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ABSTRACT 

 

Work-life balance involves work and family. Work's great obliga-

tions require time for friends, family, civic activity, personal growth, 

self-care, and other personal pursuits. This study aimed to determine 

the mediating effect of organizational culture on the relationship be-

tween organizational commitment and work-life balance among busi-

ness management faculty. This study used a descriptive correlational 

research design with mediation analysis. Stratified Random sampling 

was used with a total sample size of 130 respondents. Data were ana-

lyzed through descriptive and inferential statistics using mean and 

standard deviation.  The inferential statistics, Pearson R was used to 

test the significant relationship, while mediation analysis was used to 

determine the effect of organizational culture on the relationship be-

tween organizational commitment and work-life balance.  

The findings reveal that the overall mean of faculty’s organizational 

commitment is (X̄=3.34, SD=0.59), interpreted as "Very high commit-

ment". The study revealed that the overall mean work-life balance of 

the respondents is (X̄=3.42, SD=0.72), interpreted as a "Very high work-

life balance." While the overall mean of faculty's organizational culture 

is (X̄=3.41, SD=0.51) interpreted “Very high organizational culture". The 

study showed a significant relationship between work-life balance and 

organizational commitment (r=0.785; p=.00), in which faculty who have 

high organizational commitment tend to have high work-life balance. 

The study also showed that there is a significant relationship between 

organizational culture and organizational commitment (r=0.716; p=.00) 

in which faculty who rated high organizational culture tend to have high 

organizational commitment. Moreover, there is a significant relation-

ship between organizational culture and Work-life balance (r=.582; 

p=.00), of which faculty who have rated high organizational culture tend 

to have high work-life balance. However, organizational culture does 

not significantly mediate the relationship between organizational  

*Corresponding author: 

E-mail:  

jimmysabuero@buksu.edu.ph 

 

mailto:jimmysabuero@buksu.edu.ph


JB Sabuero, 2023 / The Mediating Effect of Organizational Culture on the Relationship Between Organizational Commitment and Work-life Balance  

 

    
 IJMABER 3990 Volume 4 | Number 11 | November | 2023 

commitment and work-life balance among business management fac-

ulty. Thus, it rejected the null hypothesis. 

It can be concluded that commitment serves as a driving force in all 

organizational and institutional dealings. Faculty with a high organiza-

tional commitment tend to have high ratings on their measure of work-

life balance. The Spillover Theory of Wilensky also proved in this study 

that Work-life Balance can impact one's emotions, motivation, and be-

havior in another area, leading to a ripple effect or spillover. 

 

Keywords: Organizational Commitment, Organizational Culture, Work-

Life Balance 

 

Introduction 
A fast-paced corporate environment often 

challenges employees to strike a healthy bal-
ance between work and personal life. With the 
overwhelming demands in the workplace, it is 
necessary to schedule time for one's family and 
friends, involvement in community events, per-
sonal development, self-care, and other per-
sonal pursuits (Helvaci et al., 2017). Hence, a 
healthy work-life balance is essential for one's 
health and relationships to boost one's profes-
sional performance and level of dedication 
(Wolor et al., 2020). Work-life balance is an in-
dividual's accomplishment of harmony and bal-
ance between working and non-working mo-
ments. The consequences of the workers' fail-
ure to strike a healthy balance between their 
personal and professional lives are felt by their 
co-employees, including the business entities 
in which they are employed (Joshi Sethi, 2014). 
Employee stress may build up to the point that 
it leads to burnout, causes decreased produc-
tivity at work, increased risk of stress-related 
health problems, diminished commitment to 
their jobs, and absenteeism, which may conse-
quently affect the general well-being of the or-
ganization and not just the bottom line 
(Laguador, 2017). 

This study is anchored on the Spillover The-
ory espoused by Wilensky in 1960, which fig-
uratively states that the abilities in one function 
impact another, resulting in the roles becoming 
comparable. Work-family ties are measured by 
the degree to which they are positive or nega-
tive, whether vertical or horizontal. Low-in-
come family experiences are associated with 
negative work experiences and vice versa. 
When satisfaction and achievement in one area 
lead to contentment and accomplishment in  

another, this is known as a cascade effect (Bello 
& Tanko, 2020). 

In any educational institution, teachers' 
commitment is considered vital (Madhura, 
2020), including the moral and social obliga-
tion to contribute to the organization's welfare 
and general welfare (Ali et al., 2020). Employ-
ees who are happy and committed to their jobs 
are essential to the success of every higher ed-
ucation institution (Jordan et al., 2017). The ac-
ademics' work-life balance has been a source of 
interest through time because of the perceived 
notion that the work in the academe does not 
halt even after an eight-hour stint per day 
within a five-day work week. The faculty mem-
bers spend long hours doing paperwork, in-
cluding the computation of grades, and do not 
forget the need to hear out the concerns of stu-
dents even outside of the official consultation 
time. The aforementioned activities do not in-
clude other tasks that may be assigned by the 
immediate supervisors as deemed necessary. 
With these challenges came the perception that 
faculty members juggle multiple roles aside 
from the academic workload, personal respon-
sibilities, and circumstances. 

To attain the desired performance stand-
ard, it is essential to improve the perspective of 
the faculty members toward their level of com-
mitment while working to ensure harmony in 
the quality of their personal and professional 
lives. The researcher believed that it is detri-
mental to the growth of an organization when 
people start to feel that they are the least prior-
ity. Hence, this study was envisioned to deter-
mine the relationship between work-life bal-
ance and organizational commitment among 
business management faculty considering the 
mediating effect of organizational culture. It 
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also aimed to design a policy program to 
strengthen organizational culture further and 
enhance the level of organizational commit-
ment and work-life balance. 

A career for life is a concept from the past in 
today's fast-paced working environment; the 
individual transitions routinely from one or-
ganization to another, with innovation, new en-
trants, and new organizational perspectives, 
and from one organizational culture to another. 
Change is unavoidable, and as the rate of 
change quickens, individuals' ability to adapt 
becomes more crucial than ever (Magallanes et 
al., 2022). With this, change is unavoidable and 
occurs daily; thus, an organizational culture 
that fosters learning appears critical in devel-
oping corporate strategy. It has been suggested 
that organizational learning necessitates the 
desire for continuous improvement to be 
shared by all organization members (Ku-
charska & Bedford, 2019). 

With the above premise, this study aimed to 
determine the mediating effect of organiza-
tional culture on the relationship between or-
ganizational commitment and work-life bal-
ance among business management faculty. Spe-
cifically, the study sought to answer the follow-
ing questions: 

 
Objectives of the Study 

This study aimed to determine the mediat-
ing effect of organizational culture on the rela-
tionship between organizational commitment 
and work-life balance among business manage-
ment faculty. 

 
Methodology 

The study used a descriptive- correlational 
design with mediation analysis to examine the 
significant relationship among the three varia-
bles (Johnson & Christensen, 2013). Descrip-
tive Correlational is a statistical method for de-
termining and describing the relationship be-
tween two variables. In correlational designs, 
no attempt is made to control an independent 
variable; thus, you can't conclude that the asso-
ciation is causal based on correlation alone 
(Baker, 2017). Moreover, correlational re-
search is a quantitative, non-experimental  
research design. The researcher employed cor-
relational statistics analysis to examine and 

characterize the level of relationship between 
variables or sets of scores (Bostley, 2019). 
When the purpose is to explore the links be-
tween two or more random variables within 
the same population or between the same vari-
ables in two separate populations, correla-
tional research is effective (Lemboye, 2019).  

This study utilized the stratified random 
sampling. Stratified random sampling is a 
method for sampling from a population 
whereby the population is divided into sub-
groups, and units are randomly selected from 
the subgroups. Stratification of target popula-
tions is extremely common in survey sampling. 
To obtain a stratified sample, members of a 
population was first divided into nonoverlap-
ping subgroups of units called strata. The strata 
must be mutually exclusive and exhaustive, and 
there is an assumption of homogeneity within 
the strata. Following stratification, a sample is 
selected from each stratum, often through sim-
ple random sampling (DeYoreo, 2018). 

In this study, the proponent took the full-
time business management faculty of the three   
(3) state universities operating in Northern 
Mindanao who have rendered at least a year of 
service. A list of the full-time business manage-
ment faculty of the state universities operating 
in Mindanao was requested from the Office of 
the Human Resource Manager to cover the tar-
geted 186 employees. 

The population of this study was the 186 
full-time business management faculty who 
have rendered at least one year of service in 
School Year 2021-2022. These respondents 
served as the primary source of data that was 
used to determine the mediating effect of or-
ganizational culture on the relationship be-
tween organizational commitment and work-
life balance among the business management 
faculty. 

The instruments that were used in the 
study were tested and examined for reliability, 
validity, and consistency and underwent pilot 
testing. The three subject experts who were 
asked to validate the questionnaires are all doc-
torate degree holders. The first expert earned a 
Doctor in Mathematics, while the second and 
third experts were both Doctor in Management, 
with one who is specialized in the field of Lead-
ership and Organization. Thirty (30) separate 
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respondents took part in the pilot testing of the 
instrument. The Cronbach alpha was applied in 
calculating the reliability of the test measure-
ment. The pilot data revealed that the items 
tested for “Organizational Culture” have 
Cronbach’s alpha of 0.762 (Acceptable); the 
items of “Organizational Commitment” have 
Cronbach’s alpha of 0.847 (Good); and the 
items of “Work-life Balance” have Cronbach’s 
alpha of 0.951 (Excellent). Based on the find-
ings, the instrument has a high internal con-
sistency. This result indicated that the instru-
ment was reliable and fit for use in the survey.  

The researcher sought formal approval 
from the administrators of the state universi-
ties offering business education programs to be 
allowed to conduct the survey and conse-
quently informed their respective faculty mem-
bers of their inclusion as respondents. The sur-
vey instrument, which served as the primary 
source of data, was deployed to the intended 
respondents upon approval of the request by 
the respective authorities of the state universi-
ties. 

Using the online select-statistics population 
mean for the minimum sample size computa-
tion, with a 3% margin of error and 95% confi-
dence level, and using the population size of 
186, the required minimum sample size is 130.  
The following descriptive and inferential statis-
tics were considered in the study using Statisti-
cal Package for Social Sciences to analyze the 
data.  Descriptive Statistics, Mean, and standard 
deviation was used to assess the level of organ-
izational culture, organizational commitment, 
and work-life balance.  The Pearson R was used 

to assess if there was a significant relationship 
between organizational commitment, organi-
zational culture, and work-life balance. The me-
diation analysis was used to know if organiza-
tional culture significantly mediates the rela-
tionship between organizational commitment 
and work-life balance (Hayes & Preacher, 
2014). 

 
Results and Discussion 

Table 1 illustrates the significant relation-
ship between work-life balance indicators in 
self-management, time management, stress 
management, and leisure management. 

In general, work-life balance is significantly 
and highly correlated with organizational com-
mitment (r=0.785, p=0.00). In other words, 
high organizational commitment means that 
the faculty tends to have high scores on their 
work-life balance scale. This implies that the in-
stitution uses and applies various programs to 
develop and strengthen work-life harmony in 
the institution that promotes commitment. It 
also implied that employees are more commit-
ted to the institution when there is no conflict 
with the time scheduling for both work and 
family. When the time allotted for each role 
prevents employees from participating in other 
activities, as highlighted in the spillover theory, 
which contends that people have limited re-
sources that must be distributed by the institu-
tion's work and family roles, a negative rela-
tionship results. Similarly, if people want to be 
more devoted, they must not feel under pres-
sure at work and vice versa. 

 
Table 1. Significant Relationship Between Organizational Commitment and Work-Life Balance  

                                             ORGANIZATIONAL COMMITMENT   
INDICATOR          r            P-VALUE      DECISION ON Ho 

WORK-LIFE BALANCE    .785**  .000  rejected 
Self-management    .574**  .000  rejected  
Time-management    .716**  .000  rejected 
Stress management    .779**  .000  rejected 
Leisure-management    .747**  .000  rejected 

Significant if P-value <0.05 
 

In particular, organizational commitment is 
moderately correlated with the sub-dimension 
“self-management” (r=.574, p=0.00). This 
means that faculty with high organizational 

commitment also have high self-management 
practices. Faculty who are dedicated to their 
occupations are more likely to put forth more 
effort, perform more productively, and hold 
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onto their jobs for longer because they feel 
good about working with leaders who are less 
likely to react to the problems and control their 
emotions and may be more accommodating to 
the different viewpoints of their subordinate. 
The leaders who possessed self-management 
influenced the commitment of their employees.  

On the other hand, organizational commit-
ment is highly correlated with the sub-dimen-
sion "time management" (r=.716, p=0.00). This 
means that the faculty with high organizational 
commitment also have high time management 
practices. This implies that when an institution 
implements and executes a program, it plans 
tasks or events that involve evaluating and cal-
culating how long a task would take to com-
plete and when it must be done. Strategically, 
that does not fall on workdays and altering cir-
cumstances that might impede its completion 
so that completion is successfully attained in 
the designated period. Further, the institution 
devotes one day allocation for the short semi-
nar and training that usually happen on 
Wednesdays so as not to haggle the time for 
teaching and preparation. The program is being 
cascaded a week before the schedule so faculty 
can prepare the needed materials and re-
sources. 

With regards to stress management, organ-
izational commitment is highly correlated with 
the sub-dimension ―stress-management 
(r=.779, p=0.00). This implies that the faculty 
under work stress are more likely to make  

mistakes, perform poorly, have mental health 
problems, burn out, and are always involved in 
a conflict at work. Further, institutions pay the 
price in greater rates of turnover, faculty less 
engagement at work, and absenteeism when 
stress is not managed. 

Finally, organizational commitment is 
highly correlated with the sub-dimension "lei-
sure management" (r=.747, p=0.00). A study 
about the impact of affective commitment and 
leisure satisfaction on employees' quality of life 
revealed that affective commitment and leisure 
satisfaction were positively related to teachers' 
quality of life (Yuh, 2022). This implies that in-
stitutions establish a program for recreation 
that allows faculty to regenerate and stay fo-
cused, healthy, and mentally active. The institu-
tion has its sports festival as a university-wide 
activity yearly and also with zumba activity de-
voted one hour every Friday afternoon before 
the flag lowering. This activity enables faculty 
to have strong relationships with peers. 

Table 2 illustrates the significant relation-
ship between organizational culture and organ-
izational commitment indicators in terms of af-
fective commitment, continuance commitment, 
and normative commitment.  

In general, organizational culture is signifi-
cantly and highly correlated with organiza-
tional commitment (r=0.716, p=0.00). In other 
words, faculty who rated high in their percep-
tion of the school's organizational culture tend 
to have high organizational commitment.  

 
Table 2. Significant Relationship Between Organizational Commitment and Organizational Culture  

                    ORGANIZATIONAL CULTURE   
INDICATOR          r            P-VALUE      DECISION ON Ho 

Affective Commitment    . 738**  .000  rejected  
Continuance Commitment   . 456**  .000  rejected 
Normative Commitment   . 708**  .000  rejected 
  

Significant if P-value <0.05  
 

In particular, organizational culture is 
highly correlated with the sub-dimension ―af-
fective commitment (r=.738, p=0.00). This 
means that teachers who rated high in their 
perception of the school's organizational cul-
ture tend to have high affective commitment. 
The findings imply a significant positive rela-

tionship between job satisfaction and organiza-
tional culture, where the latter also predicts or-
ganizational commitment. According to the 
study, organizational culture is the "glue" that 
holds employees together, stimulates their 
commitment to a common mission, and em-
powers their creativity and energy. 
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On the other hand, organizational culture is 
moderately correlated with the sub-dimension 
―continuance commitment (r=.456, p=0.00). 
This means that teachers who rated high in 
their perception of the school's organizational 
culture tends to have high continuance com-
mitment. This implies that career opportunities 
come only once, and the likelihood of chances 
is slimmer as the age goes up. Some of the fac-
ulty in the state university have reached the 
level of maturity. Interestingly, most of the sen-
ior faculty were hired when the institution had 
just started when they had just set up their ca-
reer path. Thus, leaving the institution for a bet-
ter opportunity elsewhere is not an option that 
entails a lesser chance of getting hired. 

Further, organizational culture is highly 
correlated with the sub-dimension “normative 
commitment” (r=.708, p=0.00). This means 
that teachers who rated high in their  
perception of the school's organizational cul-

ture tend to have a high normative commit-
ment. 119 In line with the findings of the study, 
the normative commitment of teachers was 
high among those with high organizational 
commitment. This means that respondents be-
lieve it would be a mistake to leave their insti-
tution now as they still have moral obligations 
to their students, parents, coworkers, and ad-
ministrators. As a result, they maintained their 
dedication to the organization. 

Table 3 illustrates the significant relation-
ship between organizational culture and work-
life indicators in terms of self-management, 
time management, stress management, and lei-
sure management. 

In general, work-life balance is significantly 
and moderately correlated with organizational 
culture (r=0.582, p=0.00). In other words, fac-
ulty who perceived that their workplace has a 
high organizational culture tend to have high 
scores in their work-life balance scale.  

 
Table 3. Significant Relationship Between Organizational Culture and Work-Life Balance 

              ORGANIZATIONAL CULTURE   
INDICATOR          r        P-VALUE     DECISION ON Ho 

WORK-LIFE BALANCE    .582**  .000  rejected 
Self-management    . 505**  .000  rejected  
Time-management    . 467**  .000  rejected 
Stress-management    . 561**  .000  rejected  
Leisure-management    . 580**  .000  rejected 

Significant if P-value <0.05  
 

In particular, organizational culture is mod-
erately correlated with the sub-dimension 
“self-management" (r=.505, p=0.00). This 
means that teachers believe that as their school 
has a high organizational culture, they also 
have high self-management practices.  When it 
comes to self-management, individuals may 
benefit from faculty training and ongoing de-
velopment initiatives. As a result of these self-
management techniques, capacities are 
boosted, and a more positive attitude toward 
positive work behavior is strengthened. 

On the other hand, organizational culture is 
moderately correlated with the sub-dimension 
“time management" (r=.467, p=0.00). This 
means that teachers who perceive that their in-
stitution shows high organizational culture 
also have high time-management practices.  
The faculty is the primary source for delivering 

quality educational service to the students; 
thus, effective timing and established strategies 
can significantly improve the institution's con-
dition.  

With regards to stress management, organ-
izational culture is moderately correlated with 
the sub-dimension “stress management” 
(r=.561, p=0.00). Effective stress management 
is a sure way to boost employees' productivity 
at any given time in any organization. Work-
place stress management strategies such as job 
burnout seminars and a supportive corporate 
culture, among others, impact employees' effi-
ciency levels in various positions (Kim & Jung, 
2022). According to the aforementioned study, 
perceived stress management should be 
aligned with organizational cultures and  
employee competencies. Instructional refor-
mation for faculty alignment has long been  
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organized, which necessitates recalibrating fac-
ulty capability.   

Finally, organizational culture is highly cor-
related with the sub-dimension “leisure man-
agement” (r=.580, p=0.00).  

A positive relationship was discovered be-
tween the amount of work stress reported and 
poor psychological health in a case study of 
teachers on stress, health, and leisure satisfac-
tion (Ho, 1996). A wellness program should be 
put in place in any organization. Some ad-
vantages of wellness programs include weight 
loss, reduced work-related stress, increased 
job satisfaction, and a morale boost. A study 
was planned to determine how Filipino school 
principals designed a wellness program as the 
foundation for general guidelines for the design 
of a wellness program for teachers (Ortillo et 

al., 2021). The principals' leadership style is 
critical to the program's proper design, imple-
mentation, and management. They can moti-
vate and commit faculty to their work by influ-
encing them. 

 
Mediation Analysis 

The mediation analysis is shown in Table 4.  
The path from organizational commitment (X) 
toward organizational culture (M) has a regres-
sion coefficient of 0.640. Similarly, the path 
from organizational culture toward work-life 
balance has a regression coefficient of 0.055. 
Both regression coefficients are positive, mean-
ing those respondents who rated high in their 
organizational commitment are estimated to 
have higher scores on their work-life balance 
scale. 

 
Table 4. Model Coefficient Summary 

 
 
 
 
 
 
 
 
 
 
 
 

The indirect effect of organizational com-
mitment (X) on work-life balance (Y) through 
organizational culture (M) is the product of 
these two coefficients. Accordingly, the product 
is 0.0352, which represents the impact of X on 
Y through M. If this value falls in the 95% boot-
strapped interval that contains a "zero", then 
the null hypothesis is rejected – and conclude 
that the M significantly mediates between X 
and Y (Demming et al., 2017). This indirect ef-
fect is statistically not significant, t(130) = 
9.608, p < .001, having a 95°/o confidence in-
terval from -0.113 to 0.241. Therefore, it can be 
concluded that organizational culture does not 
significantly mediate the relationship between 
organizational commitment and work-life bal-
ance and fails to reject the null hypothesis. 

Instead, organizational culture, organiza-
tional commitment, and work-life balance are 

likely to be different variables that can influ-
ence faculty well-being and organizational per-
formance independently. An institution that 
prioritizes work-life balance, for example, is 
more likely to establish a culture that promotes 
faculty well-being and organizational dedica-
tion. This is not to say that organizational cul-
ture always mediates the relationship between 
work-life balance and organizational commit-
ment. 

Further, organizational culture, organiza-
tional commitment, and work-life balance are 
all important factors that can influence faculty 
well-being and institutional performance, and 
there is no evidence that organizational culture 
mediates the relationship between organiza-
tional commitment and work-life balance. 
These elements, on the other hand, should be 
considered independent constructs that all can 
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contribute to a better work environment and 
improved outcomes for individuals and busi-
nesses. 
 
Conclusions and Recommendations 

Based on the findings revealed in the study, 
the following conclusions are drawn: The study 
focused on the mediating effect of organiza-
tional culture on the relationship between or-
ganizational commitment and work-life bal-
ance among business management faculty. It 
can be concluded that organizational culture 
does "NOT "significantly mediate the relation-
ship between organizational commitment and 
work-life balance; thus, it "fails to reject" the 
null hypothesis. Commitment serves as a driv-
ing force in all organizational and institutional 
dealings. The faculty's affective commitment 
should be on top and developed to improve and 
maintain the institution's condition. Every in-
crease in faculty commitment positively affects 
the institution's adapted culture. This brought 
a holistic effect on the work-life harmony of the 
faculty. The institutional direction came from 
the affective commitment that the faculty por-
trays. It also affects personality, structure, 
work-life satisfaction, positive self-image, 
pleasant and optimistic perspective, and goal 
achievement. Further, the benefit of a high or-
ganizational culture provides a strong relation-
ship of a centric faculty in the organization to 
be more flexible and open. Furthermore, it is 
concluded that the Spillover Theory by Wilen-
sky proved that Work-life Balance is associated 
with satisfaction, harmony, achievement, and 
contentment, which is directly related to posi-
tive spillover, while conflicts and problems are 
directly related to negative spillover. There is 
certainly no perfect organization or institution 
which may lead to negative spillover; however, 
harmony among peers is present. 

Based on the findings, conclusions, and sig-
nificance of the study, a few recommendations 
are presented. 

 
Policies to be implemented by the School Ad-

ministrators: Develop and design training, sem-
inars, and forum activities on faculty working 
habits, time management, stress management, 
and capacity building, regardless of position, 
rank, or classification, by offering a productive 

workplace with supportive social areas. More-
over, plan and schedule programs congruent to 
the Faculty Development Plan ( FDP ) to ensure 
alignment with the institutional goal. This insti-
tutional program helps develop faculty skills by 
aiming to produce quality and productive per-
formance. The faculty may have to develop 
their educational, leadership, and innovative 
skills. 

Policies to be implemented by the faculty: At-
tend all capacity development programs con-
ducted by Main Campus through the office of 
the Director of Satellite campuses, particularly 
those without leadership among academic per-
sonnel, to adopt working habits that contribute 
to a high-caliber and successful performance 
and roles need to reframe how they view them-
selves as the provider. They must comprehend 
that they are providers who carry out orders 
and partner with the leaders.  Moreover, Work-
load management: Review the faculty work-
load, ensure it is manageable, and provide sup-
port and guidance to help faculty members 
manage their workloads effectively and Fam-
ily-friendly policies, such as parental leave and 
dependent care assistance. 

Policies to be implemented or executed by 
the future researcher: To continue conducting 
studies on the higher capacity based on the re-
sult of this study through Structural Equation 
Modelling (SEM) to enhance further or under-
stand the insignificant factors of this current 
study. Further Investigation could discover and 
develop a model that could help influence com-
pelling, responsible, and harmonious perfor-
mance among faculty members and leaders. 
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