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Abstract

This research aimed to examine the influence of transformational leadership in
integrated management on organizational commitment, with quality of work life (QWL)
and organizational culture functioning as mediating variables in Rajabhat universities
located in the central region of Thailand. A quantitative survey research design was
employed. Data were collected from 382 academic and academic support personnel
using stratified random sampling. The research instrument consisted of a five-point Likert
scale questionnaire that demonstrated satisfactory content validity and high reliability
across all constructs. Data were analyzed using descriptive statistics, Pearson’s
correlation coefficients, multiple regression analysis, and mediation analysis employing
Bootstrapping techniques through Hayes’ PROCESS Macro.

The findings revealed that transformational leadership, quality of work life,
organizational culture, and organizational commitment were all perceived at high levels,
which organizational commitment obtained the highest mean score. Correlation analysis
further indicated that all variables were positively associated with organizational
commitment at a statistically significant level. The results of the multiple regression
analysis showed that quality of work life exerted the strongest influence on
organizational commitment ([3 =.500,p <.001), followed by organizational culture
(B =.312, p <.001). In contrast, transformational leadership did not directly influence
organizational commitment; instead, it exerted an indirect effect through quality of work
life and organizational culture. Furthermore, the proposed model explained 68.40% of
the variance in organizational commitment (R2 = .684).

The study indicated that leadership serves as an organizational context-setting
mechanism that shapes employees’ perceptions of work environments and organizational
values, thereby influencing organizational commitment through structural and cultural
dimensions rather than through direct influence alone. The findings further suggested
that quality of work life and organizational culture function as critical mediating factors

linking leadership practices to employees’ long-term commitment toward the
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organization. These findings contribute to the integration of leadership and organizational
behavior theories and provide practical implications for human resource management
and sustainable organizational development in higher education institutions.

Keywords: Transformational leadership, quality of work life, organizational culture,

organizational commitment, Rajabhat universities
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e eXe

W a = \ Yy a o & v ) Yo a a
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WUUYSNNTNeA1UeET0RY883AN1S (DiMaggio & Powell, 1983)

HAIINNTITEINQUIEAAN 2 uﬂmﬂiﬁmmgﬂﬂ’uﬁiaaqﬁms AUAINTINTUNTVINU
wazinusIsuesAn1seyluseauiin laganunnudeesAnsiisedvgeian eaeiauds
mmef’]L%WENms‘u‘%mim%’wmﬂiwwsﬂuﬁwwﬁwmé“aswﬁ’g] Wat o uimsng
nsvvIunIsenleludnumy “nInauwnudInn” na1aled WeuAaINITUTIN0ANS
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WIUINWATANFANHNNUADBIANTITINUVU (Blau, 1964) Bad8anARDINUKUIAA Perceived
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mamﬂmma}mmqﬂizamw 3 gaunmAInlunsvihnuiidninagegasieaiuyniuse
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Aaud1age vilnidednianiuiaitunisiiduinwuazquaunainsegslngada (Individual
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YDIYAAINIABDIANITIUTEHZE

Tuwuzifeaiu fmuﬁiiumﬁmisﬂ’qﬁwmmﬁﬂﬁ’w{ammi”wmmi’ﬁﬂLﬂumuwﬁq
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Tasagu n93deddliiiuds “seuudvinauuuosdsin” (integrated influence
system) (French & Bell, 1999; Avolio et al,, 2009) finggfth AnnmTIalunsvinen uas
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Organizational Development %94 French and Bell (1999) ML dun1SWAILIDIANITUUUDIA
590 warddpdrdgsanisimuauleuiensusnsninensuywdluaniduaaufnuivessy
Tuszezed (Bass & Riggio, 2006; Meyer & Allen, 1991)

29ARNN3TNAINNTITY

Organizational Culture (CUL)

" A
[~ 7 AAA
Shared Values

Organizational Commitment (COM)

_@_

—— Deep & Lasting Bond

WHUN WA 2 LuudnaenuduiusvesdninaluuesATInveIneginside LAY
NMTUSMSUUUY TN TReANyNTuAaRnIiIuAu ndInlun1sinay
WAy IUEIIHEIANTS

NNuEUN M 2 uandiiiuisuuudassnnuduiusuesdvinanuussdTniiesue
Anudusiusseninsiuusddglunsiamiesdng Tnsnnedimsdsuulasisuims
wuuysnTs (LEA) lladsadannunniiusnessdnis (COM) lagnse ualidninanisdou
NuLUsAenasiddrUsznoufenun mAialunsiny (QWL) uazinmusssuedAnIs
(CUL) Favimihidonlesdninaanguinluguadng Tns QWL gnszyrndusmduindoundn
fifBvEwagsfiansennuynituresynaing vuzifmusssuesdmsvivthildugiudidonson
fiaeaiuaiismnuyniuliianutunsuazdady anuduiuslulinaasvieudnuus
yosmuduiusaeliosszniteiiuus Inedirdssareaninuindeunisviiunouainiy
dn1nkIndeNfinaITdmaeinuARLarAINANURIYARINIHOBIANTS
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wuuysanmsiiladadnsnasenugniusossdnisludnuaenianss mausvivi by
“YaduimunanInuIndonssdnis” (context-setting mechanism) 7 AvuAAAAINYDS
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