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Abstract

This research aimed to 1) examine the relationship between organizational commitment
and work-life balance, and 2) compare the levels of both variables according to personal factors.
The sample consisted of 350 supporting staff from Mahasarakham University, selected through
purposive sampling. Data collection employed a 5-point Likert scale questionnaire comprising
13 items on organizational commitment and 24 items on work-life balance. The instrument
demonstrated acceptable validity with an average IOC of 0.86. Reliability coefficients were
0.834 for organizational commitment, 0.847 for work-life balance, and 0.851 for the overall
questionnaire. Statistical analyses included descriptive statistics (percentages, means, standard
deviations), Pearson’s correlation analysis, independent samples t-test, and one-way ANOVA.

The research findings revealed that: 1) Organizational commitment had a statistically
significant positive correlation with work-life balance among support staff at Mahasarakham
University at the .01 level, with a correlation coefficient of 0.548. 2) Support staff with different
personal factors, including age, employment status, affiliated faculty/department, and number
of children, showed statistically significant differences in organizational commitment levels at
the .05 level. Additionally, factors related to affiliated faculty/department and number of children
resulted in statistically significant differences in work-life balance levels at the .05 level.
However, factors such as gender, marital status, and years of service showed no statistically
significant differences in either organizational commitment or work-life balance. These findings
can be utilized as fundamental data for developing policies and approaches to enhance
organizational commitment and work-life balance among support staff in higher education institutions.

Keywords: Organizational Commitment, Work-Life Balance, Supporting Staff, Mahasarakham
University
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Table 1 Analysis of the Relationship Between Organizational Commitment and Work-Life

Balance of Supporting Staff at Mahasarakham University Using Pearson’s Correlation.

Relationship

Sig. (2-tailed)  Correlation Strength

Organizational Commitment and Work-Life

Balance

.548 <.001

Moderate level

Note: * Statistically significant at the .01 level
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Table 2 Comparison of Organizational Commitment Differences by Age Groups.

Age Group (years) X S.D. F p-value Effect Size

n?

Less than 25 3.00 0.00 8.148* <.001 0.237

26-35 3.98 0.53

36-45 4.16 0.47

46-55 4.35 0.34

56 and above 4.77 0.09

Total 4.20 0.48

Note: * Statistically significant at the .001 level
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Table 3 Comparison of Organizational Commitment and Work-Life Balance Differences by

Faculty Affiliation.

Department Organizational Commitment Work-Life Balance
X S.D. X S.D.
Science and Technology 4.27 0.51 3.83 0.45
Health Sciences 4.24 0.47 3.94 0.49
Humanities and Social Sciences 3.80 0.53 3.52 0.50
Institutes, Offices, and Centers 4.30 0.37 3.88 0.50
Total 4.20 0.48 3.83 0.51

Statistical test

F = 5.553, p =.001**, N? = 0.136

F =3.045, p = .032%, N? = 0.079

Note: * Statistically significant at the .05 level, ** Statistically significant at the .01 level.
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Table 4 Summary of Research Hypothesis Testing Results.

Acceptance/
Hypothesis Test Results

Rejection
Hypothesis 1: Organizational commitment has a positive relation- r=.548,

Accepted
ship with work-life balance p <.001
Hypothesis 2.1: Personnel with different genders have different t=-0.842, )

Rejected
levels of organizational commitment p =.402
Hypothesis 2.2: Personnel with different genders have different =-1.302, )

Rejected
levels of work-life balance p=.196
Hypothesis 2.3: Personnel with different ages have different levels F = 8.148,

Accepted
of organizational commitment p <.001
Hypothesis 2.4: Personnel with different ages have different levels F = 1.666,

Rejected
of work-life balance p=.163
Hypothesis 2.5: Personnel with different employment status have F =4.729,

Accepted
different levels of organizational commitment p = .004
Hypothesis 2.6: Personnel with different employment status have F=2.102,

Rejected
different levels of work-life balance p=.104
Hypothesis 2.7: Personnel with different work experience have F = 2.583,

Rejected
different levels of organizational commitment p =.080
Hypothesis 2.8: Personnel with different work experience have F =0.482,

Rejected
different levels of work-life balance p=.619
Hypothesis 2.9: Personnel from different affiliated departments have F = 5.553, A ted

ccepte

different levels of organizational commitment p =.001 P
Hypothesis 2.10: Personnel from different affiliated departments F = 3.045,

Accepted
have different levels of work-life balance p =.032
Hypothesis 2.11: Personnel with different marital status have F =0.410,

Rejected
different levels of organizational commitment p = .664
Hypothesis 2.12: Personnel with different marital status have F = 0.467,

Rejected
different levels of work-life balance p =.628
Hypothesis 2.13: Personnel with different numbers of children have F =2.708,

Accepted
different levels of organizational commitment p =.049
Hypothesis 2.14: Personnel with different numbers of children have F =2.790,

Accepted
different levels of work-life balance p =.044

Note: Acceptance or rejection of hypotheses is based on p-value at the statistical significance level of
.05 (O = .05).
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