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Abstract

Background: Job crafting is the behavioral change that the ewggls initiate of their own accord in order to
increase their job skill and motivation and integrdneir personal purposes with their jobs.

Aim: The purpose of this study is to adapt the Jobti@gaBehaviors of Nurses into Turkish.

Method: This is a methodological and cross-sectional ystilthe data were collected from two samples between
February and June 2015. The first sample constédl0 nurses and the second sample consisted6ohdies.
Data collection tools were an introductory forne ttob Crafting Scale, and the Organizational Ifieation Scale.
Results: The adapted Turkish version consists of 15 itemd 4 factors. Cronbach’s alpha coefficients for the
factors were 0.95, 0.95, 0.81, and 0.83.

Conclusions: The adapted version of the scale is a valid atidhie tool for measuring the job crafting behasiof
nurses in Turkey.

Keywords: Attitude, Behaviors, Nursing, Organization and augistration, Reliability and validity

Introduction improvement of employees regarding their job
ithout any  administrative intervention.
%@ployees who invest in themselves in job crafting
alSso make considerable contributions to the

Job crafting is defined as the process where
employees consciously change and enhance

limits of their jobs and task definitions of theiwn

accord from physical and cognitive aspects in ord&[ganlzatlons they work at. This is pecause these
employees not only enhance and enrich the content

to increase ~their job skills -and motivationof their duties but also accelerate achievement of
(Wrzesniewski & Dutton, 2001; Berg & Dutton, i ati | objectives (Tims, Bakker, & Derks
2008). Therefore, job crafting is closely related togglaénlza ‘onat 0o ' ' '
employees’ job satisfaction, motivation, anc? )-

performance (Grant, 2007; Berg, Wrzesniewski, &he concept of job crafting was proposed by Kulik,
Dutton, 2010; Rosso, Dekas, & WrzesniewskiQldham, and Hackman (1987) and examined
2010). This concept includes the individual selfeomprehensively and defined by Wrzesniewski and
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Dutton (2001) after years. According tochanges, especially in organizations that need to
Wrzesniewski and Dutton (2001), employeesasily adapt to improvements and be open to
enhance the frame of the job they are engaged intlyanges, such as healthcare institutions. Changes
using only their own past job experiences anthat are implemented in order to balance the job
accumulated knowledge, without receiving angnvironment and available resources with the
administrative assistance. Job crafting may hexpectations and needs of employees within the
conducted in three ways. In the first, employeescope of job crafting in such open-system
change the duties they are engaged in and tbegyanizations have positive results not only fa th
content of these duties. In the second, employeesiployee but also for the organization (Tims &
change the social relationship aspect of their joligakker, 2010). Job crafting strengthens the
concerning their colleagues or the individuals thesignificance of a job and results in positive job
offer services to. In the third, employees enhandéentification (Wrzesniewski & Dutton, 2001)
the perceptual aspect of their jobs in order tehile increasing employees’ job satisfaction and
strengthen their job. For example, cleaning staf€inforcing commitment to the institution by
working at a hospital may start to consider thelir j strengthening the harmony between employees and
as helping patients rather than merely cleaninbeir job(Kristof- Brown, Zimmerman, & Johnson,
(Wrzesniewski & Dutton, 2001). Employees wh®005). Job crafting, which is observed at a higher
are responsible and motivated for theilevel particularly among those who are self-
performance are another example of job craftingpnfident, have the capacity of self-control,
(Parker & Ohly, 2008). question, and examine, is considerably effective in

Job crafting is not the redesigning of the job, pufiereasing individual and organizational

enhancing the scope and contents of the job Wiﬂ,m?rfqrmance (Lyons, 2008). . Therefore,
its own limits (Berg & Dutton, 2008): it is alsoeth administrators should focus on creating resources

individual redefinition of the job and attributiani ?:]’;?aﬁgg'r?h”emfg‘rt‘fmcu"n’;g:ﬂcc')‘fetsot eljt()jlibshcégﬁtl)ngﬁuljgcras
a new image to the job by the employeé ’ y

Wwith patients apart from their tasks increasesrthei

(Wrzesniewski & Dutton, 2001). The most_ . """ ) , .
significant feature of job crafting is that it i®me motivation ar_ld job satisfaction (Berg, Dutton, &
\@(srzesnlewskl, 2013).

of the employees' own accord. Change also tak
place spontaneously through employees’ owNurses who establish one-to-one 24-hour
accord in proactive behavior, which is generallgommunication with patients and their families and
observed in persons with proactive personalityarry out many professional roles simultaneoulsy
traits (Parker & Collins, 2010). However, the mosare also job crafters/nurse crafters by enhantiag t
important feature of job crafting that distinguisheframe of their job. When the profession of nursing
it from other proactive behaviors is that its prigna is evaluated as a whole, it can be asserted tit it
purpose for employees is to increase their owaimong the leading professions that apply job
motivation by enhancing the content of their jolerafting in the widest sense. Therefore, a valid
(Tims, Bakker, & Derks, 2012). This situationmeasurement tool is required to evaluate the job
drives employees and administrators sometimes amafting behaviors of nurses. The purpose of this
the point of agreement (Hornung et al., 2010) arstudy is to adapt the English version of the Job
sometimes to the point of confrontation (NadinCrafting Scale to nursing in Turkey.

Waterson, & Parker, 2001) in terms of Workinq\/lethod

conditions and reorganization of the job. Although

rare, job crafting may have negative effects fdBtudy Design

some organizations. For instance, the attitude ofﬁ.'
creative employee, who loves to improve
himself/herself, towards self-improvement and joBetting and Sample
improvement may be detrimental to close
organizations that insist on using traditiona(il,L
methods and strategies (Berg, Dutton,
Wrzesniewski, 2013). However,

is is a methodological and cross-sectional study.

he data were collected between February and
une 2015There were two samples in this study.
. 0 & he first sample consisted of 240 nurses who were
this situationyoriing in four hospitals (a public hospital, a
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public university hospital, a private hospital, e&aad The second was the Job Crafting Scale, which was
private university hospital) in Istanbul. The firstdeveloped by Tims, Bakker, and Derks (2012). The
sample was used to define whether the originalthors initially designed a 42-item scale with 3
structure is similar to the adapted version viaubscales, on the basis of a literature review.
confirmatory and explanatory factor analysis. Thelowever, as a result of analyses, a total of 2histe
participants were mostly female (94.6%), holding eere omitted and the remaining 21 items were
bachelor's degree (62.1%), and working imlivided into 4 factors. These factors were
inpatient units (79.1%) as staff nurses (85.4%} THincreasing structural job resources” (5 items),
participants’ ages ranged between 19 and 52 yeé&dgcreasing hindering job demands” (6 items),
(mean = 31.95 * 7.55); their duration of experiencincreasing social job resources” (5 items), and
in the hospital ranged between 1 and 33 yedlisicreasing challenging job demands” (5 items).
(mean = 8.11 + 7.92), and their experience in tHaternal consistency coefficients of the subscales
profession ranged between 1 and 33 years (meamanged between 0.75 and 0.82 (Tims, Bakker, &
10.29 + 8.14). Derks, 2012).

The second sample consisted of 126 nurses wiihe third was the Organizational ldentification
were working in a public university hospital inScale, which was developed by Mael and Ashford
Istanbul. The second sample was used to confirfi992) and adapted into Turkish by Tak and
the fit of the adapted structure via confirmatorAydemir (2004). Responses ranged from 1
factor analysis. The participants were mostlystrongly disagree) to 5 (strongly agree), creating
female (96.0%), holding a bachelor's degremean score ranging from 1 to 5. Cronbach’s alpha
(62.7%), and working in inpatient units (83.3%) asoefficient for the Turkish version was reported to
staff nurses (80.2%). The participants’ ages rangée 0.88.
between 24 and 52 years (mean = 34.73 + 7.48); .
. . ; . . ata Collection
their duration of experience in the hospital range
between 1 and 33 years (mean = 11.13 + 8.57), ahblere is no universal agreement on how to adapt an
their experience in the profession ranged betweernrstrument for use in another cultural setting
and 33 years (mean = 12.79 + 8.50). (Gjersing, Caplehorn, & Clausen, 2010). It is
advisable to perform similar but different studies
test reliability and validity in different culturen
Permission was received from the researcher whkiwe present study, these steps were followed:

developed the original scale by e-mail. The stud§elo 1. Translating backtranslating ~ and

protocol was approved by the ethics committee of o . .
university hospital (approval no. A_07/06.01.2015)5?/nthe3|2|ng of the_ s_cale items. Presentatiomef t
L . items for expert opinion
Then, permission was received from the
administrative and nursing service management 8fep 2: Examining the suitability of the scale’s 4-
the hospitals where the data were collected. THactor and 21-item structure for Turkish nurses via
participants were informed about the study ancbnfirmatory factor analyses (sample 1).

gave informed consent.

Ethical Considerations

Sep 3: Examining the correlations between items
Limitations of the Study and the total scale as the original factor strectsr

Among reliability analyses, the test-retest showinBOt valid for Turkish nurses (sample 1).

the scale’s invariance against time was nd¥ep 4: Exploring the scale’s factor structure in a
conducted. sample of Turkish nurses following the elimination
of items that have weak correlations with the total
M easur ed/I nstruments scale (sample 1).
Data were collected via three tools. The first w.
an introductory form with seven questions abo%
sociodemographic characteristics of thé
participants (age, gender, education levels, etc.) Sep 6: Determining the internal consistency of the
structure adapted for Turkish nurses (sample 1).

ep 5 Confirming the newly obtained factor
ructure (sample 2).
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Sep 7. Examining the criterion validity of the which consisted of 4 subscales and 21 items. # thi
Turkish version of the Job Crafting Scale throughnalysis, the lowest factor loadings were found to
its correlations with the Organizationalbe 0.65 for the first subscale, 0.54 for the second
Identification Scale. subscale, 0.58 for the third subscale, and 0.77 for
the fourth subscale. However, fit indexes were as
follows: y* = 1568.81, df = 183, RMSEA = 0.178,
Data were analyzed through IBM SPSS Statisti€dFI = 0.62, CFIl = 0.66, and IFI = 0.66. Revisions
21 and LISREL 8.51. The following were used fomade in line with the modification suggestions did
analysis:  descriptive  statistics  (frequencynot result in sufficient improvement in the fit
percentage, mean, standard deviation), Pearsoindexes.

product-moment  correlation  analysis, an ) . .

psychometric testing (content validity ratio, item%tep 3: Item-Total Correlation Analysis

total correlation, Kaiser-Meyer-Olkin measure oWWhen it was determined that the fit indexes did not
sampling adequacy and Bartlett's test of sphericityonfirm the original scale structure, items thatl ha
exploratory factor analysis and confirmatory factoweak correlations with the overall scale were
analysis, and internal consistency coefficient)p A eliminated. The item-total correlation values df al
level of < 0.05 was considered statisticallyitems except for one were found to be above 0.40
significant. in the analysis conducted for this purpose. Item 10
whose item-total correlation coefficient was 0.307,
was omitted. In the second item analysis, none of
Step 1: Language and Content Validation the remaining 20 items had a factor loading below
T9.40. The analyses were continued with these 20

Data Analysis

Results

The method recommended by the World Heal
Organization for the adaptation of tools develope'&ems‘

in different languages was employed in order tStep 4: Exploratory Factor Analysis
test the language validity of the Job Crafting Scall_

. . . he Kaiser-Meyer-Olkin measure of sampling
(WHO, 2008). The original English version was . -
translated into Turkish by four professionaf"dequacy (KMO) and Bartlett’s test of sphericity

linguists. After the necessary revisions were mad& © used to assess whether t_he sample was
taéqiequate and the factor correlation matrix was

by the researchers, the scale was b<n’le_tranSIaSU|table for factor analysis. The values were as
into English by two academicians. follows: KMO = 0.889,)2 = 3863.898, df = 190,
Lawshe's technique was used to assess contantip < 0.001.

validity (Lawshe, 1975). The prepared Turkis xploratory factor analysis conducted with
form was evaluated by twelve experts outside t P y Y

: . : rincipal component analysis and varimax rotation
research team who were working in the field of P P Y

nursing and had experience in scale developm %ﬂowed that the 20 items were divided into 4

or adaptation research (Gjersing, Caplehorn, ctor's, which hagi eigenvalues above .1 and
Clausen, 2010). Lastly, a pilot study was conductet plalnted 71?8%/;’ | of _the totall _vaélance.
on a sample of 17 individuals who were not part Jgr(():sgo/ages of ‘lotal “variance explained were
. ) o for the first factor, 10.867% for the
the study samples. On the basis of theSs(?acond factor, 9.585% for the third factor, and
participants’ suggestions concerning items of t$ 0 e 0 '
scale, the scale was revised and then subjecte t870A’ for the fourth factor (Table 1).
the validity and reliability analyses. ltems 4, 5, 12, and 18 were omitted from the scale
during the factor analysis as they simulataneously
had high loadings onto multiple factors.
Confirmatory factor analysis was conducted oB8ubsequently, the analyses were continued with 16
data from 240 nurses in order to evaluate theffit @ems.

the original structure of the Job Crafting Scale,

Step 2: Confirmatory Factor Analysis
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Table 1. Results of Reliability and Structural Analyses (Steps4 And 6)

Factor nc  Factor nam % of explained varian Cronbach’s alpha
ltems
(Step 4) (Step 6)
F1 Increasing social jo 13, 14, 15, 16
resources and job demands 17, 19, 20, 21 46.058 946
F2 Increasing structural jo 1,2, 3 10.867 946
resources
F3 Decr'easm'g hinderin 8.9 9585 805
relationships
F4 OIDecreasmg hindering jc 6.7 5970 834
emands
JC€ Total 71.87: .931

4JCS = Job Crafting Scale

Table 2. Construct Validity of the JCS: Goodness of Fit Indices (Step 5)
Model yoldf RMSEA  GFl CFI IFI

JC& (four-factor model 3.3€ .09¢ .87 .92 9z

2JCS = Job Crafting Scale, df = degrees of freed®MSEA = Root mean square error of approximatioRl € Goodness of fit
index, CFl = Comparative fit index, IFI = incremahfit index

Table 3. Criterion Validity of the JCS: Correlation With the OIS (Step 7)

Min Max Mear SD r/'P
Jc¢e 2.07 7.0C 3.9¢ .70z r=.51i
ols° 1.0C 5.0C 3.4f 1.0¢ P <.001
8JCS = Job Crafting Scal®QIS = Organizational Identification Scale, SD =nstard deviation,,Min = minimum, Max =

maximim
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Table 4. Subscales and Items of the Adapted Turkish Version of the JCS®

Increasing social job resources and job derr

13 | ask whether my supervisor is satisfied with myk

14 | look to my supervisor for inspiratir

15 | ask others for feedback on my job performa

16 | ask colleagues for advit

17 When an interesting project comes along, | offeseffyproactively as project -workel

19 When there is not much to do at work, | see it esance to start new proje

2C | regularly take on extra tasks even though | doraceive extra salary for the

21 | try to make my work more challenging by examinthg underlying relationships betwe

aspects of my job

Increasing structural job resour

1 | try to develop my capabiliti

2 | try to develop myself professional

3 | try to learn new things avork
Decreasing hindering relationsh

8 I manage my work so that | try to minimize contaith people whose problems affect

emotionally

9 | organize my work so as to minimize contact widople whose expectations are unreal
Decreasinchindering job demani

6 I make sure that my work is mentally less inte

7 | try to ensure that my work is emotionally lesteirse

2JCS = Job Crafting Scale
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Figure 1. The Results of Confirmatory Factor Analysis (Step 5)

Step 5: Confirmatory Factor Analysis fourth factor (Figure 1). Fit indexes were as

L2 = — —
Confirmatory factor analysis was applied oncgg?v_vsd 33(7 _C|2:|7L1'?66§2df i d8”2:’| _RIé)/IggAT-bIO.OZQQ,
again using data from the second sample of 1 T =094 an = 0.92 (Table 2).
nurses in order to evaluate the fit of the newlgtep 6: Internal Consistency Assessment

obtained structure of the scale. When modificatiolghcter the elimination of a total of 6 items froimet
suggestions were examined, Item 11 was found M item scale. in the analysis conducted to
be also strongly correlated with 3 factors othanth d ’

its own factor, and this item was also omitted frometermine the internal consistency of the 15-item
C : scale, Cronbach’s alpha was 0.932 for the total
the scale. Additionally, error covariance wa

assigned between Items 15 and 16 and betwe%eﬁr@fcsgi (r_?ggzdlg)etween 0.805 and 0.946 for the
Items 19 and 20 (Figure 1). '

Factor loadings on the subscales were examinggP|D 7 Criterion Validity

upon performing of all these modifications; theyrhe correlation of the newly developed Turkish
were>0.92 for the first factorz0.81 for the second version and the Organizational Identification Scale
factor,>0.78 for the third factor, ang0.61 for the was calculated. A simple scatter plot was created t
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check linear relationships, and then, Pearsoryd/sd: lower than 2 is normal; lower than 5 is
analysis showed a significant correlation betweeacceptable.

the two scalesr (= 0.517,p < 0.001; Table 3). RMSEA: lower than 0.05 is normal; lower than
Discussion 0.08 is acceptable.

Step 1. Language and Content Validation GFI: higher than 0.95 is normal; higher than 090 i

The method recommended by WHO (2008) for th%cceptable.

adaptation of tools developed in differenCFl and IFI: higher than 0.95 is normal; higher
languages was employed to reduce differences dian 0.90 is acceptable.

to psycholinguistic  characteristics  betwee
cultures. The scale items were translated fro
English into Turkish through collaboration between
researchers and four professional linguists. THep 3: Item-Total Correation Analysis
Turkish translation was back-translated int
English by one South African academician who h

Yhe results of this study showed that the scale'’s
iginal structure did not have acceptable fit.

ftem analysis is conducted to determine the
. . rength and consistency of the correlation between
f_uII c_ommand of both Turkl_sh and En_gl_lsh aNGiems. As low item-total correlations also reduce
lives in Turkey, and two Turkish academlcwmswh_f[)ne scale’s reliability, the correlation between

live abroad. These steps ensured similarity Wariables should not be negative or low (Akgul,

meaning between items in the scale’s originglngs. avre ¢ Scally, 2014; Buyukozturk, 2011). A
version ano_l n its Turkish f[ransl'atlon. AfterV"ardscorrelation coefficient below 0.30 indicates tha t
content validity was examined in order to asse

Tem is inadequate, whereas a value above 0.40

whether the scale’s items covered the concept thaf,. - : P
needed to be measured (Polit & Beck, 2012). Ti&lcates items with good distinguishing features
|

Turkish version was evaluated by twelve experts %uyukozturk, 2011). Therefore, one item with an

e ) ) m-total correlation of 0.307 was omitted from
the content validity analysis performed usm%l
e scale.

Lawshe's technique (Lawshe, 1975; Veneziano
Hooper, 1997). The content validity criterion wastep 4: Exploratory Factor Analysis

detﬁrr_nined to t;e 0.56 according to Lawshejgor he original structure was not confirmed in
technique (Lawshe, 1975; Veneziano & HOOPef,o CFA analyses, the 20 items remaining after
1997; Harrington, 2009) since opinions werE

ed f I . .~ tem analysis were considered a single item pool
received from twelve experts. No item was omitteg,y gypiected to exploratory factor analysis to
in this step as none had values below 0.56.

explore the factor structure for the Turkish sample

Step 2: Confirmatory Factor Analyses Various analyses are performed to evaluate
Confirmatory factor analysis is used for four majowhether the sample has an adequate size before
purposes, and one of them is “testing measuremdéa€tor analysis is conducted. In this study, the
invariance (e.g. across groups or populationsikaiser-Meyer-Olkin (KMO) sampling adequacy
(Simsek, 2007). Confirmatory factor analyses wert@st was used. Polit and Beck (2012) report that if
conducted in this study in order to test the carmstr the KMO test result is above 0.50, factor analysis
determined in the original study. can be applied, a KMO value between 0.70 and
I the analysis, model compatibilty is decideqic "baneen 080 and 080 idioates. 9604
according to various fit mdexes._ There ar%ampling adequacy, and a value above 0.90
numerous such md_exes, e_tnd there is no abSOlLHH icates perfect sampling adequacy. Significant
consensus conceming which among them sho sults of Bartlett's test, another test of santplin

be reported (Kline, 1994). Chi-square/degree %\d ; .
equacy, also reveal that the correlation matftrix o
freedom, RMSEA, GFI, CFl and IFI were reporte e scale’s items is adequate for conducting factor

in this study as they are the most commonly US& alysis (Polit & Beck, 2012). In this study, the
fit indexes. Despite some flexibilities in the fit,\,3" value which v(/as found to be 0’889
indexes, generally desired values are as fonov?’ﬁdicated th:at the sample was adequate for t'he

(Kline, 1994): factor analysis, and the significant Bartlett'sttes
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results showed that the items have an adequdte scale. In this step, no item was eliminatat;esi
correlation matrix. the factor loadings of items were far above 0.40,

Principal component analysis, which is the mo§’¥h'Ch was previously specified as the t_hreshqld
alue. However, the fact that an item is

commonly used form of exploratory factor analys'g'multaneously strongly correlated with all factors

and has been reported to be relatively easy isrupts the independent structure of factors; one
interpret, was preferred in this study. Additiogall item (item 11) with such characteristics was

rotation is conducted in order to clarify ;

independence and interpretation during the factgperefore omitted.

analysis. Varimax rotation, which is among thé&rror covariance between items was assigned in

most commonly used vertical rotation techniquedine with modification suggestions. However,

was used in this study (Ayre & Scally, 2014). increasing error covariance signifies that the rhode

The higher the total variance explained by facto. increasingly_ Igsing its confirmative features.
erefore, defining more than two or three

as a result of the analysis, the stronger the 'scal ovariances mav lead to doubt concerning how
factor structure. While at least 30% of the total y : g
ood the model is. However, this does not negate

variance should be explained in single—factog . ; - D
analyses, this rate should be higher in multipk}{he established model's validity. What is important

factor structures (Ayre & Scally, 2014).The fou ere s that the theoretical re_ttlpnales O.f thm
factors obtained in this scale explained the nflt;;doriCOV"’W’mCes are very explicitly ascribed (Kline,

of the total variance; therefore, the factor suet igggacte;jrwgetwgz\;larlcﬁrelceitemasss'lﬂg'[ni?t?lific\gr?trle
can be considered suitable. 9 y

affected the model’s structure and theoreticallg ha
Three basic criteria are taken into consideration similar meanings in this study. These items were “|
the factor analysis. The first is that items shouldsk others for feedback on my job performance”
have high loadings for the factor they belong tand “I ask colleagues for advice,” which were in
Although the literature has not defined limits fothe same subscale (Factor 1), and “when there is
the factor loadings explaining the correlations afiot much to do at work, | see it as a chance t sta
items with factors, Akgul (2005) reports that theew projects” and “I regularly take on extra tasks
lowest acceptable factor loading is 0.30, factagven though | do not receive extra salary from
loadings between 0.30 and 0.59 are moderate, aheém,” which were also in Factor 1. The first two
those of 0.60 and above are high. Since the facitems were similar to each other in terms of
loadings of all items were above 0.30 in this studyeceiving feedback and advice from others,
no item was eliminated through factor analysisvhereas the second two items showed similarity in
However, the second criterion is that the itemi&rms of making positive job-related attempts
have a high loading for a single factor but lowvithout expecting anything in return even when
loadings for other factors; the exploring ofother options exist.
structures that are independent of each other cR
come into question if this criterion is met. It is h
controversial how much difference can be ignorea,
and loadings are expected to be as high as possiﬁ
The difference between two high loadings shoul@
be at least 0.10 (Buyukozturk, 2011). Since iten&ep 6: I nternal Consistency Assessment
4, 5, 12, and 18 had high factor Ioading%
simultaneously for multiple factors during the
factor analysis in this study, they were omitte
from the scale and the analyses were continu
with the remaining 16 items.

Her the revisions made during CFA, the model
owed a good fit in terms of CFl and IFI,
ceptable fit in terms qf/df and RMSEA, and
most acceptable fit in terms of GFI.

ronbach’s alpha, which is commonly used,
specially in Likert-type scales, was calculated in
rder to determine the internal consistency of the
easurements obtained from the scale. The alpha
coefficient, which shows the internal consistency
Step 5: Confirmatory Factor Analysis of measurements, indicates that the scale is non-
F]eliable if it is lower than 0.40; indicates thaet
%ale has a low reliability if it ranges betweef(0.
and 0.59; indicates that the scale is reliable if i

Confirmatory factor analysis was applied again i
the second sample of 126 nurses in order
evaluate the fit of the newly obtained structure
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ranges between 0.60 and 0.79; and indicates tleestsess the job crafting levels of clinical nurses.
the scale has a high reliability if it ranges bedawe Because it is important to measure job crafting
0.80 and 1.00 (Buyukozturk, 2011; Polit & Beckwhich creates a positive effect from organizational
2012). The alpha coefficients for the total scald a aspect by increasing nurses’ job satisfaction,
its subscales can therefore be considered to hgerformance and commitment to their institutions.

high reliability. Acknowledgment : We are thankful to the nurses

Step 7: Criterion Validity who participated in the survey.
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