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Abstract 

The term compliance means acceptance and obedience in employees. The aim of present study was to 

develop and validate the self-report inventory for assessing the employee’s reactions towards 

organizational change in term of compliance. It can be used to help organizations which consequently 

would positively affect the economy of Pakistan. The items for this scale were generated empirically. 

Factorial validity of the scale was determined on the sample of 200 white collar employees. Factor analysis 

of Compliance to Change Scale resulted in five factors i.e. Readiness, Personal Goals, Change Valence, 

Compatibility and Organizational Commitment; which yielded satisfactory KMO value of .82 at p<.000 

and reliability of .90 Cronbach’s alpha. Convergent validity was estimated by correlating with Change 

Readiness Scale. The resulting correlation of α=.52 was significant, which added to the validity of 

Compliance to Change Scale. Discriminant validity was assessed by correlating the scores with Proactive 

Attitude Scale, which showed inverse relationship. Hence CCS is reliable and valid measure to assess 

employees’ compliance to change in indigenous context.  

 

 

Keywords: Compliance, Compliance to Change Scale, Organizational Change, Readiness, Change 

Valence, Compatibility, Organizational Commitment. 

  

 

Introduction 
 

In recent years the ability of an organization to change and adapt according to political, technological and 

social requirements has become one of the major interest for the researchers (Ferincz, 2016). The 

companies are adopting the culture of organizational change because of rapid increase in competitive 

environment and uncertainties of the modern market. It has been found that organizational change is a 

valuable procedure in which a company renovates its policies and work force to improve their productivity 

and performance according to the internal and external market environment (Alshahrani, 2019).  
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According to Demerouti et al. (2018) organizational change is continuous and frequent. To enhance an 

employee’s change orientation always been beneficial to increase organizational positive communication 

with employees that will leads toward positive response of employees to change. Therefore, employees 

react and deal with organizational change through pursuing job experiments and reducing job hassles while 

facing change in workplace. Similarly, employees respond to company’s changes communication through 

job positive creative actions that impede and enhance an employee’s adjustment as work commitment and 

flexibility (Petrou, Demerouti & Schaufeli, 2018). A study has confirmed that employees might be unable 

to accept changes and tend to resist while facing organizational change. It is responsibility of the executives 

and team leaders to implement the changes with strong coordination of employee’s team while giving them 

value and acceptance. To remain in a competitive marketing environment, an organization should have 

good planning and practical execution of changes. Organizational development is a comprehensive idea 

that not only deals with handling the change but also responsible of organizational behavior consequences 

(Odor, 2018).  

 

Furthermore, employees are found to be subjected to the changing demands of external environments like 

market competitiveness. A study showed that change acceptance and organizational provision has a 

positive relationship. Employees are a valuable asset of an organization who can be fruitful and beneficial 

for the organization if they get appraisals and relevant trainings (Samah, 2018). However, social habits and 

customs adopted by the employees are generally the barriers or inner defenses against change, which result 

in employees’ resistance to change. However, if conflicts are solved or broken effectively, it may result into 

effective coping and compliance (Cummings, Bridgman & Brown, 2016). Further, Li and colleagues 

(2019) stated that leadership matters in organizational settings as employees who have trust on their leaders 

and executives have higher level of job commitment, innovation and creativity than their peers. Executives 

should be well trained and skilled in order to engage themselves with rest of the workplace team and 

develop trustworthy environment at workplace to enhance and increase the work engagement and 

innovation in employees. It is the key responsibility of the senior management to increase confidence and 

potential to get progress, involvement and compliance of employees. 

 

Human resource department of any organization plays an important role in an employee’s acceptance of 

organizational change. Employee’s perception and experiences have an impact on overall productivity of 

the firm and through human resource their experiences, beliefs and perceptions can be enhanced with 

compliance, adaptability and innovation. However, strong intensity of organizational change affects the 

human resource department’s efficacy negatively that results into low organizational performances and 

innovativeness (Kim & Choi, 2020).  

 

Furthermore, organizational change can affect every single employee differently that can define their 

reactions in form of resistance and compliance. Similarly positive reaction of employee towards 

organizational change increase job satisfaction and flexibility among employees. The compliant and 

obedient employee considered being compassionate and supportive that will be helpful in creating 

supportive and positive work environment (Bulinska-Stangrecka & Bagienska, 2021). Further description 

and evaluation of this type of reaction is as follows: 

 

Compliance 

 

The term compliance or acceptance is about well-disciplined circumstances and non-compliance mean’s 

missing trades and customs that can lead towards heavy losses (Nagy & Pereva, 2018). A compliant 

individual could alter their standpoint when they perceive problems (Durisic-Bojanovic, 2016). The success 

of any organizational change depends on acceptance of changes by employees. The support can be 

provided to employees by giving them right training, exposure and involvement in decision-making (Xu, 

Payne, Horner & Alexander, 2016). The globalized economy of any country has many complications 

regarding maintenance of effective lead of the employees with establishment of refined and assorted supply 
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chain then later work on prosecution of the labor’s law. Thus, globally sometimes law and compliance 

regulations clash which need to be addressed (Hadwiger, 2015). 

Theoretical perspectives of compliance: The models of compliance are widely applied in organizational 

and behavioral sciences. Following are some of the theories that explain the employees’ compliant 

reactions.  

Readiness for change model: Prochaska and his colleagues (1997) proposed that compliance occurs when 

the employees are ready to change and it occurs in stages. The first stage called pre-contemplative stage. In 

this stage, the employees do not even consider the need for change. The second stage is contemplative 

stage. In this stage, the employees consider about the change but don’t initiate it. The third stage is the 

preparatory stage. In this stage, employees plan for the change. They plan on participating, how to perform 

their role as a change agent and how to get the successful implementation. Here on the second and third 

stage, employees adopt affective and cognitive level of compliance. The last stage is action and 

maintenance stage, where the employees engage in behavioral compliance. According to Weiner (2020) 

committed and confident employees tend to accept organizational change and use their own capabilities to 

face the changes.    

 

Triadic attitude theory: According to this theory, compliance to change is a multifaceted concept. It 

comprises of three attitudes or dimensions which are: emotional dimension, cognitive dimension and 

intentional dimension of change (Piderit, 2000). 

Types of compliance: Nakamura and Orth (2005) suggested two types of compliance i.e. active 

compliance and passive compliance, which are as follows: 

Active compliance: It is also termed as strong acceptance. In this type of compliance, individuals actively 

confront the adverse and tough situation (Nakamura & Orth, 2005). A model presented by Boyd-Franklin 

and his colleagues (2013) states that active acceptance of change and its dynamics helps the employees to 

overcome their feelings of inconvenience and discomfort. 

Passive compliance: It is also termed as resignation or resigning acceptance or mild acceptance. It stems 

from feelings of disappointment, sorrow and avoidance to take active resistance (Nakamura & Orth, 2005). 

Such passive behavior of compliance demonstrates minimal or less than average effort to support the 

processes of change and accomplishing the desired effect (Vakola, 2016). 

Causes of compliance: It has been suggested that employee’s compliance depends upon their perception 

and judgments about organizational policies, initiatives, incentives and managerial behaviors; it predicts 

employees’ reaction towards organizational change (Donia, Sirsly & Ronen, 2017). Similarly, according to 

Donnia et al. (2020) an incentive-based attitude should be introduced at an organizational level to increase 

the benefits of compliance because it is beneficial to find out the factors that may increase compliant 

behavior in employees and decreases the challenges of non-compliance. 

Further, Yousef (2000) elaborated this model by explaining that above mentioned factors generate a 

cognitive-affective compliance such as the organizations need their full interest and deserve loyalty, 

perceive duty towards its members, develop emotional relations and significance towards change, feel a 

part of change processes and develop a sense of belongingness. Also employees’ motivational level should 

also be considered in order to generalize employees’ compliance. 

 

Herscovitch and Meyer (2002) developed a scale to measure the compliance to change with three items 

which carried 7 point rating scale ranging from 1 for strongly disagree to 7 for strongly agree taken from 

respondents indicated the extent to which they agreed or disagreed with each item. A sample item included 

“I comply with my organizational directives regarding the change.” This scale is uni-dimensional not cover 

sufficiently the compliance to change in Pakistani context. Therefore there is need to develop indigenous 

instrument in Pakistani context. The present study aims to design and evaluate the psychometric properties 
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of Compliance to Change Scale (Rasheed, Atta & Sohail, 2021, Appendix-) that measures the employee’s 

reactions towards organizational change/s in terms of compliance; for use to help organizations which 

consequently would positively affect the economy of Pakistan.  

 

Despite the relevance and significance of employees’ compliance in predicting the success and smooth 

flow of change process; there are scarce instruments that assess the employee’s reaction. It is imperative for 

the practitioners to have an instrument that will allow them to make a valid and reliable assessment of their 

employee’s reactions and its enablers. Therefore, the present research aimed to develop questionnaires that 

will measure the employees’ reactions in spectrum of compliance and their components. It is very 

beneficial globally and specifically in Pakistani culture; as developed scale is useful for organizational 

settings to successfully implement the change processes and to assess and in planning management of 

employee’s reactions of compliance while facing any change. Further the results of study helps out 

specially the human resource departments of any organization at the time of recruitment; through 

compliance to change scale they can measure the obedience, compatibility, readiness and organizational 

commitment of the employee and can assess the suitable candidate for the recruitment. 

 

In Pakistani culture, where stressful circumstances easily can change the mindset and performance level of 

the employees (Khalid, Pan, Li, Wang, & Ghaffari, 2020).), it is very important to analyze the candidate 

before recruitment; in terms of how much stress they can hold with or what type of characteristics a person 

have. The purpose of this research is to narrow the focus of the constructs of individual responses in 

organizational and industrial setting and justifying its relationship with psychological manifestations. The 

present study concentrates on both theoretical and practical significance that explains the employee’s 

response to organizational change/s. The Research objectives include: 

 

 To assess the psychometric properties of the scale as: compliance to change scale 

 It evaluates the employee’s responses to organizational change/s in form of compliance. 

 It helps administration; to analyze personnel before implementation of organizational change. 

 It subsequently would favorable for the economy of Pakistan. 

Literature Review 
 

Compliance has been widely studied in the context of readiness to change but in the present research, it was 

assessed as employees’ reaction while facing organizational change(s). Numerous researches have been 

done on compliance in western culture but very few researches have been conducted in Pakistani culture; 

especially no culturally valid instrument is present to analyze compliance within the Pakistani culture. 

Hence, the present research will contribute to additional literature on these variables and will help in 

constructing a valid and reliable instrument to analyze compliance. 

 

The employees reported that success of change initiatives largely depends on culture. The culture of any 

organization determines what an employee can and cannot do. The flexibility of its culture governs either 

the employees would comply with it or resist it. If the organizations have a rigid culture, employees tend to 

agitate about the change and resist it because of their conditioned routines and roles. Although some 

viewed culture in broader terms, as the culture of country determines the change adaptation in its 

organizations, which in turn governs the acceptability of change in their employees (Khan, Raza & 

Mujtaba, 2016). Similarly a study defines the originator aspects and methods to define employee’s reaction 

to change in form of compliance and campaigning. Obviously, every individual has different mindset and 

behaviors that is why behaving in certain ways. Finally, it found that management affects upon the 

employees reaction in form of acceptance or rejection the organizational change (Fugate & Soenen, 2018). 

 

According to a study there is a positive and direct impact of work environment on organizational 

commitment, as encouraging work environment results in improved organizational commitment. Similarly, 

there is a positive and direct impact of reward system on employee’s job satisfaction as employees gets 
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appreciated that makes them more satisfied and productive at job place (Hakim,2020). It is found that solid 

communication in executives and workforce results in job satisfaction, high level of motivation, dedication, 

enthusiasm and commitment in employees; it motivates personnel to work efficiently and effectively. 

Furthermore, rewards and appraisals are essentials to modify and enhancing boost up for employees to be 

more productive and dynamic employee (Ndungu, 2017). 

Moreover, a study established relationship between employee enhancement and their ability. Workplace 

environment matters a lot as it plays an important role in employee’s job satisfaction and their enthusiasm 

with their work. Thus, any organization become successful when they accept the change and improve their 

work force with updated courses and trainings. There are many challenges faced by the organizations 

through their skillful, trained and dedicated workforce (Awasthi, 2016).  

 

A qualitative study in Pakistan’s in non-governmental organizations revealed a number of variables that 

inflict resistance to change in their employees. One hundred percent frequent variables reported by 

employees might be cause resistance in them as poor communication and inarticulate behaviors. The reason 

provided is that if the change mechanics are top-down and are not properly communicated to them, they are 

unable to fully comprehend it (Khan, Raza & Mujtaba, 2016). Similarly executive and leaders may have to 

deal with personnel of different characteristics and from different backgrounds through their command to 

get advantageous and progressive results from them rationally (Sajko, Boone & Buyl, 2020). 

 

Compliance is becoming a tactical matter in recent modern era; especially it is considered that 

organizations got negative results for their non-compliant employees. In fact according to Oxley Act, firms 

and employees have to pay for severe non-compliance in form of distraction and loss. In recent times, 

outrages and disreputable organizational behavior can be harmful for investors and employees. In short, 

practicing compliance with rules and ethical considerations can be long term beneficial for the 

organizations, customers, investors and employees (Foorthuis & Bos, 2011). 

 

Nilsen and his colleagues (2019) confirm that people responded in various ways to organizational changes. 

It is beneficial for human resource, executives and managerial persons to get aware about change responses 

to achieve organizational internal and external targets. A study implies that it is very difficult for 

organizations to produce visionary and diligent employees. At job place there are personnel with different 

set of personalities as dedicated, achiever, problem solver, obedient and compliant employees with energy 

to tackle critical market conditions by their own capabilities (Park, 2021). 

 

A model defines that employees are very anxious and excited about their performance evaluation but same 

time they wanted to know about the criteria, eligibility, measurement and procedure to evaluate their 

enactments and on the other hand they would like to be treated respectfully, honestly and pride when they 

received their assessment rankings at job place (Haque, Bhattacharjee & Sultana, 2018). Henceforth, 

international and indigenous literature depicted that change is a subtle process that require care of 

organization’s as well as employee’s needs. The effectiveness of change and preventing resistance largely 

depends on adopted communication strategy and top management confidence given to their employees. 

Therefore the present study aimed to develop an instrument that measures compliance in employees.  

 

Methodology 
 

Literature review highlights the importance and need of development of instrument, which measures the 

employee’s reaction towards organizational change as compliance to change scale (CCS). In this response, 

the present research developed and validated assessment measuring employees’ response to organizational 

change in terms of compliance. It provides description of sample, psychometrics and descriptive 

information about other instruments employed in the study, discussion of procedure and selected statistical 

analyses utilized to address defined research objectives.  
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It defines in two phases; development phase and validation phase. Firstly the development process of scale 

comprised of three main steps which includes: items generation through literature review, in-depth 

interviews, interpretation and final themes; experts review of preliminary blueprint through content validity 

index and pre-testing where psychometric properties of pilot study was analyzed. Secondly, the validation 

process of scales comprised of six main steps which include: explanation of sample, sample size, research 

design, research materials, procedure, description of included measures and proposed statistical analyses. 

 

Development Process  

 

In this research for development of the instrument guidelines of Anderson and Gerbing (1991) were 

considered. Anderson and Gerbing (1991) established content validation approach for a practical reason. 

They noted the inefficiency created when researcher collected scale data to see the items load on un-

intended constructs in a factor analysis. Therefore they proposed a pre-testing method that could be used to 

suggest how good items would perform in such analyses. Judges would be given a set of multiple construct 

definitions and a set of items. It was requested to experts to read the items and sort them into appropriate 

construct definition. 

Construct definition. 

 

Item Generation 

 

Items for compliance scale were derived through literature review, in-depth interviews and content validity 

index. Then a test blueprint and preliminary assessment was developed in this formative stage of 

development through expert reviews.  

 

Literature Review 

 

The indigenous and international literature regarding employees’ reaction towards organizational change in 

terms of compliance was thoroughly reviewed. The literature and scale already developed and relevant to 

the variables of compliance was also assessed. 

 

In-depth Interviews   
 

The sample included 8 individuals of both genders with almost 5 years of working experience were 

selected through purposive sampling technique from different organizational sectors of Lahore such as 

banking, industrial, educational and medical sector. With each individual, interview was conducted to 

examine their reaction towards organizational change in terms of compliance. Every single interview was 

transcribed and analyzed accordingly.  

 

Interviews had open ended questions. Further the selected participants were asked to provide the detailed 

answers to every question. They were probed and encouraged accordingly such as it could be anything that 

you have faced; try to remember a change that you have faced in your organization in past…; that’s 

understandable. But can you explain your emotions of fear and insecurity…; basically you want the…; can 

you elaborate it….; try to focus on your reactions at that time… Researcher focused on the relevant queries 

related to compliance i.e. nature, experience, how it affects one’s life etc. Moreover the transcripts of 

interviews were analyzed through thematic analysis in order to generate themes and items.  

 

Thematic Analysis 

 

Thematic analysis was used to analyze the data obtained from in-depth interviews of eight employees. The 

main themes are as follows: 
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Table No 1: Main Themes 

Sr. No Themes Sub Themes 

1  Readiness 

i. Support 

ii. Communication 

iii. Change efficacy 

iv. Change valence 

v. Flexibility 

vi. Innovation 

vii. Social relations 

viii. Supervisory support 

ix. Training 

2 
 Compatibility 

 

i. Vested interest 

ii. Job characteristics 

iii. Capacity 

iv. Personal goals 

v. Adjustment 

vi. Psychological resilience 

vii. Budgets 

viii. Timing 

ix. Task knowledge 

3  Organizational Commitment 

i. Security 

ii. Need 

iii. Cost-reward 

iv. Organizational culture 

v. Political and cultural deadlocks 

vi. Advocating 

vii. Clarity of organizational goals 

 

Hence as reflected by AERA (2002), the test blueprint itself provides the evidence for test content when it 

represents the content domain. Thus, a sound relationship between contents presented in the blueprint and 

the proposed construct was ensured.  Finally, the researcher generated 22 self-reported statements through 

literature review, in-depth interviews of 8 employees and content validity index (CVI). These items were 

designed to represent compliance to change. The experts assessed the parts of preliminary blueprint i.e. 

relevance, ambiguity, language, accuracy, age appropriateness etc. The feedback of experts was then pre-

tested on small group of population.  

 

Experts Review of Preliminary Blueprints 

 

The preliminary blueprint of 22 items was reviewed by fifteen content experts, which were professionals of 

psychology and actively engaged in the area of research. Then the evaluation reports were gathered in order 

to investigate the adequacy of preliminary test blueprints, which is a framework to signify the content 

domains (compliance). Each expert reviewer was provided with preliminary blueprint and asked to assess it 

on evaluation form for analyzing content validity index (CVI). They were asked to provide ratings on 5 

point Likert Scale (1=strongly disagree to 5=strongly agree) about their agreement on preliminary 

blueprint; which was an adequate framework to develop the instrument of compliance to change. In 

evaluation form for CVI, reviewers were asked to rate the degree to which they agree; that documented 

items effectively represent the content domains. Further they were asked to provide the suggestions for the 

changes of items with rating of less than 3. Items with the average of ratings 3 or higher were judged to 

have sufficient level of validity. The reviewers’ suggestions for changes in items were carefully reviewed 

and their comments on evaluation question i.e. whether there was anything missing from the content of 

blueprint related to constructs of compliance was also considered in revision.  
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Moreover, the language experts also provided the changes in language, grammar, content and relevance of 

22 item statements in preliminary blueprint. In total five language changes were made for compliance scale. 

The changes in compliance scale included: item 1 (first I will observe the organizational changes and its 

impact) became (i passively observe the organizational changes and its impact); item  (being professional I 

always consider monetary factor first) became (being professional, if the change provide monetary benefits 

then I will accept it readily); item  (from employee perspective, change would be more acceptable if change 

include benefits like increasing salaries and perks) became (change would be more acceptable for me, if 

change include benefits like increasing salaries and perks); item  (if the company provide enough training 

and communicate the information about the changes then I find it easy to accommodate to them) became (if 

the company communicates the information about the changes then I find it easy to accommodate to them) 

and item  (if the change is progressive not abrupt, then adapting to it is more easy) became (if the change is 

progressive then adapting to it is easier for me). 

 

CVI for Compliance to Change Scale  
 

Content validity index of compliance to change scale is measured in terms of relevance to content, clarity 

and factors.  

 

The Scale Content Validity Index (S-CVI) for relevance to content for CCS is as below: 

 

S-CVI = Total Item CVIs / Total No. of Items 

S-CVI = 21 / 22 

S-CVI = 0.95 

 

The Scale Content Validity Index (S-CVI) for relevance to clarity is as below: 

 

S-CVI = Total Item CVIs / Total No. of Items 

S-CVI = 20.8 / 22 

S-CVI = 0.94 

 

The Scale Content Validity Index (S-CVI) for relevance to factors (Readiness, Personal Goals, Change 

Valence, Compatibility, and Organizational Commitment) is as below: 

 

S-CVI = Total Item CVIs / Total No. of Items 

S-CVI = 21.4 / 22 

S-CVI = 0.97 

 

Hence, according to Lynn (1986), Compliance Scale CVI’s are satisfactory which allows us to utilize the 

scale for pilot testing. Further, as per criteria only 20 items were selected for final version of Compliance to 

Change Scale. Moreover, final version of blueprint of compliance to change scale was developed. Only 

those items were included in instrument with 100% independent experts’ agreement. Approximately around 

two items were dropped in final blueprint of compliance scale. 

 

Pre-testing 

 

After the revision and finalization of prototype items compliance to change scale administered on the 

sample of 30 employees (N=30) which were representative of target population (M=39.10, SD=7.55). The 

psychometrics properties of reliability and validity were examined in this field testing as convergent 

validity of CCS with CRA is ** p<.01 and discriminant validity with CCS and PAS is **p<.01 (.09).  

Information drawn from the analysis of pilot data allows for the revisions and additions of the items in 

CCS.  
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Table 2: Reliabilities of Scales 

Scales No. of items Α 

CCS 19 .92 

CRA 35 .93 

PAS 9 .61 

Note. α = Cronbach’s alpha, CCS=Compliance to Change Scale, CRA=Change Readiness 

Assessment, PAS=Proactive Attitude Scale 

 

Validation Process 
 

Participants 

 

The sample comprised of 200 employees (N=200) with 110 males and 90 females in order to evaluate 

psychometric properties of CCS. According to Tabachnick and Fidell (2007), 150 cases should be 

sufficient when results have several high loading marker variables like >.08 does not require such large 

sample sizes as solution with lower loadings. As Bryant and Yarnold (1995) specified that one sample must 

be at least 5times the number of variables. They were selected from various private organizations of 

industrial, education, medical and banking sectors. The employees were divided in three large groups 

according to their designation i.e. executive management (n=82), middle management (n=64) and 

operational employees (n=54). The data was collected as per following criteria: only the employees with 

minimum 4 years of service at current designation were taken. Further those employees less than 5 years of 

total work experience were excluded from the study.  

 

Design 

 

In the present study, a correlational research design was used to assess the psychometric properties of 

Compliance to Change Scale. 

 

Materials 

 

The testing materials consisted of informed consent, demographic information form, Proactive Attitude 

Scale (Schwarzer, 1999), Change Readiness Assessment (Holt, 2007) and Compliance to Change Scale 

(Rasheed, Atta & Sohail, 2021-appendix). 

 

Procedure  

 

The present research aimed to develop and validate compliance to change scale. For this purpose, the 

proposal of current study was approved by Research Committee, Lahore College for Women University 

(LCWU). The procedure of the research was followed after the approval. For conducting this study, 200 

employees with minimum 5 years of total work experience were included. Included participants were 

managers, senior faculty members, executives, directors and general managers, managers, engineers, 

architects from Lahore based companies such as Sapphire group of industries, A-L Textile, AM Analysis, 

Hospital settings, Abbott.co and banking sector as well.  

 

Initially official permissions were taken from the concerned authorities of the employees in order to gather 

the sample data. Subsequently participants were approached through telephone, e-mail, LinkedIn and 

thorough description of the research and its purpose was debriefed. They were also provided with written 

informed consent form, where their right for confidentiality and anonymity was highlighted. Also, all 

participants were given the right of withdrawal, where they can leave at any stage without explanation. 

Instructions about filling the questionnaires were also provided.  
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Firstly, participants were asked to fill the demographic information form including gender, age, 

qualification, marital status etc. Then administration of 3 scales was followed i.e.  Proactive Attitude Scale 

(Schwarzer, 1999), Change Readiness Assessment (Holt, 2007) and Compliance to Change Scale (Rasheed, 

Atta & Sohail, 2021-appendix). After the administration of three scales, five to ten minutes break was 

provided to each participant. There was no time limit to fill out the questionnaires, however; the average 

time to solve the questionnaires was 15-20 minutes.  

 

Description of Measures 
 

Compliance to Change Scale  

 

CCS (Rasheed, Atta & Sohail, 2021) is a 19 items inventory of compliance. It is composed of self-reported 

statements of employees regarding their reaction towards organizational change in terms of compliance. It 

was designed for the working adult population. It has 5 point Likert scale (1=strongly disagree to 

5=strongly agree). Scoring can be done by totaling the answer of each item which ranges from 20 to 100. It 

is basically designed to provide the total score of compliance among employees regarding organizational 

change/s. High score represents high compliance which may results in successful implementation of change 

processes in an organization. 

 

Change Readiness Assessment  

 

CRA (Holt, 2007) is a 35 items scale designed to investigate individual level readiness with the prospect 

that change in an organization is initiated by the individuals; even the collective activities are  by the 

product of organization individual members’ activities. Further Holt (2007) identified that readiness for 

change in employees depends on beliefs of discrepancies i.e. change is necessary, efficacy i.e. change can 

be implemented, organizational valence i.e. change is beneficial, management support and personal values. 

Moreover, it has a 6 point Likert scale rating (1=not like me to 6=exactly like me). It measures seven traits 

of readiness which are: resourcefulness, adaptability, confidence, optimism, and adventurousness, tolerance 

for ambiguity and passion or drive. Scoring can be done adding the response of each item but in case of 

subscale division, the total score must be subtracted from 35. The optimal range of scores is 22 to 26. 

Higher than 26 is categorized as a high score. 

 

Proactive Attitude Scale  

 

PAS (Schwarzer, 1999) is an 8 items scale which determines one’s motivation and action. It is a belief one 

has to improve oneself and make changes in his/her environment for growth. It has 4 point Likert scale 

(1=not at all true to 4=exactly true). Scoring can be done by total the responses of each item where score 

ranges from 8 to 32. Higher score represents the high believe in sufficient internal and external resources 

which helps in attaining one’s goals. 

 

Statistical Analyses  

 

To enter and analyze the data, SPSS Version 20.00 was used. The statistical analysis package of 

Compliance to Change Scale included descriptive statistics of demographic variables, exploratory analysis 

to assess content validity of scales, factor analyses of items of CCS to identify underlying structure of 

factors, measurement of Cronbach’s alpha to assess internal consistencies, convergent and discriminant 

validity through correlation matrixes. 

 

Results  
 

This section includes the results of present study. Along with the demographic information form, CCS was 

developed by the researcher and two scales were used to assess the psychometric properties of the 
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developed scale. The Change Readiness Assessment (CRA) was used to assess the readiness of employees 

while facing organizational changes in terms of resourcefulness, optimism, adventurousness, passion, 

adaptability, confidence and tolerance to ambiguity. Proactive Attitude Scale (PAS) was used to assess 

personality dimensions which lead to motivation and action while facing changes.  

 

This chapter is comprised of two sections. First section includes the description of demographic variables 

of research sample; while the second section encompasses psychometric properties of newly developed 

scale i.e. Compliance to Change Scale (CCS). 

 

Participants 

 

The research participants of present study were approached from educational, industrial, medical and 

banking sectors organizations. Table 1 and Table 2 show the demographic characteristics of the sample in 

terms of frequency, percentage, mean and standard deviation. The demographic variables included age, 

gender, qualification, designation etc.  

 

 

Table No 1: Descriptive Statistics of Demographic Variables (N =200). 

Characteristics F % 

Gender   

     Male 110 55.0 

     Female 90 45.0 

Marital Status   

     Single 56 28.0 

     Married 123 61.5 

     Divorced 12 6.0 

     Separated 9 4.5 

Organization   

     Industrial  83 41.5 

     Banking  36 18.0 

     Education  52 26.0 

     Medical  29 14.5 

Qualification   

     Graduate 92 46.0 

     Postgraduate  108 54.0 

Designation    

     Executive Management 82 41.0 

     Middle Management  64 32.0 

     Operational Employee 54 27.0 

Employment Status   

     On Contract 97 48.5 

     Permanent  103 51.5 

 

Table No 2: Summary of Demographic Characteristics (N =200). 

 M SD 

Age 38.38 7.36 

Years of Service 7.69 3.46 

Total Work Experience 12.67 6.12 

Monthly Income 70500.00 66998.31 

       Note: M=Mean, SD=Standard Deviation 
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Table 1 show that out of 200 participants most of them were males (n=110). The table also shows that most 

of the participants were married (f=123) and working in industrial organizations majorly (f=83). The 

majority of participants were post graduated (f=108) with executive management posts (f=82) and have 

permanent positions (f=103). Furthermore table 2 shows that mean age of participants was 38.38 and they 

have mean total working experience of 12.67 years, while their mean of years of service on the current post 

was 7.69 with mean monthly income of 70500.00. 

 

Psychometric Properties of Compliance to Change Scale (CCS) 

 

Factor Analysis of CCS  

 

The aim of factor analysis was to reduce the items of scales into factors. Further exploratory factor analysis 

was administered with Kaiser-Meyer-Olkin KMO and Bartlett’s test of specificity on 20 items on CCS. To 

get the clear picture of factors principle component and Scree plot was used. Factors which have Eigen 

values greater than 1 and clearly observed in Scree plot are retained. After factor analysis, 19 items were 

retained on 5 factor solution for Compliance to Change Scale. KMO value for Compliance to Change Scale 

was .82 at p<.000. Below is the Graph 1 is the Scree plot of CCS. 

 

Graph 1 

 
Graph 1. Scree Plot for Factor Structure of Compliance to Change Scale on 200 

 

Moreover graph 1 shows five factors of CCS. One item was excluded from the scale of 20 items as it did 

not load on factor analysis. Through extraction method, five factors were finalized as per their theme and 

content. Factor 1 has 5 items, factor 2 has 5 items, factor 3 has 4 items, factor 4 has 3 items and factor 5 has 

2 items.  

 

Further Table 3 illustrates the Compliance to Change Scale factor loadings. 

 

Table No 3: Factor Loadings of CCS with Varimax Rotation (N=200). 

Sr. No. Item No. F1 F2 F3 F4 F5 

1 3 .79     

2 5 .75     

3 6 .73     

4 2 .73     

5 4 .67     

6 7  .87    

7 14  .73    
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8 1  .68    

9 15  .62    

10 12  .59    

11 18   .71   

12 19   .66   

13 20   .58   

14 11   .57   

15 9    .79  

16 10    .73  

17 8    .56  

18 16     .79 

19 17     .77 

Note. Factor loading >.50 have being boldfaced. F1=Readiness, F2=Personal goals, F3=Change valence, 

F4=Compatibility, F5=Organizational commitment 

 

Eigen Values for Factors of Compliance to Change Scale (CCS) 

 

Table 4: Eigen Values and Variance Explained by 5 factors of Compliance to Change Scale (CCS) 

Factors Eigen Values % of Variance % of Total Variance 

1 7.88 39.38 39.38 

2 2.13 10.65 50.03 

3 1.73 8.65 58.68 

4 1.16 5.76 64.44 

5 1.00 5.00 69.44 

  

Table 4 shows Compliance to Change Scale’s five factors factorial structure which has also been indicated 

in Scree plot. Factor 1 has Eigen value of 7.88, factor 2 has 2.13 Eigen value, factor 3 has 1.73, factor 4 has 

1.16 and factor 5 has 1.00 Eigen value. These five factors explain 39.38, 50.03, 58.68, 64.44 and 69.44 

percent variances respectively. Moreover each factor was given a label according to the theme and content 

of its corresponding items.  

 

Factors Description of Compliance to Change Scale (CCS)  
 

Researcher assigned each five factors of CCS with label depending on the theme and content of 

corresponding items with the help of in-depth discussion.  

 

Factor 1: Readiness. The first factor of this scale includes 5 items. These items highlight the themes of 

adjustable personality characteristics, openness to explore new things and willingness for innovation.  

 

Factor 2: Personal Goals. The second factor also includes 5 items. It was named as personal goals because 

it illustrates the themes of passively observing the change impact such as monetary factors, giving time to 

change process and react accordingly.  

 

Factor 3: Change Valence. The third factor includes 4 items. It consisted of the themes regarding 

highlighting the value of change for successful implementation through communication of information, 

training, gradual progressing the change process and consideration of employee perceptions and values. 
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Factor 4: Compatibility. The fourth factor includes 3 items which was named as compatibility because of 

the emerging themes of considering the capacity, disposition for change and change efficacy. 

 

Factor 5: Organizational Commitment. The last fifth factor includes only 2 items which illustrate the 

themes of actively participating in change process and making efforts for change implementation 

efficiently.  

 

 

Internal Consistencies of Scales 

 

In order to establish internal consistency of Compliance to Change Scale (CCS) and other included scales 

i.e. Change Readiness Assessment (CRA), Proactive Attitude Scale (PAS), Cronbach’s alpha was 

calculated.  

 

Table No 5: Reliabilities of Scales 

Scales No. of items Α 

CCS 19 .90 

CRA 35 .93 

PAS 9 .68 

Note. α = Cronbach’s alpha, CCS=Compliance to Change Scale, CRA=Change Readiness Assessment, 

PAS=Proactive Attitude Scale. 

 

For each assessment measure, reliability analysis was carried out using Cronbach’s alpha. The newly 

developed scale by researcher also have high internal consistency i.e. Compliance to Change has .90 

Cronbach’s alpha value. Moreover other scales i.e. Change Readiness Assessment has .93; Proactive 

Attitude Scale has .68 internal consistencies. The reliabilities of each scale are good to carry out further 

analysis.  

 

Convergent Validity 

 

Convergent validity coefficients correlate between measures of same construct which comes from different 

instruments. In order to calculate convergent validity of Compliance to Change Scale, they were correlated 

with Change Readiness Scale as shown below.  

 

Table No 6: Correlation Matrix of five Factors of Compliance to Change Scale 

 1 2 3 4 5 

1.CF1  .46
**

 .51
**

 .54
**

 .38
**

 

2.CF2   .40
**

 .34
**

 .37
**

 

3.CF3    .58
**

 .62
**

 

4.CF4     .45
**

 

5.CF5      

              Note. **p<.01 

 

Discriminant Validity 
 

For discriminant validity of developed scale, their constructs (compliance) should be separated from other 

psychological constructs. Basically it is about the discrimination between different constructs. The 

discriminant validity of Compliance to Change Scale was measured by correlating them with opposite 

constructs measuring scale Proactive Attitude Scale. 
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Correlations between the scales provide evidence of discriminant validity of developed scale. As evident in 

results Proactive Attitude Scale (considered scales) are non-significantly correlated with Compliance to 

Change Scale (newly developed scale) (p>.05).  

 

Discussion  
 

The present study is about the development of the scale Compliance to Change Scale. Organizational 

change and high level of resources beyond the economy are very important for Pakistan’s rapid economic 

growth. Moreover organizational management should hold technical skills to control over uncertainty and 

patience level of employees while facing organizational change. It defines significant relationship between 

employee’s aptitude and change acceptance (Alzahrani, 2019). According to World Bank group-policy 

2019, there are many factors that may affect the organizational production rate, economic stability and 

market’s value as employees are the main asset of any organization. Similarly the analysis of Yemen 

organizations and its governmental structures revealed that change adaptation took time and effort, though 

if the leaders do not provide their employees with both of these necessary factors then implementation of 

change becomes difficult due to resistance. However studies have observed that in Asia, people do not 

readily accepts the change but cause overt and active resistance. Although it can be managed through the 

role played by their leaders either political leaders or an institute’s (Ahmad & Gelaidan, 2011).  

 

Similarly organizational commitment and reliance on top management increases the chance of employees 

to accept the organizational change and become a reliable and compliant employee for the heavy benefits 

of company (Samaranayake & Takemura, 2017). Employee’s rejects changes when they do have personal 

concerns about alteration and they make voice to inform senior management about their concerns and 

issues (Cinite & Duxbury, 2018). A study claimed that compliance factors have strong positive affect upon 

employee’s acceptance, obedience and performance (Busse & Doganer, 2018). 

 

Considering the gap of research in mind, the purpose of this research was to develop the compliance to 

change scale among white collar employees. To fulfill the objectives of this study, a plenty of steps were 

taken to specify the content demoing of compliance to change construct. The scale was empirically tested 

to establish the reliability and validity. Further, exploratory factor analysis also explored the 

multidimensionality of compliance to change scale. Additionally, results showed the internal consistencies, 

convergent validity and discriminant validity of newly developed scale.  

 

This is the very first kind of instrument that has been developed in Pakistan. Present study helps in adding 

valuable literature in future researches. Any organization can hire the suitable candidate that can be 

beneficial for the organization by using this scale at the time of recruitment. Further the present research 

tries to promote the understanding of psychosocial and behavioral risks caused by the evolving work 

environment. It also provides a comprehension on better protection of wellbeing of employees. 

 

The current study was conducted in three main phases; In-depth interviews, Item generation and validation 

of the scale. This study been conducted on 200 participants from 4 different sectors (White Collar 

employees) of Lahore city, Pakistan. The most hectic part of the study was collecting data as it takes 

14months to collect valid and accurate data from white collar employees. In psychometrics process 

Varimax rotation factor analysis been used to find out the main factors of the scale. The Compliance to 

Change Scale contains 5 main factors through factor analysis those are; Readiness, Personal Goals, Change 

Valence, Compatibility and Organizational Commitment.  

 

To find out the convergent validity of the Compliance to change scale, measure the scales with same 

construct but from different instruments. Change Readiness Scale was used to measure convergent validity 

coefficients of scale. The discriminant validity of the CCS was measured with opposite construct 

instruments as Proactive Attitude Scale. This scale can be helpful for organizational psychologists, 
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researchers and students. It will be helpful for human resource department of any organization before 

recruitment and policy making.  

Limitations and Future Researches  
 

The major limitation of this study was data been collected from educated and highly qualified population 

(white collar employees) of urban areas. The further work should be done on rest of the other part of the 

population to find out the economic impact upon the performance of employees. The data was collected 

from one city Lahore that has limited generalizability. Further studies should be done on large population to 

analyze correctly considering other cities of Pakistan. Future researches could be done on personality 

characteristics of employees to analyze the impact of personality type on compliant behavior. 

Implications 
 

An exhaustive amount of research has been done on broad topic of employee’s reactions to organizational 

change, yet little is known about the relationship of psychological constructs with employee’s compliance; 

however the current research took a step to lowers this gap of literature. Also, numerous researches have 

been done on compliance in western culture but very few researches have been conducted in our culture; 

especially no culturally valid instrument is present to analyze compliance mutually. Hence the present 

research will contribute to additional literature on this variable and will help in constructing a valid and 

reliable instrument to analyze compliance. 

 

Conclusion 
 

This study was conducted to provide empirical evidence for development and validation of compliance to 

change scale. The scale carries a careful validation process informed by expert scholars in the field and 

establishes good reliability and validity. This struggle to develop and validate a compliance to change scale 

offers an important area to measure compliance to change in organizational setting and contributes in 

literature with a useful new tool for future research and practice as well. 
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Appendix 
Compliance to change Scale (CCS) 

 
As an employee you face many organizational changes. Below are some statements about your reaction 

towards any organizational change. Consider each of the following statements about your reaction and 

readiness for change in your current work situation. Choose a number that fairly reflects your views for 

each of the following items.  

 

1=Strongly 

Disagree 

2= Disagree 3= Neutral 4= Agree 5= Strongly 

Agree 

 

1) I passively observe the organizational changes and its impact.  

2) I am adaptable enough to conform to any organizational change.  

3) I’d find ways to learn and practice organizational changes for efficient performance.  

4) Eventually I will work on it.  

5) I will consider the type of change an organization is bringing then respond accordingly.  

6) If for any reason I am seeking for that particular organizational change then it will be a moment of 

appreciation.  

7) Being professional, I always consider monetary factor first. Therefore if the change, provide 

monetary benefits then I will accept it readily.  

8) If change in organization will provide me or at least allow me to work on new trends, I will meet 

the terms of that change.  

9) I feel good and try to find more opportunities from the change.  

10) I am change loving person as I don't like similar and repetitive things.  

11) If the change matches my perception and values, then I will readily adopt it.  

12) I accept the organizational change with the passage of time.  

13) Change would be more acceptable for me, if change include benefits like increasing salaries and 

perks.   

14) No matter what the change is, as a loyal employee I will obey it.  

15)  I follow the rules, procedures and fulfill the demands of my organization regardless of any 

change.  

16) I would try to resolve the issues that are initiated by the organizational change.   

17) If the company provide enough training and communicate the information about the changes then 

I find it easy to accommodate to them.  

18) If the management thoroughly communicates the need, steps, perspective and procedure of the 

change then I as an employee found it easy to accept them.  

19) If the change is progressive then adapting to it is easier for me.   

 

Scoring 

 

Total the items of respective subscale. Higher the score will determine the dominant subscale for each 

individual.  

 

 

 


