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Abstract.
BACKGROUND: Work to develop a universal tool for the psychological evaluation and measurement of decent work is
relatively new. In addition, the Decent Work Questionnaire, which evaluates decent work using a psychological approach,
has not yet been adapted and validated in the Turkish sample group.
OBJECTIVE: To adapt and validate the Turkish version of the Decent Work Questionnaire and to evaluate the effect of
decent work on the job satisfaction among knowledge workers.
METHODS: The study sample consisted of 906 knowledge workers. In the process of adapting and validating the Decent
Work Questionnaire, the structural validity, internal consistency, convergent validity, divergent validity, and compatibility of
the sample group data were tested. The effect of decent work on job satisfaction of knowledge workers was examined using
structural equation modeling.
RESULTS: The Decent Work Questionnaire was validated in the Turkish sample. The results showed that the reliability
coefficients and dimensions of the Decent Work Questionnaire were highly satisfactory and consistent with the scale devel-
opers’ study. According to another result of the study, decent work was found to have a significant and positive effect on
Turkish knowledge workers’ job satisfaction.
CONCLUSIONS: This study will fill gaps in the literature and will also contribute to the evaluation of decent work in
all areas of the labor market, identifying its shortcomings and contributing to the development of effective human resource
policies.
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1. Introduction

Decent work has been defined by the International
Labour Organization (ILO) as productive work with
protection of rights, adequate income, and social pro-
tection [1]. Over time, this concept has evolved to
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become a notion that covers and evaluates all aspects
of life [2]. Barriers to decent work led to a reduc-
tion in employment opportunities (both in terms of
the availability and quality of jobs) and negatively
affect individuals’ well-being and living standards
[3]. Therefore, it is necessary to evaluate decent
work in different work environments using vari-
ous psychosocial variables. Conducting these studies
is important for effective wage and performance
evaluation, ensuring organizational justice, and pro-
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viding appropriate training and career opportunities
[4].

Various tools have been used to measure the con-
cept of decent work and to develop policy tools.
Criticisms have been made about these measurement
tools regarding their inadequacy in measuring the
direct target [5], the lack of consensus on the mea-
surements [6], the lack of attention to psychological
factors [7, 8] and the inadequacy of proper job mea-
surement methods at the individual level [7]. Based
on these criticisms, various measurement tools (ques-
tionnaires) have been developed at regional, national,
and organizational levels to measure decent work and
develop policy tools [7, 9, 10]. Among these measure-
ment tools, the Decent Work Questionnaire (DWQ)
is a decent work measurement tool developed by Fer-
raro et al. [7] to evaluate employees’ perceptions of
their jobs and working conditions within the context
of the “Work, Organizational and Personnel Psychol-
ogy (WOPP)” perspective. Decent work is considered
an integrative concept with an individual and psycho-
logical approach. It was developed using the ILO’s
decent work concept [11, 12] and covers the entire
decent work agenda [7]. The DWQ aims to evalu-
ate employees’ perceptions of their jobs and working
conditions with an individual approach and a psycho-
logical perspective [7].

In the 21st Century, the economy is undergo-
ing a transformation due to various factors such as
globalization, technological advancements, and man-
agement systems. The shift is taking place from
traditional production systems to a knowledge-based
economic system [13]. The most important stake-
holders in this economic system are knowledge
workers (KWs). The concept of KWs was first
expressed by Drucker [14] as “workers who use non-
tangible resources.” Over the years, there have been
many studies on KW, but there is no clear consensus
on a single definition in the literature. Different defini-
tions of KWs include employees working in specific
organizations or sectors [15], individuals with sig-
nificant theoretical knowledge and education [16],
highly skilled workers [17], or educated individuals
working in a specialized field [18]. In this study, the
definition of KWs by Drucker [16] and Brinkley [15]
was jointly interpreted when selecting the sample.
Therefore, the sample group of the study consists
of educated individuals with significant theoretical
knowledge working in certain sectors.

As previously stated, decent work is not just a con-
cept related to employment, but rather a concept that
encompasses all aspects of life [2]. Job satisfaction is

also important as a measure of the individual’s quality
of life [19] and individual well-being [20]. Employ-
ees with high job satisfaction seem to have lower
absenteeism and turnover intention [21], lower levels
of stress and burnout [22, 23], and higher levels of job
performance [24–26]. However, job satisfaction is not
limited to these effects. Beyond these effects, it cov-
ers many dimensions of socio-economic life for both
employees and organizations [27]. job satisfaction is
an important component of an individual’s quality of
life [28].

Therefore, it is important to evaluate the effect
of decent work on job satisfaction, particularly for
the group of workers who will become the domi-
nant workforce with the expansion of the knowledge
economy, known as the KWs. A limited number
of studies have been conducted in the literature to
measure job satisfaction in KWs [29–31]. However,
among these studies, there is no study on the effect of
decent work on job satisfaction in KWs. Furthermore,
studies on decent work have generally focused on
unskilled/low-skilled workers or occupations. How-
ever, decent work is a concept that encompasses all
jobs and all workers [32]. Therefore, we believe that
decent work analyses are necessary for high-skilled
workers, such as KWs. In the Italian and Spanish
DWQ adaptation studies, KWs are the sample group.
This point acted as a further motivation for us to
consider KWs to populate the present study’s sam-
ple group. Furthermore, a review of the literature
revealed that no study that uses a measurement tool
to evaluates decent work from the perspective of the
WOPP has yet been conducted using an adapted and
validated scale applied to a Turkish sample group.

In accordance with these results and reasons, this
study is based on the following questions: “Is the
DWQ a suitable measurement tool for the Turkish
language? Does decent work have an effect on the job
satisfaction of KWs?” According to these questions,
the aim of this study is to develop a Turkish version
of the DWQ and evaluate the effect of decent work
on job satisfaction in KWs.

Decent work standards, as determined by the ILO,
are included in the 2023 targets of the Turkish labor
market under the title of “targets and plans” in
the “Türkiye 11th Development Plan (2019–2023)”
[33]. While planning for these targets, the head-
ings included in the “Decent Work and Economic
Growth” target of the UN 2030 Sustainable Develop-
ment Goals were taken into consideration. However,
despite this planning, as of 2023, the only posi-
tive development in the labor market compared to
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2018 has been in the field of occupational health
and safety [34]. Another noteworthy aspect of the
“Türkiye 11th Development Plan” is its focus on tech-
nology in economic development and its support for
technological advancements. This indicates that KWs
in Türkiye will become an increasingly important
employee group.

Türkiye is located between the continents of Asia
and Europe and is the most populous country among
European countries with a population exceeding 85
million. It is also the country with the highest pro-
portion of young people in Europe [35]. It is the 19th
largest economy in the world and the 8th largest econ-
omy in Europe [36]. The service sector in Türkiye is
the sector that provides the most employment with
56.5% [37]. The most important problems of the
Turkish labor market are low labor force participa-
tion, precarious employment and unemployment. In
2022, the general unemployment rate in Türkiye was
10.4%, and the unemployment rate among the youth
population was 19.4%. The labor force participation
rate is 52.6%. The rate of informal employment is
28.1%. According to ILO data, Türkiye is listed as
having one of the highest levels of gender discrim-
ination and precarious work in working life among
European countries. Türkiye is also one of the 20
countries with the highest fatality accidents among
ILO countries [38].

In Türkiye, the pursuit of decent work continues as
a public policy. There is a need for decent work mea-
surement tools to support these efforts and to generate
individual-level solutions for the existing labor mar-
ket issues. DWQ, which has not yet been adapted and
validated in Turkish, will be a measurement tool that
can make a significant contribution to decent work
efforts in Türkiye.

The Turkish version of the DWQ will provide
solutions to these and similar problems in Turkish
working life. Additionally, this study will fill any gaps
in the literature regarding the Turkish adaptation and
validation of DWQ and the evaluation of decent work-
job satisfaction among KWs. The Turkish version of
the DWQ will contribute to the evaluation of decent
work in all areas of the Turkish labor market and to
the development of human resources policies. In this
way, the Turkish version of the DWQ can help iden-
tify and resolve any gaps in decent work in Türkiye’s
labor market. However, the impact of the DWQ Turk-
ish adaptation is not limited to the Turkish working
life. This is because decent work has an importance
that potentially affects all aspects of social life, such
as ensuring social justice in society [39]. The fact that

the United Nations (UN) has included decent work as
one of the 17 main “Sustainable Development Goals”
(SDGs) also supports this situation [40].

The first part of the study provides information
on the theoretical background of the topic, while the
following section describes the methodology, the val-
idation of the DWQ in a Turkish KWs sample, and the
results of the decent work-job satisfaction evaluation.
The final section discusses the results, limitations,
and future research recommendations.

2. Theoretical background

In the 18st century, with the influence of technolog-
ical developments, the traditional mode of production
changed and mass production emerged with mech-
anization. With mass production, small workshops
were closed, there was intense migration from rural
areas to cities, and unemployment occurred. This sit-
uation has reduced the importance and value of the
workforce. Therefore, in the beginning of the indus-
trial age, a working environment emerged where there
was no occupational health and safety, poverty wages
were applied, long working hours were present, and
children and women were employed in heavy work.
However, the International Labour Organization was
established in 1919 as an organization affiliated with
the League of Nations, with the claim that it would
not be possible to run the working environment in
this way and that world peace would become per-
manent by ensuring social justice. The purpose of
the establishment is to ensure social justice and raise
the standards of the working environment. Since its
establishment, it has published 191 contracts and 208
recommendations, 8 of which are mandatory, in order
to raise standards in working life [41].

With the influence of globalization and technolog-
ical developments in the 21st century, having a job is
no longer enough to provide a basic standard of living.
Employment conditions have changed and new work-
ing conditions such as wages, job security and career
expectations have emerged [42]. In order to adapt to
all these changes and raise labor standards to a cer-
tain level again, the concept of “Decent Work” was
introduced at the 87th International Labour Confer-
ence of the ILO in 1999. Decent work was defined in
this conference as a concept that includes the impor-
tance of social justice, employment in development,
gender equality, the fight against child labor, social
protection and social dialogue [1]. A broader defini-
tion was made in the “Declaration of Social Justice
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for a Fair Globalization” published by the ILO in
2008. Decent work is defined as social protection,
adapting and developing measures for the protection
of the workforce in a sustainable manner to national
conditions, strengthening employment and the tripar-
tite structure, ensuring social dialogue, respecting,
implementing and improving fundamental rights in
working life [43].

According to the ILO, decent work’s purpose is
best expressed from the perspective of individuals.
From the perspective of the individuals, decent work
refers to working conditions, future work prospects,
balancing work and family life, sending children to
school and/or freeing them from child labor, gender
equality, equal rights and opportunities, protection
against discrimination, keeping up with new techno-
logical skills, developing entrepreneurial skills, fair
pay, and having a voice in the workplace [32].

Initiatives are underway in the ILO and UN to
better understand and implement decent work. In
2007, decent work was added as a new sub-target to
the first goal of the UN’s Millennium Development
Goals (MDGs), which covers the years 2000–2015,
under the name of the “Eradicate extreme poverty and
hunger” [44]. Following the MDGs, the UN declared
SDGs [40] in 2015, which will conclude in 2030. The
Sustainable Development Goals provide a broader
and more detailed scope than the MDGs [45]. One
of these main objectives of the SDGs, which con-
sists of 17 main objectives, is called Decent Work
and Economic Growth. This goal is clearly defined
as “promote sustained, inclusive and sustainable eco-
nomic growth, full and productive employment and
decent work for all” [46]. In addition, the ILO, which
celebrated its centennial in 2019, determined its cen-
tennial theme as “advancing social justice, promoting
decent work” [39]. The ILO’s centennial theme is
built on decent work and the inclusion of decent work
as a sub-goal of the MDGs, but its inclusion as a main
goal in the SDGs shows that the importance of decent
work has increased.

Decent work has become one of the most impor-
tant issues to be addressed using different dimensions
in terms of both concept and scope. Working condi-
tions that have an important place in decent work
include both physical factors and also psychological
factors [47]. Psychological conditions are as impor-
tant as physical conditions for employees. Jobs that
lack decent work standards negatively affect employ-
ees’ psychological approaches to their jobs [48, 49].
Therefore, it is crucial to evaluate individual psycho-
logical approaches within the context of decent work.

In this regard, in 2018, Ferraro et al. [7] developed
the DWQ within the scope of the WOPP to mea-
sure decent work with a psychological approach. The
WOPP focuses on the historical development, con-
ceptualization, and functionalization of the decent
work concept. The DWQ was designed by consid-
ering the decent work concept created by the ILO in
2008 and 2013. Initially, it was applied to KWs from
Brazil and Portugal, who share the same language but
have different cultures. The WOPP consists of seven
subscales and 31 items. Despite being from different
cultures, the validity of the DWQ was accepted in
both countries [7].

Apart from the Portuguese version of the DWQ, the
Questionnaire has also been adapted and validated in
Italian [4] and Spanish [50]. In addition, the DWQ
is used in many studies to determine variables that
affect employees in different occupational groups.
The DWQ was used as a measurement tool to deter-
mine the effects of decent work on work motivation
in lawyers [51]; work motivation and psychological
capital in KWs [52]; work motivation, work engage-
ment, and burnout in physicians [53]; job and life
satisfaction in managers [54]; and work engagement,
psychological [55], and burnout in academics [56].

Many studies have found that decent work has pos-
itive effects on employee job satisfaction [57–59].
Therefore, decent work also plays an important role
in increasing individual well-being [59]. Despite all
these studies, there is a lack of research that evaluates
decent work as an integral part of work life and its
effect on job satisfaction.

KWs are the most important human resource that
an organization possesses. Companies that have KWs
and understand their importance have a strong com-
petitive advantage [60]. An organization’s ability to
attract and retain KWs lies at the center of that
organization’s current and future success [61]. In
knowledge-based organizations, job satisfaction of
KWs is crucial for their organizational performance.
The higher the job satisfaction levels of KWs, the
more their organizational contributions will be. It is
highly beneficial for an organization to have its KWs
happy, comfortable, appreciated [62] and motivated
[63].

Limited studies have been conducted on job satis-
faction in KWs to identify factors that affect KWs’
job satisfaction [29, 30] and to compare job satis-
faction between blue-collar workers and KWs [64].
The results of these studies have shown that motivat-
ing job characteristics (recognition, promotion, etc.)
affect job satisfaction in KWs, and job satisfaction
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affects their intention to leave [49]. Non-financial job
characteristics have a more significant effect on job
satisfaction in KWs [29, 30] and KWs’ job security
has a more significant effect on job satisfaction than
all other work factors [31].

This study aims to fill this gap in the literature by
evaluating the effect of decent work on KWs’ job
satisfaction levels using the DWQ and Job Satisfac-
tion Scale (JSS). It is believed that this study can
contribute to the development of human resources
management and national employment policies, as
well as decent work measurement studies from the
perspective of the WOPP.

3. Method

3.1. Adaptation procedures

The adaptation process proposed by Hambleton
and Patsula [65] was used in the adaptation of the
DWQ to Turkish. The adaptation process was con-
ducted in five stages. Firstly, the scale developers,
Ferraro et al. [7] decided to adapt the DWQ into
Turkish after obtaining the necessary permissions.
In the second stage, three academics who were flu-
ent in the original language of the scale, Portuguese,
translated it into Turkish. The differences between
the translations were examined, and the most appro-
priate expressions were identified. In the third stage,
two different academics translated the Turkish ver-
sion back to Portuguese, and its compatibility with the
original scale was evaluated. Based on the evaluation,
the most appropriate sentence structures for Turkish
were determined and a revised scale was created and
developed. In the fourth stage, a Turkish language
expert reviewed the scale and found no grammati-
cal issues. In the fifth stage, the Questionnaire was
distributed to 30 postgraduate students to test the
comprehensibility of the scale items. The items were
read aloud in a classroom environment, and the partic-
ipants’ opinions gathered. Two items that were found
to have semantic issues were revised, and the final
version of the scale was produced.

3.2. Sample and procedure

This study is cross-sectional in nature. The study
sample group comprises Turkish KWs. In the
study, convenience sampling technique was used
and the number of participants in the sample group
was determined using the power analysis program

Table 1
Descriptive information of the participants

Variable Sub-variable N %

Gender Female 462 51.0
Male 444 49.0

Age (years) 18–24 33 3.60
25–34 255 28.1
35–44 345 38.1
45–54 187 20.6

55 and older 86 9.50
Education level High school 34 3.70

University 505 55.7
Master 191 21.1

Doctoral 176 19.4
Occupation Researchers 160 17.6

Physician 163 18.0
Lecturer 123 13.6

Financial analyst 177 19.6
Engineers 150 16.6
Pharmacist 133 14.6

Working time 6 months –1 years 116 12.8
1–5 years 166 18.3

5–10 years 172 19.0
10–15 years 156 17.2

15 years and over 296 32.7

G.Power-3.1.9.2 [66]. As a result of the analysis per-
formed at a confidence level of 0.99 [67] it was
determined that 287 participants (� = 0.01, 1-� err
prob = 0.95, df = 5) would be sufficient for the study
sample group.

The data collection process began after informing
the KWs about the conditions of their potential par-
ticipation. The study included KWs who had been
actively working for at least six months and received
a salary for their work. From 5 October 2022 to 18
March 2023, survey forms were sent to those who met
the conditions and agreed to participate using online
methods. All participants voluntarily participated in
the research without receiving any incentives. A total
of 906 participants took part in the study, with 462
(51.0%) being female and 444 (49.0%) being male.
All participants were over the age of 18 and most
had a bachelor’s degree or higher education level.
Detailed information about the participants is pre-
sented in Table 1.

3.3. Measurements

3.3.1. Decent Work Questionnaire (DWQ)
The DWQ, developed by Ferraro et al. [7], was

used in this study. The DWQ consists of seven
dimensions and 31 items, with all dimensions related
to the ILO’s core decent work indicators [9]. The
dimensions are given as follows: first, Fundamental
Principles and Values at Work (FPVW); second, Ade-
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quate Working Time and Workload (AWTW); third,
Fulfilling and Productive Work (FPW); fourth, Mean-
ingful Remuneration for the Exercise of Citizenship
(MREC); fifth, Social Protection (SP); sixth, Oppor-
tunities (OP); and seventh, Health and Safety (HS)
[7].

The first, Fundamental Principles and Values at
Work (FPVW), covers those components stated by
the ILO: “employment opportunities”, “work that
should be abolished”, “equal opportunity and treat-
ment in employment”, and “social dialogue”. The
FPVW comprises six items including statements on
discrimination in the workplace (gender, religion,
race, etc.), freedom of opinion and expression at
work, participation in decisions, and interpersonal
trust. The second, Adequate Working Time and
Workload (AWTW), covers the ILO components of
“adequate earnings and productive work”, “decent
working time”, “combining work, family, and per-
sonal life”, “safe work environment”, and “social
security”. The AWTW comprises four items includ-
ing statements that measure the pace of their work
pace and work–life harmony. The third, Fulfilling
and Productive Work (FPW), includes the ILO com-
ponents of “employment opportunities”, “adequate
earnings and productive work”, and “economic and
social context for decent work”. The FPW comprises
five items including statements related to occupa-
tional satisfaction, value creation, and contributing to
future generations. The fourth, Meaningful Remuner-
ation for the Exercise of Citizenship (MREC), covers
the ILO components of “adequate earnings and pro-
ductive work”, and “equal opportunity and treatment
in employment”. The MREC comprises four items
including statements on wage adequacy and satis-
faction. The fifth, Social Protection (SP), includes
only the “social security” component. The SP com-
prises four items including statements about whether
the individual and their family are covered by social
protection against risks such as illness and unem-
ployment. The sixth, Opportunities (OP), includes
the ILO components of “employment opportunities”
and “adequate earnings and productive work”, and
comprises four items. These items include questions
that measure the existence of career opportunities and
new job opportunities. The seventh, Health and Safety
(HS), includes only the “safe work environment”
component and comprises four items that include
statements that assess occupational health and safety
[7].

In the DWQ, responses to each item are given
according to a five-point Likert scale ranging from

1 = “I do not agree” to 5 = “I completely agree”.
Cronbach’s � coefficient was considered when deter-
mining the reliability of the scale dimensions.
According to the results of the study, the Cronbach’s
� coefficients of the scale dimensions are as follows:
0.93 for FPVW, 0.87 for AWTW, 0.86 for FPW, 0.82
for MREC, 0.90 for SP, 0.72 for OP, and 0.85 for HS.
The model fit values obtained by confirmatory factor
analysis (CFA) were considered when determining
the structural validity of the scale. The results of the
analysis show that the factor structure of the scale
has been confirmed and validated in two different
countries [7].

3.3.2. Job Satisfaction Scale (JSS)
The JSS was originally developed by Brayfield

and Rothe (1951) [68] and later a shortened ver-
sion was created by Judge, Locke, Durham, and
Kluger (1998) [69]. The JSS was adapted into
Turkish and validated by Başol and Çömlekçi
[70] who assessed the internal consistency of the
single-dimension, five-item scale through total item
correlation and Cronbach’s � coefficients. Results of
the validity study indicate that item correlation val-
ues ranged from 0.756 to 0.886 and the Cronbach’s
� coefficient of the unidimensional structure was
0.929.

4. Results

The validity analysis results of the Turkish adap-
tation study of the DWQ, which consists of 31 items
and seven factors, are presented in Table 2.

In this study, an internal consistency analysis of the
scale and its individual factors was conducted using
total item correlation. The purpose of the analysis
was to determine the association between the items
and the overall scale. According to Mukaka [71], a
value of 0.30 or above is generally accepted in the
literature for this analysis. The results of the analysis
indicated significant correlations between the items
and the overall scale, suggesting good internal consis-
tency of the Turkish version of the scale used in this
study. Other measures used to evaluate the internal
consistency of the scale were Cronbach alpha relia-
bility analysis to test the reliabilities, and AVE and CR
to evaluate the validity of the variables. The literature
suggests that CR and Cronbach’s � values should be
greater than 0.70 and AVE values should be greater
than 0.50 [72]. In this study, the CR values of the
seven-factor structure in the DWQ ranged from 0.82
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Table 2
Standardized item loadings, AVE, CR and validity analysis results

Scale Factor Item no. Factor M (SD) Corrected AVE CR Cronbach
loading item-total alpha

CFA correlation

D
W

Q

FPVW DW11 0.72 3.12 1.25 0.66 0.66 0.92 0.92
DW16 0.83 3.08 1.24 0.79
DW21 0.88 3.28 1.27 0.81
DW22 0.88 3.24 1.28 0.80
DW24 0.73 3.65 1.22 0.65
DW28 0.81 3.01 1.27 0.74

AWTW DW3 0.72 3.19 1.39 0.60 0.68 0.89 0.89
DW15 0.87 3.06 1.22 0.78
DW18 0.83 3.15 1.26 0.69
DW27 0.87 3.17 1.24 0.77

FPW DW12 0.72 3.51 1.23 0.61 0.61 0.89 0.89
DW13 0.82 3.50 1.16 0.73
DW19 0.84 3.25 1.20 0.80
DW29 0.80 3.46 1.23 0.72
DW30 0.72 3.91 1.12 0.62

MREC DW7 0.89 2.82 1.31 0.71 0.77 0.93 0.92
DW9 0.92 2.82 1.28 0.72
DW10 0.93 2.71 1.28 0.73
DW31 0.75 2.87 1.35 0.72

SP DW2 0.74 2.39 1.40 0.60 0.53 0.82 0.84
DW5 0.66 2.12 1.28 0.51
DW6 0.69 2.52 1.31 0.56
DW8 0.81 3.02 1.25 0.69

OP DW14 0.69 3.46 1.19 0.62 0.61 0.86 0.86
DW17 0.80 2.96 1.32 0.75
DW25 0.79 3.12 1.28 0.70
DW26 0.85 3.23 1.31 0.76

HS DW1 0.74 3.47 1.25 0.67 0.66 0.89 0.90
DW4 0.81 3.21 1.27 0.74
DW20 0.90 3.15 1.22 0.83
DW23 0.81 3.31 1.19 0.74

Total Cronbach’s � coefficient 0.97

to 0.93, and the AVE values ranged from 0.53 to 0.77.
The overall Cronbach’s � coefficient of the DWQ
was 0.97, and the � coefficients of all dimensions
examined in this study were well above the accepted
value in the literature (FPVW 0.92, AWTW 0.89,
FPW 0.89, MREC 0.92, SP 0.84, OP 0.86, and HS
0.90). All standardized factor loadings were signifi-
cant (p < 0.001) and greater than 0.60. However, the
fact that some factor loadings were greater than 0.90
may indicate issues with the correlation between the
variables. To explore this possibility, a discriminant
validity test was conducted.

The square root of the AVE and the correla-
tion of the variables, two important components
of discriminant validity, are presented in Table 3.
The requirement for discriminant validity is that the√

AVE value of the variables should be greater than
the correlation coefficient value of the other variables
in the horizontal row and vertical column [72]. In this
study, the

√
AVE values of the variables were greater

than the correlation coefficients of other variables
in the horizontal row and vertical column, indicat-
ing that the measurement model ensures discriminant
validity. The normality of the data was tested by
examining skewness and kurtosis values. The skew-
ness values of all items in the DWQ ranged from
–0.877 to 0.895, and the kurtosis values ranged from
–1.209 to –0.028, indicating a normal distribution of
the measurement model [73]. Therefore, the valid-
ity of the factor structure of the Turkish version of
the DWQ was ensured using data obtained from 906
participants. After conducting validity and reliability
analyses, a CFA was conducted to verify the structure
of the Turkish version of the scale and the com-
patibility of the data [74]. The resulting construct
model included “standardized regression” values of
the items, data on latent variables, error terms, and
three different covariances, as shown in Fig. 1. No
paths in the construct model were deleted, and all
paths to both latent variables and observed variables
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Table 3
The square root of AVE (shown as bold) and correlations of variables

FPVW AWTW FPW MREC SP OP HS

FPVW 0.812
AWTW 0.709 0.824
FPW 0.764 0.736 0.781
MREC 0.646 0.607 0.597 0.877
SP 0.558 0.590 0.507 0.694 0.728
OP 0.760 0.669 0.756 0.691 0.573 0.781
HS 0.809 0.673 0.705 0.651 0.606 0.695 0.812

Fig. 1. The measurement model of the seven-factor structure of DWQ.

were found to be both positive and statistically sig-
nificant (p < 0.001).

In this study, modifications were made to the orig-
inal structure of the DWQ by adding covariances
between the residuals based on modification index
values, theoretical background, and the original scale.
The first covariance was added between eF4 and eF5
of MREC and SP latent variables (MI = 148.045),
which was expected due to similar results found
in the original, Italian, and Spanish adaptations
and validations of the DWQ. Covariances were
also added between eDW5-eDW6 (MI = 58.901) and
eDW1-eDW4 (MI = 113.296). These adjustments
were necessary during the adaptation of the orig-
inal scale into a different language, as participant
perceptions required changes to the residual terms.
The results of the study, as shown in Fig. 1, indi-
cate that the standardized regression item weights of

the latent variables of the DWQ fall within the fol-
lowing ranges: FPVW 0.72–0.88, AWTW 0.72–0.87,
FPW 0.72–0.84, MREC 0.75–0.93, SP 0.66–0.81, OP
0.69–0.85, and HS 0.74–0.90. Additionally, the path
coefficients of the latent variables all have statistically
significant values (p < 0. 001).

Table 4 presents the goodness of fit indices of
the Turkish validity of the seven-factor structure of
the DWQ, which was formed as a result of testing
the measurement model. The Table includes values
before and after each adjustment process, as well
as values of both seven-factor and one single-factor
models. The results showed that the three-adjustment
high order model was high, and the seven-item scale
was a good fit for the study participants. After
verifying the compatibility of the DWQ using the
data collected from Turkish KWs, the effect of par-
ticipants’ perceptions of decent work on their job
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Table 4
Goodness-of-fit indices of the DWQ in the Turkish sample (n = 906)

Model χ2 df χ2/df CFI NFI IFI SRMR RMSEA (CI 90%)

High order model 1- without adjustment 2802.7* 427 6.56 0.90 0.88 0.90 0.06 0.078 (0.076–0.081)
High order model 2- two adjustments 2512.4* 425 5.91 0.91 0.90 0.91 0.05 0.074 (0.071–0.076)
High order model 3- three adjustments 2419.4* 424 5.71 0.92 0.90 0.92 0.05 0.072 (0.069–0.075)
Seven factors 2442.1* 413 5.91 0.92 0.90 0.92 0.05 0.072 (0.071–0.077)
One single factor model 7662.1* 436 17.57 0.70 0.68 0.70 0.19 0.135 (0.133–0.138)
Cutoff value ≥0.90 ≥0.90 ≥0.90 <0.08 <0.08

Note = *p < 0.001.

satisfaction was tested. On examination of the model
fit values in the structural model, it was found that
all values are within those limitations mentioned
in the literature, and that these overlap with the
data collected from the study participants. The test
results revealed that all path coefficients seem to
be significant and that regression weights are posi-
tive (p < 0.001). In terms of standardized regression
weights (�), decent work has a significant and posi-
tive effect on job satisfaction (� = 0.622; p < 0.001).

5. Discussion

Changes both in the economy and in social life
as a whole have accelerated recently. Some of these
changes that organizations will undergo in terms of
working life are planned, while others are disrup-
tive and even unexpected. These changes affect all
employees in the labor market positively or nega-
tively [50]. To eliminate these negative effects on
these Employees, decent work is an important tool.
However, decent work is a topic that remains current
and needs to be studied and discussed more.

Decent work is a factor that influences both indi-
viduals’ professional and personal lives. It is a
multi-dimensional construct that can vary across
cultures. Decent work has a direct impact on var-
ious psychological factors that play a significant
role in employee performance, including attendance,
belonging, satisfaction, and well-being. Effective
human resource policies can support decent work and
contribute to national employment policies through
the use of the DWQ. This study has two aims: (1)
to adapt, validate, and evaluate the Turkish version
of the DWQ, and (2) to use the DWQ to investi-
gate the association between decent work and job
satisfaction levels among KWs. The results are con-
sistent with both the original DWQ study [7] and other
adapted and validated studies in the literature [4, 50].
The DWQ original study adapted and validated 1681
knowledge workers (636 Portugal, 1045 Brazil), 1465

for the Italian version, and 1528 for the Spanish ver-
sion. The findings in this study and previous studies
show that the DWQ has a consistent structure present-
ing the same decent work dimensions in five different
cultures.

Table 2 indicates that the Turkish version of the
DWQ possesses sufficient psychometric properties in
terms of validity and reliability. The reliability values
for all dimensions exceed the accepted value in the lit-
erature, and all seven factors have adequate reliability.
The overall item correlation and internal consistency
of all scale factors have been achieved, according to
the results of the present study.

According to another result of the present study,
decent work has a significant and positive effect on
the job satisfaction levels of Turkish KWs. The path
coefficients in Table 4 have positive and significant
values, which shows that KWs’ perception of decent
work has a significant and positive effect on their job
satisfaction levels. The better decent work conditions
are, the more positive the effect they will have on job
satisfaction levels. People working in decent works
think that what they do is meaningful [75] and, there-
fore, that their job satisfaction levels are high [76].
These results are consistent with other studies in the
literature on decent work and job satisfaction [76,
77]. Previous studies show that employees with high
job satisfaction have lower rates of absenteeism and
turnover intentions [78], lower stress and burnout lev-
els [79], and higher levels of job performance [80].
Furthermore, and far beyond these effects, job sat-
isfaction covers many dimensions of socioeconomic
life for both employees and organizations [81] and is
important for businesses to develop effective human
resources policies.

5.1. Limitations and future directions

Despite their strengths and valuable insights, the
results of this study should be evaluated consider-
ing various limitations. Firstly, due to the use of
cross-sectional data in this study, causal interpreta-
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tions between decent work and job satisfaction among
knowledge workers cannot be made. While the Turk-
ish version of DWQ allows for the measurement
of access to decent work for knowledge workers, it
is limited in providing the necessary knowledge to
fully understand the conceptual foundations of decent
work. In the future, the development of data collection
and analysis methods with longitudinal designs rather
than cross-sectional approaches can contribute to a
more comprehensive understanding of decent work
overtime and bring new perspectives.

Secondly, it relates to the relatively new nature
of DWQ as a measurement tool. Therefore, stud-
ies conducted with DWQ are limited. Testing the
applicability of DWQ in many different cultures and
examining its effect on other variables is important for
the stability of decent work measurement. Addition-
ally, studies conducted with DWQ have the potential
to bring different perspectives to decent work.

Thirdly, the sample of knowledge workers
included different professional groups, lecturers,
researchers, physician, engineers, pharmacists, and
financial analyst. The research group consists of
participants with high education and income level.
These situations require caution in generalizing the
results. Evaluating decent work specifically in differ-
ent groups of employees can lead to different results.

Despite these limitations, the results of this study
demonstrate that the Turkish version of the DWQ
is a valid and reliable decent work measurement
tool that considers the psychological dimension of
decent work. Furthermore, it highlights the impor-
tance of decent working conditions for knowledge
workers’ job satisfaction. Further research should be
conducted on different research groups in other coun-
tries to demonstrate both the effectiveness of DWQ
in Türkiye and its validity as a universal decent work
measurement tool.

6. Conclusion

Although decent work has been the subject of many
researches since 1999, individual measurement is a
relatively new and highly necessary subject to inves-
tigate. Because the perception of decent work at the
individual level is necessary for understanding the
differences or deficiencies of decent work. From this
point of view, the validity and reliability of the DWQ
for Türkiye was tested and confirmed in this study.
In addition to this confirmation, another analysis also
showed that decent work has an effect on job satisfac-
tion among knowledge workers. In addition, unlike

most of the previous studies, attention was drawn to
the importance of proper work for knowledge work-
ers in this study.

Decent work encompasses only the workers in
the narrow sense, whereas, in the broad sense, the
presence/absence of decent work affects society,
regardless of sector, worker group, or working/non-
working. Because decent work is also a measure
of society’s welfare, with opportunities such as fair
wages, safe working conditions, participation in
employment, social protection, fundamental rights,
and principles. When a research result is useful
and broadly applicable, other scholars develop the
research, or ideally, people outside academia, such
as administrators and policymakers, put the research
results into practice [82].

It is seen that the research results clearly answer
the study questions in line with the literature. How-
ever, these results contain a due diligence. There is no
context on how to implement decent work. Achieving
permanent, comprehensive and successful results in
decent work applications is not easy due to reasons
such as the socio-political structures of the countries.
Therefore, in order to achieve this success in decent
work, it is important that social dialogue mechanisms
are effective in all business processes and decent work
is presented as a public policy. DWQ Turkish verifica-
tion will also significantly contribute to new research
and policies. İn addition, we still believe DWQ should
be evaluated in different cultures and working envi-
ronments with different worker groups and contexts.
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[30] Viñas-Bardolet C, Torrent-Sellens J, Guillen-Royo M.
Knowledge Workers and Job Satisfaction: Evidence
from Europe. Journal of the Knowledge Economy.
2020;11(1):256-80. https://doi.org/10.1007/s13132-018-
0541-1.
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