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Titulo: Escala de Satisfacciéon con la Vida (SWLS) adaptada al trabajo:
propiedades psicométricas de la Escala con la Satisfaccion con el Trabajo
(SWWS).

Resumen: El objetivo de esta investigacion ha sido adaptar la Escala de
Satisfaccion con la Vida (SWLS) al contesto laboral, desarrollando la Escala
de Satisfaccién con el Trabajo (SWWS). Para ello, los items fueron adapta-
dos al contexto laboral modificando la versién original SWLS lo menos po-
sible. Se empled una muestra de 199 trabajadores de diferentes sectores
con una media de edad 33,53 afios (DT = 12.78 afios). La evidencia de va-
lidez interna, convergente y de constructo fue analizada, también la fiabili-
dad y la invarianza en funcién del sexo. Los resultados indican que SWWS
es una escala con evidencia de validez y fiable para medir la satisfaccion
cognitiva laboral, ademas de ser breve, general y de una dimensién. Los re-
sultados indican que la SWLS puede adaptarse a contextos especificos co-
mo la escuela, la familia o la vida en pareja, algo que hasta ahora no ha sido
realizado.

Palabras clave: Escala de Satisfaccién con la Vida. Satisfaccién cognitiva
con el trabajo. Bienestar subjetivo. Escala de Satisfaccion con el Trabajo.

Abstract: The purpose of this research has been to adapt the Satisfaction
With Life Scale (SWLS) to the work context, giving rise to the Satisfaction
With Work Scale (SWWS). To do this, the items were adapted to the work
context by modifying the original version of the SWLS as little as possible.
A sample of 199 workers from different sectors with an average age of
37.53 years (§D = 12.78 years) was used. Internal, converge and construct
validity were analysed, as well as reliability and sex invariance. The results
indicate that the SWWS is a valid and reliable measure of cognitive job sat-
isfaction that has the advantage of being brief, general and one-
dimensional. Moreover, these results found, open the way to the adapta-
tion of the SWLS to specific contexts such as school, family or couple life,
which until now had not been done.

Keywords: Satisfaction with Life Scale. Cognitive job satisfaction. Subjec-
tive well-being. Satisfaction with work scale.

Psychological and subjective well-being

In relation to the study of well-being, there are two different,
although related, traditions: psychological well-being and
subjective well-being (Delle Fave et al., 2011; Dewitte et al.,
2021; Henderson & Knight, 2012; Huta & Ryan, 2010; Ryan
& Deci, 2001). Psychological well-being identifies happiness
with personal fulfilment. The evaluation of this type of well-
being is based on the identification of those positive charac-
teristics of the personality that help us in the achievement of
our goals and in our development as people (Ryff & Singer,
2013). Therefore, measures of psychological well-being are
usually multidimensional. One of the best known scales is
Ryff's Psychological Wellbeing (1989) based on the concept
of mental health (Jahoda, 1958) and formed by six con-
structs. More recently Merino and Privado (2015) developed
the scale of Positive Psychological Functioning, based on the
concept of psychological resource (Hobfoll, 2002) and
formed by eleven dimensions. For its part, subjective well-
being has two dimensions: 1) the affective, which refers to
the balance between positive and negative affects, which is
related to states of moods and very closely linked to specific
situations; 2) and the cognitive, identified as global satisfac-
tion with life, and understood as the person’s subjective as-
sessment made when evaluating overall, how good or bad
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his life is, when comparing it to a criterion of his choice
(Diener et al., 1997; Diener, 2000). The cognitive compo-
nent, unlike the affective component, is a variable that pre-
sents enough stability (Glaesmer et al., 2011; Schimmack &
Oishi, 2005).

Both dimensions, the affective and the cognitive, though
related, are not isomorphic. On one hand, they are related
because research finds that the cognitive component is posi-
tively related to positive affect and negatively related to nega-
tive affect (Diener et al., 1985; Diener et al., 1997). On the
other hand, they are different constructs, because of their as-
sociation with different variables (Lucas et al., 1996). For ex-
ample, the cognitive component is associated with personal
achievements and social circumstances, while the affective
component is more closely linked to daily events and cir-
cumstances (Diener et al., 1999; Lucas et al., 1996; Vazquez
et al., 2013).

Measurement of global satisfaction with life

The cognitive component, that is, the overall satisfaction
with life, is a construct that is widely used in research of
wellbeing. The best known and most widely used measure,
for this purpose, is the Satisfaction with Life Scale (SWLS)
of Diener et al. (1985). According to data from Google
Scholar, this scale has been cited by 28,729 studies in January
2021. This figure alone gives us an idea of its enormous im-
pact in the world of research (Kusier & Folker, 2021).

It is a five-item Likert-type scale that has very good psy-
chometric properties both in reliability and in validity. Re-
garding its reliability, as internal consistency it usually pre-
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sents values that oscillate between .79 and .89 and the rank
in item-total correlations usually ranges from .51 to .80
(Pavot & Diener, 1993). Indices have been found that oscil-
late between .83 in periods of one month (Pavot et al., 1991),
.83 for periods of two months (Diener et al., 1985) and, .54,
for periods of four years. (Pavot & Diener, 1993).

Regarding the factorial structure, it is a one-dimensional
scale, and studies find a single factor that explains 60% -75%
of the total variance (Pavot et al., 1991). This internal struc-
ture has also been replicated in Spanish samples, such as: in
adolescents (Atienza et al., 2000), in athletes (Nufiez et al.,
2010) and in a representative sample of the population
(Vazquez et al., 2013).

In respect to the evidence of convergent validity, in the
SWLS review of Pavot and Diener (2008) much evidence
from different investigations is collected. For example, the
SWLS has positive correlations with: positive affect (from
.36 to .55); self-esteem (from .55 to .58); optimism (from .48
up to 50); extraversion (42), and negative correlations with:
negative affect (from -.40 to -.57); pessimism (-.45); depres-
sion (from -.50 to -.57); neuroticism (from -.49 to -.54); per-
ceived stress (from -.52 to -.56); thoughts of suicide (-.44).

In relation to factorial invariance, differences are not
usually found in sex or age. For example, in a study conduct-
ed with a representative sample of the Spanish population,
no differences were found in these variables (Vazquez, et al.,
2013), and the same occurred with the German population
(Glaesmer et al., 2011). In line with the above, Diener et al.
(1997) highlight that there are hardly any differences in
SWLS depending on demographic variables such as sex, age
or educational level, explaining less than 20% of the vari-
ance. However, some studies have found differences (Atien-
za et al., 2003; Hultell & Gustavsson, 2008), so this is a ques-
tion to be delved into.

This scale has also been applied to population samples
with very diverse characteristics such as: prisoners, cloistered
nuns, pathological people, and different types of profession-
als or unemployed (Pavot & Diener, 2008). Thus, as the
SWLS scale has been adapted and / or applied to different
cultures, countries and groups, the question we now ask out-
selves is whether it can be adapted to specific contexts.

Is it possible to adapt the SWLS to a specific
context?

Although in the scale of SWLS the person has to make an
assessment of his life in general as Diener et al. (1997) re-
mark satisfaction with life can be divided into satisfaction
with different domains or contexts that are part of the life of
the individual such as: the couple, friends or colleagues and
which, obviously, will present a correlation with the overall
assessment. Therefore, global satisfaction with life could be
evaluated in a molecular way, as the SWLS does or in an
atomic way, focusing on one of the concrete contexts
(Diener et al, 1997; Pavot & Diener, 2008). Taking this into
consideration, we thought that it would be useful to adapt
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the SWLS to specific contexts, however, to our knowledge,
this is a task that has not yet been carried out. That is why, in
this research, the purpose is to adapt the SWLS to a specific
context such as work. We choose this specific domain versus
other possibilities (family, school, personal relationships,
etc.) because of the importance that work has in people’s
lives, because it provides many psychological, social and ma-
terial benefits (Jahoda, 1982) and because of the amount of
time spent in working.

The adaptation of the SWLS to the labour context would
give rise to a scale of job satisfaction, but what would a scale
like this bring to an area where there are already many
measures? Answering this question is the objective of this
section.

The adaptation of the SWLS to the labour con-
text

Job satisfaction is the topic that has generated the most re-
search in the field of Work and Organizational Psychology
(Kinicki et al., 2002; Rafferty & Griffin, 2009) and it is still a
topical field (Ilies et al., 2019; Lu et al., 2019; Wood et al.,
2021) and it is that research which indicates that people are
more satisfied with their work with less turnover (Lambert et
al., 2001; Ramlawati et al,, 2021; Schwepker, 2001), have
more organizational citizenship behavior (Robbins & Judge,
2013), more organizational commitment (Mafias et al., 2007,
Ngirande, 2021; Schwepker, 2001), feel that they are treated
more faitly (Ang et al., 2003; Clay-Warner et al., 2008) and
perform better (Wright & Cropanzano, 2000), among others.
Moreover, given that most of our time is spent working, it is
logical that job satisfaction influences global levels of satis-
faction affecting both subjective well-being (Bowling et al.,
2010; Gurkova et al., 2013; Jarosova et al. al., 2016), and psy-
chological well-being (Cooper et al., 1989; Mafas et al., 2007,
Wright & Cropanzano, 2000).

In general, there is agreement to consider job satisfaction
as the degree of well-being that the individual experiences in
his work (Gamboa et al., 2007; Mafias et al., 2007; Rafferty &
Griffin, 2009). As with subjective well-being, in work satis-
faction there are emotional elements (how happy I feel with
my work) and cognitive (how well or badly do I value my
work or the facets that compose it when compared in a ra-
tional way, with some external criteria) (Hulin & Judge,
2003). Both components, although related, are different and
are not necessarily associated to the same variables (Spector,
1997).

How do we measure job satisfaction?

The measures of job satisfaction vary depending on the em-
phasis they place on the evaluation of the affective compo-
nent, affective job satisfaction (Thompson & Phua, 2012) or
the cognitive component, cognitive job satisfaction (Moor-
man, 1993). The measures that evaluate the affective job sat-
isfaction focus on the evaluation of the emotions associated
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with work, to finally achieve a global score. Along this line,
the Job in General Scale (JGS, Ironson et al., 1989) consists
of 18 items, adjectives and short phrases such as: bad, good,
ideal, pleasant, waste of time, etc. Its psychometric proper-
ties are adequate (Ironson et al., 1989). Within this field, one
of the most well-known measures is the Brief Index of Af-
fective Job Satisfaction (BIAJS, Thompson & Phua, 2012),
whose main advantages are: the shortness of application,
something very appreciated in the work context, and its psy-
chometric properties that ate not limited to the analysis of
validity and reliability, but have also tested the cross-
population invariance by nationality, job level, and job type.
In addition, this scale has recently been adapted in Spain
(Mufioz & Topa, 2018). With regard to the assessment of
cognitive job satisfaction, this type of measure usually focus-
es on the evaluation of different facets of work, from which
a global score is reached. The best known is The Job De-
scriptive Index (JDI, Smith et al., 1969) that assesses satisfac-
tion through 72 items grouped into 5 dimensions: a) pay, (b)
coworkers, (e) supervision, (d) promotional opportunities,
and (e) the work itself. This scale has been frequently used
and its psychometric properties are widely contrasted (Ki-
nicki et al.,, 2002). Other examples of scales similar to this
one that have adequate psychometric properties would be:
The Minnesota Satisfaction Questionnaire (MSQ, Weiss et
al., 1967) which measures job satisfaction in 20 facets. It
contains 100 items in the long form (five items from each
facet) and 20 items in the short form (one item from each
facet). The Job Satisfaction Survey (JSS; Warr et al., 1975),
consisting of nine sub-scales. The Job Diagnostic Survey
(JDS, Hackman & Oldham, 1975), with seven subscales. In
Spain, Arciniega and Gonzalez (20006), developed a brief ver-
sion of this scale (JDS, Hackman & Oldham, 1975) summa-
rizing the 7 facets in 4: compensation, development, security
and supervision. Although this type of multidimensional
measures are the most used when evaluating cognitive job
satisfaction, as pointed out by Ironson et al (1989) they pre-
sent some drawbacks related to the completeness with which
the facets are or are not relevant to given work for a certain
petson.

However, within the evaluation of cognitive job satisfac-
tion, we do not find scales that make global measurements.
The adaptation of the scale of Global Satisfaction with Life
(SWLS, Diener et al., 1985), to the labour context, would of-
fer us the opportunity to have a global measure of cognitive
job satisfaction, something that, as far as we know, does not
exist until now. Therefore, some of the problems raised by
Ironson (1989) in this type of measure would be corrected,
and, moreover, would open the door to the adaptation of the
SWLS to other domains of welfare, equally relevant, such as:
partnered relationship, school, friends, etc.

Objective of the investigation

The purpose of this research is to develop and adapt the
SWLS to the workplace that we will call Satisfaction with

Work Scale (SWWS). To do this, we will carry out the fol-
lowing steps: 1) adapt the SWLS to the work environment by
adapting the content of the items to this context; 2) study
the internal structure of this new measure, seeing if it pre-
sents invariance according to sex; and finally, 3) analyse the
reliability, as well as the evidence of convergent validity of
this new measure.

Method

Participants

A sample of 199 people who worked independently or
for others, with an average age of 37.53 years (§D = 12.78
years) was used, with a range of values between 19 and 64
years. Of those, 53.3% were women. Regarding marital sta-
tus, the demographic characteristics were: single 20.6%,
partnered or married 74.8%, 2.0%, and divorced 3.5%. In re-
spect of education characteristics were: no university studies
(Primary, Secondary, Baccalaureate or Vocational Training)
42.2%, held diplomas 12.1%, university graduates 24.6% and
post-graduate degrees 21.1%. Given that the scale is intend-
ed to be adapted to the workplace, the distribution by work
experience was as follows: less than one year 13.1%, between
1 and 5 years 24.1%, between 6 and 10 years 14.1%, between
11 and 15 years 12.6% and more than 15 years 36.2%; so it
can be considered that it is a sample with high work experi-
ence.

Measurements

Positive  Psychological Functioning Scale (PPF, Merino &
Privado, 2015). This scale is a measure of psychological well-
being that is formed by 33 Likert-type items that are grouped
into 11 dimensions (autonomy, resilience, self-esteem, pur-
pose of life, enjoyment, optimism, curiosity, creativity, hu-
mor, domain of environment and vitality), which in turn
form a second-order factor that gives the scale its name, pre-
sents adequate psychometric properties as reflected in the
original article (Merino & Privado, 2015). The internal con-
sistency for the global scale in the present study was .92 (see
Table 1).

Satisfaction with Life Scale (SWLS, Diener et al,, 1985), is a
scale that measures the cognitive component of subjective
well-being through five Likert-type items that are grouped
into a one-dimensional construct. As it was collected in the
introduction of this work, it presents very adequate psycho-
metric properties. The adaptation to Spanish was used
(Vazquez et al., 2013). Cronbach's alpha in this investigation
was .83.

Satisfaction with Work Scale SWWS). It is the SWLS adap-
tation to the world of work and which we put to the test in
this investigation. For this, in the first four items we only
changed the term life for the term work. The last item need-
ed a major adaptation for the phrase to make sense. The re-
sult was the following: 1. Iz most ways my work is close to my ide-
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al. 2. The conditions of my work are excellent. 3. 1 am satisfied with
my work. 4. So far I have gotten the important things I want in my
work. 5. If I had to choose a new job, it would be the one I have today.
Appendix 1 shows the original version in Spanish. The psy-
chometric properties of this scale can be seen in the results
section. The internal consistency was .87. Direct and reverse
translations were made with native Spanish and English
people to ensure the meaning of the new scale in both lan-
guishes (English and Spanish) were the same meaning (Wild
et al., 2005). After the researchers of this study checked them
to ensure the equivalence between both versions.

Positive and Negative Affect Scale (PANAS, Watson, Clarck
& Tellegen, 1988). The Spanish version was applied (Sandin
et al., 1999). It is a scale that measures two dimensions: posi-
tive affect and negative affect. Ten Likert-type items measure
each facet. The internal consistency indices for each facet
were, respectively, .88 and .89.

Organizational Commitment Scale (Arciega & Gonzélez,
2000). It consists of 17 Likert-type items that measure three
dimensions of organizational commitment: affective, conti-
nuity and normative. The internal consistency in the present
investigation was .93.

Job Satisfaction Scale (Arciega & Gonzalez, 2006). This is
composed of 12 Likert-type items and measures four dimen-
sions of satisfaction in the workplace: compensation, devel-
opment, security and supervision. The internal consistency in
the present investigation was .91.

Onganizational Citizenship Scale (Davila et al., 2011). It con-
sists of 16 Likert-type items that would pick up this feature.
The internal consistency in the present investigation was .91.

Organizational Justice Scale (Diaz-Gracia et al., 2014). It
consists of 20 Likert-type items that measure four dimen-
sions of justice: distributive, procedural, interpersonal and
informative. The internal consistency in the present investi-
gation was .95.

Turnover Intention Scale (Garcia et al., 2012). It consists of 3
Likert-type items that measure this feature. The internal con-
sistency in the present investigation was .83.

Procedure

First, the participants carefully read the informed consent
and signed it if they agreed, then, the participants were given
general instructions on how they should complete the differ-
ent scales. After, they filled out the different tests, all in a
single session. Several evaluators were selected, who were in
charge of evaluating the different participants. Data were
collected during 2019.

Statistical analysis

First, the distribution of the different measures used and
the different items that make up the SWLS and SWWS will
be analyzed, since they will subsequently be submitted to a
Confirmatory Factor Analysis. The internal consistency of
each measure will also be calculated with Cronbach's alpha.
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These analyzes will be carried out with the statistical package
of SPSS V. 18.0.

Second, the evidence of internal validity of SWLS and
SWWS will be analyzed in order to study whether they satu-
rate in a single latent factor as predicted at the theoretical
level. For this, two confirmatory factor analyzes will be car-
ried out separately with AMOS V. 7.0 (Arbuckle, 20006). The
presence of factorial invariance of the factorial structures ob-
tained for sex will also be analyzed. These analyses require at
least three measurement indicators to accurately estimate the
latent factors, with a minimum of 100 participants, and 10
times the number of observed vatiables (Byrne, 2001). We
used a sample of 199 participants and 5 indicators (items) for
the model, i.e., 199/5 = 39.8 = 40 participants per indicatot.
The procedure used to fit the models was maximum likeli-
hood. The goodness of fit statistics used to evaluate the ade-
quacy of the models were: 1) Absolute fit of the model to
empirical data with the statistic 3°. The null hypothesis, the
matrix theoretical and empirical data being equal, is com-
monly rejected with large samples, so the ratio y?/dfis often
used (Bentler & Bonett, 1980), indicating a good fit with val-
ues less than 3. Another absolute fit index is Root Mean
Square Error of Approximation (RMSEA) (Steiger, 1990)
whose values below .05 indicate good fit. And another abso-
lute fit index is to examine the standardized residuals matrix:
if there are few higher values |£ 1.96| we can affirm that
there is little discrepancy between the estimated and ob-
served covariance matrix and the data would be well adjusted
(Byrne, 2001). 2) Incremental fit measures compare the re-
sulting model with the null model. Normed Fit Index (NFI)
(Bentler & Bonett, 1980), Tucker Lewis Index (TLI) (Hu &
Bentler, 1999) and Comparative Fit Index (CFI) (Bentler,
1990) are the most frequently used. Values above .95 indi-
cate good fit and then the empirical model is significantly
different from the null model. 3) Parsimony fit measures
evaluate the model fit versus the estimated number, taking
into account the complexity of the hypothesized model in
the assessment of overall model fit. Parsimony Goodness of
Fit Index (PGFI) (Joreskog & Sérbom, 1993) and Parsimony
Normed Fit Index (PNFI) (James et al., 1982) are more rep-
resentative coefficients and values above .50 indicate good
fit.

Third, we will analyze, also with AMOS V. 7.0, the rela-
tionship between the two satisfaction measures (SWLS and
SWWS) with a multidimensional cognitive job satisfaction
scale (Arciega & Gonzalez, 2006) through a Model of Struc-
tural Equations in order to study the evidence of convergent
validity among the three measures and if Factorial invariance
occurs based on gender in this relationship.

And finally, we will study the evidence of convergent va-
lidity of the SWWS in relation to the rest of the measures
collected by calculating the Pearson correlations with SPSS
statistical package V. 18.
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Results

Descriptive. In Table 1 you can see the descriptive statistics
and the distribution (asymmetry and kurtosis) of each of the
measures collected. In our case, according to the criteria of
West et al. (1995) all the variables present adequate values of
asymmetry and kurtosis. For these authors asymmetric statis-
tic less than 2 in absolute value statistic kurtosis less than 7
in absolute value can be considered adequate. Regarding the
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reliability (see Table 1) all the measures present fairly high
values of internal consistency (greater than .83). The biserial-
puntual correlation between each item and the corrected to-
tal of the scale was calculated for SWLS and SWWS, and be-
tween values .64 and .76 were obtained for SWWS and be-
tween .57 and .66 for SWLS, which would indicate that the
internal discrimination of the five items of both scales is very
high.

Table 1.
Descriptive statistics, reliability and Pearson correlations of the measures (*).

1 2 3 4 5 6 7 8 9 10
1 SWWS 1.00
2 Organizational Commitment .68 1.00
3 Work satisfaction 76 .69 1.00
4 Organizational Citizenship 43 .55 49 1.00
5 Organizational Justice .67 .64 .83 .50 1.00
6 Turnove Intention -42 -45 -38 -32 =27 1.00
7 PPF 22 A2 19 .38 21 .02 1.00
8 SWLS 37 .28 .30 23 .29 -25 44 1.00
9 Positive Affect .38 44 .38 .35 .39 -.16 17 .29 1.00
10 Negative Affect -.14 -.09 -12 -.07 -.08 25 -.06 -.18 -33 1.00
Mean 15.19 46.23 37.56 59.2 63.47 8.8 11.53 17.41 392 2612
S.D. 4.73 14.71 1.22 1.31 16.85 3.39 1.59 3.04 8.15 8.43
Skewness statistic -0.1 0.21 -0.24 -0.34 -0.22 -0.08 -0.48 -0.35 -0.36 0.30
Kurtosis statistic -0.66 -0.36 0.34 0.70 -0.56 -0.91 091 0.05 -0.34 -0.28
Cronbach’s Alpha .87 93 91 91 .95 .83 92 .83 .88 .89

(%) Correlations > | X 10| are statistically significant at 5%.

Evidence of internal validity. Table 2 shows the different
goodness of fit indices of the two unifactor SWWS and
SWLS confirmatory models. As you can see, the SWLS
model presents a very good fit to the data, except for PGFI,
and the SWWS has a good fit except for PGFI and RMSEA.

So it can be considered that for both scales the appropriate
structure is that of a latent factor. Figure 1 shows the factori-
al weights of both measures with fairly high values (between
.62 and .88).

Table 2.

Goodness-of-fit for the contrasted models.

Model Ch2/df NFI CFI TLI PGFI PNFI RMSEA Residues = | £1.96|

SWWS unifactorial 2.611 973 983  .967 325 487 .090 0%

SWLS unifactorial 1.064 986 999  .998 .330 493 .018 0%

Convergent 1.544 920 970  .963 .652 748 .052 0%

Figure 1. es. Table 3 shows the results obtained. The four specified

Confirmatory Factor Analysis for SWWS and SWLS in brackets.

SWWS
(SWLS)

Additionally, it was studied whether the model of a fac-
tor for both scales is psychometrically identical for both sex-

models have a good fit for both measures according to all
the indexes, except RMSEA for SWWS that present a mod-
erate adjustment. The Akaike (1987) information criterion
(AIC) indicates which model has better fit when comparing
them to each other, the lower the AIC the better fit. Accord-
ing to this criterion for SWWS the best model would be the
B and for SWLS the D. If we compare the four measure-
ments with each other, we can see that according to the y2
test all the models are statistically identical, in addition, fol-
lowing the criterion of Cheung and Rensvold (2002) a ACFI
< .01 would indicate strict invariance according to sex: the
variance-covariance matrix and the variances errors are equal
in both groups. Therefore, we can affirm that the model of
Figure 1 is identical for both sexes.
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Table 3.
Fitted models and results for model comparisons of SWWS and SWLS in brackets.
Model ¥ gl y2/gl GFI CFI RMSEA AIC
Model A. Unconstrained 29.69 10 2.969 .947 960 100 69.690
(7.67) (10) (.767) (.985) (1.00) (.000) (47.671)
Model B. Structural weights 36.32 14 2.594 933 .954 .090 68.321
(10.31) (14 (.737) (:980) (1.00) (.000) (42.312)
Model C. Structural covatiances 38.31 15 2.554 931 .952 .089 68.309
(21.25) (15) (.849) (:976) (1.00) (.000) (42.731)
Model D. Measurement residuals 41.60 20 2.080 928 956 074 61.604
) (20) (1.063) (:960) (997 (.018) (41.252)
Model comparison Ay? Agl p ACFI
Models A y B (metric invariance) 6.63 4 157 .006
(2.64) “4) (.620) (:000)
Models B y C (strong metric invariance) 1.99 1 159 .002
(242 1) (.120) (.000)
Models C y D (strict metric invariance) 3.30 5 .655 .004
(8.52) 5) (:130) (.003)
Evidence of convergent validity. In order to study the conver-  fore, we can affirm that the model in Figure 2 is very similar

gent validity of SWWS, a Structural Equation Model was  for both sexes except for the variances of measurement er-
proposed in which the global satisfaction measure (SWLS)  rors.

and Job Satisfaction multidimensional scale developed by

Arciega and Gonzilez (2006) were related. Table 2 (Model —~ Figure 2.

Convergent) shows the adjustment indices of the model that
have been verified (Model Convergent) that indicate a very
good fit to the data. As can be seen in Figure 2, the correla-
tion between SWWS and SWLS is .42 which would indicate
that 17.64% (R? = .176) of the vatiance are shared, the rela-
tionship between SWLS and Job Satisfaction is .36 and the
Correlation between SWWS and the multidimensional cogni-
tive job satisfaction scale (Arciega & Gonzalez, 2000) is very
high (.90) which would indicate that they share 81% (R? =
.810) of variance. It was also studied if the model of Figure 2
is identical for both sexes. In Table 4 the results obtained
appear. The four models specified have a very good fit for
both, except for GFI, which would be a moderate adjust-
ment. The Akaike (1987)'s information criterion (AIC) indi-
cates that the best model would be C. If we compare the
four metrics with each other, we can see that according to
the 2 test models A and B and B and C are statistically iden-
tical, while there would be statistical differences between C
and D. Furthermore, following the criterion of ACFI < .01,
there would be no strict invariance depending on sex, but
there would be strong metric invariance: the variance-
covariance matrix would be the same in both groups. There-

Development

Supervizion

Model of evidence of convergent validity with Work Satisfaction.

Job

Satisfaction

90

Table 4.

Fitted models and results for model comparissons of evidences of convergent validity.

Model 27 o x2/d GFI CFI RMSEA AIC
Model A. Unconstrained 205.96 62 1.392 .875 957 .045 329.958
Model B. Structural weights 217.83 51 1.370 .869 957 .043 319.828
Model C. Structural covatiances 227.15 45 1.377 .864 954 044 317.151
Model D. Measurement residuals 256.39 31 1.432 852 943 047 318.293
Model comparison Ay? Ag/ p ACFI

Models A y B (metric invariance) 11.87 1 373 .000

Models B y C (strong metric invariance) 9.32 6 156 .003

Models C y D (strict metric invariance) 29.14 14 .010 011
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Finally, the evidence of convergent validity of the SWWS
was studied for the different measurements collected. Table
1 shows the Pearson correlations between the different
measures of this study. In terms of convergent validity,
SWWS presents high positive correlations with other labour
measures: organizational commitment, job satisfaction, and
organizational justice; and average correlations with labour
measures such as organizational citizenship and turnover in-
tention. In this last variable, there is a negative correlation (-
42). Likewise, the SWWS is positively related to SWLS, the
PPF and positive affect and does not present a relationship
with negative affect. Therefore, a person with high global job
satisfaction would have a high commitment and organiza-
tional justice perception, a moderate organizational citizen-
ship, a low turnover intention and a moderate overall satis-
faction of life and positive affect.

Discussion

The Satisfaction with Life Scale has been adapted in differ-
ent countries and under different conditions (Pavot &
Diener, 2008). However, as far as we know, it has not been
adapted to specific contexts such as partners, family, friends
or work. The purpose of this research has been to adapt the
SWLS to the labour context, giving rise to a scale of global
cognitive job satisfaction that we have called Satisfaction
with Work Scale (SWWS). Our results indicate that, as ex-
pected, the factorial structure of SWLS and SWWS are uni-
factorial and both scales have a correlation of .42. In addi-
tion, the SWWS is a measure of cognitive job satisfaction,
since the correlation presents with the multidimensional
scale of cognitive job satisfaction of Arciega and Gonzilez
(2000) is .90, which indicates that both scales measure the
same construct. Moreover, these results show factorial invar-
iance in relation to gender, so it can be ruled out that the two
scales of general satisfaction (SWLS and SWWS) present dif-
ferences by gender.

Other results of evidence of convergent validity indicate
that the SWWS is moderately high related to other labour
measures such as: organizational commitment (.68), organi-
zational citizenship behavior (.76) and perception of organi-
zational justice (.67); and moderately with the turnover inten-
tion (-.42). These results are concordant with those found in
other research and reflect that people who feel satisfied with
their jobs are more likely to engage in extracurricular behav-
iors that contribute to good company function such as
kindness or helping a coworker, and feel treated fairly. In
addition, they will be more likely to identify with his organi-
zation, its values and goals and wish to remain part of it
(Ang et al., 2003; Clay-Warner et al., 2008; Lambert et al.,
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Appendix 1.
Spanish original version of SWWS.

En la mayorfa de los sentidos mi trabajo se acerca a mi ideal.

Las condiciones de mi trabajo son excelentes.

Estoy satisfecho/a con mi trabajo.

Hasta ahora he conseguido las cosas importantes que quiero en mi trabajo.
Si tuviera que elegir un nuevo trabajo, serfa el que tengo en la actualidad.
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