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Abstract. Purpose. Despite the increased focus of modern scholars on professional commitment,
academicians’ social and personal life status was not considered much in the job stress research on
higher education; only outcomes like performance, satisfaction, and intention were noticeably examined.
This study aims to understand the effects of job stress on academics’ life satisfaction and professional
commitment, with social support as a moderator. Approach. The “Social Exchange Theory” and the
“Person — Job Fit Theory” were chosen by the study to construct its research model. The study followed
a convenient sampling technique to select the sample. Questionnaires were used to collect data from
228 lecturers at Indonesian Public Universities, while PLS-SEM was employed to examine the structural
equation model analysis. Findings. As per findings, job stress significantly influences life satisfaction (8 =
-0.312; p < 0.01) and insignificant professional commitment (f = 0.059; p > 0.01). Life satisfaction also
insignificantly influences professional commitment (f = 0.150; p > 0.01). Besides, social support does
not moderate the relationship between job stress and professional commitment (§ = -0.016.; p > 0.01),
but between job stress and life satisfaction (§ = -0.120; p < 0.01). Research limitations. The research
is limited within one country and specifically public universities which cannot be generalized with
the findings of the results. These results suggest a broader investigation into the factors influencing
academics’ professional commitment and the need for increased social support to reduce work-related
stress and improve overall well-being. Value of the results. By integrating into how extensive work-life
issues influence people’s personal life satisfaction and professional commitments, as well as factors that
deal with one’s professional dedication, this research advances the social exchange theory and person-
job fit theory. Besides, the study uniquely contributes to behavioral science by examining the role of
societal support from the internal organization and external environment and how it moderates the
relationship between job stress with professional commitment and life satisfaction.
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Introduction

Nowadays, regulating job stress has become a major concern for management, staff, and
stakeholders in the organization; the higher education sector is not an exception. When job stress (JS) is
high and complex, a challenging issue in the area of professional commitment arises for the individual.
Past researchers indicate that job demands lead to job stress, influencing workers’ emotional and
physical well-being and their ability to cope with stress, as productivity outpaced resources (Westman,
Etzion, 2001). Academicians’ jobs stress videlicet estate, which causes impediments to lecturers’
research function and teaching in higher education. (Salami, 2011; Luzipho et al., 2020). This seems
a common problem as workplace stress increases teacher turnover intentions, indicating a decline
in professional commitment and job satisfaction, ultimately affecting their commitment negatively
(Shahab, Ali, 2013; Dehal, 2021; 2022). Professional commitment (PC) involves an individual’s belief
in goals, values, and commitment to their profession, encompassing aspects like identity, networking,
satisfaction, morality, advancement, and job engagement, with three categories: affective, normative,
and continuance. (Lachman, 1986; Meyer et al, 2002). Affective professional commitment (AC)
refers to emotional attachment to the profession, normative professional commitment (NC) refers to
obligation towards profession, and continuance professional commitment (CC) refers to cost associated
with changing professions (Meyer et al, 1993). Academicians with a strong sense of professional
devotion feel they belong to the team and the institution, which empowers them to serve without
reservation and offer their total effort (Mas’ud, 2016; Becker et al., 2018). Though it is becoming a
source of excellence for higher educational institutions, however some study limitations should be
acknowledged regarding research availability in investigating job stress effects on all three categories
(AC, NC, CC) of professional commitment. The lack of study regarding the relationship between job
stress and professional commitment motivated us to dive deeply into this relationship. Research on
retaining lecturers in the profession is limited, but studies show workload, role conflicts, and job
stress negatively impact their professional commitments, life satisfaction, and well-being (Aduma et
al,, 2022; Saadeh, Suifan, 2020). In the last few years, many researchers have dived into investigating
academicians’ work-related stress on institutional performance and claimed for broader investigation
across different countries (Usoro et al, 2016; Jawabri et al,, 2019). Nevertheless, only a few have
focused on academicians’ professionalism and general well-being.

In addition, preliminary studies relied on the negative effects of workplace stress on one’s ability to
function at work and overall life satisfaction (LS) including feelings of anxiousness and dissatisfaction.
Stressed-out people are more inclined to express their discontent in both personal and professional
settings (Karina, 2023). Life satisfaction is a cognitive component defining subjective well-being,
encompassing happiness, health, relationships, friendship, and collaboration, and is a changeable state
of mind and attitude toward life (Dimec et al., 2008; Kashyapa Shilpy et al., 2016). Job contentment and
personal life satisfaction are frequently lower among employees who struggle to balance work and
personal obligations (Daly, 2019; Fitriyanto et al., 2020). On the other hand, Life satisfaction is linked
to increased job satisfaction, as individuals who feel fulfilled in their personal lives bring positivity to
their professional work, leading to improved performance and engagement. Research and teaching
duties may be more engaged and committed when lecturers have a fulfilling personal life, indicating a
direct relationship between personal well-being and professional efficacy (Gradisek, 2019).

Another promising line of research claimed that, to maintain personal and professional life
balance, individuals need social support (SS) that provides acceptance, warmth, and understanding,
satisfying psychological needs. It indirectly influences individuals’ feelings and connections, fulfilling
social requirements and enhancing their emotional well-being (Liang et al., 2011). Social support
has been categorized as “emotional, instrumental / tangible, informational and appraisal” that
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connects individuals to create a sense of beliefs, respect, love, sharing and understanding (Bidart,
Lavenu, 2005; Cobb, 1976; Wachter et al., 2022). It significantly impacts psychological well-being,
stress experiences, job attitudes, and professional dedication. Collegiality, institutional culture, and
resources enhance commitment, enabling teachers to manage challenges and positively view career
progress (Ingarianti et al., 2022; Somech, Bogler, 2002). Social support from friends, family, and
communities is crucial for career development, fostering self-efficacy, navigating transitions, and
making informed decisions, thereby enhancing career outcomes (Jemini-Gashi et al., 2021; Wang et
al,, 2023). However, understanding social support’s interaction and functions outside the workplace
remains limited in academic literature (Jolly et al., 2021). Although social support is beneficial
in the higher education sector thus far, it still needs to be more pervasive in many spheres of life,
including development, revolution, and attitude and adjustment (Cottam, 2020; Nesje, 2017; Zhang
et al.,, 2022). Integrating the sociological approach in organizational behavior research, providing
social support, managerial sensitivity, and responsibility helps academics develop careers and feel
more appreciated, valued, and motivated (Kasraie et al.,, 2014; Md Aris Safree, Mariam Adawiah,
2012). Most of the social support research focuses on the stress experienced by women, victims
of racial discrimination, students, children, patients with chronic diseases, and social workers.
(Cooke, Hastings, 2023; Bogler, Somech, 2004; Nuwamanya et al., 2023; Andleeb et al., 2023). Once
more, concerning the teaching profession, most researchers investigate how well instructors in
schools and colleges use social support (Bakchich et al., 2023; Symeonidis et al., 2023). Since earlier
research has demonstrated the changing roles, organizational culture, work kinds, research, and
cooperation issues for this profession — particularly in Indonesia — this study aims to incorporate
social support into the literature of higher education professionals (Hernowo, Pamungkas, 2023).
The study highlights the impact of third-party relationships on career behaviors and well-being,
highlighting the role of job stress in influencing professional conduct and personal life situations
within organizations.

A still unsolved and unaddressed critical fact is how job stress influences career commitment
across every category is the prime concern of this research. Thus, this study attempted to develop
a model that included the professional commitment of a lecturer’s life in three categories (AC, NC,
and CC) as well as a personal facet for the first time. Much research on lecturers’ organizational
commitment, work satisfaction, organizational citizenship behavior, work-life balance, job satisfaction,
and stress has been done in the past (Fikri Zaidan, Juariyah, 2020; Obinna-Akakuru et al., 2022; Purba
etal, 2022; Ismail et al., 2014). Still, few have examined professional commitment — a debatable topic
of particular interest to organizational behavior experts (Bogler, Somech, 2004). To close knowledge
gaps and advance the field of study on professional commitment, this study examines how social and
organizational elements influence academicians’ lifestyles and career success. The study asserts its
contribution to strengthening the commitment literature, particularly in the higher education sector,
by including aspects of professional commitment (AC, NC, CC) that have not been addressed in prior
studies. Once more, social support is chosen as a moderating variable due to limited research on how
academicians’ commitment to their work and quality of life is influenced by internal organizational
support and externals (families, friends, society members). This practice is significant for the academic
profession, as it has been applied in various fields like business economics, psychology, sociology,
nursing, and political science (Caesens et al., 2020; Vigoda-Gadot, Talmud, 2010; Tseng, 2023).

Theoretical framework and hypothesis development

According to the Social Exchange Theory, members’ commitment develops from organizational
interactions (Blau, 1964). However, the degree to which the organization satisfies its members’
expectations determines how positive or unfavorable the member perceives the outcome. According
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to J. Meyer with colleagues, a person’s emotional professional commitment depends on how much
they identify with the objectives of their profession and how willing they are to help it achieve those
objectives (Meyer etal., 1993). People get identified with the organization due to internal procedures,
including skill-specific training and grading employees according to their credentials, which groups
them into a “community” inside the organization (Marks, Scholarios, 2007). From a different lens,
in an organization, “social support,” especially supervisory support and coworker support, has also
been evidenced in decreasing workload and burnout (Khan et al., 2019). It influences an individual’s
career thoughts, job performance, and professional commitment, fostering confidence in a chosen
career path and shaping other career-related outcomes (Su et al., 2021).

Person — job fit theory refers to the degree of congruence between individuals and their jobs.
(Wong, Tetrick, 2017). As a form of organizational psychology, this theory demonstrates individual’s
personality traits where the right personality matches with the right job increases work engagement,
contextual performance and reduces employee turnover intention (Boon. Biron, 2016; Cai et al,,
2018; Han et al,, 2015; Huang et al., 2019). When employees feel the job characteristics satisfy their
psychological needs, they become more engaged in the organization and contribute to organizational
competitive advantage (Vance, 2006). Moreover, job involvement increases when individuals find that
their skills, abilities, knowledge, and desires are aligned with the organization (Akeuchi, Takeuchi,
2013). Many researchers have claimed that job involvement positively influences career commitment,
as when employees engage with ajob, they expectit will lead them to achieve successful career outcomes
and career progress (Goulet, Singh, 2002). Job satisfaction, in the first place, satisfies individuals’ salient
needs. Consequently, employees become attached to career goals, are involved, and identify career
purpose, including personal goals, more intrinsically (Culibrk et al., 2018).

As per Indonesian law number 20 of 2003, lecturers in Indonesia must possess strong
competency under the ‘tridarma’ principle. They are expected to serve as professional employees
and scholars, contributing to developing scientific research knowledge and actively engaging in
community services (Kamma, 2020; Setyaningsih et al.,, 2019). Though professional commitment
motivates someone to use their skills, abilities, and beliefs in line with their chosen field to develop
institutional outcomes and self-positioning, lecturers in Indonesia still need to gain this commitment,
impeding the education sector’s progress. Numerous recent studies on Indonesian lecturers revealed
a need for more dedication, aptitude, drive, and unfulfilling professional obligations (Suryani et al.,
2021; Setyaningsih et al., 2019).

Research hypotheses

Job stress relationship to life satisfaction

Though job involvement, job satisfaction, and job stress influenced employees’ life satisfaction
in earlier studies, many strongly argued that employees at any level could face life satisfaction
difficulties when there is job stress (Aruldoss, 2020; Lambert, Frank, 2021; Zhao et al., 2020). More
specifically, life satisfaction is generally understood to be a psychologically influenced state of mind
and attitude toward life that is malleable in both good and negative ways (Kashyapa Shilpy et al,,
2016). University faculty members’ life satisfaction is significantly impacted by job stress, which
includes pressures related to research, teaching, and administration. This relationship is made
worse by emotional exhaustion, which lowers enjoyment (Xu, Wang, 2023). Research continuously
demonstrates a strong inverse association between life satisfaction and job stress. Life satisfaction
tends to decline with increased job stress, underscoring the negative consequences of workplace
pressures on individual well-being (Khan et al., 2014; Lambert, Frank, 2021).

Hypothesis 1: Job stress has a negative relationship to life satisfaction.
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Job stress relationship to professional commitment

The parts of commitment that are affective, normative, and continuous have an impact on how
employees connect with their employers and the profession. According to, a teacher’s intention to
leave the profession is adversely correlated with their professional commitment (Ware, Kitsantas,
2007). Once more, the researchers investigated the relationship between teacher stress and
commitment and discovered a substantial inverse relationship (Jepson, Forrest 2006). They
concluded that teachers who experience high levels of job stress have lower levels of job satisfaction,
less occupational commitment, and a stronger desire to leave the teaching profession. One important
component impacting occupational commitment may be teaching stress. The academic landscape is
becoming increasingly challenging for early career researchers, leading to increased job stress and
potential diminishment of career commitment (Johnson, Weivoda, 2021). A study in Bangladesh
found that stress overshadows work motivation, causing faculty to prioritize alleviating stress
over enhancing engagement (Rahman et al,, 2023). Following the dilemma between job stress and
career commitment in previous studies (Blau, 2007; Blau, Lunz, 1998; Heijden van der et al., 2009).
V. Wickramasinghe concluded that difficulties in finding empirical research support on the influence
of job stress and career commitment and suggested how job conditions, working environment,
and factors could create dissatisfaction which may affect employee’s decision regarding profession
continuance (Wickramasinghe, 2016). Thus, based on the job stress concept, we are assuming that,

Hypothesis 2: Job stress has a negative relationship to professional commitment.

Hypothesis 2a: Job stress has a negative relationship to affective professional commitment.

Hypothesis 2b: Job stress has a negative relationship to normative professional commitment.

Hypothesis 2c: Job stress has a positive relationship to continuance professional commitment.

Life satisfaction relationship to professional commitment

A person’s total well-being and ability to succeed in their career are greatly impacted by two
interrelated concepts: life satisfaction and career commitment. According to R. A. Emmons, greater
satisfaction from achieving one’s self-identified goals will presumably result in a more substantial
commitment to one’s career goals (Emmons, 2003). Career commitment is implied by the fact
that people tend to enjoy the careers they choose for themselves. The development of meaningful
career identity for employees is influenced by an upbeat attitude, a positive emotional state, and
access to psycho-social resources like security, confidence, accomplishment, and self-fulfillment
(Cicek et al,, 2016). A pharmacy study found faculty members are less likely to stay in academics
due to dissatisfaction with work-life balance indicators (Barnett et al., 2022). Also, a study in India
found that employees who cultivate hope, efficacy, resilience, and optimism experience higher life
satisfaction, positive affect, and decreased negative affect, thereby promoting career commitment
and employment retention (Singhal, Rastogi, 2018).

Life purpose is achieved through contentment, leading to better professional decisions aligned
with goals and values. This satisfaction results in increased motivation and dedication to one’s chosen
profession when self-worth and aspirations are integrated into both personal and professional lives
(Parola et al., 2022). People who are highly satisfied with their lives typically have a more positive
retention mindset, which makes them less inclined to quit their work. Buddhism places a strong
emphasis on the interconnectedness of all beings, which challenges professionals to think about
how their activities may affect others more broadly and to develop a feeling of duty toward their
coworkers and the community. This encourages the development of more cooperative and socially
conscious professional practices (Holt, Cottone, 2014). The Buddhist perspective encourages
resilience and sustained commitment to one’s profession by emphasizing the journey rather than
merely the results. It promotes appreciation for one’s chosen profession’s advancement and progress
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(Spurk et al., 2019; Layton, 2015). Similarly, empirical results showed that teachers with higher life
happiness, for example, also showed higher levels of professional dedication and fewer inclinations
to leave their jobs (Souza et al., 2023). Alternatively, if someone has an ambitious personality, they
will keep learning and developing professionally, which may influence their choice to change careers.
The desire to change careers is motivated by factors such as job happiness, financial security, and
current life circumstances, which give people the confidence to take the risks involved in changing
careers (Duong et al., 2023). Moreover, one’s pursuit of meaningful work that is consistent with their
personal values and their level of life happiness can inspire them to explore new areas of interest or
launch profitable businesses (Hiltz-Hymes et al., 2015; Silver, 2010).

Firstly, we may assume that those who are content with their lives will better balance their
personal and professional lives and develop a close bond with their careers just like they would
with other aspects of their lives. Secondly, a person’s life satisfaction and mindfulness practices
influence how they view their profession and its obligations, and how they make moral decisions by
considering others before themselves. Alternatively, regarding the last prediction, we can state that
fulfilled individuals have a strong sense of self-worth and are willing to take chances and challenge
themselves by changing occupations when they find a more meaningful life that aligns with their
personal beliefs and purpose.

Thus, based on the earlier study findings, we draw a hypothesis for this section as

Hypothesis 3: Life satisfaction has a positive relationship to professional commitment.

Hypothesis 3a: Life satisfaction has a positive relationship to affective professional commitment.

Hypothesis 3b: Life satisfaction has a positive relationship to normative professional commitment.

Hypothesis 3c: Life satisfaction has a negative relationship to continuance professional commitment.

Role of social support between job stress and life satisfaction

Job stress and environmental effects are common across different professions, and social
support can reduce job stress and improve life satisfaction (Nam, Nam, 2022). Employees need to
balance workplace difficulties with personal stability, and social engagement is crucial for coping.
The goal is to maintain harmony between work and non-work, and employees may feel happier and
more motivated if their employer positively impacts their lives outside of work (Mauno et al., 2015;
Wau et al,, 2022). In East China, academics’ perception of social support significantly impacts their
life satisfaction, with higher levels indicating that supportive work environments can enhance well-
being, thereby mitigating the negative effects of job stress (Xu, Wang, 2023). Similarly, A. W. Nguyen
with colleagues integrating the findings of R. S. Lazarus and S. Folkman, demonstrate that social
support helps people respond appropriately to stressful situations by assessing their psychological
and social resources and mobilizing them as needed (Lazarus, Folkman, 2017; Nguyen et al., 2016).
Thus, based on the discussion, the hypothesis could be proposed as follows:

Hypothesis 4: Social support moderates the relationship between job stress and life satisfaction.

Role of social support between job stress and professional commitment

Social support has a major impact on people’s decisions about switching professions by
reducing the negative consequences of job stress. Previous studies in Education sector claimed that
faculty members’ intentions to remain in their professions are highly influenced by their perception
of organizational support. This goal is directly impacted by elements like commitment and job
satisfaction, but it is also indirectly impacted by social support, which reduces work-related stress.
Creating a positive work atmosphere is essential to increasing teacher commitment and lowering
attrition. Social support can increase life happiness and lessen the stress that workers feel from
their jobs (Hemmati et al,, 2018; Myint et al,, 2024). Besides, maintaining a commitment to one’s
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career and lowering stress levels require family support. It enhances job satisfaction and confidence
by assisting people in comprehending and adapting to the demands of their careers. Resilience
and confidence in one’s professional career can be strengthened by emotional support from family
members (Sukismanto et al,, 2023; Neo et al., 2022). Encouragement can also aid in sustaining
commitment during challenging times. When people feel respected and encouraged to pursue their
goals, positive family dynamics frequently result in higher levels of professional dedication. Besides,
studies showed that ongoing professional development improves a teacher’s ability to teach and
fortifies their bond with their chosen career path, which raises the possibility that they will stick
with it in the face of difficulties (Villavicencio et al., 2024; Loseva, 2019).Effective social exchanges
can create a supportive work environment, reducing turnover intentions by making employees feel
connected and appreciated in their current roles (Tehreem et al., 2022).

Alternatively, when individuals receive little support and face many obstacles in terms of
bureaucracy, lack of resources, and a supportive attitude, they feel bad regarding their professional
experience and feel burdened about their professional roles (Khan et al.,, 2019; Kim et al., 2008).
Additionally, In the absence of social support, stress can result in long-term discontent, which drives
people to look for chances for a more fulfilling career or a better work-life balance (Semerci, 2016).

‘ Social Support(SS) }

H4 H5 H5a-Hbc

[ Job Stress (JS) 1 /{ Life Satisfaction (LS)
H1

H3

H2
Professional Commitment

(PC)

a) Affective
Commitment (AC) H3a-H3c
b)  Normative
H2a-Hzc Commitment (NC)
c) Continuance
Commitment (CC)

-/

Figure 1. Proposed conceptual framework

Thus, social support, networking, teamwork, and encouragement from peers, family, and
colleagues enable people to manage work-related stressors and view their careers favorably, forging
bonds with them in the process. Furthermore, when an organization provides adequate career
development and growth support, as well as a sense of appreciation and respect for its employees,
it fosters a sense of commitment among those individuals to pursue their profession. Finally, having
sufficient social support allows employees to pursue their careers with enthusiasm and a positive
attitude rather than weighing the costs and disadvantages of switching to a different line of work and
making a decision to change.

Hypothesis 5: Social support moderates the relationship between job stress and professional
commitment.

Hypothesis 5a: Social support moderates the relationship between job stress and affective
professional commitment.
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Hypothesis 5b: Social support moderates the relationship between job stress and normative
professional commitment.

Hypothesis 5c: Social support moderates the relationship between job stress and continuance
professional commitment.

Research method

Data collection and sample profile

The data were collected from 10 universities located in Central Java, Indonesia from January
2024 until March 2024. The reason for choosing this location is that the 2023 Uni rank announced
a University Ranking of 52 — Central Java Higher-Education Institution and share similar activities,
vision, purpose, and challenges in meeting “Tri dharma” requirements and implementing Indonesian
government policies. A total of 228 data sets were collected, and participants responded to all the
answers withoutmissingany information. By accounting forthe 99% confidencelevel, the 0.5 standard
deviations, and the +1% margin of error, this sample size satisfies the requirement for the required
sample size of 205 respondents. Furthermore, . C. Westland demonstrated that the necessary sample
size is not a linear relationship merely of indicator count by refuting the widely accepted criteria to
estimate the minimum sample size by utilizing ten replies per indicator (Westland, 2010; p. 476).
According to demographic data, (53.09%) of respondents were male, and (46.01%) were female.
Besides, (61.00%) reported 6-8 working hours per day; (29.00%) reported 9-10 working hours and
(9.00%) above 10- hours. Regarding Job roles, (74.6%) reported the position as only a lecturer, and
(28.01%) reported the role of both lecturers and researchers.

Instrument

The Job Stress Scale was developed by D. Parker and T. DeCottis in 1983, and it has two
dimensions: “Time stress (feelings of being under constant pressure)” and “Anxiety (job-related
feelings of anxiety.” It includes 13 items scored on a 5-point Likert scale ranging from “strongly
disagree” to “strongly agree”. This instrument, used widely across the globe, demonstrated high
internal consistency reliability ranging from .74 to .89 across different occupational groups and
cultures (Parker, DeCottis, 1983).

Social support has been measured following the “Social Provision Scale, SPS” by C. Cutrona and
D. W. Russell, which evaluates an individual’s perception of his or her social relationship to various
dimensions of social support, the number of supportive individuals, the assumption is that better
outcomes are associated with the number of support sources. A confirmatory factor analysis of the
instrument’s responses was done to assess the Social Provisions Scale’s factor structure. Each item
accurately reflects the construct it intended to measure, as shown by the statistical significance and
considerable magnitude of all the loadings on the corresponding factors, ranging from .387 to .791.
Their study evidenced correlations between the variables. These inter-factor correlations had large
magnitudes, ranging from 549 to 990, as was to be predicted. (Bentler, Bonett, 1980; Cutrona, Russell,
1987). Besides, C. Cutrona and D. W. Russell claimed that the Social Provisions Scale is an accurate and
trustworthy indicator of the social provisions mentioned. The instrument appears to have sufficient
reliability for use in research contexts for each of the six social requirements (attachment, social
integration, reassurance of worth, reliable alliance, guidance, opportunity for nurturance) it assesses.

Life satisfaction was measured using The “Satisfaction With Life Scale, SWLS,” a five-item scale
developed by E. D. Diener, R. A. Emmons, and S. Griffin (Diener et al., 1985). They used this scale in
research conducted among American college students, the geriatric population, and elderly persons
and reported that the scale has favorable psychometric properties. Following this, another study in
the Netherlands among adult medical outpatients reported that, based on the factor and internal
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consistency analyses findings, each SWLS item’s corrected item-total correlation was very significant.
i.e., greater than +0.50 (Arrindell et al., 1999).

Professional commitment was measured based on the 18-item “Scale to Measure Teachers
Professional Commitment” developed by J. Tansakul with colleagues. They reported corrected item
correlation for 18 items ranging between 0.5 and 0.7 range. Also, the exploratory factor analysis
results showed rotated factor loading results supported by the “Keiser Criterion” and the theory
(Tansakul et al., 2017). The questionnaire was developed primarily by (Meyer et al., 1993) which
aims to measure organizational commitment.

4

Findings

Evaluation of reflective measurement models

Firstly, in the measurement model, we assessed convergent validity through factor loading,
composite reliability (CR), average variance extracted (AVE), and Cronbach’s Alpha. In the results of
Table (1), many of the items exceed the standard value of 0.6 (Chinetal., 2008). The results of composite
reliability show perfection in latent construct prediction, was higher than the recommended value of
0.7. Some items have been excluded as Cronbach’s Alpha value is lower and we are not considering
the items for further analysis running. Again, The AVE measured the total variance in the indicators
that the latent construct accounts for, which was mostly greater than the suggested value of 0.5.
(Hair et al,, 2013). The next evaluation was discriminant validity which explains the range to which
the measures do not reflect certain other variables; that is symptomatic by the low correlation
between the “Measure of Interest and Measure of other Constructs”. The recommended value is
below 0.90. If the HTMT result is below 0.90 for variable pairs, then the validity of discrimination is
achieved. Table (2) demonstrates that every construct’s square root of the AVE (diagonal values) is
higher than its corresponding correlation coefficient, claiming accurate discriminant validity status
(Fornell, Larcker, 1981).

Table 1. Measurement model results

Variable Indicators Outer loading  a
Life Satisfaction (LS)
LS1  In most ways my life is close to my ideal. .745 .851
LS2  The conditions of my life are excellent .876
LS3  Iam satisfied with my life .810
LS5  IfI could live my life over, I would change almost nothing .848
Professional commitment (PC) .801
Affective commitment (AC) .857
Normative commitment (NC) .286
Continuance commitment (CC) .818
AC1  TIbelieve Lecturer profession is very important for human development 773
AC2  Ibelieve and respect in profession as a Lecturer. .840
AC4  Thave attended the Lecturer profession-related activities such as training courses or seminars .833
AC5  Ihave developed myself by reading books, journals, and doing classroom research. .818
AC6  Iam proud to be a Lecturer 722
NC13 I think the Lecturer profession fits me the most. 742
NC15 Ihave no choice. That is why I am a Lecturer .635
NC16 IthinkIstill choose to be a Lecturer even though there are many other professions
CC7  Thave used the highest ability to work in my profession as a Lecturer. 713
CC8  Thave worked very hard to help my students to be successful 776
CC9  Iam aware of Lecturer’s ethic. .869
CC11 TIhave developed myself by reading books, journals, and doing the classroom research. 784
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Job stress 928
JS1 here makes it hard to spend enough time with my family. .667
JS3 I spend so much time at work 732
JS4  Working here leaves little time for other activities .689
JS5  Ifrequently get the feeling I am married to the company .675
JS6 I have too much work and too little time to do it in. 794
JS7  Isometimes dread the telephone ringing at home because the call might be job related. .803
JS8  Ifeellike I never have a day off 774
JS9  Thave felt fidgety or nervous as a result of my job .785
JSI0 My job gets to me more than I should. 794
JS11  There are lots of times when my job drives me right up the wall. 778
JS12  Sometimes when I think about my job I get a tight feeling in my chest. 752
JS13 I feel guilty when I take time off from my job .698

Social support (SS) 1.000
RW4  IfI needed financial assistance, there are people who would help me out .561

Table 2. Validity of discrimination

) Affective Continuance Life Normative  Professional  Social
Variable . . Job stress . . . .
commitment commitment satisfaction commitment commitment support

Affective commitment 799
Continuance commitment .537 .857
Job stress -.085 .022 747
Life satisfaction 324 169 -.372 .832
Normative commitment 487 .547 -.163 .390 .603
Professional commitment .869 -.811 -.095 .363 .786 .607
Social support 316 .006 .288 -.255 -.124 -.210 1,000

Structural model evaluation

The structural model coefficients for relationships between constructs are derived from
estimating a series of regression equations. Before assessing the structure of the relationship,
collinearity should be checked to ensure it does not refract the regression of the results. This process
is similar to assessing a formative measurement model, but the latent score of the predictor construct
variable in partial regression is used to calculate the VIF value. A VIF value above 5 indicates the
possibility of a collinearity problem between the two predictor constructs, but a collinearity problem
can also occur at a lower VIF value of 3-5 (Mason, Perreault, 1991). Ideally, the VIF value should be
close to 3 and lower. If collinearity is an issue, a frequently used option is to create a higher-level
model that can be supported by theory (Hair et al., 2016). Upsilon V is a moderation test is 0.005
(low), 0.01 (moderate), 0.025 (high).

Table 3. Hypothesis testing via structural model evaluation

97.5 % Trust Path coeficient
Hypotesis Path coeficient P-value ’ .ru.s ath coe ?1er.1 Test results. Sig  VIF  Upsilon-V
Lower Limit Upper Limit

Direct influence

1.JS-—>LS -.325 .000 -.466 -.209 Supported  1.091 116
2.JS->PC .070 .563 -.073 213 Not Supported 1,213 .004
2a. ]S —> AC 209 121 -.042 241 Not Supported 1,211 012
2b.JS ->NC -.061 372 -.195 077 Not Supported 1,211 .004
2¢.JS > CC .090 .309 -.172 155 Not Supported 1,211 .007
3.LS ->PC 312 .027 -.000 .000 Supported 1,000 .044
3a: LS —> AC .289 .000 .169 409 Supported 1,191 137
3b: LS -> NC .394 .000 .289 514 Supported 1,191 .159
3c¢:LS -> CC .253 .001 .098 397 Supported 1,191 .057
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Indirect influence

4:JS -—>S8S > LS -.046 .052 -.098 -.007 Not Supported
5:]8->S8S ->PC -.039 .028 -.086 -.011 Supported
5a:JS —> 8§ —> AC -.088 .001 -.148 -.048 Supported
5b:JS => SS -> NC -.004 .842 -.036 .036 Not Supported
5¢:JS => 8§ > CC -.008 732 -.054 041 Not Supported

Based on the results of the hypothesis test above in Table 3, it is known as follows:

1. (H1) is supported, i.e. there is a significant influence of job stress on life satisfaction with
job stress significantly influences life satisfaction (f = -0.325; p < 0.000). Meanwhile, the value of
upsilon-v has a high influence on 0,116 > 0,025.

2. (H2) is not supported, i.e., there is no significant influence of job stress on professional
commitment with (f =-0.070; p > 0.563). Meanwhile, the value of upsilon-v has a low influence at
0,004 < 0,005.

3. (H2a) is not supported, i.e. there is no significant influence of job stress on professional
affective commitment with (f=-0.209; p > 0.121). Meanwhile, the value of upsilon-v has a moderate
influence at 0,012 < 0,005.

4. (H2b) is not supported, i.e. there is no significant influence of job stress on professional
normative commitment with (f = -0.061; p > 0.372). Meanwhile, the value of upsilon-v has a low
influence at 0,004 < 0,005.

5. (H2c) is not supported, i.e. there is no significant influence of job stress on professional
continuance commitment with (f = 0.090; p > 0.309). Meanwhile, the value of upsilon-v has a
moderate influence at 0,012 < 0,01.

6. (H3) is Asupported there is significant influence of life satisfaction relationship to professional
commitment with (f = 0.312; p < 0.027). Meanwhile, the value of upsilon-v has a high influence at
0,044 > 0,025.

7.(H3a) is supported there is significant influence of life satisfaction relationship to professional
affective commitment with (f = 0.289; p < 0.000). Meanwhile, the value of upsilon-v has a high
influence at 0,137 > 0,025.

8. (H3b) is supported there is significant influence of life satisfaction relationship to professional
normative commitment with (8 = 0.394; p < 0.000). Meanwhile, the value of upsilon-v has a high
influence at 0,159 > 0,025.

9. (H3c) is supported there is significant influence of life satisfaction has a negative relationship
to continuance professional commitment with (f = 0.253; p < 0.001). Meanwhile, the value of
upsilon-v has a high influence at 0,057 > 0,025.

10. (H4) not supported, social support does not moderate the relationship between job stress
and life satisfaction with (8 = -0.046; p > 0.052).

11.(H5) supported, social support moderate the relationship between job stress and professional
commitment with (f =-0.039; p < 0.028).

12. (H5a) supported, social support moderate the relationship between job stress and
professional affective commitment with ( =-0.088; p < 0.001).

13. (H5b) not supported, social support does not moderate the relationship between job stress
and professional normative commitment with (8 =-0.004; p > 0.842).

14. (H5c¢) supported, social support does not moderate the relationship between job stress and
professional Affective commitment with (f =-0.008; p > 0.732).

PLS is a variant-based SEM analysis with the aim of testing model theory that focuses on
prediction studies. Therefore, several measurement models were developed to declare the proposed
model acceptable. Some models such as R? @?, SRMR, and PLS Predict and can add endogenousness
and heterogeneity of model samples with FIMIX PLS ( Hair et al., 2019).
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Table 4. Model goodness and fit evaluation (R?)

R’ R? Adjusted
AC .803 .801
CC .648 .645
LS .161 .154
NC .558 .554
PC 176 .165
SS .081 .077

The statistical measure R in Table 4 describes the magnitude of the variation in endogenous
variablesthatexogenousvariablesinthe modelare capable of. The qualitative value of R“interpretation
is 0.19 (low influence), 0.33 (moderate influence), and 0.66 (high influence) (Chin et al., 2008).
Based on the results of the above data processing, it can be interpreted that the magnitude of the
joint influence of stress job on life satisfaction is 16.1% and stress job on professional commitment
is 17.6% that the joint influence of stress job on social support is 0.81%.

@? describesameasure of prediction accuracy, i.e.,, how well each change in an exogenous/endogenous
variable can predict an endogenous variable. According to Hair, the qualitative interpretation value of @? is
0 (low influence), 0.25 (moderate influence), and 0.50 (high influence). Based on the results of the above
data processing, it can be taken that the @? interpretation can be taken that stress job on life satisfaction
is 0.161 < 0.25 (low influence) and stress job on professional commitmentis 0.176 < 0.25 (low influence)
and stress job on social supportis 0.081 < 0.25 (low influence).

Again, as per the results of the path analysis test that has been carried out previously, it can be con-
cluded as follow Figure 2.
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Figure 2. SEM PLS evaluation
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Discussion

The study’s findings contribute to the body of knowledge by providing concrete evidence from the
real world demonstrating the impact of job stress on life happiness and by providing a new perspective
on the conditions surrounding professional commitment. The three categories of employees’
professional commitment — affective, normative, and continuance — have not been the subject of
much research. However, contemporary scholars continue to critically examine the sustainability of
organizational commitment, professional commitment, and multi-factorial commitment at the same
level. Our study sheds a new light on the relationships between job stress and life satisfaction and
employees’ professional dedication at all three levels (affective, normative, and continuance).

Firstly, the lecturer’s life satisfaction is negatively influenced by their job stress as per study
assumptions. Planned comparisons revealed that High job stress can lead to a negative outlook
on life, resulting in decreased life satisfaction and a pessimistic view of personal circumstances
(Mukherjee et al, 2014). Individuals’ difficulties in maintaining professional obligations and
personal commitment lead to dissatisfaction in both parts of life. In their personal lives, they feel
resentment and frustration if interrupted by long working hours and an inability to manage family
time (Sathyanarayana Rao, Indla, 2010).

Secondly, the relationship between job stress and professional commitment is insignificant, as
high stress doesn’t lead to less professional commitment. Previous studies showed that teachers lack
affection for and interest in the teaching profession when they are often faced with high levels of job
stress, demands on their time, and gaps in their interactions with students which contradicts our
findings. (Nudratetal,, 2019; Loseva, 2019). Since dissatisfied or unfulfilled roles increase the likelihood
of disengaging from obligations, low work satisfaction strongly predicts reduced commitment among
employees (Baylor, 2010). A study among bank employees showed that employees may continue the
profession due to external pressure rather than genuine commitment (Lanka, 2013). Also, study in
Anambra State, Nigeria found that teachers tend to stay in their current positions due to perceived
cost and lack of alternatives. However, a critical meta-analysis found that continuance commitment is
less favorable than affective commitment in terms of employee outcomes like turnover intentions and
job satisfaction. Additionally, employees may continue due to stress related to switching professions,
which does not necessarily lead to a positive workplace experience.

Thirdly, from the results, a high level of life satisfaction helps lessen the detrimental effects of
job stress on occupational commitment. As per the study results, lecturers’ acceptance of life status
and satisfaction influences their affective, normative and continuance professional commitment.
According to the previous studies, an individual’s emotional connection to their profession is
strengthened when they find greater purpose in their work, which is common among satisfied
individuals (Tan et al., 2024). Their commitment to their tasks and obligations may increase because
of this sense of purpose (Blau, Miller, 2020). People who have high levels of psychological health,
social support, and emotional well-being are better able to handle job failures and take measured
chances in the face of uncertainty (Asif et al., 2024). Individuals that possess a positive outlook on
life and drive for high professional aspirations, frequently taking calculated risks. This validates our
research results, which show that life satisfaction has a negligible impact on continuous commitment
but a considerable impact on affective and normative commitment.

Fourthly, our results showed that social support doesn’t moderate the relationship between job
stress and life satisfaction. In a common psychological and sociological concept, a network of family,
friends, peers, and colleagues can offer the support and encouragement needed to manage one’s
personal and professional obligations successfully. Social support allows people to converse with
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each other about their experiences and challenges, leading to a shared solution and feelings of safety
and life satisfaction (Alleyne, 2016). But, according to a third viewpoint, even if there is genuine and
empathic social support, it may not be sufficient to reduce job-related stress. Furthermore, when
the sources and forms of assistance (pragmatic, emotional, or informational) are not appropriate
for the individual’s needs or situation, they may not have the desired positive effects. Once more, a
person’s coping mechanism, personality, level of stress at work, and social environment all affect how
effective social supportis (Spooner-Lane, 2004; Riaz et al., 2021). Even though our study considered
all forms of support from friends, family, and coworkers, these findings open an alternative path for
investigating why social support is ineffective in reducing the detrimental effects of job stress on life
satisfaction from a more integrative cultural, personal, and societal perspective.

Lastly, the study showed that social support overall moderately reduces negative influence of
job stress to professional commitment. According to previous studies, organizations can reduce job
stress by prioritizing employee well-being, fostering open communication, sharing challenges, and
providing resources, tools, technology, and training to help manage work-related stress. (Kumar,
Professor;, 2023; Hoeve ten et al., 2020). Besides, families, friends, and other social networks act as
vital support system in an individual’s professional decision-making process, boosting confidence
and providing emotional support when facing significant career decisions (Workman, 2015). A study
among teachers claimed social support functions as a coping strategy since they use social support
networks have high career intent and are rarely concerned about stressful jobs (Ferguson et al.,
2017). Affective professional commitment enhances emotional support in a more robust way when
there is a cooperative work environment which supports the findings here. Supportive settings are
more beneficial to employees who have a prosocial value orientation when there is agreement among
group members regarding common objectives (Bogaert et al., 2012). It was found that lecturers with
Type A personalities, who are extraverted and conscientious, often put in more effort to complete
their work, potentially risking their health that shows high responsible mindset in the profession
(Salami, 2011). Social support from family, friends, and coworkers can help reduce emotional stress,
boost self-esteem, and improve problem-solving abilities, potentially enabling them to manage their
specific job-related difficulties.

Conclusion

Theoretical implication

The study spans all subcategories of professional commitment, including emotional, normative,
and continuation, and it reflects a distinctive model that offers novel insights on the intricate
interactions of behavioral, organizational, social, and personal elements. It further integrates
professional commitment into the Person’s Job Fit and Social Exchange theories, enhancing the
understanding of the beneficial coping function of social support in reducing job stress’s negative
effects on professional commitment. It does, however, pose a further inquiry of what might be the
contributing variables and causes if social support is unable to lessen the detrimental effects of job
stress in any context? The research model also includes social support as a facilitating variable, a
rare feature in previous studies. The study contributes to the body of prior studies by demonstrating
how stressful life circumstances can influence an employee’s well-being when social support is
present. However, the study acknowledges that dedication to an organization and profession may be
challenging in some specialized fields, and other factors may influence the outcome.

Practical implications

The purpose of this study is to provide information to Indonesian policymakers about innovation
and human integration with technology in the higher education sector. Given that academicians’
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experiences and well-being are directly influenced by job discontent, it highlights the need to focus
on sources and categories of social support in establishing roles and conditions for academicians in
the workplace. The study also emphasizes how external support networks influence an individual’s
philosophy, positive conduct, and level of life happiness which impact their professional commitment.
It implies that organizational characteristics and external support may influence professional
psychology, such as the use of the person job fit theory can increase academics’ commitment to
their work. This study adds to the body of knowledge on human integration with technology and
innovation in academic and research settings.

Finally, if organizational features and external support (family, fiends) among higher
educators do not bring life satisfaction and reduce the negative influence of job stress, then they
need an investigation that genuinely strengthens academicians’ satisfaction in their life from
philosophical views and radical empirical investigation. This study presents a fresh investigation
into the application of the person job fit theory.

Limitations and future direction

The study on job stress, professional commitment, social support, and life satisfaction in
lecturers has limitations. It is not enough to fully understand an individual’s life condition and
satisfaction status, as life satisfaction is related to many other dimensions of life. A longitudinal study
is needed to understand these factors from a trifocals angle. Self-report bias increases response
bias, and future qualitative research among different Higher Education Institutions could add new
insights into the teaching profession composition. The study was at the individual level, but as high
education professionals, lecturers are responsible for collaboration and coordination activities,
which may change their job environment and perception of job stress. Future studies should analyze
job stress factors and their consequences in the workplace and overall lecturer’s life substance from
group-level outcomes.
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JIAPLEHO Japéno
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AnHoTaums. [Jesasb. HecMOTpst Ha MOBBIIIEHHOE BHUMaHHE COBPEMEHHBIX HCCIe/joBaTe/ied K mpodeccu-
OHAJIbHOW MPHBEPKEHHOCTH, COLUATbHBIA W JIMYHBIN )KU3HEHHBIA CTATYC MpenojaBaTeyed He YYUTHI-
BaJICA MPU M3Y4eHUH pabouero crpecca B chepe BbICIIEro 06pa3oBaHUs. XOpOLIO U3y4YeHbl HA CErO/Hs
TOJIBKO IMOCJIe/ICTBHUS, TAKHE KaK MPOAYKTUBHOCTb, Y/IOBJIETBOPEHHOCTh U HaMepeHUe. llespio faHHOTO
MCC/IeIOBAaHUs SIBJSETCS U3y4YeHHe BJAUSHUSA paboyero cTpecca Ha YA0BJAETBOPEHHOCTD XKHU3HbBIO U MIPO-
dbeccuoHaNbHYIO TPHUBEPKEHHOCTD MIPENoaBaTesiel, IPy 3TOM pacCMaTPUBasi COLMAIBbHYIO MOALEPKKY
B KauyecTBe Mojepartopa. [Iodxod. /lasi MOCTpPOEHUs TeOPETHYEeCKON MOJeTH B HCCIAe[0BaHUHU ObLIN
BbI6GpaHbl «Teopus conpanbHOTO 06MeHa» U «Teopusi COOTBETCTBUS MEXAY YeJ0BEKOM U paboToii». B
MCC/IeJOBAaHUM MCI0JIb30BAJICS METOZ, yA00HOH BbIGOpKH. [l c6opa AaHHBIX ¥ 228 npenojaBaTesen
VH/IOHE3UHCKUX TOCYZAApPCTBEHHBIX YHUBEPCHUTETOB HCIOJIb30BaJMCh aHKETHI, a [Jis aHaIM3a 3MIIU-
pHUYECKUX JAHHBIX HCIOJb30BAJICS METOJ, MOJIeJIMPOBAHUSA CTPYKTYpHbIMU ypaBHeHusiMu (PLS-SEM).
Pe3zynbmameul. COT/IacCHO MOJIy4eHHBIM pe3yJibTaTaM, pabounil CTpecc 3HaUUTENIbHO 06YC/I0BJIHMBAET Y/A0B-
JIeTBOPEHHOCTB }U3HbIO (ff = -0,312; p < 0,01) 1 HE3HAYUTEBHO CBsI3aH C MPOPECCHOHATBHON MTPUBEP-
»keHHOCTBIO (f = 0,059; p > 0,01). Y10oBIeTBOPEHHOCTH KU3HBIO TAKXKe HE3HAUYUTEJbHO MPe/ICKa3biBaeT
npodeccuoHalbHYI0 mpuBepkeHHOCTh (f = 0,150; p > 0,01). Kpome Toro, conuanbHasi MoAAepKKa He
CMSTYaeT CBSI3b MeX/Jy paboyuM CTpeccoM U mpodeccHoHaIbHOU MpuBepkeHHOCThIO (f = -0,016; p >
0,01), HO 06YCJIOBJIMBAET CBSI3b MEX/y pab0YUM CTPECCOM U YA0BJIETBOPEHHOCTHIO KU3HBIO (f = -0,120;
p< 0,01). OrpaHuyeHus uccaenoBaHUs. McciaejoBaHre OrpaHUYEHO OJHOW CTPaHOW U, B YaCTHOCTH,
TOJIbKO TOCY/JapCTBEHHBIMH yHHBEPCUTETAMH, KOTOpble He MOTYT G6bITb 00061ieHbl. [losyyeHHbIE
pe3ysbTaTbl TPebyIOT 6oJiee LIMPOKOE HCCAefoBaHHe (GAKTOPOB, BAMAIIMX Ha NPodecCHOoHaJb-
HYI0 NIPUBEPKEHHOCTDb TpeInoJaBaTesel, U CBUJETEJbCTBYIOT O HEOOXOJUMOCTH yCHUJIEHUS COIMaJib-
HOU MOAJEPKKHU JJIS CHMKEHUS CTPeCca, CBA3aHHOI0 € paboTOH, U yIydlleHHs 006Iero 6J1aronoaydns
pabOTHUKOB BhICLIEr0 06pa3oBaHus. [JeHHocmb pe3yabmamos. UHTerpupys To, Kak MHOTOYHMC/IEHHbIe
npo6JieMbl paGOThI U JJUYHOH KMU3HU BJIUSIOT HA JIMYHYIO YJOBJIETBOPEHHOCTD JIIO/IeH KU3HbIO U MPO-
dbeccuoHaNbHBIMU 00513aTEJbCTBAMH, & TaKKe GaKTOPbI, KOTOPbIe CBSI3aHbI C NPOPECCHOHATBHON MPHU-
BEPXKEHHOCTBIO, 3TO UCC/IeJ0BAHNE PA3BUBAET TEOPUIO COI[MAJbHOTO OOMEHa U TEOPUI0 COOTBETCTBUS
MeX/y YeJIOBEeKOM U paboToii. Kpome Toro, ucciesoBaHre BHOCUT YHUKa/IbHBIN BKJIa/, B TOBEJ€HYECKYIO
HayKy, MU3y4asi poJib COLIMAJbHON NMOAAEPKKH CO CTOPOHBI BHYTPEHHEN OpPTaHU3aLUU U BHEIIHEH cpe/ibl
Y TO, KaK Takasl Mo/i/Iep>KKa CMArJaeT CBSI3b MeX/1y pabounM CTPecCcoM, C OHOH CTOPOHBI, ¥ Tpodeccuo-
HaJIbHOM MPUBEPKEHHOCTHIO U Y/I0BJIETBOPEHHOCTHIO }KU3HBIO, C PYTON CTOPOHBIL.

KioyeBble c0Ba: pa6oyuil cTpecc; npodeccuoHambHasi NPUBEPKEHHOCTD; COLMAIbHAsA MOAJEPXKKA;
HpenozaBaTesib; YA0BJeTBOPEHHOCTD XKU3HbI0; UH0HE3Us.
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