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Abstract: This paper is part of an ongoing research about “human management" which includes employee’s organizational
commitment as dependent variable. The objective is validating the instrument for measuring organizational commitment,
translated and adapted from Meyer et al. (1993) scale. Originally it is composed of 18 items that assess the commitment of
employees through 3 dimensions: affective, continuous and normative commitment. A total sample of 253 workers at
supervisory, technical and labor levels in maquiladoras in Ciudad Juarez was used. As a result, three items were removed and
a 0.90 Cronbach´s alpha was obtained. The principal component analysis verifies the existence of 3 factors with a KMO =
0.89. SEM using Unweight Least Squares (ULS) method, obtained model fit with a value of CMIN/df= 3.179, GFI = 0.989,
AGFI = 0.983, NFI = 0.983, PNFI = 0.749 and RMR = 0.092, being acceptable (Bentler & Bonett, 1980). It is concluded that
the scale is suitable for measuring the construct and as a recommendation for greater contribution could be validated in an
alternative context to that used in this research.
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1. Introduction
The validation of measuring instrument for organizational commitment that addresses this work is part of a research
protocol about the human capital management in the automotive sector of maquiladoras in Juárez México. In this research,
organizational commitment is defined as the dependent variable, establishing its importance to the operational and financial
company performance, as it impacts on the phenomena of turnover and absenteeism, arising thereof at the psychological
states of desire, the need and duty experienced individuals to stay and contribute in the organization. These factors
influencing productivity and innovation capacity of the organization. Similarly, in this research the psychological
empowerment is defined as the independent variable which has been linked to organizational commitment in previous
research (Ríos et al., 2010). The aim of the research work mentioned is to determine the relationship between these two
variables in the automotive maquiladora context in Ciudad Juárez, adding to the model, the influence of the level of human
capital and high involvement of employees practices implemented by the organization. Therefore, in this work the objective
is the validation of the instrument for measuring organizational commitment only, translated and adapted from Meyer et al.
(1993) scale.

2. Organizational Commitment
Organizational commitment study has taken high interest during recent decades (Buchanan, 1974; Mowday et al.,
1979) so that its definition has been enriched from different point of views establishing it as an important variable for
understanding the nature of the individual’s behavior at work (Mowday et al., 1979).
These authors identify the commitment related to the behavior of the individual in their actions and decisionmaking, as well as the attitudes assumed regarding to the organization, establishing three characteristics as factors for its
definition: 1) a personal and strong belief agreement with the goals and values of the organization, 2) a complete develop
their best effort for the organization and 3) a strong desire to stay and keep working for the company goals. As a result of
studies on this approach has been associated with employee retention (Mowday et al., 1979) as well as a predictor of
employee effort and effectiveness.
There have been developed a lot of studies from different theoretical approaches (Angle & Perry, 1981) however
most are focused on the prospects of behavior and attitudes (Meyer & Allen, 1991). They proposed a model of organizational
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