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ABSTRACT

Current study aimed to translate and validate the English version of organizational commitment
scale developed by Cevat Celep (2000) in to Urdu language and to establish its validity in
Pakistani culture. Study was carried out in two stages. In first stage the scale was translated into
Urdu language, then translated version was validated by using sample of (n=521) participants.
Sample was taken from various organizations through convenient sampling technique. Sample
includes both genders from various organizations including bank employees, nurses and
university teachers. Software AMOS was used for Confirmatory factor analysis (CFA).
Cronbach’s alpha was (0.80). Model fit values for some prominent fit indices was: RMSEA 0.08,
GFI, TLI, CFI and NFI 0.92, 0.92 0.95 and 0.94 respectively. Moreover, no significant
differences were found in regard to employees’ occupation and gender on organizational
commitment scale. Overall the study will contribute as an addition in the valid measures of
organizational commitment.

Keywords: commitment, validation, reliability, Pakistan.

Introduction specific culture, behaviors and preferences

Questionnaires are the most commonly used
tools of data gathering in social research. In
last few decades hundreds of scales have
been developed and adapted to evaluate
several attitudes, abilities and perceptions of
an individual. Because of internationalism in
psychological research, an adaptation of
measurement instruments into  various
languages seems to be domineering
(Kanning, & Hill, 2012).

In general most of the instruments are

designed to measure have depended on
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for primary indication. The items pertain to
specific cultural behaviors and values. On
the other hand the procedure of adapting an
existing measure, rather than developing a
new one is considerably in advantage,
because it’s less time consuming and less
expensive. So the adaptation enables
researcher to address the need of cross-
language equivalence and investigating
divers papulation (Mir, Kamal, and Masood,
2016).
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Furthermore, the phenomenon of
commitment has gained wide consideration
in organizational behavior research from last
few decades. Organizational commitment
(OC) is a widely studied topic. It refers to
employee's feeling of affection and loyalty
to the organization with which he/she is

linked (Kanning, & Hill, 2012).

Organizational commitment actually means
to which extent an employee feel attachment
and identification with the organization and
perceived himself as its part (Meyer, 1990).
Commitment entails an action to stay
persistent. That’s why organizations attempt
to induce commitment in their employees, it
leads to high productivity and stability. High
level of commitment in employees result in
hard work and reduction in turnover.
(Alefan, Karasneh, El-Dahiyat, Alshara, &
Abu-Naser., 2017).

Meyer and Allen (1990) proposed three
dimensions of organizational commitment
continuance  and
Affective

namely  Affective,
normative commitment.
commitment refers to feeling of affiliation
with the organization. They defined
continuance commitment as belief in the
values of the organization, and normative
commitment as wishes to maintain

membership in the organization, weighing of
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costs and hazards connected with leaving the

current Organization.

Moreover, according to Miller and Lee
(2001) it is a state in which employees’
doings and their involvement is because of
their beliefs. When employee wish to be
associated with organization and exert
energy on part of the organization, more
over when there is congruency between
employee’s and organization‘s then he/she
said to be committed. Another viewpoint
about organizational commitment is "side-
bet" theory according to this theory
employees are committed with their
organizations because of their positions.
However, if they will be given alternative
benefits, they be willing to leave the
organization (Cohen, 2017).

In addition, Motahari (2010) states that
commitment in Islam means binding to
principles and philosophy or contracts to
which humans bound and believe in them. A
committed person is the one who is loyal to
his agreement and pledge and preserves his
objectives. Luthans (2006) explain it, as an
attitude, organizational commitment is most
often defined as: a strong desire to remain a
member of a particular organization; a
willingness to exert high levels of effort on

behalf of the organization; and a definite
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belief in and acceptance of the values and

goals of the organization.

Further, Jones (2015) conducted study with
the sample of nurses. Mary & Carman-
Tobin. (2011) also conducted study with
Licensed practical nurses (LPNs) and
registered nurses (RNs) to see the level of
commitment. A study identified the main
factors affecting job satisfaction and
organizational commitment of nurses
(Veli¢kovi¢, et al., 2014). Additionally,
Yasmin (2015) conducted with the sample
of nurses to see the effect of organizational
commitment on intention to quit among

nurses.

In Pakistan also studies are reported
regarding organizational commitment. A
study conducted by Abbas & Khanam
(2013) to form the construct validity and
psychometric properties of Organizational
Commitment Questionnaire (OCQ, Revised
Version of Meyer, Allen & Smith, 1993)
according to Pakistani culture.
Organizational commitment scale of 22-item
by Meyer and Allen (1993) was too adapted

for Pakistani population (Yasmin, 2015).

Another study analysis the construct validity
of three component model of Meyer and

Allen’s (1991), organizational commitment

scale (Saadia &Riaz, 2004). In Pakistan

www.psychologyandeducation.net

studies are also reported with the sample of
university teachers e.g. study conducted by
and Farooqi (2014), measuring the impact of
organizational commitment among
university teachers. Moreover comparative
analysis of organizational commitment
among faculty members of public and
private sector universities of KPK done by
Zia & Tufail (2010). Another study
conducted by Khalig, Naeem, & Khalid
(2016), on factors affecting the
organizational commitment of the officers in

the banking industry of Pakistan.

Current study was designed with the

following objectives:

1. To translate organizational

commitment Scale by covet celep (2000).

2. To establish construct validity of
Urdu version of organizational commitment

Scale.

3. To see the gender and occupation
differences on organizational commitment
Scale across employees from various
organizations (bank employees, university

teachers and nurses).
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Methods

Questionnaire

Questionnaire developed by cevat celep
(2000) was translated in Urdu language and
for translation written permission was taken
from the author. Original questionnaire was
consisted of eight items that intended to
measure level of organizational

commitment.
Translation process

Translation process was carried out
according to International guidelines for
translation and adaptation. First step was
forward (Urdu-language) translation of the
scale. So questionnaire was presented to six
independent translators (expert in both
English and Urdu). They were requested to
translate the items into respective language,
they have told that there is no compulsion of
word-for-word translation. Items must be
translated in a way that, the message in a
whole sentence can be conveyed. Although

they all were blinded from each other.

Translated items were matched to each other
to see inconsistencies in sentences and
meanings. Backward translation of Urdu
version of organizational commitment scale
from Urdu to English was carried out by

other six experts. Then both versions were

www.psychologyandeducation.net

examined for  similarities and in
discrepancies for items, sentence structure
and relevancy through committee approach.
Committee include qualified linguistic
translator, subject matter expert from
international Islamic university Islamabad.
Inconsistencies were resolved in discussion.
The format of the questionnaire was five-
point Likert type scale (1 = “totally
disagree” to 5 = “totally agree”). Although

item no 7 and 8 have invers coding.
Pilot test

Initial try out was carried out on
convenience sample of 50 employees. This
study was for the purpose to determine the
user-friendliness and of instructions and
items. Minor changes were done after try

out.
Main study

Main study was conducted on the sample of
around 600 participants that were employees
of various organizations: hospital, banks and
universities. The questionnaires  were
administer one by one to employees. They
were approached at their respective
organizations. Consent was taken from each
participant  before  administering  the
questionnaire. They were informed about
research objectives and ensured about

confidentiality of their responses.
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Results
Statistical analysis

Demographic characteristics were explained
by using descriptive statistics. Reliability
was measured through Cronbach’s alpha test
of internal consistency. Confirmatory factor
analysis (CFA) was conducted to examine a
pre-specified relationship of observed
measures. The analysis was conducted with

AMOS.
Validity analysis

Initially content and face validity of Urdu
version of organizational commitment scale
was examined by committee members who
includes field experts and language experts
also. On the basis of piolet study minor
changes in a few items were conducted.
Response format was also evaluated whether

it is clear and understandable or not.
Confirmatory factor analysis

All of eight items measures same construct
that is organizational commitment. There are
no subscales. Model fit values for almost fit
indices are good. RMSEA value, the most
important one was 0.08 which indicates
good fit. Beside it GFI, TLI was and CFI
values were 092, 092 and 0.95
respectively. These values are in acceptable

range. Furthermore, NFI value was 0.94.
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Although CMIN/DF value was 4.58 which
may be due to increased sample size. The
loadings of items were over 0.30 except item
no seven and eight which have loading
values of 0.22 and 0.20 respectively. After
qualitative analysis it was decided that these
two items should be sustained in the scale.
So overall the scale has CFA validity
indictors. Standard errors was between the
range of 0.27 and 0.57.

Table 1

Confirmatory Factor Analysis for Urdu version of
organizational commitment Scale (N = 521)

Default 2(df 2 G A | C RMSEA
model ) (df F G F F
) I F I 1
|
733 4. . 9 . . .08
0(16) 58 9 2 9 9
p 6 5 5

.000

Note. GFI=Goodness of Fit Index; AGFI=Adjusted
Goodness of Fit Index IFI=Incremental Fit Index;
CFI=Comparative Fit Index; RMSEA=Root Mean
Square Error of Approximation.
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So, it is evident from table 1 that goodness
of fit was achieved for Urdu version of
organizational commitment scale in
Pakistani culture with minor modifications.
Fit indices were examined and model fit was
proved. The factor loadings and squared
multiple correlations for Urdu version of

Note. Table 2

organizational commitment scale are given
in Table 2.

2=Factor

The factor loadings and squared multiple correlations for Urdu version of

organizational commitment scale (N=521).

Item No. K
= 80
2 cm o) g e LS il e, T3
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Loadings

Table given above indicate the factor
loadings and squared multiple correlations
for Urdu version of organizational
commitment scale. Item no seven and eight
have poor loadings but still the model is
good fit. So after the qualitative analysis of

both items it was decided that these items
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should be sustained in the Urdu version of

organizational commitment scale.
Reliability analysis

Once  construct  validity  was
established internal consistency of translated
version of organizational commitment scale
was examined by Cronbach alpha

coefficient. Table 3 shows Cronbach’s
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Alpha Reliability estimates of translated

organizational commitment scale.

Table 3

Cronbach’s Alpha Reliability Estimates of
Urdu version of organizational commitment
scale (N=611).

Scale No of Alpha
items Coefficients
organizational 8 .80
commitment
scale
Table 4

Table above depicts that internal
consistency of the scale is good (Bolt,

2010).

Gender differences on Urdu
version of organizational commitment

scale

Gender differences were also examined on
the variable organizational commitment.
Table 4 shows gender differences on the
above mentioned variable among men and

women employees of various organizations.

Gender differences in Relation to organizational commitment among Men and

Women employees of different organizations (N = 521)

Variable Male 95% ClI
Female t
(n =298) (n= P LL
313) UL
M SD M
SD
organizational 3.07 .599 549 -408 .765
commitment 23 367 22

Note. df = 511; ClI = Confidence Interval;
LL = Lower Limit; UL = Upper Limit.

Table 4 shows that there is no
statistically significant difference between
male and female employees on the variable

of organizational commitment.
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Differences across various groups of

employees in relation to
Organization commitment

Research sample contained male and
from various
bank

university teachers and nurses. ANOVA was

female employees

organizations  i.e. employees,
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conducted to see the differences regarding
organization commitment among employees
of various organization. Table 5 indicates
differences across various groups of
employees in relation to organization
commitment. Table shows that p>.05 so, it
is inferred that there is no statistically
significant difference across groups of
employees (bank employees, university
teachers and nurses) in regard to

organizational commitment.

Table 5

cultural context is a key success to the field

of measurement.

Validity tests (content and face validity) was
also conducted in the study. Observations by
participants in preliminary study indicated
that all items are user friendly and easily
comprehendible.  Furthermore, research
findings shows that CFA model of the
organization commitment scale has good fit.
Almost items have loadings in acceptable
range. Internal consistency of the scale was

also good alpha value was .80. Test-retest

Differences across various groups of employees ieligdghity wodffecrentrgaraizatitihsps05 that

relation with organization commitment. (N= 521)

indicate the significant correlation between

Variable  Categories of N M

organizations

Sliyst and de@fild admingstration g the scale.

The time interval between two

3dministraigps3yvas t@® weekso8 On the
other hand findings conveyed that there is
3igtistically significant correlation between
original version (English) and Urdu version

@26 Organizational commitment scale (i.e.

Bank 137 23.4
employees
University 235 22.6
teachers
Nurses 141 23.0
Note. df = Degree of Freedom; n2 = Eta
Squared.
Discussion

Current study was aimed to translate and
validate the English version of. Study was
carried out on employees from different
organizations  which  includes  bank
employees, university teachers and nurses.

Adaptation and validation of various tests in

www.psychologyandeducation.net

r=.70; p<.05, Table 1). The test-re-test
reliability testing indicated the significant
correlation between first and second

administration.

Overall findings provide evidence that 8
items of Urdu version of organizational

commitment scale can be extensively used

in  professional setting in  Pakistani
organizations including academic
336



PSYCHOLOGY AND EDUCATION (2021) ISSN: 0033-3077 Volume: 58(4): Pages: 329 - 339

Article Received: 08th October, 2020; Article Revised: 15th February, 2021; Article Accepted: 20th March, 2021

institutions, health professions and banking

sector.

Translation and validation of organizational
commitment scale is a step forward to
contribute to the promotion of the field of
organizational psychology at more extensive
level. It will help to provide verity of
instruments according to new developments

as well as in Pakistani context.

This tool will help to fulfil the need to assess
the organizational behavior of employees
which are affected by the economic crisis.
Findings will also help the field of HR to
articulate effective strategies to eliminate
turnover of employees as well as promote

new trends in Pakistan.
Conclusion

Organizational commitment is one of the
extensively studding topic in the Pakistan.
To get accurate results it is necessary that
there should be reliable and valid measures.
Therefore current study attempted to
translate and validate organizational
commitment scale which is used by western
researches. Once the process of translation
was completed after that confirmatory factor
analysis was done to examine the data
collected on Urdu version of organizational
commitment scale. CFA showed good

model fit. This indicated construct validity
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of organizational commitment scale in more

detail in future studies.
Limitations and Suggestions

For the selection of the sample convenient
sampling technique was used Sample was
selected from few cities of Pakistan. So
results cannot be generalizable vastly.
Further researchers should consider this
limitation. More over in present study
sample was taken from banking sector,
university teachers and nurses. Future
studies can expand the sample to more

organizations.
Implications

The study is vital in regard to provide a
reliable measure on the phenomenon of
organizational commitment in Pakistani
culture particularly in banking education and
health sector. The study results expended the
comprehension on previous knowledge on
the  phenomenon of  organizational

commitment.
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