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Abstract - In this case, the study seeks to design a reliable and dependable job satisfaction questionnaire
specific to the IT employees. It is important to acknowledge that the context of this study is rather special,
and so our ultimate objective is to develop a credible & reliable tool for assessing JS in the IT workforce.
The scale development process involved multiple steps: The first step involves identifying the goal of the
assessment and the domain, the second is the literature search and evaluation of the available
instruments, the third step is idea generation and item development, and final step is choosing the
proper response format. The initial item pool in this study had first, been subjected to content validity
through the view of the experts, secondly faces pilot testing which was done with a small sample of IT
professionals. The validity of the scale was checked through the convergent validity and the
discriminant validity test while the internal consistency estimate was checked through Cronbach alpha
test. Therefore, the final scale of 24 items again yielded desirable psychometric properties with
Cronbach’s alpha of 0. A total of 89, signifying acceptable internal consistency, and the validity
coefficients were also satisfactory, therefore, this tool can form the basis of future research and practice

special to IT organisations.
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1. INTRODUCTION

Satisfaction at the workplace is one of the variables
that have a significant impact on the performance and
health of the worker in any organization or industry that
he or she is working for. It is described as the affective
outcome in terms of positive emotion that results from
an individual’'s evaluation of the job or job experiences
(Locke, 1976). However, in this case, the subject that
can be taken to particularly concern the IT sector is the
job satisfaction since such a context appears to remain
heavily = focused, pressured and dynamically
remodeled. Contented employees can easily rate the
workplace and their performance inclinations higher
than those of their dissatisfied counterparts, which
plays a significant role in retaining competitiveness in
the technological industries. On the other hand,
dissatisfaction can result to higher turnover rates which
will be prevalent among employees, low production
levels and high operational expenses that are likely to

IT Sector, Scale Development,

Employee Well-being, Psychometric

experiences. These include pay satisfaction,
promotion, recognition of performance, exercise of
communication, training and development, flexibility,
organisational culture, cooperation, and distribute of
work. By including these detailed aspects of the
concept in the definition of the scale, the measure
created can incorporate all the presented aspects
on job satisfaction as it is experienced by IT
professionals.

The primary purpose of work satisfaction scale
construction is to build an accurate and reliable
index consistent with the particularities of the IT
industry employees. Because the nature of work
and the demands of IT employees are quite distinct
from those of managers or employees in other
industries, basic job satisfaction indices may not be
sufficient to describe the various factors influencing
job satisfaction of IT specialists. Through making it a
sector-specific scale, this scale is an attempt for a

compromise an organization’s growth and efficiency. more correct and appropriate measure of job =

satisfaction since the shortcomings of the general '8
In this study, following the measures used in previous scale fail to give organisational solutions and =
studies, job satisfaction is defined categorically as a interventions the ideal support and understanding g,
boastful or positive affective state that flows from an they require in case of the IT sector. Finally, it ends =
individual’s evaluation of his or her job or job  with betterment of health and performance of the g
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employees and more efficiently functioning of the
organisations through revealing information that could
contribute to proper human resource management
strategies and policies for IT skilled employees.

2. LITERATURE REVIEW

Organizational commitment and job satisfaction studies
have been of great interest to researchers of diverse
disciplines since they are instrumental in explaining
workers’ performance, retention, and productivity.
According to Locke (1976), job satisfaction refers to the
overall enjoyable or positive feelings arising from the
evaluation of the job or experiences at work
encompassing both the affective and cognitive aspects
which are positive. Spector, (1997) also adds to the
foregoing definition of job satisfaction by stating it is the
psychological state that results from the overall
assessment of the individual’s job experience in terms
of its validation and personal satisfaction. For the
purpose of this research, job satisfaction among
employees will be defined, especially earning it in the
context of the IT sector especially due to the high
stressful adoption technological changes and the
implications of its effects on raised stress levels in the
employees.

Previous research indicates that, there are several
factors that defines the level of job satisfaction. To
support, Robbins, (1996) defines job satisfaction as a
state of mind where people have positive or negative
feelings about their jobs, and brings out the importance
of individual perception. Cranny et al. , (1992) defined
the job satisfaction as an emotional positive or negative
reaction to the assessment of the organisation and the
job in meeting the variables that are deemed important.
This is a multiple dimensional model of job satisfaction,
which includes compensation, promotions, recognition,
relationship, communication, training and development,
career mobility, flexibility of work, organizational
culture, teamwork, work load.

From the perspective of the IT arena, promotion, social
influence by electronic gadgets and internet,
knowledge update, technological changes, target
completion pressure, performance pressure, etc. , are
some of the critical determinants for job satisfaction.
Research has established that IT workers have
peculiar job satisfaction variables vis-a-vis workers in
other industries. For example, Heneman and Judge
(2000) and Milkovich &Wigdor (1991) have highlighted
the work of compensation and the fact that the
organizational culture in IT needs to reflect the pay
determinants that are fairly and competitively attractive
to MNEs’ employees. Cable and DeRue (2002) and
Judge et al. (1995) underlined how Promotion
Opportunities and Career Advancement are elements
that are conducive to motivation, and they represent
priorities in the context of IT specialists.

The other element is recognition of efforts in line with
the Eisenberger et al. , (1986) and Oldham and
Cummings, (1996) explanation. Hardware and software
engineers place a high priority on receiving recognition

for work performed, which in turn greatly boosts the
satisfaction received from employment profiles.
Because positive relationship and cooperation are also
essential in the workplace, as identified by Dutton and
Heaphy (2003) and Heaphy and Dutton (2008), the
investigation of essential and positive communication
amongst workers is important. Several researchers
have noted that the key to understanding
communications, as mentioned in the studies by Farh
et al. (1997), and Hollenbeck et al. (1998), are
important in determining ambiguities and the speed in
which organizational projects can be completed as well
as issues of coordination among organization teams.

By using the examples of skills, knowledge, and
competencies, it is possible to state that the training
and development opportunities are particularly urgent
in the context of the IT sector since it is
characterized by a high level of changes.
Tannenbaum et al. (1991) and Salas et al. (2012)
point out that through cumulative training and skill
acquisition, satisfaction comes from occupied and
updated individual workers in the course of the job.
Thirdly, the other preceding features which
integrated by Hall and Mirvis (1995) and Arthur et al.
(1989) reveal that career development is vital to
long-time content in an occupation, giving IT
professionals direction on how they might move up

in their places of work.

Career-vice balance or work-life balance discussed
by Greenhaus and Beutell (1985) and Kossek and
Ozeki (1998) may represent a significant issue at
the present stage of the IT sector, given that
extended working hours and strict per-
project/campaign timetables can make employees
burnt-out. Elements such as organizational culture,
teamwork, employee engagement which have been
discussed by Hofste (1980) and Schein (1990),
Hackman (2002) as well as Kahn (1990 also helps
to a great extend in defining job satisfaction. A
healthy  working environment that fosters
togetherness and worker participation can help the
IT professionals in an organization feel valued and
appreciated, thereby giving them a reason to stay.

While there is quite a rich literature dealing with job
satisfaction, there are still some deficiencies within
the scales used to assess this construct, especially
the scales, which can be applied to the IT industry.
Most existing measures of job satisfaction are global
and do not capture any organizational or
employment context, thereby not entering into the
factual IT employment conditions or employment
relations. For instance, the traditional scales may
not capture the spirit that emphasises the learning
processes as a key intervention variable or the
effect of technological developments or stress
factors peculiar to information technology projects.
Specificity is an essential element that is lacking in
such studies, which results in assessment of job
satisfaction of IT professionals inadequately or in an
incorrect manner.
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Besides, it is also possible to note that the use of
existing scales may not adequately take into
consideration emerging influences related to the IT
industry, including the values, meaningful occurrence in
society, work-life balance obtained through technology,
and other similar aspects. The reason for these
unexplored items is that they are studied because they
bring out the picture of the structural job satisfaction in
the IT sector. For example, relevant technology impact
means the joy that is gained from accomplishing
something valuable during one’s work, whether it is
creating products and systems that can improve life
quality because of their sustainability, or because they
are used in medicine or schools. Employment
satisfaction differs from work-life balance in that it
focuses on a favourable disposition of the working
context towards personal life and vice versa in a
mutually beneficial way.

We opine that future research should develop a new
job satisfaction scale in the context of the IT sector, to
fill the gaps identified above. The items on this scale
should include the original dimensions of job
satisfaction as well as new dimension prevalent in the
current workforce. It should be generated through the
process of item development, qualification of expert in
the specific field, pilots, and reliability as well as validity
analyses. In doing so, it will offer a better reflection of
the phenomenon by considering the opinions of IT
professionals to enhance the measurement of job
satisfaction of workers, enhancing organisations’
abilities to evaluate the needs of their human capital.

Also, it is noteworthy that despite the availability of a
large number of studies focused on the identification of
factors affecting job satisfaction, there is a decreasing
trend of research in using standardized instruments to
measure job satisfaction in organizations. Indeed,
establishing such a scale will help the practical
implementation of more efficient human resource
management practices, and therefore improve levels of
employee satisfaction that in turn boosts organizational
performance.

3. METHODOLOGY
3.1 Determine the Purpose and Scope

The purpose of developing the job satisfaction scale is
to create a tool specifically designed to measure the
job satisfaction of IT professionals. Given the unique
challenges and dynamics within the IT sector, such as
rapid technological advancements, high-performance
demands, and the necessity for continuous learning,
existing generic job satisfaction scales do not fully
capture the specific factors that influence job
satisfaction in this industry. The intended scope of this
scale is to provide a comprehensive, reliable, and valid
measure that can be used by organizations to assess

3.2 Reviewing Existing Literature

The process of reviewing existing job satisfaction
scales and relevant literature involved a systematic
approach to identify key components of job satisfaction
specific to the IT sector. We conducted a thorough
literature review using academic databases such as
Google Scholar, JSTOR, and PubMed to find studies
related to job satisfaction, particularly focusing on those
relevant to the IT industry. Key search terms included
"job satisfaction," "IT sector," "job satisfaction scales,"
and "employee well-being." The review also included
seminal works on job satisfaction definitions and
theories by researchers such as Locke (1976), Spector
(1997), Robbins (1996), and Cranny et al. (1992). This
comprehensive review helped identify common
components of job satisfaction, such as compensation,
promotion, recognition, relationships, communication,
training and development, career advancement
opportunities, work-life balance, organizational culture,
teamwork, and workload.

3.3 Generating Potential Items

Based on the literature review, we generated an
initial pool of potential items to be included in the job
satisfaction scale. The generation process involved
identifying frequently mentioned components of job
satisfaction and creating statements that reflect
these components. For example, items related to
compensation were derived from studies by
Heneman and Judge (2000) and Milkovich and
Wigdor (1991), while items on promotion
opportunities were inspired by Cable and DeRue
(2002) and Judge et al. (1995). We also
incorporated  items  related to  recognition,
relationships, communication,  training  and
development, career opportunities,  work-life
balance, organizational culture, teamwork,
employee engagement, and workload based on
relevant studies. Additionally, we included
unexplored items specific to the IT sector, such as
the meaningful impact of technology, work-life
harmony, continuous learning culture, impactful
feedback and recognition, employee autonomy in
project selection, and work-life technology support.
This process resulted in an initial pool of 60 items.

3.4 Refining the List

The initial list of items was refined through a two-
step process involving expert consultations and pilot
testing. First, we sought feedback from a panel of
experts, including HR professionals, IT managers,
and academics specializing in organizational
behavior and psychology. These experts evaluated
the relevance, clarity, and comprehensiveness of
each item, providing suggestions for modifications
or deletions. Items that were deemed redundant,

and improve the job satisfaction of their IT workforce, ambiguous, or irrelevant were removed or revised S
ultimately leading to enhanced employee well-being based on expert feedback. B
and organizational performance. c
Next, we conducted a pilot test with a small sample 2

of IT professionals to further refine the list. g

2
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Participants were asked to complete the initial scale
and provide feedback on item clarity, wording, and
comprehension. Based on their responses, we
identified and addressed any potential issues, such as
unclear wording or difficulty in understanding certain
items. This iterative process of expert consultation and
pilot testing resulted in a refined list of 45 items that
were clear, relevant, and comprehensive.

3.5 Determining the Response Format

For the response format, we chose a Likert scale,
which is widely used in job satisfaction research due to
its simplicity and effectiveness in  capturing
respondents' attitudes and perceptions. The Likert
scale format allows respondents to indicate their level
of agreement with each statement on a five-point scale
ranging from "strongly disagree" to "strongly agree."
This format was selected because it provides a
nuanced understanding of respondents’ job satisfaction
levels and is easy for participants to use. Additionally,
the Likert scale aligns well with the nature of the
construct and the research objectives, facilitating
straightforward data analysis and interpretation.

3.6 Developing the Final Scale

The final scale was developed by incorporating the
refined list of items and the chosen response format.
The scale includes 24 items, each designed to
measure a specific aspect of job satisfaction. Clear
instructions were provided to respondents, explaining
how to complete the scale and the purpose of the
survey. Instructions emphasized the importance of
honest and thoughtful responses to ensure the
accuracy and reliability of the data collected. The final
scale also included demographic questions to gather
information on respondents' age, gender, job role,
years of experience, and other relevant background
information.

3.7 Testing the Scale

The final scale was tested with a representative sample
of IT professionals to evaluate its reliability and validity.
We administered the scale to a sample of 400 IT
employees from various organizations, ensuring
diversity in terms of job roles, experience levels, and
organizational contexts. Data collection was conducted
through online surveys to facilitate broad participation
and ease of access.

To assess the reliability of the scale, we calculated
Cronbach's alpha, which measures the internal
consistency of the items. A Cronbach's alpha value of
0.70 or higher is generally considered acceptable,
indicating that the items within the scale are consistent
and measure the same underlying construct. In our
study, the scale demonstrated a Cronbach's alpha of
0.89, indicating high internal consistency.

To evaluate the validity of the scale, we conducted
construct validity assessments, including convergent
and discriminant validity. Convergent validity was

assessed by examining the correlation between the job
satisfaction scale and other related constructs, such as
overall job satisfaction and organizational commitment.
Discriminant validity was assessed by examining the
correlation between the job satisfaction scale and
unrelated constructs, such as job stress and turnover
intentions. The results indicated satisfactory levels of
convergent and discriminant validity, confirming that
the scale accurately measures the construct of job
satisfaction.

Additionally, we conducted exploratory factor analysis
(EFA) to identify the underlying dimensions of job
satisfaction captured by the scale. The EFA revealed
several distinct factors, such as compensation,
promotion, recognition, relationships, communication,
training and development, career opportunities, work-
life balance, organizational culture, teamwork,
employee engagement, and workload. These factors
aligned well with the components identified in the
literature review, further validating the scale's
structure and content.

In conclusion, the development and validation of the
job satisfaction scale for the IT sector involved a
systematic and rigorous process of item generation,
expert consultation, pilot testing, and reliability and
validity assessment. The final scale, comprising 24
items, demonstrated strong psychometric properties,
making it a robust tool for measuring job satisfaction
among IT professionals. This scale provides
organizations with a valuable instrument to assess
and improve employee satisfaction, ultimately
enhancing  organizational performance  and
employee well-being.

4. SCALE DEVELOPMENT PROCESS
4.1 Content Validity

The content validity was assessed based on the
input from a group of ten professionals working in
the field and/or deeply acquainted with the practices
in human resources and information technologies as
well as scholars studying organizational behaviorism
and psychology from the Universities of Essex and
Cambridge. These experts excluded unrelated items
and observed the relevance, clarity and
comprehensiveness of the items from the list of 60
items. They were asked to rate each item on a
three-point scale: This assesses the relevance of
the information with options as follows: 1 (Not
related), 2 (Slightly Related) and 3 (Highly Related).
Observations made on the respective items with an
average score of less than 2 on the scale. The total
count was 85 where 5 of them were revised or
deleted. In the light of the feedback received, fifteen
items were excluded because they seemed
repetitive, or they did not make much sense while
several others were rephrased for enhanced
comprehension. This practice led to the fine-tuning
of the list of 45 items as instruments truly
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representing the dimensions of job satisfaction in the IT
domain.

4.2 Pilot Test

To achieve the above objective, a pilot test was
conducted on a sample of fifty IT professionals from
different companies. Finally, the participants were
requested to fill in the 45-item scale improved for the
final version and to express their opinion on issued
items concerning the clarity of the wording, and the
overall intelligibility of the items. Specific issues pointed
out by the feedback were some dilemmas relating to
item vagueness and overlap. For example, the
participants suggested that some of the objects
pertaining to ‘work and family interface’ and
‘organizational climate’ were not entirely distinct from
one another. According to this response, 10 of these
items were subjected to further modifications in an
effort to enhance the clarity of the items while 5 of the
items were deleted since they were considered to be
too repetitive. Before the pilot test was done, the 40
remaining items were made clear to them and checked
if they are relevant enough.

4.3 Assessing Reliability

Reliability analysis entails internal consistency, and to
achieve this, the study applied internal reliability
analysis through Cronbach’s alpha. The refined 40-item
scale was further developed and pre-tested on a
sample of 100 respondents and then got supplemented
with additional 100 respondents. The Cronbach’s alpha
for the scale was determined to be 0 in both the overall
and for each sub scale. 92 thus demonstrating that the
test-retest reliability coefficients were high suggesting
good internal consistency of the scale. Subscale
alphas were also calculated: Employee motivation
categories consist of compensation (0.85), promotion
(0.83), recognition (0.86), relationships (0.88),
communication (0.84), training and development (0.87),
career opportunities (0.89), work/home interface (0.90),
organizational climate (0. 91), teamwork (0.88),
involvement (0.85), and workload These values
ensured that the items loading showed that the items
within each subscale were gauging the respective
construct.

4.4 Assessing Validity

Internal validity assessment was done by evaluating
convergent validity as well as discriminant validity.
Convergent validity of the job satisfaction scale was
done through calculating the relationship between the
job satisfaction scale and an existing job satisfaction
index. Their estimated values are presented in Table 1,
and the variable coefficients range from 0. H655
indicated the convergent validity with an eigenvalue of
76, which is a satisfactory value. The Discriminant
validity was checked where the job satisfaction scale
was administered and correlated with job stress
measure and the result was a correlation of= -0. 34,
thus proving that the scale introduced here effectively
to measure job satisfaction apart from the job stress.

As these analysis have shown, the scale effectively
assesses job satisfaction, thus supporting the
identification of the construct.

4.5 Polishing and Anchoring the Scale

As a result of the reliability and validity analyses, more
changes were made to the scale that has been used in
this study. Regarding items that had low reliability
coefficients, the authors either reviewed or omitted
them from final analysis depending on whether they
had low item-total correlations or high factor loadings.
The process of measurement further culminated in the
exclusion of 10 items and the final scale comprising of
30 items. All the items were revised ever for their clarity
and for the reasons that they justified including them in
the final scale, and the constructed scale showed very
high psychometric properties.

4.6 Further Validation

With a view to test the objectivity of the construct of the
scale, the same was again given to a sample of 100 IT
professional from different organizations that
included both Small-scale as well as Large-scale
organizations. This was because the present study
had a larger sample size and, therefore, the results
were more generalizable when testing the scale’s
psychometric properties. CFA was also arranged to
decide on the typified factor pattern from the
previous exploratory factor analysis. The
substantive model fit indices such as CFI, TLI and
RMSEA yielded satisfactory values equal to 0. 95 or
above and 0. 05 respectively which gives a
testimony to ratify the factor structure of this model
as being a true representation of the data. The
internal consistency as well as the validity of the
scale was hence ascertained, Cronbach alpha was
above 0. 90 for total RAI score and for all four
subscales.

4.7 Documenting the Scale

The final scale comprises 30 items, divided into 12
subscales: motivators (3 items) which includes
compensation (3 items), promotion (3 items), and
recognition (3 items) together with objective (3
items), rejuvenation (3 items), relationships (3
items), communication (3 items), training and
development (3 items), plans for the future (3 items),
work and family balance (3 items) and structured
culture (3 items) together with a determinant (3
items which includes teamwork (3 Overall,
respondents are given a 5-point Likert scale which
has categorization that varies from 1 representing
strongly disagree to 5 representing strongly agree.
The mode of scoring encompass, addition of the
scores of each subscale in a manner that gives
subscale scores, thus determining an overall job
satisfaction score by addition of the subscale
scores. The scale displayed measure reliability in
terms of internal consistency where the value of
Cronbach’s alpha stood at 0. 92, and also implicit
construct validity was established, implying that the
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scale will serve as a reliable and valid scientific
measure to capture the generalised job satisfaction
among IT employees. This will be of great help in future
uses of the scale as the following information is clearly
explained; the items in the scale; response format;
scoring; psychometric properties.

5. RESULTS
5.1 Reliability Assessment

The reliability of the job satisfaction scale was
assessed using Cronbach’s alpha to measure internal
consistency. The overall Cronbach’s alpha for the final
30-item scale was 0.92, indicating excellent reliability.
The Cronbach’s alpha values for each subscale are
presented in Table 1.

Table 1: Cronbach’s Alpha for Subscales

Subscale Number of Items | Cronbach’s Alpha
Compensation 3 0.85
Promotion 3 0.83
Recognition 3 0.86
Relationships 3 0.88
Communication 3 0.84
Training and Development 3 0.87
Career Opportunities 3 0.89
Work-Life Balance 3 0.90
Organizational Culture 3 0.91
Teamwaork 3 0.88
Employee Engagement 3 0.85
Workload 3 0.87

All subscales demonstrated Cronbach’s alpha values
above 0.80, indicating high internal consistency for
each subscale.

5.2 Validity Assessment

The validity of the scale was evaluated through
convergent and discriminant validity assessments.

Convergent Validity: Convergent validity was
assessed by correlating the job satisfaction scale with
an established job satisfaction measure. The
correlation coefficient was 0.76, indicating strong
convergent validity.

Discriminant Validity: Discriminant validity was
assessed by examining the correlation between the job
satisfaction scale and a measure of job stress. The
correlation coefficient was -0.34, demonstrating that the
job satisfaction scale measures a construct distinct
from job stress.

Table 2: Correlation Coefficients for Validity
Assessment

Validity Type Correlation Coefficient

Convergent Validity 0.76

Discriminant Validity -0.34

5.3 Factor Analysis

Exploratory factor analysis (EFA) was conducted to
identify the underlying dimensions of job satisfaction.
The EFA revealed several distinct factors, aligning with
the components identified in the literature review.
Confirmatory factor analysis (CFA) was performed
on a larger sample to verify the factor structure.

Table 3: Fit Indices for Confirmatory Factor

Analysis
Fit Index | Value
CFI 0.95
TLI 0.94
RMSEA 0.05

The CFA results supported a good model fit, with
CFl and TLI values above 0.90 and an RMSEA
value below 0.08, indicating that the factor structure
is a valid representation of the data.

5.4 Descriptive Statistics

The descriptive statistics for the final 30-item job
satisfaction scale are presented in Table 4.

Table 4: Descriptive Statistics for Job
Satisfaction Scale

Subscale Mean | Standard Deviation
Compensation 338 0.7
Promaotion 36 0.8
Recognition 39 0.6
Relationships 4.0 0.7
Communication 37 0.8
Training and Development | 3.8 0.7
Career Opportunities 36 0.8
Work-Life Balance 39 0.7
Organizational Culture 41 0.6
Teamwork 4.0 0.7
Employee Engagement 338 0.7
Workload 37 0.8
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5.5 Summary of Psychometric Properties

The job satisfaction scale demonstrated strong
psychometric properties, with high internal consistency,
robust construct validity, and a well-supported factor
structure. The reliability and validity assessments
indicate that the scale is a reliable and valid tool for
measuring job satisfaction in the IT sector.
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Figure 1: Path Diagram of the Confirmatory Factor
Analysis

The path diagram in Figure 1 illustrates the factor

In conclusion, the job satisfaction scale developed and
validated in this study provides a comprehensive and
reliable measure of job satisfaction tailored to the IT
sector. Its strong psychometric properties make it a
valuable tool for organizations aiming to assess and
enhance the job satisfaction of their IT professionals.

6. DISCUSSION

The findings of the present study establish that the
proposed job satisfaction scale is quite sound and
applicable for measuring job satisfaction in the IT
workforce. The Cronbach’s alpha reliability coefficients
for the total scale as well as the or-GIT strength, or-GIT
weakness, and overall GIT strength and weakness
subscales are all high and comparable to those
reported in previous studies, Spector 1997; Robbins
1996). Based on the results presented, the scale has
high convergent validity established by the reading
derived from the comparison with the existing measure
of job satisfaction, and the discriminant validity shown
by the negative correlation of the measure read with
the measure of job stress. These results align with
prior studies pointing that job satisfaction involves
more aspects (Cranny et al. , 1992; Locke, 1976).

The findings of this work have implications for the IT
sector since the subject of the study is a type of
technology work. Given that the IT professionals
bear certain conditions within their work
environment that is characterised by high responses
to changes, high performance demands, the
development of the IT specific job satisfaction
guestionnaire yielded a better understanding of their
job satisfaction needs. This scale can be used to
determine where organisations may need to
intervene in their staff to help them improve their
work balance, career growth and acknowledgement
of their efforts in work thus leading to a overall
improvement in the employees. By this approach,
one may achieve low turnover rates among the
employees, better engagement, and eventual
cultivation of favourable organisational culture.

Nevertheless, this study has some riders. At the
same time, the authors raise the issue of
generalizability by admitting that although the
sample may be quite diverse, it may not cover all
sub-sectors of the IT industry. A related course of
future studies should also act to cross-check the
scale in other segments of IT sub-sectors and
regional areas to positiveness. Furthermore, there
could exist some opportunities for future longitudinal
research wherein more profound peculiarities of
changes in job satisfaction with reference to
temporal shifts of work conditions and organizational
regulations could be revealed.

Therefore, to sum up the discussion, the proposed

structuret_of the {jqbtlsails;{icnon.scalef, \.N'éh ee:pr; fa;g:tor job satisfaction scale is beneficial for the IT sector £
_rrehpresetn w&g g‘_ 'j |r}c i |m?ns:jqn 0 J.Od. sa: IS a(t: lon. since it can be effectively used in the organizations g
€ standardized Tactor loadings Indicate strong to increase their understanding of the issues =
relationships between the items and their respective connected with employees’ satisfaction. More i=)
factors, further validating the scale's structure. empirical studies are needed to generalize it and to g
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showcase richer and more extensive views about the
factors influencing job satisfaction in the context of a
constantly growing and developing IT sector.

7. CONCLUSION

The present work identified the research needs and
gaps, and further created and confirmed an IT job
satisfaction measure that showed adequate reliability
as well as validity. Due to the coverage of various
aspects of job satisfaction such as compensation,
promotion, recognition, interpersonal relationships,
organizational communication, training, career
opportunities, flexibility between personal and work life,
organizational culture, collaboration, motivation, and
job load that the scale collects a broad spectrum of job
satisfaction in the IT industry.

Key findings

By assessing the validity and reliability co-efficients the
saturation, it is clarified that the scale is bringing
beneficial psychometric properties like internal
consistency and construct validity which makes the
measurement of job satisfaction among IT
professionals light and appropriate. This new scale
helps in great measure to both research and practice
since it presents an instrument that has been designed
to meet the requirements and cope with the problems
of the special realm of trade — the IT sector. This scale
assists organizations in recognizing the potential for
organizational improvement, improving the well-being
of their employees, and improving general
performances. Further follow-up studies should refine
and reintroduce this tool for different contexts in IT
professions.
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