higher education (Magalhães and Santiago 2012).

In the late’1970s, the agenda of higher education was the subject of particular 
attention, in particular in what regards the diversification and the creation of poly-
technic institutions. In 1977 the “short-term higher education” was introduced 
(Decree-Law n° 427-B/77), and was formally replaced by “polytechnic higher edu-
cation”, in 1979 (Decree-Law n° 513-T/79). The professional scope of polytechnic 
education was emphasized against the “more conceptual and theoretical character-
istics” of university education. The Word Bank played an important role in the 
development of polytechnic subsystem, being responsible for several projects car-
ried out until the integration in EU.

In the early’1980s, there were public higher education institutions in all districts. 
At the end of the 1970s, the Law on Private and Cooperative Higher Education was 
approved (Law 271/79), although its implementation has occurred, particularly in 
the second half of the 1980s and 1990s (Teixeira 2012). In 1986, the year Portugal 
joined the EEC, the Education Act (Law 46/86 of October 14) was approved, con-
solidating the binary system. According to this law, universities could confer all 
degrees (“bacharel”, “licenciado”, mestre e “doutor”1), while polytechnics could 
confer only a bachelor’s degree. This situation changed in 1997 (first amendment of 
Education Act – Law n° 115/97, of September 19) and from this date, polytechnics 
grant also the degree of “licenciado”. In 2005, the Education Act was amended in 
order to implementing the Bologna Process (Law 49/2005, of August 30). The law 
maintained the binary system. The number of higher education degrees was changed 
from four (“bacharel”, “licenciado”, “mestre” e “doutor”) to three (“licenciado”, 
“mestre” e “doutor”). Actually, universities grant all degrees while polytechnics 
grant the degrees of bachelor and master. The amendment of 2005 was followed by 
other changes, including the adoption of a new legal regime of the HEI (Law n°. No. 
62/2007 of September 10) and the approval of legislation regulating accreditation 
and evaluation of higher education institutions and study programmes (Law n° 
38/2007 of August 16).

Only after democratization in 1974, a significant expansion of higher education was 
initiated. In 1978 the total number of students enrolled in higher education was 81,582 
(77,501 in the public sector and 4081 in the private sector). In the following years this 
number has been increasing, reaching in 1990 the total number of 157,869 (119,733 in 
the public sector and 38,136 in the private sector). At this time, higher education was 
already present in many cities and counties, although some of HEI have small size. In 
the following years, this number has continued to grow and in 2003 it reached 400,831. 
However this growth was different by subsystem and type of education.

In the private sector, the number of students reached the highest number in 1997, 
reaching 121,399 (96,163 in the universities and 25,236 in the polytechnics). Since 
then it has been declining, reaching 78,699 in 2012 (55,147 in the universities and 

1 “Bacharel” was a degree achieved after 3 years at HEI before the changes introduced by the 
Bologna process; “Licenciado” is the Portuguese term for Bachelor; “Mestre” is the Portuguese 
term for Master; “Doutor” is the Portuguese term for PhD.
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23,552 in the polytechnics). Private universities reached the maximum number of 
students in 1997. Since then it has been continuously decreasing. The private poly-
technic subsystem reached the highest number in 2003 and since then it has also 
been decreasing.

In the public sector, the trend has been different. The number of students reached 
the highest number in 2012, total of 311,574 (197,912  in the universities and 
113,662  in the polytechnics). The public university subsector has always grown, 
except for the period 2004 to 2009. The public polytechnic subsector reached the 
highest number in 2011.

From 1997 to 2012 the private sector has lost 42,700 students, mostly in the uni-
versity subsector. In the same period, the public sector has grown 98,848 (50,563 in 
universities and 48, 285 in the polytechnics) (Table 5.1).

The establishment of the binary system in the late 70s and its development in the 
following decades, aimed at the existence of two sub-systems with different goals 
and philosophies. The main idea was to expand higher education in the country and 
regional development, locating the polytechnics and their schools especially in cit-
ies where there were no universities. Its education programmes would be of short 

Table 5.1 Students enrolled in higher education: total and by sub-system and type of education

Total
Public Private
Total University Polytechnic Total University Polytechnic

1990 157,869 119,733 95,746 23,987 38,136 32,756 5380
1991 186,780 135,350 103,999 31,351 51,430 42,239 9191
1992 218,317 149,667 112,592 37,075 68,650 55,067 13,583
1993 246,082 164,433 120,307 44,126 81,649 64,814 16,835
1994 269,982 176,202 126,996 49,206 93,780 75,701 18,079
1995 290,348 186,286 132,199 54,087 104,062 84,895 19,167
1996 313,415 198,774 139,101 59,673 114,641 91,540 23,101
1997 334,125 212,726 147,349 65,377 121,399 96,163 25,236
1998 347,473 226,642 153,951 72,691 120,831 93,914 26,917
1999 356,790 238,857 158,850 80,007 117,933 89,361 28,572
2000 373,745 255,008 164,722 90,286 118,737 88,190 30,547
2001 387,703 273,530 171,735 101,795 114,173 82,979 31,194
2002 396,601 284,789 176,303 108,486 111,812 79,908 31,904
2003 400,831 290,532 178,000 112,532 110,299 77,109 33,190
2004 395,063 288,309 176,827 111,482 106,754 73,708 33,046
2005 380,937 282,273 173,897 108,376 98,664 67,157 31,507
2006 367,312 275,521 171,575 103,946 91,791 61,740 30,051
2007 366,729 275,321 169,449 105,872 91,408 60,659 30,749
2008 376,917 284,333 175,998 108,335 92,584 61,221 31,363
2009 373,002 282,438 175,465 106,973 90,564 60,755 29,809
2010 383,627 293,828 183,806 110,022 89,799 60,174 29,625
2011 396,268 307,978 193,106 114,872 88,290 60,452 27,838
2012 390,268 311,574 197,912 113,662 78,699 55,147 23,552
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duration or up to 3 years of an applied nature and would be designed to meet the 
needs of work in the regions where they were deployed. There had been planned 
research activities for the polytechnic system. The research activities were taking 
place in universities and it was also these institutions that formed the faculty of 
polytechnics. In this sense, it can be said that the training of teachers of polytechnics 
was dependent on the universities. This situation has been changing and went to a 
growing rapprochement between the two subsystems, namely in terms of research. 
In fact, there are today research units in polytechnics.

The current system of higher education includes: 14 public universities, the 
Catholic University and a non-integrated public University Institute (institutions 
awarding university degrees, but not having the necessary conditions to be universi-
ties), all represented in the Portuguese Rectors’ Conference (CRUP); 15 public 
polytechnics, represented in the Council of Portuguese Polytechnics (CCISP), and 
five schools not integrated in polytechnics (polytechnic institutions awarding 
degrees, but not having the necessary conditions to be polytechnics); and six public 
schools of higher education, depending on both the Ministry of Science and 
Education and other Ministry (Military Schools and Police Academy). Higher edu-
cation includes also 99 private institutions, including 39 university institutions (uni-
versities and non-integrated institutes or schools) and 60 polytechnic institutions 
(polytechnics institutes and non-integrated polytechnics schools)  (http://www.dges.
mctes.pt/DGES/pt/Estudantes/Rede/Ensino+Superior/).

5.2.2  The Academic Career

The higher education system in Portugal, being a binary system, is characterised by 
the existence of different academic careers. The legal framework of academic 
careers is quite different in public and private institutions. The government defines 
the size of the teaching staff and creates the rules for career advancement within 
public institutions. The academics of public institutions are civil servants, as 
opposed to those that work in private institutions (Meira Soares 2001, 2003; Meira 
Soares and Trindade 2004).

The main regulatory frameworks of academic careers date back to 1970 (Decree- 
Law n° 132/70, March 30), 1979/80 (Decree-Law n° 448/79, November 13, and 
Law 19/80, July 16) and 1981 (Decree-Law n° 185/81, July 1). Recently, in 2009, 
the statutes of academic careers were subject to changes, after they have been in 
force for three decades. In the following pages, we cover the main changes in the 
academic career from the’1970s to the present day.

5.2.2.1  Shaping the Academic Career in the Early 1970

Until 1970, matters relating to university academic career appeared associated or 
integrated in the Statute of University Education. In 1970, the academic career was 
treated in a specific regulation (Decree-Law 132/70, dated March 30). There was 
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not binary system of higher education in Portugal. According to this normative the 
academic career focused on two major areas, teaching and research, although they 
also set out some administrative functions. In the introduction of this normative 
some issues were reported regarding higher education, namely the difficulties of 
recruiting qualified academics to cope with the increase of school population, salary 
and career conditions offered. Furthermore, the need to create conditions for achiev-
ing the doctoral degree was also raised, because the system was facing a lack of 
professors and unattractive conditions for the academic career.

The university career was divided into two phases: “the first one, especially 
devoted to the preparation for teaching and learning methods of research and the 
second one devoted to the full exercise and training of researchers.” The first phase 
included the assistants and the second one the professors. Thus, the academic career 
was structured into two main groups: professors (full professor, extraordinary pro-
fessor and auxiliary professor) and teaching assistants (readers, assistants, junior 
assistants and monitors). It was the structure shaping the academic career over four 
decades, until the changes introduced in 2009.

In the normative, more emphasis was given to teaching and research and after to 
the administrative tasks. Referring to this period, Caraça et al. (1996) say that the 
dominant model of the university up to 1970s gave priority to education and that 
only in the 80’s emphasis to the research university was given, a trend reinforced in 
the following decades with the development of postgraduate programmes and the 
evolution of the university towards a greater openness to the outside society and the 
productive system.

5.2.2.2  The Diversification of Academic Careers in Higher Education

The expansion and diversification of higher education was the subject of particular 
attention from the late 70s and was followed by the approval of the university aca-
demic career legislation in 1979 (Decree-Law n° 448/79 and Law 19/80) and the 
polytechnic academic career legislation in 1981 (Decree-Law n° 185/81). Analysing 
this legislation we are faced with two different realities.

In the case of university, the structure of academic career designed in 1970 con-
tinued. The introductory of the new legislation was focused on a diverse set of 
issues, namely: a lack of qualified academic staff, the need to “make the career more 
attractive and dignified”; the need to provide means for assistants to obtain the doc-
toral degree; improving the quality of universities for international competition; the 
creation of conditions for graduates professionals to “neutralise or mitigate the 
effects of centrifugal […] requests from the private sector and even the public sec-
tor”; the idea that the university is not a “simple factory graduate” but “a 
 comprehensive institution, dedicated to undergraduate and graduate teaching, to 
fundamental and applied research and to providing highly specialised services of 
undeniable social interest”; the full realization of the academics and of the universi-
ties, the creation of conditions to decrease bureaucracy and more autonomy; a more 
professional career with more employment stability.

5 Academic Job Satisfaction and Motivation: Perspectives from a Nation-Wide Study…
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In the case of polytechnic the main aim was to approve the creation of a new 
career, for the recently created subsystem (Decree-Law no. 185/81). In that sense, 
the creation of a new academic career was considered fundamental to the develop-
ment of polytechnic education. On the introductory part of the decree-law, it was 
reported that this career was in line with “the teaching of higher level, targeted to the 
technicality and specificity of the various professional activities, claimed by modern 
societies”. It was the desired connection between polytechnics, professional activi-
ties and regional development, which was emphasised in legal texts regarding poly-
technics, namely the Decree-Law n° 427-B/77, the Decree-Law n° 513-T and 
Decree-Law n° 513-L1/79.

There were two different agendas for academic careers. In the case of the univer-
sity the academic career was faced with the need for universities to modernise and 
respond to new demands and challenges, coming from both inside and outside the 
country, including increasing massification, which would deeply influence the end 
of the century and the beginning of the next. In the case of polytechnics, the purpose 
was to diversify higher education, developing a different subsystem and disseminat-
ing it over the country and, at the same time, creating a different academic career. 
This diversity of careers continued until the recent changes in 2009.

The university career (Decree-Law n° 448/79) had the following sequence: 
Assistente Estagiário (junior assistant), Assistente (assistant), Professor Auxiliar 
(auxiliary professor), Professor Associado (associated professor) and  Professor 
Catedrático (full professor). Access to the lower rankinvolved the undergraduate 
degree, starting in the position of  Assistente Estagiário, which remained for 2 years. 
After this period, the person was promoted to  Assistente, which involved the acqui-
sition of the master’s degree. His/her career continued as  Assistente for 6 years, 
during which he/she should acquire a doctoral degree to be promoted to the next 
category:  Professor Auxiliar. This new situation did not guarantee, by itself, a per-
manent academic career. Indeed, after 5 years of service in this category, an appli-
cant had to submit a very detailed “curriculum vitae” to the Scientific Council of the 
Institution, which, upon evaluation of academic performance, decided in favour (or 
not) of changing a temporary contract to final contract. Access to the next category, 
 Professor Associado, required submission to a public competition, and implied a 
minimum period of service in the category of  Professor Auxiliar, the condition for 
permanent appointment in this category not being required. In practice, access to a 
permanent appointment in the university academic career meant 13 years of service. 
Access to the rank of  Professor Catedrático, the highest cumulative depended on 
three conditions: to be  Professor Associado, the title of  Agregado (may be com-
pared with German notion of Habilitation) and submit to a public competition.

A career in polytechnic (Decree-Law no. 185/81, 1 July) included fewer catego-
ries: −  Assistente (1st and 2nd triennium),  Professor Adjunto and  Professor 
Coordenador. Access to the rank of  Assistente required a suitable higher education 
qualification (bachelor’s or graduate). To progress to the next category,  Professor 
Adjunto, it was necessary to obtain the master degree and to be a candidate in a 
public competition. Access to this category did not imply, by itself, a permanent 
appointment. This occurred only after a period of provisional appointment of  
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3 years, after which the candidate had to submit a detailed report to the Scientific 
Council and only with the approval of this body the appointment became final. 
Access to this category could also be done through public examination in the case 
of candidates without a master’s degree. In practice, access to a permanent appoint-
ment in the polytechnic academic career meant 9 years of service. To access to the 
next category,  Professor Coordenador, the  Professores Adjuntos should be candi-
dates in a public competition.

5.2.2.3  The Academic Career in the 2000s

The legislation concerning academic careers in public institutions of higher educa-
tion has remained unchanged, or nearly so, over the last three decade, despite repairs 
and criticism over the years (Meira Soares and Trindade 2004). Changes arrived in 
2009 by the approval of amendments to the statutes of academic careers in higher 
education, both public universities and polytechnics (Decree-Law n° 205/2009, n° 
206/2009 and n° 207/2009, amended by the Law n° 7/2010 and n° 8/2010), after the 
amendment of Education Act in 2005 (Law 49/2005), in order to implement the 
Bologna Process. These changes in the statutes in 2009, occur in a national context 
characterised by a binary system already implemented and disseminated throughout 
the country and after other major changes for Portuguese higher education were 
approved, including the adoption of the new legal regime of the HEI governing 
regulations (Law 62/2007) and of the new HEI’s evaluation system (Law 38/2007).

In 2009, a new legal framework changed the academic careers regulations. Under 
this new regulations, the academic careers in public HEI’s were changed, although 
the main structures remain very similar. According to the new legal framework, aca-
demics of university and polytechnic public institutions continue to have different 
careers. Nevertheless, with the recent changes, there has been an approximation 
between the two sectors. Unlike what was published in 1979 and 1981, the preambles 
of the statutes in 2009 are very similar, sharing largely the same text, a sign that the 
issues of higher education are now largely common to both subsystems. The differ-
ence between them does not appear as 30 years before. Confining ourselves to the 
question of academic careers, the preambles of the diplomas focus largely on a com-
mon agenda. They are focused on issues such as: the modernization and strengthen-
ing of the vital contribution of higher education for the development of the country; 
the new challenges that higher education is called to respond to today; changes in the 
legal framework of employment of academics; changes in the careers of both subsys-
tems, namely in the rules of the access to the academic career and of the public 
competitions to fill vacant positions; autonomy of HEI to produce regulations regard-
ing the management, recruitment and assessment of performance of academic staff. 
The jury judging the filling a post through a public competition (always international 
for the filling of university positions) must have a composition with a majority of 
external members. With these new legislations in-breeding becomes more difficult, 
internationalisation is favoured and mobility is encouraged.
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As noted above, the academic careers remained unchanged over the past three 
decades. Amendments in 2009 refer mainly to the career structure, the access and 
mobility, the recruitment and the academic work. In The following table (Table 5.2) 
shows the professional categories of both subsystems, before and after the amend-
ments made in 2009, with reference to legislation on the public sector.

In university career, a doctoral degree was required to access to the categories of 
professor. In the case of polytechnic education, the degree required for access to the 
categories of professor was a master’s degree, but you could access these categories, 
without a master’s degree, through the provision of public exams. With the changes 
of 2009, the degree required to access the categories of professors in both subsys-
tems, is the doctoral degree. However, in the case of polytechnic education the title 
of specialist was also created, and can be obtained through public examination in 
which it is necessary to prove “the quality and the particular importance of the pro-
fessional curriculum in a particular area for the performing functions of the poly-
technic teachers” (Decree-Law n° 206/2009). Moreover, these experts, provided 
they meet certain requirements, may also apply to “professor coordenador”, but not 
to the Professor Coordena dor Principal. Access to this category, created in 2009, 
implies that in addition to other conditions candidates must be holders of the 
Agregado. The other categories provided for in previous legislation, no longer exist 
or remain in a transitory existence, according to new legislation. In addition, there 
remains the possibility of hiring teachers in HEIs situation of guests.

5.2.2.4  Academics’ Functions

The approval of the statutes of the academic careers of 2009 brought closer the two 
careers also in respect to general functions of academics. One remaining difference 
between the two careers is the weekly teaching load, which is higher in polytechnics 
(9–12 h) than in universities (6–9 h). With regard to functions, in general, for 

Table 5.2 Basic categories 
of academic staff in public 
institutions

Until august 31, 2009 After august 31, 2009

Universities
Professor Catedrático Professor Catedrático
Professor Associado Professor Associado
Professor Auxiliar Professor Auxiliar
Assistente
Assistente Estagiário
Polytechnics
Professor Coordenador Professor Coordenador Principal
Professor Adjunto Professor Coordenador
Assistente 2° triénio Professor Adjunto
Assistente 1.° triénio

Source: Decree-Law n° 448/79; Decree-Law n° 185/81; 
Decree-Law n° 205/2009; Decree-Law 207/2009
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academic staff in both subsystems in public higher education, they show small dif-
ferences (Table 5.3). The main differences appeared in the regulations adopted by 
each HEI concerning the provision of teaching since this matter became the respon-
sibility of each HEI.

The changes in 2009, increases the quantity and diversity of tasks required to 
academics, and can be systematised into five groups of activities: (a) Research and 
development (scientific research, cultural creation, technological and experimental 
development); (b) Teaching (teaching service, monitoring and mentoring of stu-
dents); (c) Participation in activities related to the scientific and technological dis-
semination and economic and social value of knowledge; (d) Participation in the 
management of institutions; (e) Participation in other duties assigned by the compe-
tent bodies, in the institution.

The first two groups are activities with a tradition in the academy. The following 
two formulations did not appear so explicitly in the previous statutes. The final 
group adds new responsibilities, whose definition is at the discretion of each 
HEI. From the classic teaching and research, the function and tasks of academics 
are moving to “other activities”, which also means some ambiguity. Only the regu-
lations of the HEI, in particular regarding with the provision service and perfor-
mance evaluation, are likely to clarify the meaning of “other activities”

5.2.3  Coping with the Changes

In a few decades, Portugal changed from a system of higher education of elites to a 
system of mass higher education, showing signs of stabilization in the last decade. 
With the expansion of higher education, there was also an increase in the number of 

Table 5.3 Academics’ functions

Functions of university academics (Article 
4th)

Functions of polytechnic institutes academics 
(Article 2nd)

(a) to conduct scientific research, cultural 
creation and technological development;

(a) to carry out the teaching duties assigned to 
them and to guide and supervise students;

(b) to carry out the teaching duties assigned 
to them and to guide and supervise students;

(b) to conduct research, cultural creation and 
experimental development;

(c) to participate in activities related to the 
university, of scientific dissemination and 
economic and social valuation for 
knowledge;

(c) to participate in extension tasks of 
disseminating science and technology and of 
economic and social valuation for knowledge;

(d) to participate in the management of the 
university;

(d) to participate in the management of the 
polytechnic institute;

(e) to carry out other duties assigned by the 
competent bodies, falling under the activity 
of a faculty member.

(e) to carry out other duties assigned by the 
competent bodies, falling under the activity of 
an academic in polytechnic higher education.

Source: Decree-Law n° 205/2009; Decree-Law 207/2009
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academics, rising from 2726  in 1971 to 9097  in 1981, an increase that occurred 
mainly in the public sector. In the following decades, from 1981 to 1991 and from 
1991 to 2001, growth continued to be very high. Since 2001 we are seeing some 
stabilization (Table 5.4).

 

Table 5.4 Teaching staff in higher education: total, by sub-system and by type of education

Timeline

Sub-system and type of education

Total
Public Private
Total University Polytechnic Total University Polytechnic

2001 35,740 24,296 14,455 9841 11,444 7518 3926
2002 36,191 24,570 14,521 10,049 11,621 7464 4157
2003 36,402 24,794 14,590 10,204 11,608 7418 4190
2004 36,773 25,368 14,858 10,510 11,405 7244 4161
2005 37,434 26,214 14,984 11,230 11,220 7084 4136
2006 36,069 25,415 14,738 10,677 10,654 6660 3994
2007 35,178 24,831 14,566 10,265 10,347 6372 3975
2008 35,380 24,728 14,466 10,262 10,652 6519 4133
2009 36,215 25,092 14,803 10,289 11,123 6899 4224
2010 38,064 26,410 15,506 10,904 11,654 7195 4459

Data source: www.pordata.pt (accessed 30 May 2012)
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In the 2000s, there was an improvement in the academic qualifications. The num-
ber of PhDs increased from 9465 in 2001 to 16,771 in 2010 and the total number of 
non-PhD decrease in the same period from 26,275 to 21,393 (GPEARI/MCTES). 
Another fact to be noted is the increasing feminisation in higher education. In the 
period from 2001 to 2010, the number of female teachers increased from 14,571 to 
16,650. In the same period, there was a decline in male teachers, whose numbers 
rose from 21,169 in 2001 to 20,459 in 2009. The percentage of female teachers is 
higher in the polytechnic than in university education. In 2010, the percentage was 
43.7 % in polytechnics and 40.2 % in universities. Throughout the first decade of 
this century there was certain stability in the number of academics. But in terms of 
age, there is some aging. Indeed, from 2001 to 2010, the number of teachers in the 
age-groups <30 years and 30–39 years decreased and the number of teachers in all 
other groups increased.

5.2.4  Challenges

There are various challenges academics and HEIs are currently facing, namely: the 
evaluation and accreditation, the developments of the Bologna process and the 
implementation of the European Area of Higher Education, the future development 
and reorganization of higher education network and its relation with the decreasing 
number of students and the economic anxieties.

Issues of evaluation and accreditation in higher education are some of the main 
concerns of both politicians and academics. One of the recent changes was the 
adoption of a new system of evaluation and accreditation of HEI (Law n° 38/2007, 
August 16), which led to the creation of A3ES.2 The accreditation and evaluation of 
programmes of study, now under A3ES, is taking its first steps. The creation of pro-
grammes is now dependent on prior accreditation by A3ES. In addition, programmes 
are subject to periodic review, consisting of a set of guidelines that HEI’s should 
take into account when implementing their programmes and self-assessment 
processes.

Study programmes are evaluated every 5 years and the process is based on a self- 
assessment (where students’ opinions are included), followed by an external evalu-
ation carried out by academic peers (domestic, external and foreign experts). In the 
previous evaluation system, there was not a link between direct and immediate 
results of evaluations and recognition of study programmes or other any conse-
quences.3 Actually, the process of accreditation has immediate consequences, 
namely non-accreditation. The implementation of the process of evaluation and 
accreditation is one of the main challenges that HEI and academics are faced with. 
Not accredited study programmes no longer work, which has consequences for the 
HEI. At the same time, this process also has an impact on academic work and may 

2 Agência de Avaliação e Acreditação do Ensino Superior.
3 They were predicted, but never applied.
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lead to termination of employment contracts of academics. These policies have 
important effects on the working conditions of academic staff and are related with 
quality assurance of HEI.

Another important challenge for higher education institutions and academics is 
the creation of the European Higher Education Area, created by the Bologna 
Declaration. The amendment to the Education Act in 2005 (Act 45/2005), has pro-
vided the implementation of the Bologna Process in Portugal. However, it has been 
a process that has not always received the consensus of the academic community. 
Actually, the system of degrees and diplomas in HE is organised according to the 
Bologna Process. However, in certain cases, the previous degree programmes have 
been replaced by new ones, merging undergraduate and master’s degree (integrated 
masters), as is the case in various engineering, pharmacy, medicine. Identical proce-
dures were not adopted in all areas of education and training. The introduction of 
the ECTS credit system happened but it needs yet some developments, particularly 
in terms of curriculum and teaching methods. On the other hand the concept of 
learning outcomes is not yet well known by the academics. It is also not clear to 
many students, academics and institutions that the acceptance of the principles of 
Bologna force them to change their attitudes regarding teaching and learning. It is 
difficult to predict the effect of these developments in the academic career. We 
believe that these changes are being reflected in the academic work. However, it is 
still early to say whether these effects are positive or negative for the academic 
career. The decrease in the number of training hours also resulted in a decrease in 
the number of teachers and in budget of HEIs.

As was already mentioned, in a few decades, Portugal passed from a higher edu-
cation system of elites to a system of mass higher education. In the last decade, it is 
showing signs of stabilization and even some decrease in the number of students, 
which has led to increased competition between HEIs in attracting students. In this 
sense, the reorganization of the HE network is unavoidable. This reorganization 
may be the result of different options, including administrative (governmental) 
intervention, negotiation processes between institutions, market logics and so on.

HEI’s have been confronted with the decreasing number of students each year, a 
decrease that is not evenly distributed among different scientific disciplines. As a 
result, in some areas, there will be excess of teachers while in other areas, there may 
be a need to increase their number, although not many. As mentioned above, the 
number of teachers in the first decade of the 2000s showed signs of some stability. 
Simultaneously, there has been an increase in the level of their qualifications, given 
the high number who acquired a PhD degree. This is beneficial to the quality of 
human resources and also has the effect of increasing competition among academ-
ics seeking a job or a position in an academic career. Moreover, as noted above, 
during the first decade 2000s there has been some aging on the academic staff. 
Furthermore, the laws of work and social security have also been altered, so that 
reforms are of lower value and occur later than previously. This also makes it more 
difficult the rejuvenation on the academic staff. Moreover, labour laws making 
employments more precarious and dismissal easier.
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All these “ingredients” associated with budget constraints increase pressure on 
public institutions. The autonomy of institutions is greatly reduced. It is still unclear 
how they will deal with these situations and what will be the effect in academic 
career. Some people argue, rightly, that there are study programmes in the country 
offered by institutions geographically very close to each other, making cooperation 
between them desirable in order to reduce costs. This argument is correct, and solu-
tions can be implemented in this direction. However, the implementation of those 
solutions may be insufficient, given the fact that teachers are already in institutions 
and the savings will not be felt in the short or medium term, except in what concerns 
administrative costs. Moreover, HE is still distant from goals of 2020.

The problems of the private institutions are not minor. It is a fact that they 
invested mainly in study programmes that are less expensive, such as law, manage-
ment, information technology, teacher training and alike. Some of these programmes 
are still the most preferred by the candidates to HE. The demographic recession is, 
however, bringing problems. Moreover, the taxes in private education are much 
higher than those of public institutions. Therefore, it is expected that financial prob-
lems will profoundly affect these institutions. Probably the merging processes will 
continue and some institutions will have to close, bringing additional problems to 
the academic community of these institutions. As a result unemployment among 
academics is indeed a threat the country faces, both at the university and at the poly-
technic subsystems.

These data, as well as those mentioned above, show that there are many factors 
that influence the work of academics. Moreover, they also show that these factors are 
not unrelated to the times of change, uncertainty and instability on academic work.

5.3  Models for Examination of Academic Job Satisfaction

5.3.1  Some Models of Faculty Satisfaction

The literature on job satisfaction of academics is limited. However, authors such as 
Santhapparaj and Alam (2005, p. 72) stressed that “Work plays a prominent role in 
our lives. It occupies more time than any other single activity and it provides the 
economic basis for our lifestyle. Therefore, job satisfaction is a key research area for 
numerous specialists and is a heavily researched area in the recent years”. In fact, 
the “concept of job satisfaction is an important one for study because every indi-
vidual has a variety of needs and values and much of a person’s activity in a work-
place is directed towards the acquisition of means and ways to fulfil these needs and 
values” (Egbule 2003, p. 158). In this context, Gappa et al. (2007, cited in Gappa 
2010) argued that faculty members value equity, collegial relationships (with col-
leagues and administrators), security in employment, professional development, 
autonomy, access to the resources they need to do good work, support from depart-
ment chairs and institutional administrators and recognition for their work. These 
are factors that, according to these authors, lead to high levels of satisfaction.
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Job satisfaction is multi-dimensional, with both intrinsic and extrinsic qualities. 
The former include ability, achievement, advancement, compensation, co-workers, 
creativity, independence, moral values, social service, social status and working 
conditions. The latter involves authority, policies and practices, recognition, respon-
sibility, security and variety (Weiss et al. 1967).

For instance, Herzberg et al. (1959) distinguish Motivators or Intrinsic Factors – 
Achievement, Recognition, The work itself, Responsibility, Advancement, Growth; 
and Hygiene Factors or Extrinsic Factors  – Company Policy, Supervision, 
Relationship with Boss, Work Conditions, Salary, Relationship with Peers. 
According to Herzberg et al. (1959) intrinsic factors relate to job satisfaction when 
present but not to dissatisfaction when absent. The extrinsic factors are associated 
with job dissatisfaction when absent, but not with satisfaction when present. 
Motivating job characteristics are associated with job satisfaction, intrinsic motiva-
tion and work effectiveness (Winter and Sarros 2002).

Nyquist et  al. (2000), presenting their model for faculty job satisfaction, sug-
gested that organizational factors, job-related factors and personal factors affect 
self-knowledge, social knowledge and satisfaction. Organizational factors are avail-
able resources, collegial relations among colleagues, perceived opportunity for pro-
motion and advancement, adequacy of mentoring, decision-making abilities and 
commitment to the organization. Job-related factors integrate autonomy and aca-
demic freedom, clear and consistent job duties, job security, stimulation from work, 
workload, income, resources available and work-related time pressures. Personal 
factors include -perceptions of role conflict and interference of work responsibilities 
with home. The model shows that institutional context and individual characteristics 
influence faculty satisfaction (please see Fig. 5.1).

An adaptation of Hagedorn (2000) illustrates another model. L. Hagedorn (2000) 
wrote about faculty job satisfaction using the “Conceptual Framework of Faculty 
Job Satisfaction”, being her mission to sort and categorize the factors that contribute 
to job satisfaction. This model hypothesizes two types of constructs that interact and 
affect job satisfaction. These constructs are triggers and mediators. A trigger is a 
significant life event that may be either related or unrelated to the job. A mediator is 

Job-Related
Factors

Personal
Factors

Self-Knowledge
Social Knowledge
Satisfaction

Outcomes
Productivity
Retention
Satisfaction

Organizational
Factors

Fig. 5.1 Conceptual model 1 of academic staff job satisfaction (Adapted from: Nyquist et  al. 
(2000)
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a variable or situation that influences or moderates the relationships between other 
variables or situations producing an interaction effect. The mediators represent situ-
ations, developments and extenuating circumstances that provide the context in 
which job satisfaction must be considered. The conceptual model presented by 
L. Hagedorn (2000) is composed by six triggers and three types of mediators, form-
ing a framework in which faculty job satisfaction may be scrutinized (please see 
Table 5.5).

To measure the job satisfaction of university teachers, Oshagbemi (1997) used a 
questionnaire comprising eight basic job elements. The job elements were listed in 
Fig. 5.2. Respondents were asked to indicate the level of satisfaction or dissatisfac-
tion with which they derived from each of the aspects considered.

Verhaegen (2005) analysed the recruitment and retention of academic talent, as 
the most important factors for the success and competitiveness of a business school. 
With respect to faculty, the most important factors from both recruitment and a 
retention perspective were academic freedom, research time, geographic location of 
the school and opportunities for professional development. The important factors 
for faculty were institutional factors, specifically reputation of the school, innova-
tiveness and progressiveness of the school and international orientation. In the case 
of deans, the most important factors for recruitment of faculty were reputation of the 
school in the academic community, innovativeness and progressiveness of the 
school, stimulating peer community and research time. For retention, the most 
important factors were academic freedom, recognition of research achievements 
and career opportunities (please see Table 5.6).

According to Verhaegen (2005, p. 815), the results of academic job satisfaction 
“[…] could not only help the school in identifying its main bottlenecks in the 
recruitment and retention of academic talent, but it can also help the school to assess 
its competitive position and identify its unique selling points and help to design an 
effective profiling strategy”.

Another conceptual model is that of Houston et al. (2006) (please see Fig. 5.3). 
The figure shows a clear relationship between some dimensions of academic staff 
job and their job satisfaction.

Table 5.5 Conceptual model 2 of academic staff job satisfaction

Mediators Triggers

Achievement Gender Collegial Relations Life Stage
Recognition Ethnicity Student Quality Personal/Family
Work itself Institutional Type Administration Rank/Tenure
Responsibility Acad. Discipline Climate/Culture New Institution
Advancement Perceived Justice
Salary Emotional State

Adapted from: Hagedorn (2000)
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Teaching
Research 
Administration and management 
Present pay
Promotions 
Head of department’s supervision/behaviour 
Co-workers’ behaviour
Physical conditions/working facilities
Other aspects of job

Academic Staff 
Job Satisfaction

Fig. 5.2 Conceptual model 3 of academic staff job satisfaction (Adapted from: Oshagbemi (1997)

Table 5.6 Categories and factors used in the Verhaegen’s survey

Categories Factors

The school’s culture and values Academic freedom
Stimulating peer community
Participation in decision-making processes
Identification with school’s mission and strategy
Availability of resources for new initiatives
Innovativeness and progressiveness of the school

The school’s reputation and position Reputation of the school in the academic community
Reputation of the school in the business community
Prestige/reputation of the department/discipline
Composition of the program portfolio
International orientation of the school
Partners in the school’s network

Conditions of employment Remuneration
Career opportunities
Job security
Non-financial reward systems
Resources for professional activities
Opportunities for sideline activities or additional jobs

Personal and professional 
development

Balance between work and life
Opportunities to work with people outside the school
Opportunities and facilities for family
Opportunities for personal growth and development
Opportunities for professional development
Opportunities to pursue cross-disciplinary scholarship

Teaching climate Teaching time
Recognition of teaching achievements
Availability of teaching support
Availability of teaching facilities
Quality of students
Participation in executive education

(continued)
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5.3.2  Suggested Model for Faculty Satisfaction

In our study, the research team proposed a conceptual model derived from some of 
the best known models in the literature, such as those described above. Figure 5.4 
shows the model, in which it was hypothesized that some dimensions – teaching 
climate, management, colleagues, non-academic staff, physical work environment, 

Table 5.6 (continued)

Categories Factors

Research climate Research time
Recognition of research achievements
Financial resources for research
Availability of research support
Availability of research facilities
Research climate within the school

Work environment Geographic location of the school
Necessity to speak local language
Professional opportunities for partner
Campus quality
Office quality
Competency of administrative staff and support 
services

Adapted from: Verhaegen (2005)

Dimensions

Freedom to choose your own method of working

The recognition you get for good work

The amount of responsibility you are given

Your salary or rate of pay

Your chance for advancement

The amount of variety in your job

Now taking everything into consideration, how do you feel about your job as a whole?

Academic Staff Job 
Satisfaction

Fig. 5.3 Dimensions of satisfaction – Houston et al. (2006) (Adapted from: Houston et al. (2006)
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conditions of employment, personal and professional development, institutions’ 
culture and values, institutions’ prestige and research climate – have an impact on 
academic staff satisfaction. Moreover, the conceptual model shows the relationship 
between satisfaction and motivation. This relationship was demonstrated by several 
authors. The literature also shows that job satisfaction is closely connected to 
employees’ motivation. Herzberg et  al. (1959) have already stressed the need to 
strengthen motivators in order to engender career satisfaction. In like manner, 
Dinham and Scott (1998, p. 362–363) stated that “Satisfaction and motivation are 
[…] inextricably linked through the influence each has on the other.” Higher levels 
of motivation have been considered as a positive outcome of job satisfaction (Sledge 
et al. 2008).

5.4  Methodological Approach

A nation-wide study emerges in the context of the Project PTDC/ESC/67784/2006 – 
An Examination of Academic Job Satisfaction and Motivation in Portuguese Higher 
Education, financed by the Foundation for Science and Technology.

Teaching Climate

Management

Colleagues

Non Academic Staff

Physical Work Environment

Conditions of Employment

Personal and Professional Development

Institutions’ Culture and Values

Institutions’ Prestige

Academic Staff Satisfaction

Academic Staff Motivation

Fig. 5.4 Conceptual model of the study
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In this chapter, we present results derived from quantitative data gathered through 
an on-line survey (please see Appendix 2). Before the application of the survey, the 
research team applied three Focus Groups to ascertain the factors of satisfaction/
dissatisfaction and motivation/amotivation4 of academic staff. The information col-
lected was used in the construction of the questionnaire. Thus, the survey gives rise 
to the literature review for this theme and from the preoccupations expressed by 
faculty members/participants in the Focus Groups. The on-line survey was accessi-
ble to all faculty members, including all sub-groups (professor, researcher, part- 
time, full-time, etc.) for all institutional types of Portuguese HEIs public-private, 
university-polytechnic, etc.). Here we will only present results about academics in 
public higher education institutions.

The satisfaction dimensions considered were: Teaching Climate; Management of 
the Institution/Department/Unit; Colleagues; Non Academic Staff (administrative 
staff, technical and laboratory staff); Physical Work Environment; Conditions of 
Employment; Personnel and Professional Development; Institutions’ Culture and 
Values; Institutions’ Prestige; and Research Climate. Those dimensions to examine 
the academic staff job satisfaction were defined accordingly to the literature review. 
The aspects mentioned by academics during the Focus Groups were also covered by 
these dimensions. Therefore, each satisfaction dimension is composed of factors of 
satisfaction/dissatisfaction identified in the literature review and considered by the 
academics in the Focus Groups. The instrument was available to all Portuguese 
academics on the website http://questionarios.ua.pt/index.php?sid=19766&lang=pt. 
This address was sent to all Portuguese HEIs in year 2010 and all academics invited 
to participate:

In order to have a vast divulgation of the survey among the faculty members, 
several efforts were pursued. Therefore, all the faculty members were invited to 
participate in many different ways:

 1. Communiqués were sent to the Council of Rectors of Public Universities 
(CRUP), Council of Presidents of Public Polytechnics (CCISP) and Portuguese 
Association of Private Higher Education (APESP) informing them about the 
study and requesting their help in the dissemination of the study;

 2. A letter was sent to all Rectors and Presidents of both public and private univer-
sities as well as polytechnic institutes requesting that the link to the survey was 
sent to the faculty members in their institutions;

 3. Also the link to the survey was sent to the three faculty unions;
 4. All the steps above were repeated thrice in order to increase the response rate.

On average, the response time was 25 min. Because the questionnaire was long, 
some people gave up halfway through the fill which is often common in online sur-
veys. In Portuguese higher education, according to the last statistics available at the 
time the survey was launched (2009), there were 36215 academics (PORDATA 
2011; GPEARI 2011). The response rate obtained was about 12.5 % – a total of 

4 The concept of amotivation is used by Vallerand et al. (1992).
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4529 academics participated in the study, a response rate that is much higher than 
usual in a study of national dimension and administered online.

The results relate only to the academics that work in public higher education 
institutions (universities and polytechnics) and agreed to answer the online ques-
tionnaire (the total of 2544 academics). The response was free and spontaneous.

Most respondents to the survey work in public universities 54.1 %. With regard 
to age groups, respondents are concentrated in age groups “41–50 years” (38.2 %), 
“31–40 years” (28 %) and “51–60 years” (23.7 %). It should be noted that, on aver-
age, the age of respondents were 45 years with the mode range of 44 years. 
Considering the distribution of the respondents by gender, we can verify that 50.7 
% of them are men and 49.3 % are women. There are, therefore, slightly more men 
than women among the respondents. Finally, with respect to the academic rank in 
Portuguese higher education, a higher proportion of respondents are “Juniors” (58.4 
%). Only 15.5 % of the academics respondents are “Seniors”. With respect to aca-
demics by institutional type and academic rank, the sample and the population pres-
ent the following configuration: (Table 5.7)

As noted, there are marked and statistically significant differences between the 
sample and the population, preventing, therefore, to generalize any conclusions.5 
That is, comparisons between academic ranks and institutional type, which we pro-
ceed to in this work, do not reflect more than the opinions and attitudes of academ-
ics who responded to the questionnaire.

5 According to Malhotra and Birks (2007), although no conclusions can be inferred for the popula-
tion when working with non-probability samples, as it is the case, it is always possible to draw 
some conclusions about the behaviour of the population and, therefore, to assume some conclu-
sions regarding the research questions. Please, see Malhotra, N.  K., & Birks, D.  F. (2007). 
Marketing research: An applied approach. 3rd Edition. Harlow, England: Prentice Hall.

Table 5.7 Academics by institutional type and academic rank in the sample and in the population

Sample Populationa

N % N %

Public universities Seniors 379 27.5 3578 24.2
Juniors 973 70.7 11,225 75.8
NA 25 1.8
Total 1377 100.0 14,803 100.0

Public polytechnic institutes Seniors 117 10.0 764 7.4
Juniors 1016 87.1 9525 92.6
NA 34 2.9
Total 1167 100.0 10,289 100.0

Total Seniors 496 15.5 4342 17.3
Juniors 1989 58.4 20,750 82.7
NA 59 26.1
Total 2544 100.0 25,092 100.0

Source:aGPEARI (2011)
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5.5  Results

5.5.1  Satisfaction with Teaching Climate by Institutional Type

With regard to satisfaction with Teaching Climate in public polytechnic institutes 
and in public universities, only the indicator “training of students” records mean 
below the centre of the scale (5) which is interpreted, therefore, as dissatisfaction. 
The “degree of autonomy in teaching practice” is the indicator with which academ-
ics are more satisfied (Fig. 5.5). Research shows that autonomy and academic free-
dom have been particularly expensive for teachers, although some have referred to 
it with a sense of nostalgia (Ylikoji 2005), and others referring to the major con-
straints that have been felt in academic work and on professional autonomy (Barrier 
and Musselin 2009). Moreover, the previous preparation of students as well as the 
way on how it occurs in the transition from secondary education to higher education 
have been considered crucial to the success of students at the beginning of higher 
education (Brites Ferreira et al. 2011, 2012a, b; Seco et al. 2006).
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5.5.2  Satisfaction with Management of the Institution/
Department/Unit by Institutional Type

The satisfactory means with the Management of the Institution/Department/Unit is 
higher in public polytechnic institutes, when compared with satisfaction in public 
universities. In public universities, academics are dissatisfied with almost all indica-
tors: with the ability of managers to innovate, with management’s response to fac-
ulty needs, with time that managers take to respond to these needs and to 
communicate with managers. The satisfaction with the managers of the department/
organizational unit registers the highest values but around the centre of the scale, as 
shown in the following figure. With respect to this dimension and with consider-
ation of the satisfaction levels of the academics, it seems to us that the data suggest 
that there is quite some way to go with regard to possible improvements in the man-
agement of the institutions, their departments and their units (Fig. 5.6).

5.5.3  Satisfaction with Colleagues by Institutional Type

Regarding satisfaction with Colleagues, the indicators “interaction between faculty 
members of different courses” and “cooperation with colleagues from different 
departments/units” record lower values, especially in public universities. The 

4.3

4.4

4.5

4.7

5.1

5.5

5.1

5.1

5.2

5.7

5.7

6.1

4.7

4.7

4.8

5.2

5.4

5.8

Ability of those in positions of
management to innovate

Management's response to faculty
needs

Time that those in management
positions take to respond to the needs

of faculty

Communication with managers

Management positions in the
institution

Management positions in the
department/organizational unit

Total Public Polytechnic Public University

(means)

Scale: 0=strongly dissatisfied;  10=strongly satisfied

Fig. 5.6 Satisfaction with management of the institution/department/unit by institutional type

M.d.L. Machado-Taylor et al.



95

satisfaction with scientific quality, skills and pedagogic quality of the faculty regis-
ters the highest values, as was shown in the following figure. These results suggest 
that improvements are possible, particularly in terms of cooperation and interaction 
between academics of different departments or disciplines. Although the data may 
also reflect competition among academics or between areas and departments in 
which they are; this is related to managerial trends that have been felt in higher 
education (Lima 2012; Magalhães and Santiago 2012) (Fig. 5.7).

5.5.4  Satisfaction with Non Academic Staff (Administrative 
Staff, Technical and Laboratorial Staff…) 
by Institutional Type

The satisfaction with cooperation, with administrative staff and technical and labo-
ratory staff registers the highest values. Academics express less satisfaction with the 
adequacy of the number of non academic staff to the amount of existing work. In 
public universities, they are dissatisfied with this aspect (mean is below the centre 
of the scale) (Fig. 5.8).
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5.5.5  Satisfaction with Physical Work Environment 
by Institutional Type

Regarding satisfaction with Physical Work Environment, only the indicators “exis-
tence of an area to monitor the students” and “equipment available to faculty and 
their families” record means below the centre of the scale (5) and are interpreted, 
therefore, as dissatisfaction, especially in public universities. The “cleanup of the 
institution” and the “size of classrooms” are the indicators with which academics 
are more satisfied (Fig. 5.9). From these results emerges the fact that HEIs cannot 
dispose of support facilities, including kindergartens. Academics spend a lot of time 
in institutions or in classes or meetings and administrative work with obvious preju-
dices family (Forest 2002). Still, another reason for dissatisfaction of the academics 
is lack of spaces for student attendance. The authors of this book for personal 
knowledge supports this evidence. Many faculty share offices (sometimes there are 
3, 4 or more teachers per cabinet) which naturally complicates the personalized 
attention to the student.

5.5.6  Satisfaction with Conditions of Employment 
by Institutional Type

Regarding satisfaction with Conditions of Employment, in public universities and 
public polytechnic institutes, the satisfaction mean is below the centre of the scale of 
the three indicators (“remuneration”, “job security” and “career opportunities”). This 
means that academics are dissatisfied with this dimension, and more dissatisfied in 
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particular with career opportunities (indicator that registered the lowest mean: 3.7) 
(Fig. 5.10). Indeed, Portuguese academics are overall more satisfied with intrinsic 
aspects of job and dissatisfied with the extrinsic aspects of the job, such as the char-
acteristics of employment considered in this study. This dissatisfaction with extrinsic 
aspects of the job is well documented in scientific literature (Ward and Sloane 2000).

5.5.7  Satisfaction with Personal and Professional Development 
by Institutional Type

Academics in public universities and public polytechnic institutes seem to be rea-
sonably satisfied with the dimension “Personal and Professional Development” 
(means registered are close to the centre of the scale) (Fig. 5.11). These data confirm 
that, despite its importance, it is not always easy to reconcile the professional 
aspects of career development with personal life or family (Santos 2007; Brites 
Ferreira et al. 2011, 2012a, b).
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5.5.8  Satisfaction with Institutions’ Culture and Values 
by Institutional Type

Academics are more satisfied with the academic freedom they have. Academics in 
public universities are dissatisfied with the ability to innovate in the institution 
(mean = 4.8) and with the participation of faculty in decision-making processes 
(mean = 4.6) (Fig. 5.12). As a result of the research, academic freedom is highly 
valued by academics. However, if we consider the other two indicators mentioned, 
we may wonder if we are not before some critical attitude towards innovation of 
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institutions and participation of the academic staff in decision-making processes. 
With regard to the latter aspect, it is important to note that the legal regime of IES, 
approved by Law no. ° 62/2007 of 10 September, has provided conditions for the 
existence of more uninominal bodies, to the detriment of collegial bodies and 
elected bodies.

5.5.9  Satisfaction with Institutions’ Prestige 
by Institutional Type

With respect to satisfaction with Institutions’ Prestige, all indicators (“prestige of 
the institution”, “efforts of the institution to improve its image”, “international part-
ners of the institution”, “national partners of the institution”) registered satisfaction 
means slightly above the centre of the scale, which means that academics in public 
higher education institutions are satisfied but not very satisfied with this dimension 
(Fig. 5.13).

5.5.10  Satisfaction with Research Climate 
by Institutional Type

Regarding satisfaction with Research Climate, in public universities and public 
polytechnic institutes, only the indicator “research outputs” records means above 
the centre of the scale (5) in both institutional types. This is, therefore, the indicator 
with which academics are more satisfied. Dissatisfaction is higher with financial 
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resources to do research, but academic staff is also dissatisfied with logistical condi-
tions to do research, research time, recognition by the institution of the research 
work and opportunities to do research (Fig. 5.14).

Research in higher education in Portugal was “marginal” before the Revolution 
of April 1974. The relationship between research and teaching was reinforced by 
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law (Decree-Law 448/79) in universities. It then becomes clear that academics have 
assumed the three traditional missions of the university: teaching, research and ser-
vices to society, together with duties in terms of institutional governance and aca-
demic management at all organizational levels. Later, a similar law was approved 
for the polytechnic institutes (Decree-Law 185/81) (Santiago et  al. 2013). Thus, 
research is a relatively recent requirement in the academic career. On the other hand, 
we must associate the current state of economic and financial constraints that have 
been reflected in research funding.

5.5.11  Overall Satisfaction by Institutional Type

Overall Satisfaction of academics were higher with the indicators “adequacy of 
skills to the teaching practice” and “job”, in public universities and public polytech-
nic institutes. Less satisfaction (but not dissatisfaction) was expressed by academics 
with the “institution”. The satisfactory means are higher in public polytechnic insti-
tutes, except with respect to the indicator “opportunity to update knowledge” as 
shown in Fig. 5.15. The literature shows, similar to what happens in our study, posi-
tive levels of satisfaction among teachers (Oshagbemi 1999; Ward and Sloane 
2000).
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5.5.12  Overall Motivation by Institutional Type

Regarding Overall Motivation, academics are more motivated to teach and to remain 
as faculty members in higher education in public universities and public polytechnic 
institutes. They are less motivated to serve the community and to participate in the 
governing bodies in public universities and public polytechnic institutes. 
Demotivation to participate in the governing bodies was shown by academics in 
public universities (only this indicator records a motivation mean below the centre 
of the scale in public universities, interpreted as demotivation) (Fig. 5.16). These 
results are similar to those of several studies which indicate that the preferences of 
the academics are primarily for teaching activities, then to research and ultimately 
to management (McInnis 2000a, b; Oshagbemi 2000; Verhaegen 2005).

5.5.13  Satisfaction with Teaching Climate, Management, 
Colleagues and Work environment: A Structural 
Equation Model

As shown in the following figure, the indicators are well explained by their latent 
dimensions, all are statistically significant and the correlations between the dimen-
sions (latent variables) are high (rs>=0,7), positive and statistically significant 
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(Fig. 5.17). More information is provided on Appendix 1 (please see Tables 5.8, 5.9, 
5.10, 5.11, 5.12, 5.13, 5.14, 5.15, 5.16, 5.17, 5.18, and 5.19).

5.5.14  Synthetic Indexes

The dimensions of satisfaction and motivation are synthetic indexes constructed 
using a Principal Component Analysis (PCA) with a single dimension.6 The facto-
rial scores - standardized values, after unstandardized7 – are the individual index 

6 See Saris, W., available at http://surveymethodology.eu/conferences/warsaw-2009/sessions/106/).
7 As suggested by Vaus, D. (2004). Analyzing social science data. London: Sage, reprinted, p. 112.

Fig. 5.17 Satisfaction with teaching climate, management, colleagues and work environment a 
structural equation model (RMSEA: 0,076; p < 0,001.)
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scores. Based on the respective indicators, we have constructed the following 
dimensions of satisfaction and motivation:

 – Satisfaction with Teaching Climate8

 – Satisfaction with Management of the Institution/Department/Unit9

 – Satisfaction with Colleagues10

 – Satisfaction with Physical Work Environment11

 – Satisfaction with Non academic staff (administrative staff, technical and labora-
torial staff…)12

 – Satisfaction with Conditions of Employment13

 – Satisfaction with Personal and Professional Development14

 – Satisfaction with Institutions’ Culture and Values15

 – Satisfaction with Institutions’ Prestige16

 – Overall Satisfaction17

 – Overall Motivation18

As can be observed, only academics in public polytechnic institutes reveal satis-
faction values above the mean, in the dimensions Physical Work Environment and 
Management of the Institution/Department/Unit, and also Overall Motivation is 
above the mean (Fig. 5.18).

Regarding synthetic indexes by academic rank, there are not significant statisti-
cal differences between juniors and seniors with respect to their overall motivation 
and their overall satisfaction. The significant statistical differences are only between 
seniors and juniors with respect to their satisfaction with conditions of employment; 
personal and professional development, being seniors more satisfied than juniors 
and with respect to their satisfaction with management and colleagues, being juniors 
more satisfied than seniors (Fig. 5.19).

Regarding synthetic indexes by gender, there are not significant statistical differ-
ences between men and women with respect to their overall satisfaction, their satis-
faction with institutions’ culture and values, conditions of employment, non 
academic staff and physical work environment.

There are significant statistical differences between men and women with respect 
to their overall motivation, their satisfaction with teaching climate, management, 

8 Cronbach’ Alpha: 0,84; Explained Variance: 44,4 %
9 Cronbach’ Alpha: 0,95; Explained Variance: 80,8 %
10 Cronbach’ Alpha: 0,92; Explained Variance: 71,9 %
11 Cronbach’ Alpha: 0,90; Explained Variance: 48,3 %
12 Cronbach’ Alpha: 0,86; Explained Variance: 72,7 %
13 Cronbach’ Alpha: 0,79; Explained Variance: 70,5 %
14 Cronbach’ Alpha: 0,91; Explained Variance: 84,6 %
15 Cronbach’ Alpha: 0,83; Explained Variance: 74,6 %
16 Cronbach’ Alpha: 0,93; Explained Variance: 82,1 %
17 Cronbach’ Alpha:0,89; Explained Variance: 68,8 %
18 Cronbach’ Alpha: 0,83; Explained Variance: 54,8 %
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colleagues, personal and professional development, institution’s prestige (please 
see Fig. 5.20).

5.5.15  Satisfaction and Motivation

The following figure shows the relationship between the dimensions of satisfaction 
and academic motivation (Fig. 5.21).
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Fig. 5.18 Synthetic indexes by institutional type
Significant statistical differences in Teaching Climate (t(2407) = −2.901; p < 0.05);
Significant statistical differences in Management (t(2292) = −7.417; p < 0.05);
Significant statistical differences in Colleagues (t(2339) = −2.946; p < 0.05);
Significant statistical differences in Physical Work Environment (t (1127) = −3.545; p < 0.05;
Significant statistical differences in Non academic staff (t(1940) = −2.719; p < 0.05);
No significant statistical differences in Conditions of Employment (t(2468) = 0.798; p > 0.05);
No significant statistical differences in Personal and Professional Development (t(2493) = 0.094; 
p > 0.05);
Significant statistical differences in Institutions’ Culture and Values (t(2429) = −2.371; p < 0.05);
Significant statistical differences in Institutions’ Prestige (t(2351) = 2.247; p < 0.05);
No significant statistical differences in Overall Satisfaction (t(2376) = −1.517; p > 0.05);
Significant statistical differences in Overall Motivation (t(2390) = −5.648; p < 0.05)
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The model explains that 35 % of the variation are motivated to teach, 41 % of the 
variation are motivated to work in the institution and 50 % of the variation are moti-
vated to remain as a faculty member in higher education. Only the relationship 
between “Satisfaction with Physical Work Environment” and “Motivation to Work 
in the Institution” is not statistically significant.
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Fig. 5.19 Synthetic indexes by academic rank
Significant statistical differences in Teaching Climate (t(2042) = 2.169; p < 0.05);
Significant statistical differences in Management (t(2248) = −2.603; p < 0.05);
Significant statistical differences in Colleagues (t(2287) = −2.096; p < 0.05);
No significant statistical differences in Physical Work Environment (t(1108) = −1.153; p > 0.05);
No significant statistical differences in Non academic staff (t(1902) = −0.132; p > 0.05);
Significant statistical differences in Conditions of Employment (t(2411) = 12.013; p < 0.05);
Significant statistical differences in Personal and Professional Development (t(2437) = 5.167; p < 
0.05);
No significant statistical differences in Institutions’ Culture and Values (t(2377) = 0.936; p > 0.05);
No significant statistical differences in Institutions’ Prestige (t(2299) = 0.795; p > 0.05);
No significant statistical differences in Overall Satisfaction (t(2326) = 1.148; p > 0.05);
No significant statistical differences in Overall Motivation (t (2339) = −0.334; p > 0.05)
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5.6  Interviews

In the survey cited above, interviews were also made with policy makers, (including 
former ministers, former directors, former presidents and current presidents and 
rectors of HEI) and human resource managers of HEI. Some questions and answers 
were directly related to academic work and academic career. Despite the diversity 
of responses, there are issues that reappear throughout the interviews, particularly 
when they are about motivation and satisfaction of the academics.

Talking about what motivates academics, respondents refer mainly the following 
aspects: research, teaching, good environment, exchange with other communities, 
international acknowledgement and appreciation, freedom and autonomy, social 
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Satisfaction with Management of the …

Satisfaction with Colleagues

Satisfaction with Physical Work Environment

Satisfaction with Non academic staff …

Satisfaction with Conditions of Employment

Satisfaction with Personal and Professional …

Satisfaction with Institutions: Culture and Values

Satisfaction with Institutions: Prestige

Satisfaction with Research (only researchers …

Overal Satisfaction

Overal Motivation

Male

Female

(means of standardized values)

mean

Fig. 5.20 Synthetic indexes by gender
Significant statistical differences in Teaching Climate (t(2383) = −2.162; p < 0.05);
Significant statistical differences in Management (t(2271) = 2.684; p < 0.05);
Significant statistical differences in Colleagues (t(2317) = 2.187; p < 0.05);
No significant statistical differences in Physical Work Environment (t(1116) = 0.060; p > 0.05);
No significant statistical differences in Non academic staff (t(1921) = −0.408; p > 0.05);
No significant statistical differences in Conditions of Employment (t(2443) = −0.368; p > 0.05);
Significant statistical differences in Personal and Professional Development (t(2470) = −4.433; p 
< 0.05);
No significant statistical differences in Institutions’ Culture and Values (t(2406) = −0.013; p > 
0.05);
Significant statistical differences in Institutions’ Prestige (t(2328) = 2.606; p < 0.05);
No significant statistical differences in Overall Satisfaction (t(2354) = −1.139; p > 0.05);
Significant statistical differences in Overall Motivation (t(2367) = 2.648; p < 0.05)
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position, self-motivation, working conditions, payment. On other hand, referring to 
what discourages academics, respondents highlight the following aspects: uncer-
tainty, job insecurity/lack of stability, excessive administrative work, lack of real 
conditions for career progression, lack of time and conditions for research, poor 
organizational climate, increased bureaucracy, difficulties to create research teams, 
and lack of commitment to student success, reward, no recognition of bureaucratic 
work.

Regarding the existing dissatisfaction of academics, respondents report that it is 
due mainly to the following reasons: too much bureaucracy, contract instability, 
payment, difficulties in promotions/career, differential treatment, not recognizing 
the merits of teaching, lack of research funding, lack of resources, lack of techno-
logical resources, lack of student motivation. On other hand, in relation to the satis-
faction, they report the following aspects: recognition/appreciation of the work 
results/merit, research, good working conditions, organizational support, stability in 
employment, payment, flexible timetable work, training support, career progres-
sion, freedom and autonomy, exchange and dialogue between communities, merit 
awards performance, student’s success and/or motivation of students.

There are several studies related to academic work and satisfaction on several 
professional roles that characterise the academic work (Dowd and Kaplan 2005; 
Hagedorn 2000; Hermanowicz 2003; McInnis 2000a, b; Rosser 2005; Ssesanga and 
Garrett 2005; Stevens 2005; Taylor 2008; Teichler 2012; Verhaegen 2005; Winter 
and Sarros 2002; Ylikoji 2005). In general, these studies indicate high levels of sat-

Satisfaction with Management
of the Institution/Department/Unit

Satisfaction with
Teaching Climate

Motivation
to Teach

Motivation to
Work in Institution

Motivation to Remain as a
Faculty Member in Higher Education

.50

.35

.45

.41

.41

.35

.38 .26

.21

.09

.07

.47

.62

.65

.63

.63

.56

Satisfaction with
Colleagues

RMSEA: 0,044; p>0,05

Satisfaction with
Physical Work Environment

Fig. 5.21 Academic staff satisfaction and motivation a structural equation model (RMSEA: 0,044; 
p > 0,05)
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isfaction with aspects intrinsic to academic work, such as the content of academic 
activities (with particular reference to the case of research), freedom and autonomy 
in planning and organizing the work itself. Dissatisfaction appears associated with 
material and financial conditions of work, as well as dimensions related to the work 
in this heightened competition among colleagues and the deterioration of relations 
of collegiality, lack of human and material support for performing an increasing 
number of administrative tasks. These studies also warn the degradation of working 
conditions of academics and a general increase in stress levels in the academic 
career. These constraints and unrealistic expectations in terms of performance of the 
various professional roles are aspects mentioned by a large number of academics, as 
relevant to the decreased quality of life at work.

The present statutes of academic career enunciate explicitly functions of teach-
ing, research, service to the community and management. Moreover, they allow a 
number of other tasks that are regulated by each HEI. Thus, academics are facing 
changes and challenges. On the one hand, these changes and challenges refer to the 
complementarity between the various activities. On the other hand, the question of 
competition between the activities is also present. Indeed, these activities have a 
different value in the organization and management of academic careers. As stated 
by the authors such as McInnis (2000a, b); Taylor (2008) the perception of the 
importance of different professional roles for the promotion system shapes the 
everyday working practices and career planning by academics.

Given the diversity of roles currently assigned to academics and the changes that 
have been happening in higher education it will be natural that the academic profes-
sion in Portugal, will be faced with moments of uncertainty, insecurity and 
challenges.

5.7  Analysis

5.7.1  Dimensions of Job Satisfaction

Academic staff expresses more satisfaction with “Non academic staff (administra-
tive staff, technical and laboratory staff)”, “Teaching Climate” and “Colleagues”. 
On the contrary, academics reveal less satisfaction or dissatisfaction with “Research 
Climate” and “Conditions of Employment”. These results are similar to Ssesanga 
and Garrett (2005) conclusions – academics were relatively satisfied with the co- 
worker behaviour and intrinsic factors of teaching. Also Ward and Sloane (2000) 
have stated similar results: academics were most satisfied with the opportunity to 
use their own initiative, with the relationship with their colleagues and with the 
actual work; they were least satisfied with promotion prospects and salary.
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5.7.2  Indicators in Each Dimension of Job Satisfaction

Some indicators included in each dimension deserve to be highlighted. With respect 
to satisfaction with Teaching Climate academics are dissatisfied with the indicator 
“training of students”. The “degree of autonomy in teaching practice” is the indica-
tor with which academics are more satisfied. As argued by Teichler (2010) the aca-
demic profession is a free profession and academic freedom is a value appreciated 
in academia.

With respect to the dimension Colleagues, the indicators “interaction between 
faculty members of different courses” and “cooperation with colleagues from dif-
ferent departments/units” record lower values, especially in public universities. 
Thus, it seems very important to pay more attention to these aspects especially in 
public universities.

Because academics express less satisfaction with the “adequacy of the number of 
non academic staff to the amount of existing work”, this is the indicator in the 
dimension Non academic staff that needs more attention by policy makers and insti-
tutional leaders. Dissatisfaction is evident with “existence of an area to monitor the 
students” and “equipment available to faculty and their families” in the satisfaction 
dimension Physical Work Environment. In public universities, academics are dis-
satisfied with the ability to innovate in the institution and with the participation of 
faculty in decision-making processes (indicators in the dimension Institutions’ 
Culture and Values). Therefore, as argued by Evans (1999), it is important to give 
professors a voice, by effective consultation and sharing of decision-making. This is 
a factor to improve and to work.

Academics are dissatisfied with remuneration, job security and career opportuni-
ties in the dimension Conditions of Employment and with financial resources to do 
research, logistical conditions to do research, research time, recognition by the 
institution of the research work and opportunities to do research in the dimension 
Research Climate. These two dimensions need very urgent attention to work, 
because dissatisfaction is more pronounced here.

Moreover, analysing why academics are less motivated to serve the community 
and to participate in the governing bodies is an important task to be undertaken, in 
order to work these two indicators of the dimension Motivation.

5.7.3  Job Satisfaction and Motivation by Institutional Type

Academics seem to be more motivated and more satisfied in public polytechnic 
institutes, when compared with academics in public universities, but this result has 
to be interpreted with precaution, because the results of this study relate only to the 
academics who agreed to answer the online questionnaire, the sample is not repre-
sentative of the population.
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5.7.4  Job Satisfaction and Motivation by Gender

In our study, we found that there were no significant statistical differences between 
men and women with respect to their overall satisfaction. Moreover, with respect to 
satisfaction with institutions’ culture and values, conditions of employment, non 
academic staff and physical work environment, there were no significant statistical 
differences between men and women. Similarly, authors such as Ward and Sloane 
(2000); Santhapparaj and Alam (2005) and Stevens (2005) found that women 
expressed similar levels of satisfaction when compared with men.

There were significant statistical differences between men and women with 
regard to their overall motivation, their satisfaction with teaching climate, manage-
ment, colleagues, personal and professional development and institutions’ prestige. 
Women are more motivated than men and are more satisfied than men with institu-
tions’ prestige, management and colleagues. Men are more satisfied than women 
with teaching climate and, not surprisingly, with personal and professional develop-
ment. In a study by Monroe et al. (2008), this was the most intractable problem 
derived from the tension between career and family. It was notable that almost every 
woman with children lamented the difficulty in balancing the two roles.

5.7.5  Job Satisfaction and Motivation by Academic Rank

Seniors are more satisfied than juniors (significant statistical differences) with 
respect to their satisfaction with conditions of employment and personal and profes-
sional development. This is not surprising, considering that seniors when compared 
with juniors have a stable career. Moreover, as shown by EUROAC survey, in all 
countries juniors are less satisfied than seniors (Höhle and Teichler 2011).

5.7.6  Motivation and Satisfaction

The relationship between the dimensions of satisfaction and academic motivation 
was statistically demonstrated in our study. Thus, this finding is similar to some 
other findings in other studies in the literature. Dinham and Scott (1988, p. 362–
363) stated that “Satisfaction and motivation are …inextricably linked through the 
influence each has on the other.” Higher levels of motivation have been considered 
as a positive outcome of job satisfaction (Sledge et al. 2008).
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5.8  Conclusion

The academic careers in Portugal have been heavily regulated by the government, 
and academics are covered by much of the general law on civil servants. For nearly 
30 years, the legislation of academic careers remained almost unchanged. The 
changes introduced in this millennium occurred at the same time as changes in the 
legal status of HEI, in a context strongly influenced by changes in labour 
legislation.

Additionally, those changes allow each institution to regulate academic work. 
The implementation of the new statutes of HEIs is just in the beginning. The imple-
mentation of this process will clarify the future academic career in the next years. 
However, in the cases already known, it is clear the growing influence of market in 
the approved regulations.

After a period of strong growth in higher education, in Portugal, academics are 
faced today with much weaker employability opportunities than in the recent past. 
Moreover, there is more competition for the same positions than in the past. It is a 
context of uncertainty, increased competition and deterioration of working condi-
tions threatening the future of academics in higher education. For the near future the 
academic career will strongly depend on the financial condition, framed in the logic 
of increasing performance assessment and accountability and immersed within 
European higher education area. Additionally, the financial sustainability of HEIs 
will put greater pressure on academics, towards raising research and in service 
delivery revenue for. Furthermore, financial constraints are having negative effect 
on his career, devalued during of the last years. In short, the career is subject to 
increasing uncertainty.

The changes observed in the statutes of the academic careers, as well as the cur-
rent conditions of employment, have increased the difficulty of academic and career 
development, while creating conditions for greater mobility between HEIs. In the 
past, the transfer of a public higher education institution to a private one was not 
very popular in Portugal, due to the anchored ancient belief that the state provides 
security for life and the private sector does not. However, the current situation is 
different. The tenure has become more difficult and the uncertainty and job insecu-
rity increased. Job mobility was very low in higher education but may increase in 
the new situation.

Academic career is today, in a time of globalization, characterised by uncertain-
ties, not only due to lack of resources on higher education. As a matter of fact, HEI’s 
and academics are faced today with pressures, changes and uncertainties, due to 
multiple factors that are reflected in areas of academic work and in the mission of 
HEI (Alves and Possamai 2010; Barrier and Musselin 2009; Brites Ferreira et al. 
2012; Ferreira et al. 2012; Machado et al. 2011; Burbules and Torres 2004; Forest 
2002; Morgado and Ferreira 2006; Teichler 2012; Welch 2005). The reflection 
raised by authors such as Altbach (2000, 2003); Deem (2006) and Enders (2000) 
continues to be necessary. The changes in the academic profession have been 
accompanied by the increasing loss of socioeconomic status. Changes like these 
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have been presented with some frequency, as efficiencies contrasting with the con-
sciousness of impoverishment and decreasing resources. Moreover, there is a dete-
rioration of wages and working conditions.

This chapter has considered the study on academic job satisfaction and motiva-
tion within the Portuguese academia. The academic profession is highly important 
in a society often characterized as a ‘knowledge society’, because it is responsible 
for the enhancement of systematic general knowledge (Cavalli and Teichler 2010). 
Job satisfaction is viewed as a predictor of positive attitudes at work, productivity, 
and, consequently, good results for the organization (Clark 1997). The study of job 
satisfaction can contribute to identifying organizational areas that deserve particular 
attention, as well as to understand and improve HEIs in relation to its main func-
tions, such as teaching and researching (Fontes 2002). Job satisfaction in organiza-
tions has received growing attention because it reduces employee turnover, 
absenteeism and lateness (Chimanikire et al. 2007). Job satisfaction is essential for 
the organization as its absence will lead it toward laziness and will reduce the dedi-
cation to the organization (Moser 1997). Moreover, job satisfaction has an impact 
on worker health (Rego 2001; Marqueze and Moreno 2005). Thus, it’s undeniable 
the importance of academic staff satisfaction, in order to attain all these positive 
consequences for academics and for HEIs.

The findings of this chapter are similar to Ssesanga and Garrett’s (2005) that 
found out academics to be relatively satisfied with co-worker behaviour and intrin-
sic factors such as teaching and also similar to Ward and Sloane (2000) found aca-
demics were least satisfied with promotion and salary. The findings also confirm 
Herzberg et  al.’s Two Factor Theory (1959) as the intrinsic element of the job- 
“Teaching climate” was associated with satisfaction and academics were less satis-
fied with extrinsic elements as “The Conditions of Employment” and interpersonal 
relationships with “Non academic staff” and “Colleagues” is not related with 
dissatisfaction.

Moreover, these set of results shows similar trends noticed in other studies devel-
oped in the topic, notwithstanding, the specificities of the Portuguese academics’ 
career and the momentum of Portuguese higher education (Bentley et al. 2013; Dias 
et al. 2013; Machado-Taylor et al. 2013; Teichler 2012).

Nevertheless, the impact of funding cuts, of increased accountability measures 
and wide-scale change in teaching processes and technologies have left the aca-
demic staff de-motivated. The faculty career in public higher education are not 
changing in the last years in the direction of the academics request, particularly 
since 2004 with the exception of 2009. The development of strategic responses on 
people issues must consider the huge changes and trends that are occurring. Besides, 
HEIs need to identify not only what motivates existing academics, but also potential 
academics – knowledge workers who can meet desires elsewhere (Dunkin 2005). 
This identification is crucial, because today the business environment is extremely 
competitive and, consequently, continuous improvement has become a necessity 
(Machado et al. 2011; Machado-Taylor et al. 2010).

To attain this improvement each HEI must work with and for their human 
resources. In this case, institutional leaders and policy makers must take into account 
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the findings of this study and others in order in which they can contribute to the 
attraction of academic talents and to the improvement of quality of HEIs. Given the 
diversity of roles currently assigned to academics, the current changes in higher 
education and the influence of the contexts in which it falls it is natural that the 
academic profession will go through moments of tension, ambiguity and uncer-
tainty, marked by some haziness as to their future, which, in itself, justifies a thor-
ough reflection on academic work.
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 Appendices

 Appendix 1

Table 5.8 Satisfaction with teaching climate

N Mean
Standard 
deviation

Distribution of teaching service for teachers of department/
organizational unit

2544 5,9 2,56

Recognition from peers 2544 5,4 2,57
Teaching facilities (e.g. classrooms, laboratories, etc.) 2544 5,6 2,57
Behaviour of students in class time 2544 6,0 2,23
Training of students 2544 4,1 2,19
Results of the work as a faculty member 2544 6,6 1,80
Degree of autonomy in teaching practice 2544 7,7 1,91
Class sizes 2544 5,7 2,65
Organization of schedules 2544 6,3 2,51

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.9 Satisfaction with management of the institution/department/unit

N Mean
Standard 
deviation

Management positions in the institution 2513 5,4 2,75
Management positions in the department/organizational unit 2491 5,8 2,80
Communication with managers 2419 5,2 2,79
Management’s response to faculty needs 2486 4,7 2,68
Ability of those in positions of management to innovate 2433 4,7 2,76
Time that those in management positions take to respond to the 
needs of faculty

2433 4,8 2,74

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied
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Table 5.10 Satisfaction with colleagues

N Mean
Standard 
deviation

Skills of faculty of the department/organizational unit 2508 6,6 2,09
Scientific quality of the faculty of the department/organizational 
unit in comparison with faculty of other similar institutions

2500 6,6 2,22

Pedagogic quality of the faculty of the department/organizational 
unit in comparison with faculty of other similar institutions

2473 6,5 2,17

Interaction between faculty members of different courses 2491 5,1 2,50
Cooperation with colleagues from different departments/units 2465 5,0 2,49
Openness to change shown by faculty of the department/
organizational unit

2478 5,3 2,60

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.11 Satisfaction with non academic staff (administrative staff. technical and laboratorial 
staff…)

N Mean
Standard 
deviation

Cooperation of administrative staff in the institution 2449 6,7 2,16
Cooperation of technical-lab staff in the institution 1996 6,5 2,24
Performance of non academic staff in the institution 2425 6,4 2,14
Adequacy of the number of non academic staff to the  
amount of existing work

2378 4,8 2,69

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.12 Satisfaction with physical work environment

N Mean
Standard 
deviation

Quality of office 2454 6,1 2,84
Adequacy of laboratory equipment to the needs 1999 5,5 2,67
Adequacy of computer facilities to the needs 2502 6,0 2,76
Adequacy of reviews and books in the institution to carry out 
the work

2502 5,8 2,76

Food service (restaurant/bar/canteen) 2447 5,4 2,67
Cleanup of the institution 2486 6,3 2,43
Equipment available to faculty and their families (eg, gym, 
nursery, living spaces…)

1961 2,9 2,80

Existence of an area to monitor the students (eg, ask questions) 2353 4,4 2,91
The fact of having to share the office 1924 5,9 3,00
Existence of space/s to hold meetings 2449 5,8 2,87
Size of classrooms 2468 6,3 2,51
Availability of parking for faculty 2357 6,3 3,36

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied
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Table 5.15 Satisfaction with institutions’ culture and values

N Mean
Standard 
deviation

Academic freedom you have 2514 6,9 2,33
Participation of faculty of the institution in decision-making 
processes

2468 4,8 2,66

Ability to innovate in the institution 2481 4,9 2,58

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.16 Satisfaction with institutions’ prestige

N Mean Standard deviation

Prestige of the institution 2515 5,9 2,45
International partners of the institution 2406 5,6 2,43
National partners of the institution 2399 5,5 2,36
Efforts of the institution to improve its image 2491 5,7 2,66

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.17 Satisfaction with research climate

N Mean Standard deviation

Research time 2190 3,6 2,59
Recognition by the institution of the research work 2141 4,0 2,70
Financial resources to do research 2148 3,0 2,62
Logistical conditions to do research 2156 3,5 2,72
Research outputs 2126 5,8 2,34
Degree of internationalization of the research work 2070 5,4 2,65
Opportunities to do research 2141 4,3 2,71
Number of publications/presentations 2115 4,8 2,65

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.13 Satisfaction with conditions of employment

N Mean Standard deviation

Remuneration 2518 4,6 2,70
Career opportunities 2497 3,7 2,82
Job security 2494 4,4 3,08

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.14 Satisfaction with personal and professional development

N Mean Standard deviation

Conditions for balance between work and family 2517 5,4 2,68
Conditions for personnel development 2508 5,2 2,66
Conditions for professional development 2525 5,1 2,72

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied
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Table 5.18 Overall Satisfaction

N Mean Standard deviation

Job 2515 6,5 2,02
Institution 2502 5,5 2,46
Opportunity to update knowledge 2522 5,7 2,46
Adequacy of skills to the teaching practice 2522 6,9 2,22
Social prestige of the job 2456 6,2 2,39

Scale: 0 = strongly dissatisfied; 10 = strongly satisfied

Table 5.19 Overall motivation

N Mean Standard deviation

To teach 2528 7,7 2,12
To do research 2477 7,3 2,34
To serve the community 2504 6,7 2,30
To participate in the governing bodies 2513 5,0 2,78
To work in the institution 2524 6,8 2,54
To remain as a faculty member in higher education 2523 7,6 2,47

Scale: 0 = strongly demotivated; 10 = strongly motivated

 Appendix 2

 A Note on Privacy

This survey is anonymous. The record kept of your survey responses does not con-
tain any identifying information about you, unless a specific question in the survey 
has asked for this. If you answered a survey that used an identifying token to allow 
you access, you can be assured that the identifying token is not kept with the 
answers. It is managed in a separate database and will only be updated to indicate if 
you completed or not this survey. It is not possible to relate the tokens of identifica-
tion with the answers to this survey.

Survey on Faculty Job Satisfaction in Higher Education – CIPES – 
Centre for Research in Higher Education Policies
This survey was designed to collect information on your satisfaction and 
motivation as a faculty member. Your personal identity is not known to par-
ticipate in it. This questionnaire is applied under the Project PTDC/
ESC/67784/2006  – An Examination of Academic Job Satisfaction and 
Motivation in Portuguese Higher Education (ESMAESP), funded by the 
Foundation for Science and Technology (FCT). If you work in more than one 
higher education institution, please answer reporting your major contract.
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 I. Satisfaction Dimensions

 1. What is your degree of satisfaction with the following aspects of your job as a 
faculty member?

1.1. Teaching climate

Strongly 
dissatisfied

Strongly 
satisfied

0 1 2 3 4 5 6 7 8 9 10

With the distribution of teaching service for 
teachers of your department/organizational 
unit
With the recognition from your peers
With teaching facilities (e.g. classrooms, 
laboratories, etc.)
With the behaviour of your students in 
class time
With training of students
With the results of your work as a faculty 
member
With your degree of autonomy in your 
teaching practice
With class sizes
With the organization of schedules

1.2. Management of the Institution/
Department/Unit

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With those in top management positions 
in your institution
With those in top management positions 
in your department/organizational unit
With communication with managers
With the management's response to 
faculty needs
With the ability of those in positions of 
management to innovate
With the time that those in management 
positions take to respond to the needs of 
faculty

1.3. Colleagues

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With the skills of faculty of your 
department/organizational unit

(continued)
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1.3. Colleagues

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With the scientific quality of the 
faculty of your department/
organizational unit in comparison 
with faculty of other similar 
institutions
With the pedagogic quality of the 
faculty of your department/
organizational unit in comparison 
with faculty of other similar 
institutions
With the interaction between faculty 
members of different courses
With the cooperation with colleagues 
from different departments/units
With the openness to change shown 
by faculty of your department/
organizational unit

1.4. Non academic staff 
(administrative staff, 
technical and laboratorial 
staff…)

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

Not 
applicable

0 10 11

With the cooperation of 
administrative staff in your 
institution
With the cooperation of 
technical-lab staff in your 
institution
With the performance of 
non academic staff in your 
institution
With the adequacy of the 
number of non academic 
staff to the amount of 
existing work

1.5. Physical work environment

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

Not 
applicable

0 10 11

With the quality of the office
With the adequacy of 
laboratory equipment to your 
needs
With the adequacy of computer 
facilities to your needs

(continued)
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1.5. Physical work environment

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

Not 
applicable

0 10 11

With the adequacy of reviews 
and books in your institution to 
carry out your work
With food service (restaurant/
bar/canteen)
With the cleanup of the 
institution
With the equipment available to 
faculty and their families (eg, 
gym, nursery, living spaces…)
With the existence of an area to 
monitor the students (eg, ask 
questions)
With the fact that you have to 
share the office
With the existence of space/s to 
hold meetings
With the size of classrooms
With the availability of 
parking for faculty

1.6. Conditions of employment

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With your remuneration
With the career opportunities
With job security

1.7. Personnel and professional 
development

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With the conditions you have to 
balance work and family life
With the conditions you have for 
your personnel development
With the conditions you have for 
your professional development

1.8. Institutions’ culture and values

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With the academic freedom you have
With the participation of faculty of 
your institution in decision-making 
processes

(continued)
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1.8. Institutions’ culture and values

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With the ability to innovate in your 
institution

1.9. Institutions’ prestige

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With the prestige of your institution
With the international partners of 
your institution
With the national partners of your 
institution
With the efforts of your institution to 
improve its image

1.10. Research climate

(ANSWER ONLY IF YOU DO 
RESEARCH)

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With the time you have to do research
With the recognition by the institution of 
your research work
With the financial resources to do research
With the logistical conditions to do 
research
With your research outputs
With the degree of internationalization of 
your research work
With the opportunities you have to do 
research
With your number of publications/
presentations

1.11. General satisfaction

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

With your job
With your institution
With the opportunity you have  
to update knowledge
With the adequacy of your skills 
to your teaching practice
With the social prestige of your 
job
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All things considered, how do you rate your overall satisfaction:

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9
Strongly satisfied

0 10

With your teaching activity
With the research you do

 2. Would you advise other people to work in your current and primary institution?

Yes O No O I don’t know O

 3. In your opinion, how important is each of these aspects for students’ academic 
success?

Not important 
at all

1 2 3 4 5 6 7 8 9

Very 
important

I have no 
opinion

0 10 11

Your knowledge as a 
faculty member
Your skills as a faculty 
member
Your motivation as a 
faculty member
Your satisfaction as a 
faculty member

 4. Given the mission and objectives of your institution, what is the importance you 
give to each of the following aspects?

Not important 
at all

1 2 3 4 5 6 7 8 9

Very 
important

I have no 
opinion

0 10 11

Your teaching activity
The research you do
The support you provide 
to the community
Your participation in 
governing bodies

 II. Motivation

 5. What is your level of motivation for each of the following aspects?
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Strongly 
demotivated

1 2 3 4 5 6 7 8 9

Strongly 
motivated

0 10

To teach
To do research
To serve the community
To participate in the governing 
bodies
To work in your institution
To remain as a faculty member in 
higher education

 III. Satisfaction, Motivation and Performance

 6. What is the importance you give to each of the following aspects for faculty 
performance?

Not important 
at all

1 2 3 4 5 6 7 8 9

Very 
important

I have no 
opinion

0 10 11

The faculty motivation
The faculty satisfaction

 IV. Academic Decision at Your Institution

 7. Distribute 100 points among the options available to characterize the decision- 
making process in your (main) institution of higher education.

In these fields only should be introduced numbers
The total must be 100 points

collegial: There are widespread opportunities to participate meaningfully in 
decision making.

0

formal/rational: Decision making is formally structured. Problems are analysed. 
Decisions are made in a logical and reasoned manner.

0

autonomous: Academic and professional units function with a good deal of 
freedom in a decentralized or loosely coordinated environment.

0

autocratic: Decisions are made by higher level administrators with little or no 
consultation with faculty or lower level academic units.

0

(continued)
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political: Different people or groups move in and out of the decision making 
process, wielding varying amounts of power at different times.

0

Remaining: 100

Total: 0

8. What influence do you have, personally, in the formulation of key academic poli-
cies at the level of your unit?

Much influence O
Some influence O
Little influence O
No influence O

 9.  What influence do you have, personally, in the formulation of key academic poli-
cies at the level of your institution?

Much influence O
Some influence O
Little influence O
No influence O

 V. The New Regulation for Faculty Careers (Answer Only If 
You Are Professor of Public Higher Education)

 10.  Do you know the new regulation for faculty careers (Decree-Law No. 205 - 
university higher education; Decree-Law No. 206 – polytechnic higher edu-
cation; Decree-Law No 207 - polytechnic higher education, of 31, August, 
2009)?

Yes O (go to question 10.1.) No O (go to question 11)

10.1  What is your degree of satisfaction with the following aspects of this new 
regulation?

Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

Evaluation and Performance
Hiring Process

(continued)
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Strongly 
dissatisfied

1 2 3 4 5 6 7 8 9

Strongly 
satisfied

0 10

Advancement in the Academic 
Career
The new regulation for faculty 
careers in general

10.2  In your opinion, to what extent the new regulation for faculty careers 
(Decrees-Law No. 205, 206 and 207 of 31, August, 2009) contributes to facil-
itate the mobility of faculty between higher education institutions?

Doesn’t contribute O
Contributes little O
Contributes O
Contributes a lot O
I have no opinion O

Does the new regulation for faculty careers promote inbreeding?

Yes O No O I don’t know O

What is your degree of satisfaction with the practice of “inbreeding”? 

Strongly dissatisfied
1 2 3 4 5 6 7 8 9

Strongly satisfied
0 10

Degree of satisfaction

 VI. Academic/Professional Context

If you work in more than one higher education institution, please answer 
reporting your major contract.
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 Teaching

12.  Academic position

Full Professor O
Associate Professor O
Assistant Professor O
Invited Assistant Professor O
Invited Associate Professor O
Invited Full Professor O
Visiting Assistant Professor O
Visiting Associate Professor O
Visiting Full Professor O
Assistant O
Junior Assistant O
Invited Assistant O
Reader O
Monitor O
Coordinator Professor O
Adjunct Professor O
Professor Equiparado-Coordinator, Adjunct, Assistant O
Other (please specify) ______________________________ O

13.  Type of contract

Indefinite contract with experimental period O
Indefinite contract without experimental period O
Fixed term contract O
Administrative contract (Contrato administrativo de provimento) O
Other (please specify)____________________________________ O

 14.  Validity of your contract

Less than 1 year O
Between 1 and 3 
years

O

More than 3 years O

 15.  Are you with an exclusive regime?

Yes O No O
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 16.  Working regime

Part-time O
Full-time O
Other (please specify)____________________________________ O

 17.  How many hours do you usually teach per week:

At night (after 8 pm) ______
During the day ______
Saturday ______

 18.  Besides the hours you teach during a week, how many hours do you work per 
week in average considering all aspects of education (orientation, lesson 
planning, assessment, monitoring of students…)? ______

 19.  Is the work at night (teaching) rewarded at the primary institution where you 
teach?

Yes O No O I don’t know O

 20.  In which area/s do you teach?

General Programs O
Education O
Arts and Humanities O
Social Sciences, Commerce and Law O
Science, Mathematics and Computer O
Engineering, Manufacturing Industries and Construction O
Agriculture O
Health and Social Protection O
Services O
Unspecified O

 21.  Is there correspondence between the area/s you teach and your area/s of aca-
demic education?

Yes O No O
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 22.    Does your teaching activity cause stress to you?

Yes O No O

23.    For how many years, including this year, are you teaching in higher education?

Less than 1 year O
Please indicate the years: ______

24.    For how many years, including this year, are you teaching in your current 
institution ?

Less than 1 year O
Please indicate the years: ______

 25.    If you have the opportunity, will you move to another institution?

Yes O No O

 25.1.  If yes, why?

Select all that apply
I would like to have better working conditions (e. g. space, workload) O
I would like to work in another geographical location O
I would like to work in another type of institution (e.g. public, private) O
I would like to work in another institution with better reputation O
I would like to have research opportunities O
I am not satisfied with my position O
I am not satisfied with my salary O
I am not satisfied with the quality of my students O
Other (please specify) ______________________________________ O

 Teaching management

 26.    Are you responsible for the management of any program?

Yes O No O
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 26.1. If yes, what is/are the academic degree/s?

Select all that apply
Undergraduate O
Master O
PhD O
Advanced Training Courses O

 Management

 27. What management positions have you been holding in the last five years?

Select all that apply
Coordinator/Director of Department O
President/School Director O
School Vice-President O
School Vice-Director O
Rector/President O
Vice-Rector/Vice-President O
Pro-Rector O
I have not held management responsibilities O
Other (please, specify)_________________ O

 Research

 28.  Over the last five years have you been responsible for:

any research centre?
Yes O No O
any funded research project?
Yes O No O
any unfunded research project?
Yes O No O
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 29.   If you have research tasks/responsibilities, what is the main scientific area in 
which you do research?

Mathematics O
Computer and information sciences O
Physical sciences O
Chemical sciences O
Earth and related environmental sciences O
Biological sciences O
Other natural sciences O
Civil engineering O
Electrical engineering, electronic engineering, information 
engineering

O

Mechanical engineering O
Chemical engineering O
Materials engineering O
Medical engineering O
Environmental engineering O
Environmental biotechnology O
Industrial Biotechnology O
Nano-technology O
Other engineering and Technologies O
Basic medicine O
Clinical medicine O
Health sciences O
Health biotechnology O
Other medical sciences O
Agriculture, forestry, and fisheries O
Animal and dairy science O
Veterinary science O
Agricultural biotechnology O
Other agricultural sciences O
Psychology O
Economics and business O
Educational sciences O
Sociology O
Law O
Political Science O
Social and economic geography O
Media and communications O
Other social sciences O
History and archaeology O
Languages and literature O
Philosophy, ethics and religion O
Art (arts, history of arts, performing arts, music) O
Other humanities O
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29.1.  On average, how many hours do you spend per week with that research 
activity?______

 All Activities in Higher Education

 30. Approximately, what percentage of time do you spend , during an academic 
year, in the following activities (including your national and international 
involvement)?
In these fields only should be introduced numbers
The total must be 100 points

Teaching activities (Including preparations, teaching, 
evaluation)

0

Academic and educational advising 0

Orientation of works/thesis/dissertations 0

Research 0

Committee work (national and/or international) 0

Administrative duties 0

Professional development 0

Consulting 0

Service to the academic community 0

Community Services 0

Other 0

Remaining: 100

Total: 0

 31. Approximately, what percentage of time would you like to spend , during an 
academic year, in the following activities (including your national and inter-
national involvement)?

In these fields only should be introduced numbers
The total must be 100 points
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Teaching activities (Including preparations, teaching, 
evaluation)

0

Academic and educational advising 0

Orientation of works/thesis/dissertations 0

Research 0

Committee work (national and/or international) 0

Administrative duties 0

Professional development 0

Consulting 0

Service to the academic community 0

Community Services 0

Other 0

Remaining: 100

Total: 0

 32.  Please tell us the following:

Does your professional activity has an impact on your family life?

Positive Impact (Please describe)_____________________________________________
Negative Impact (Please describe)_____________________________________________

 VII. General Information

 33.  Sex

Female O
Male O
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 34. Marital status

Single O
Married O
Divorced O
Widow/er O
Separated O
União de facto (living together 
for more than two years)

O

 34.1. Does your partner/husband/wife work? (If you have partner/husband/wife)

Yes O No O

 34.2. Is your partner/husband/wife an academic? (If you have partner/husband/
wife)

Yes O No O

 35. Year of birth ________

 36. Type of institution

Public University O
Public Polytechnic O
Private University O
Private Polytechnic O

 37. In which institution do you teach? (answers in attachment)

 38. Approximately, what is your net salary per month? (The answer is optional) 
__________

 39. Which of the following descriptions comes closest to your feeling about the 
current income of people living in your house?

The current income allows you to live comfortably O
The current income is enough to live O
It's difficult to live with the current income O
It is very difficult to live with the current income O
You don’t know O
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 40.  What is your degree of education?

Undergraduate O
Master O
PhD O

Specify the area

Mathematics O
Computer and information sciences O
Physical sciences O
Chemical sciences O
Earth and related environmental sciences O
Biological sciences O
Other natural sciences O
Civil engineering O
Electrical engineering, electronic engineering, information 
engineering

O

Mechanical engineering O
Chemical engineering O
Materials engineering O
Medical engineering O
Environmental engineering O
Environmental biotechnology O
Industrial Biotechnology O
Nano-technology O
Other engineering and Technologies O
Basic medicine O
Clinical medicine O
Health sciences O
Health biotechnology O
Other medical sciences O
Agriculture, forestry, and fisheries O
Animal and dairy science O
Veterinary science O
Agricultural biotechnology O
Other agricultural sciences O
Psychology O
Economics and business O
Educational sciences O
Sociology O
Law O
Political Science O
Social and economic geography O
Media and communications O
Other social sciences O

(continued)
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History and archaeology O
Languages and literature O
Philosophy, ethics and religion O
Art (arts, history of arts, performing arts, music) O
Other humanities O

Specify the year of conclusion of your highest academic degree __________

GENERAL COMMENTS
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