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ABSTRACT

The study aims to translate and validate the Jodcieive Index (including the Job in General Sgamong
Arabic speaking population. A standard “forwardekaard” procedure of translation was used andttaeslated version
was then validated on a randomly selected samplEs0ffemale school principals. Face validity ofhslated JDI was
confirmed with pilot testing. Content validity die translated JDI was evaluated by five schoolcipais. For reliability,
observed alphas were: Wotks 0.89; Payg = 0.81; Promotiong = 0.78; Supervision = 0.85; Co-worken. = 0.89; Job
In Generalo = 0.91. In conclusion, the Arabic version of tiil & a reliable and valid measure of facet andrai/gob

satisfaction in Arabic speaking population.
KEYWORDS: Validation, Translation

INTRODUCTION

Job satisfaction has been an increasingly importaptc in organizational, human resources, socia a
behavioral sciences studies with over 12,400 ssuplidolished on the topic by 1991 (Spector, 1996adRns for interest in
job satisfaction include significant relations foubetween job satisfaction and organizational camemnt (e.g., Lok &
Crawford, 2004; Hom & Griffeth, 1995), mental anttypical health (e.g., Faragher, Cass, & Cooper5R0@b
performance (Judge, Thoresen, Bono, & Patton, 20&hployee withdrawal, life satisfaction, absergeeiand work-
related accidents (Balzer, et. al., 2000). Knowtedd employees’ job satisfaction was also confirmeeful in the
prediction of future labor market behaviour and #agodel (Long, 2005). However, despite the impaanf job
satisfaction in understanding workforce well-beirmpmmitment, productivity, organizational performanand its
importance to economies, little attention has bgigan to job satisfaction studies in Saudi Araffiae significant dearth
of job satisfaction studies in Saudi Arabia wasorégd by Maghrabi (1999); Alsinani (2003); and meoeeently by Al-
Rubaish, Rahim, Abumadini, & Wosornu (2011).

Of importance to job satisfaction studies in Safidibia is the need for an Arabic version of jobisfattion
scale. Absence of a psychometrically sound Arabiic gatisfaction scale might be one of the factorgributing to the
paucity of job satisfaction studies in Saudi Arabighile developing a new scale requires time, moaerg expertise
(Spector, 1996), translating and validating antmmgsscale is equally time consuming and requi®ftl planning and
adoption of rigorous methodological approachesafealid and reliable measure (Sousa & Rojjanasi2@t1). This time
consuming process of developing a new scale ormslaing and validating an existing scale before sugag job
satisfaction can substantially reduce researclietasfest in job satisfaction studies in Saudi Asaliihe purpose of this

study is to translate and validate an existinggatisfaction scale in Arabic language that candsalin both research and
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practice in Saudi Arabia and Arabic speaking caestr

Several measures have been developed to assesatigfhction, with the three most famous identifedthe Job
Descriptive Index (JDI) (Smith, Kendall & Hulin,198 the Job satisfaction Survey (JSS) (Spector,7},98nd the
Minnesota Satisfaction Questionnaire (MSQ) (WelBswis, England & Lofquist, 1967). Among these ssatbe JDI is
considered the most carefully constructed (Rozngw€89; Vroom, 1964) and most widely used and jeponeasure of
job satisfaction (Rain, Lane, Steiner, 1991). Fhale is translated into nine different languages$ administered in at
least 17 countries. A further advantage of theesgatlude its brief response format, item brevibyy reading skills to
comprehend (Balzer,et.al.,2000), emphasis on psyetrec rigor and frequent updates (Lake, Gopalkigsh Sliter, &
Withrow, 2010). The scale covers the major facéfslo satisfaction namely Supervision, Pay, ProowtWork, and Co-
workers and is used in tandem with a psychomelyicdund global measure of satisfaction; the Joke@meral Scale

(JIG). The measure also provides norms to allowpanrieon and interpretation (Balzer et. al. 2000).

Since the official introduction of the JDI by SmitKendall & Hulin (1969), researchers have contimlp
worked on improving the scale. These include carifig the factor structure of the JDI in a racialliverse sample
(Smith, Smith & Rollo, 1974), establishing and jfyshg the validity of the JDI response format ioraparison with Likert
scaled format (Hanisch, 1992; Johnson, Smith & Eudle82), and frequently updating the item contealidity evidence
and national norms of the JDI (Lake et. al., 2@4#lzer, et.al. 2000).

The first translation of the JDI/JIG into Arabic svim late 1980’s and the psychometric charactesisif the scale
was published in 1995 by Maghrabi, A.S. Maghrabnstated the 1985 revised JDI/JIG in an attemmpiréaluce Arabic
JDI with high psychometric standards of the origigaglish version. However, Maghrabi reported thierach alphas of
the Arabic JDI as “generally below ideally desitedel” (p. 51). The Supervision facet scale forrapée, had an alpha of
0.48; four items had to be deleted before the alpise to a more desirable level (.78)” (p.52). Meabi stressed the need
for further refinement of the Arabic JDI in orderattain the same reliability as the English versi®ossible reasons that
might have affected the 1985 JDI psychometric intggas concluded by Maghrabi include mistranskatend item

nonequivalence that may result from cultural défeges between the scale’s source and target laaghtgghrabi, 1995).

After Maghrabi’s translation of the 1985 JDI/JIGetmeasure has undergone two major updates in 4887
2009. A number of items that no longer functionlwedre replaced (Lake, et. al., 2010). This furthecessitate the need

for updating the Arabic JDI even if the initial &ic version was of high psychometric standards.

The aim of this study was to deliver a validatezhstation of the 2009 revision of the Job Desorigtindex
(including the JIG) in Arabic language with the adfnproducing an Arabic JDI/JIG with the same psymktric qualities

of the original for use in both research and pcaciin Arabic-speaking countries.

METHODS
Study Sample

The questionnaires was sent to 250 randomly selgmtiecipals through an online link by the Saudalian
Planning and Development Department; after a wrifiermission to conduct research in the Easternmifi® of Saudi
Arabia was granted by the Saudi Ministry of EdumatiFollow-up visits, phone calls, and emails tadd& DD were done

to ensure that reminders were sent to all randaselgcted principals. One hundred and sixty five dienprincipals
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responded to the survey. However, 5 questionnaieze discarded due to incompleteness and only $6DIl@ responses

were used for the final analysis of this study. @henographic characteristics of the respondentprasented in Table 1.
Questionnaire

The participants were invited to complete the Jodsddiptive Index (including the JIG) measures and
demographic data sheet that captures respondentexgerience and school level. The JDI measutiesagzdion the work
itself, pay, promotion, supervision, and co-workdiise JIG on the other hand measures overall josfaetion. Each item
contains five or fewer words of low reading diffigu Individuals respond by marking “yes” if ther describes their job,
“no” if it does not describe the job, and “?” ifethrespondent cannot decide. The questionnaires take 8 minutes to

complete due to item brevity.
Translation

Before the translation of the instrument, writtearrpission to adopt, translate and validate theDescriptive
Index (including the JIG) was obtained from thewing Green State University; the owners of the J@trument.
Translation of the instrument was in accordanceh lite international guidelines for translationaidis (Sousa &

Rojjanasrirat, 2011; Wild, Grove, Eremenco, McE|rggrjee-Lorenz & Erikson, 2005) as follows:
Step 1: Forward Translation: Translation into the Target Language

Forward translation refers to the translation efithstrument from the source language to the tdaggage. The
instrument for this study was forward translatezhfrEnglish the source language to Arabic the tdaygjuage by two

independent certified translators who were fluartoth Arabic and English.
Step 2: Comparison of the Two Translated Versionsfdahe Instrument

The translated versions were compared with their@ignstrument by researchers regarding discrépanaf

words, sentences, and meaning. This process gedexgireliminary initial version of the Arabic JOIIG.
Step 3: Blind Back Translation

The preliminary initial version of the Arabic JDI& was then translated back into English by another
independent certified translators. The translatese blind to the original version of the instrurherhis process resulted

in two back translated versions of the JDI in Esiyli
Step 4: Back Translation Review

The back translated versions and the preliminaitiainersion of the Arabic JDI were compared bpanel of
experts to evaluate similarity of instruction, itgnand response format. Consultation and collalmorabntinued between
translators and the experts until all ambiguitiesavclarified and conceptual and lexical equivadeassumed to be fully

gained.
Step 5: Pilot Test

The approved Arabic JDI was pilot tested with 3thd¢e principals whose language was Arabic in otder
evaluate instruction, response format and item& ddmments of the respondents was taken into cenagidn by the

researchers. Face and content validity of theunstnt was evaluated by two faculty members wheeapert in the field.
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The final version of the Arabic JDI was then congdeand made ready for this study.
DATA ANALYSIS

The primary goal of this study was to produce aabda version of the JDI/JIG scale with high levéirdernal
consistency reliability equivalent to the origifaiglish version. As such, the main focus of datayais was determining

Cronbach alpha coefficient.

Hence, descriptive statistics were used to desdfige demographic characteristics of respondentsrrial
consistency was assessed by using Cronbach alghana&lyses were performed using IBM SPSS versian The

significance level was set at p < 0.0
RESULTS

Cronbach alpha test of internal consistency wasl fise the measurement of reliability. All Cronbastdlpha
were found high (workg = 0.89; payo = 0.81; promotiong = 0.78; supervisiom = 0.85; co-workern = 0.89; job in
generala = 0.91) above desired level of 0.7. A comparisénthe original JDI/JIG in terms of Cronbach’s alpha

Coefficient is presented in Table 2.

Inter-item correlations for all items in the traatsld JDI/JIG were good and above .3 indicating gomdelation
between each item and the total scale. Howevest-item correlation value for item 12 in “Work itSeand item 17 in
Supervision scale remain negative even after chgdkir incorrectly scored items. The inter-itemretation value for Pay
Scale item 7 and 8 were also low. However all Cemhts alphas were high and above the thresholcewailu7. Table 3

presents the inter-item correlations for each it the Cronbach alpha if item is deleted.

DISCUSSIONS

The main objective of this paper was to produceAaabic version of the JDI (including the JIG) wittigh
psychometric standards of the original English. Témults shows the Arabic version of the JDI haghhpsychometric
integrity in terms of internal consistency despitee scale’s subjection to linguistic and culturdlacges. Internal
consistency refers to the degree to which items itheke up a scale hang together. Internal consigtegliability is
usually measured in terms of Cronbach alpha coefficin an ideal situation Cronbach alpha coedffitishould be above
.7 (Pallant, 2011; DeVellis 2003). The Cronbachalpoefficient for all the facet scales and theijobgeneral scale in the
translated JIG were high and similar compared éodtiginal JIG. With a larger sample size, the @amh alpha of the
translated JDI is much likely to attain the samghhieliability levels as the English, since alplaue is affected by

sample size.

Compared to the 1985 Arabic JDI (Maghrabi, 1995ubstantial improvement had occurred. The alphahie
present JDI was far above the 1985 Arabic versiWhereas four items were deleted in supervisionesalthe 1985
Arabic JDI for the alpha to rise from 0.48 to 0.#8this study the alpha was good (0.85) withlad 18 items.

Although all Cronbach alpha’s were high, acceptatsid similar to the original JDI/JIG, inter-itemrpglation
showed the value of item 12 in Work scale as negatnd low. The Cronbach alpha for work rose fro89Qo 0.92 with
the deletion of that item. However, since the Cemfbalpha for the scale is good, the Work scalé refhin all its 18

items as the original JDI/JIG as removal of itemeans studies cannot be compared with results efo#tudies using the
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same scale (Pallant, 2011). Further studies isetténl check why the inter item correlation valueifem 12 in “Work
itself” and item 17 in Supervision scale remain lewen after checking for incorrectly scored iteffike inter-item
correlation value for Pay Scale item 7 and 8 wégse w.

Other than this, the inter-item correlation valdesall items were all above .3 indicating good ftrinution of
each item in measuring all the underlying constrii¢tte Cronbach alpha for all the scales were algh hnd above
acceptable threshold of .7. The data for this stmyfirmed the reliability and validity of the 20@9abic version of the

JDI/JIG for measuring facet and overall job satisém for research and practice in Saudi Arabia ather Arab speaking
countries.

Table 1: Demographic Characteristics of Respondents

35 years or less
36 — 45 years
46 and more

58.8
41.3

1 -5 years 45.0
6 - 10 years 20.6
11 years and more 34.4

Elementary 47.5
Intermediate 33.1
High 19.4

Table 2: Coefficient Alpha Values for Translated aml Original JDI/JIG

Subscale Alpha Alpha
Work .898 .90
Pay .814 .86
Promotion .785 .87
Supervision .855 91
Co-workers .898 91
Job In General 914 .92

Table 3: Inter Iltem Correlation

Fascinating 652 889 Pleasant 600 008
Routine 531 8oz | Bad 577 909
~Satisfying Great
" .696 .887 s .505 912
e pibe Llie
BoringJe .738 .886 Waste of tinge sl dxyae 537 .910
Table 3: cond,




Jamila Muazu Abubakar & Zara Mallam Musa

Good 658 88y | Sood 565 909
W 3
Gives sense of Undesirable
accomplishment 743 886 | .. . .617 .908
VL il any e
Respected Worthwhile
- ine 422 .897 ALYl 5 pn 541 910
Exciting Worse than most
5 i .668 .888 U e oy i1 A s 43 .652 .907
Rewarding 637 ggg | Acceptable 520 911
e A s
Useful 512 894 | Superior 692 906
&l ada 5 jaa
Challenging Better than most
(an3 4 .388 .897 by cye s Judl .536 .910
Simple Disagreeable
T -.265 .918 Upda e .670 .907
Repetitive Makes me content
Sia g 5 S8 .466 895 | (. e 463 912
Creative Inadequate
My e 742 885 | . e .699 .906
Dull Excellent
e .736 .886 5 e 719 .905
Uninteresting Rotten
L, .592 .891 A i .568 910
Can see results Enjoyable
S 5 o S .589 892 | .. 671 .906
Uses my ability Poor
8 a1y AT7 .895 e 441 912
Table 4

Iltems in Questionnaire | ltem-Test o if Item nggtinz)sn;naire Iltem-Test Igalrfn

(Supervision Scale) | Correlation Deleted (Co-Workers Scale) Correlation Deleted
Supportive 613 840 )S.;':?”'a“”g 695 903
Hard to please Boring
s ym ) .588 .841 o sles .633 .902
Impolite Slow
e s .354 .852 sk .678 .907
s J00d yrork 583 sag | Mol 512 908
o 618 saa | SEPY 460 902
Influential Respbnsible
ey S48 53 .528 .844 Al sl sheay .685 .906
Up-to-date Likeable
B PPRLP P PRLITIEN .652 .838 4 .563 .906
e slaall Eiaal e
Unkind 524 gaq | Inteligent 547 909
[ el Y]

Easy to make
Has favorites enemies
ALkl 4 .485 .847 A gt gl el 0555 .391 .907
gl pual
Table 4: cond,
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L?i"zi”:d"gere Istand | 497 851 &dee 486 908
SN 597 sz |STO0 508 903
S 500 846 | L2y 629 906
e el 560 sag | jplcasant 548 904
?:f 524 ga7 | Supportive 606 901
th.f'"ge”t 554 843 /:ji‘f 721 1902
oo planner 579 842 Ndj‘gf;"’ﬁrzfim 685 908
A&?ggg ﬁfﬂ;?jde‘j _640 801 'j:ii”a“”g 481 1905
Sifg 530 845 :ﬁ‘i‘f@g‘”% 610
Table 5

Items in Questionnaire | Item-Test o if ltem | Items in Questionnaire | Item-Test o if Iltem
(Pay Scale) Correlation | Deleted | (Promotion Scale) Correlation | Deleted
Income adequate for
normal expenses

Good opportunities for

iy omall w335 IS .743 .763 g:)gc;t;x?n . 684 731
sl i A8 il G
Fair Opportunities somewhat

.667 775 | Limited .394 774
Loaa ) saasa 48 yill a5
Promotion on ability

Asle 5 dbiaia 2 )Y 5 )l

Barely live on income

Fiall iS5 2, Y i .610 .782 uiljsw A8l a .331 .787
€ 5,
Bad Dead-end job
.602 784 | SAE N e faa Y 425 771
il Alall s
Comfortable Good chance for
i .597 .785 | promotion 481 763
il A8 ll dail (A
Less than | deserve Very limited
i Law il il ) A74 .800 s 5 e 404 773
Well paid - Infrequent promotions
G sieadll G el ) 113 827 | Meduentp 546 754
a)d\.v ul_p).\ﬂ
L}JL-J\
Enough to live on Regular promotions
fuall i, .162 837 | Ay 50 il .510 .758
. Fairly good chance for
Underpaid 572 .787 | Promotion 492 762

@l (5 siasall (pe Bl il )

an sy Alale 4 53 a b

CONCLUSIONS

The Arabic version of the JDI is a reliable andidvaheasure of facet and overall job satisfaction in
Arabic speaking population
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