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Abstract. This study investigated the role of perceived organizational support (POS) as a mo-
derating variable in reducing the negative effect of teacher-researcher role conflict on psychological
well-being (work enthusiasm and emotional exhaustion). Participants were 233 lecturers from
19 universities in Indonesia. The study found that teaching-research role conflict was negatively
related to psychological well-being, POS was a significant moderating variable in this model, it
reduced the negative effect of teacher-researcher role conflict on psychological well-being.
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Introduction

As we know, the lecturer is a profession that burdened by two different roles or tasks
that have to conducted simultaneously as a teacher and researcher. On the one hand, as
a teacher, it’s related to teaching activity, the activity related to the profession of those
who give instruction, especially in an elementary, secondary, or higher education (Hav-
ighurst, 2018). On the other hand, as a researcher, the lecturer had to conduct research
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such as developing and examining theories, verifying data, and conducting experiments
(Xu, 2017).

Teaching and research are unseparated roles of the lecturer. Its reciprocal activities
of a lecturer to keep in pace with the science development (Jencks & Riesman, 1968).
Furthermore, conducting research give great benefits for a lecturer related to their duties
(Kingman, 1993), because making research as a basis of instruction is needed in higher
education. But, the dual role makes excessive workload to the lecturer is high.

Teaching and conducting research at the same time is the job demands of the lec-
turer profession. Still, some literature states it is hard to do these roles, as a teacher and
researcher, simultaneously. In the Scarcity Model (Moore, 1963), the Personality Model
(Eble, 1976) and the Divergent Rewards Model (Ladd, 1979). The three models state that
doing too much role or task at the same time or the same job has a high possibility of
experiencing role conflict because of a deficiency of time and energy. Each role or task
had not only different characteristics that require different characters (personalities), but
also had different reward schemes, in the end, it drives a lecturer to more focus on one
role and less attention to the others as consequences.

In the job demands-resources (JDR) model, job demands related to work targets, work
pressure, and everything both physically and psychologically required in a job. Moreo-
ver, job resources related to the tools used by employees to reduce job demands such as
job facilities, career paths, and colleagues’ support (Demerouti, Bakker, Nachreiner, &
Schaufeli, 2001). Thus the dual role that experienced by the lecturer is part of job demands.

Previous studies found the higher the role conflict experienced by the lecturer, the
lower the psychological well-being of the lecturer (Cao, Shang, & Meng, 2020; Xu, 2017).
Moreover, 60% of burnout mostly explained by role conflict (Xu, 2017). Besides, psycho-
logical well-being takes an essential role in the learning and instruction due to related
to the work enthusiasm and emotional exhaustion of the lecturer (Arens & Morin, 2016;
Klusmann, Kunter, Trautwein, Liidtke, & Baumert, 2008). These show us the significant
effect of role conflict on psychological well-being and drive us to have more concern
about the role conflict that experienced by the lecturer due to the negative effect, and
how to mitigate this negative effect.

As indicated by the JDR model, job resources will mitigate the negative impact of
job demands on the well-being of employees caused by excessive job demands. Several
previous studies have focused on the mitigating effects of job resources on job demands
partially such as self-efficacy, optimism, job autonomy, and time control (Fernet, Austin,
Trépanier, & Dussault, 2013; Llorens, Schaufeli, Bakker, & Salanova, 2007; Xanthopoulou,
Bakker, Demerouti, & Schaufeli, 2007). But, how the job resources process reduces the
negative impact of the job demands, teacher-researcher role conflict on psychological
well-being, has never been directly examined.

One of the job resources that play an essential role in reducing the negative impact of
job demands is perceived organizational support (POS) (Rhoades & Eisenberger, 2002).
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POS is the employees’ perception of how the organization values employee contributions
and how the organization cares about the psychological well-being of the employee
(Eisenberger, Fasolo, & Davis-LaMastro, 1990). Previous studies found that POS act as
a job resource in reducing the negative impact of role conflict. Unfortunately, no study
has tested how the role of POS in reducing the negative effects of the teacher-researcher
role conflict (job demands) on psychological well-being. So, this study poses the role of
POS as a moderating variable in the link between teacher-researcher role conflict and
psychological well-being.

Theoretical Framework

Teacher-researcher role conflict and psychological well-being

Being a teacher on higher education means ready to face the dual role profession as
a teacher and researcher. It means the lecturer can not only teach well but also must
conduct well research simultaneously (Xu, 2017). The dual roles that must be undertaken
by lecturers make excessive workload due to a deficiency of time and energy. So it makes
lecturers more vulnerable to experiencing role conflict. Moreover, at least three models
explain that it is difficult to carry out more than one role or task in the same work opti-
mally. It’s lead the lecturer to experience the role conflict.

In the scarcity model (Moore, 1963), too many roles or tasks in the same job lead
someone to the high possibility of role conflict because of a lack of energy and time. It’s
led to focuses on one role and less attention to the others as a consequence. In line with,
the divergent rewards model (Ladd, 1979) found that teaching and research have different
reward schemes, then drive the employee to focus more on the activity or role that gives
a higher return. It means there is a role or task that will be neglect as a consequence.
In the personality model (Eble, 1976), teaching and research are jobs with different
characteristics; thus, they require different characters. Researchers need a lot of time of
less distraction to focus, and it will be helpful to working alone. At the same time, the
teachers have to communicate and interact with students and have a high possibility to
be more distracted.

The three models indicate that it is hard being a teacher and a researcher at once. The
demands to carry out all roles in the optimum lead the lecturer has a high possibility to
experienced role conflict due to excessive workload. According to the JDR model (De-
merouti et al., 2001), the excessive workload will drain the energy and strain that caused
stress to the employee. Then it has a negative effect on psychological well-being. Previ-
ous studies show that job demands highly related to psychological well-being (Bakker,
Demerouti, & Euwema, 2005; Hakanen, Bakker, & Schaufeli, 2006; Rafsanjani, Pamung-
kas, & Rahmawati, 2019; van den Tooren & de Jong, 2014).
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Psychological well-being refers to the optimum condition of psychological and work
experience (Ryan & Deci, 2001). Its seen from the work enthusiasm and emotional exhaus-
tion (Aldrup, Klusmann, & Liidtke, 2017; Rafsanjani & Rahmawati, 2019). The optimum
condition of psychological and work experience marked by positive things that are felt,
e.g., work enthusiasm and job satisfaction, and the non-appearance of the negative, e. g.,
emotional exhaustion and stress (Diener, Suh, Lucas, & Smith, 1999; Kunter et al., 2008;
Watson, Clark, & Tellegen, 1988).

Work enthusiasm is the feeling of enjoyment and excitement related to the job and
reflected the more engage or more involve in a job or task (Kunter et al., 2008). Meanwhile,
emotional exhaustion refers to the negative emotion and fatigue due to job demands.
It’s reflected in the physical fatigue and the lowest point of psychological and emotional
condition (Wright & Cropanzano, 1998).

In sum, the job demands of the lecturer, being a teacher and researcher at once, lead
to the role conflict experienced. This research used the role of conflict as a predictor of
the psychological well-being of the lecturer.

The mitigating effect of perceived organizational support (POS)

Aswe mentioned earlier in the JDR model, job resources will interact with and reduce
the negative effect of job demands. Previous research shows that perceived organizational
support (POS) is one of job resources. POS related to the perception of the employee on
how the organization or workplace values the employee contributions and cares about
the psychological well-being of the employee (Eisenberger et al., 1990).

The previous finding shows that employees’ POS positively related to job responsi-
bilities, expressed emotional, organizational, and job engagement and their innovation
without direct reward or individual acknowledgment (Eisenberger et al., 1990). Some
studies show when the employees felt greater support from the organization, they are
easier to deal with distress or strain and tend to be more committed to the job (Casper,
Martin, Buffardi, & Erdwins, 2002; Parasuraman, Greenhaus, & Granrose, 1992). Be-
sides, POS leads to the positive work attitude and performance (Rhoades & Eisenberger,
2002), mental health (Hao, Wang, Liu, Wu, & Wu, 2016), and also lessen the effect of
role conflict on work outcomes (Huang, Fan, & Fu, 2007). It’s proven that POS seems to
act as a job resource and reducing the negative effect of role conflict.

Therefore, it’s reasonable if the POS acts as job resources that could reduce the nega-
tive effect of teacher-researcher role conflict. POS is increasing the lecturer’s belief that
they cared for and helped by the university, and its worthy of giving high effort due to
dual role, as a teacher and researcher, to get more in the future. Finally, it will reduce
emotional exhaustion and raise work enthusiasm.

The previous studies show that POS acts as job resources then reduces the negative
effect of role conflict (Casper et al., 2002; Parasuraman et al., 1992; Rhoades & Eisen-
berger, 2002; Vigoda-Gadot & Meisler, 2010). But, how the role of POS in reducing the
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negative effects of the teacher-researcher role conflict (job demands) on psychological
well-being is not clear. So, the present study tries to put the POS as a moderating variable
to explain how the role of the POS in reducing the negative impact of the role of conflict
on psychological well-being.

Based on the theories, the research hypotheses are:

H1. The teacher-researcher role conflict has a negative effect on the psychological well-

being of lecturers (reduce work enthusiasm and increase emotional exhaustion,).
H2. Perceived organizational support play as moderating variable in mitigating the

negative effect of teacher-researcher role conflict on the psychological well-being of
lecturers.

T-R Role
Conflict (TRC)

4 Emotional
i Exhaustion (EE)
\ S

Perceived Org.
Support (POS)

Figure 1. Research Model

Method

Sample

This study was conducted on 250 lecturers as a sample due to SEM analysis that
requires a sample size of 150-400 (Hair, Black, Babin, & Anderson, 2010). Still, only
233 responses were validated due to the sample requirements. The sample is taken ran-
domly from nineteen large urban universities, and coming from five large islands in
Indonesia. All selected samples must meet the requirements, conducting teaching and
research activities for at least the last three years.

Instruments

We adapted five items (e.g. “the demands of my teaching interfere with my research,”
“due to teach-related duties, I have to make changes to my plans for research activities”)
from the work-family conflict scale (Netemeyer, Boles, & McMurrian, 1996) to measure
the teacher-researcher role conflict. We were also adopting six items (e.g., “teaching is
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fun for me,” “I really enjoy teaching”) from Aldrup, Klusmann, Liidtke, Gollner, and
Trautwein (2018) and Kunter et al. (2008) to measure work enthusiasm. Four items (e.g.
“I sometimes feel really used up at the end of a school day,” “I often notice how listless I
am at school”) from Maslach Burnout Inventory — Educators Survey (MBI-ES) (Maslach,
Jackson, & Leiter, 1997) to measure emotional exhaustion. Perceived organizational
support was measured using seven items that adapted from the POS scale (Eisenberger,
Huntington, Hutchison, & Sowa, 1986). All the instruments are valid (loading factors
>0.7), and reliable (alpha Cronbach >0.8) (Hair, Black, Babin, & Anderson, 2010; Maholtra,
1996; Solimun, Fernandes, & Nurjannah, 2017).

Data Analysis

We used structural equation modeling (SEM) in WarpPLS 6.0 to examine the research
model. Before we test the research hypothesis, we conduct the goodness of fit test of our
research model. The result indicates our research model is fit (APC < .001; ARS < .001,
AVIF = 1.258, GoF = .287) (Solimun et al., 2017).

Result and Discussion

Result

The results of the 250 questionnaires given to the random sample, only 233 met the
criteria, conducting teaching and research in at least the last three years. The result (table
1) shows that of the 233 samples, the majority were male (56%) and female the rest (44%).
Meanwhile, the educational background of the sample is mostly masters (83%) and holds
doctorate degrees (17%) for the rest.

Table 1
Respondents Characteristic (N = 233)
)y %
Man 131 56%
Gender
Women 102 44%
. Master 193 83%
Educational Background
Doctor 40 17%

Table 2 shows us the mean, standard deviation, and correlation among the variable
of this study. The result shows that TRC related to WE, EE, and POS. But WE did not
relate to EE.
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Table 2
Mean, Standard Deviations and Correlation Among Variables (N = 233)

Items Mean ls)tgv TRC WE EE POS
TRC 5 4.81 1.35 -
WE 6 4.62 0.41 -.40* -
EE 4 4.67 1.24 429 -.235 -
POS 7 4.62 1.16 .693** 437+ -.573** -

Note: *p < 0.05; *p < 0.01; TRC = teacher-researcher role conflict, WE = work enthusiasm,
EE = emotional exhaustion, POS = perceived organizational support

The analysis was run by WarpPLS to examine hypotheses 1 and 2 simultaneously. The
result (figure 2) shows us that TRC has a negative effect on WE (8 = -.15, p < .01) and a
positive effect on EE (S = .40, p < .01). Moreover, POS moderates the relation between
TRC and WE (f =. 09, p =.03), also TRC and EE (8 =-.12, p =. 02).

p=0.40 EE
620.09 P<.01) N
(P=0.03) . R2=0.23

| p=-0.12
. (P=0.02)

Figure 2. The output of data analysis

General Discussion

The result (figure 2) shows that teacher-researcher role conflict has a negative effect
on work enthusiasm and a positive effect on emotional exhaustion. It indicates the
teacher-researcher role conflict experienced by the lecturer not only reduces the work
enthusiasm of lecturers but also raising emotional exhaustion. These are in line with the
JD-R model. Job demands closely related to the psychological condition of the employee
(Demerouti et al., 2001). This study also aligned with the scarcity model that employee
with so many roles or task is easier to get role conflict (Moore, 1963) because of its drains
energy, both physic and emotion.

Pedagogika | 2020, t. 138, Nr. 2 31



Also, the finding strengthens the personality model that states each job has a unique
character that also requires a unique personality of employees (Eble, 1976). As mentioned
in the theoretical framework, teaching and research have different characteristics; thus,
it’s hard to be good in two different jobs simultaneously. As a consequence, the dual role
makes excessive workload of the lecturers and ultimately will reduce the work enthusi-
asm and increase emotional exhaustion. Besides, the divergent reward model that states
each job has a different reward scheme (Ladd, 1979), its lead lecturer to focuses on the
role that provides greater reward and neglect the others. It’s mean the two roles (teacher
and researcher) will lead the lecturer to the role conflict.

Moderatio effect of POS

The result shows that POS significantly moderated the link between role conflict and
work enthusiasm, also between role conflict and emotional exhaustion. These also show
us that POS play a positive moderating variable in the relationship between teacher-
researcher role conflict, and a negative moderating variable between teacher-researcher
role conflict and emotional exhaustion. The result indicates that POS, as job resources,
reduce the negative impact of teacher-researcher role conflict on work enthusiasm and
emotional exhaustion. Moreover, a lecturer with high POS reports high work enthusiasm
and low emotional exhaustion - regardless of high role conflict.

This finding proved that POS is one of the job resources that reduce the negative
impact of job demands. In this study, POS act as a moderating variable in reducing the
negative effect of role conflict (Casper et al., 2002; Rhoades & Eisenberger, 2002). The
greater university support makes a lecturer feel recognized, valued, and feel worthy to
carry out the dual role simultaneously, thereby reducing the negative effect of teacher-
researcher role conflict that experiences by the lecturer on work enthusiasm and emo-
tional exhaustion. Moreover, this study also declines the previous study, which stated
that POS did not significantly moderate the link between teacher-researcher role conflict
and emotional exhaustion (Xu, 2017). Our findings show that the higher POS, the lower
the emotional exhaustion of the lecturer, regardless of the high role conflict that expe-
rienced. Furthermore, the present study successfully explained how the role of POS in
reducing the negative impact of the teacher-researcher role of conflict on psychological
well-being, which in previous studies was not clear.

This result also shows that university support is needed by a lecturer to carry out
the high job demands, as a teacher and researcher. With the support, the lecturer feels
recognized and valued for the efforts made to carry out the task well. Besides, university
support is also felt like a form of organizational concern for the employees’ condition,
and ultimately increase work enthusiasm and reduce emotional exhaustion. It proves
that POS can reduce the negative impact of teacher-researcher role conflict. The results
also parallel with the previous studies which organizational support positively related
to employee commitment and reduces the stress of role conflict, work attitude, and
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performance, mental health and lessen the effect of role conflict on work outcomes
(Casper et al., 2002; Hao et al., 2016; Huang et al., 2007; Rhoades & Eisenberger, 2002).

Conclusion

This study found that teacher-researcher role conflict significantly related to psycho-
logical well-being reduces work enthusiasm and increases emotional exhaustion. Besides,
our study shows that perceived organizational support significantly plays a moderating
role in the relation between teacher-researcher role conflict and psychological well-being.
When the lecturer felt high POS, the negative effect of TRC on WE and EE will decrease.
Finally, the university should pay more attention to reduces the negative effect of role
conflict by providing better support to the lecturers.

This study provides several pieces of evidence that TRC and POS should be of concern
to the university. First, the administrator might start thinking of how to reduce the job
demands of lecturers, such as redesigning the structure of work by reducing the number
of teaching hours and allowing lecturers to research according to their preferences. It aims
to reduce the workload of lecturers that make strain so that it is expected to increase work
enthusiasm and reduce emotional exhaustion. Second, the university is also expected to
provide better organizational support by optimally providing lecturer needs. This will
make the lecturer feel valued and supported by the institution and ultimately increase
work enthusiasm and decrease emotional exhaustion.
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Santrauka

Déstytojui vienu metu reikia baiti ir mokytoju, ir tyréju, taip susidaro pernelyg didelis kraivis.
Kaip nurodoma literatiiros Saltiniuose, kiekvienam zmogui yra sunku vienu metu suderinti per
daug vaidmeny ir tinkamai juos atlikti. Be to, tuo paciu metu atliekant per daug vaidmeny, yra
daug galimybiy patirti vaidmeny konfliktus dél laiko ir energijos tritkumo. Ankstesni tyrimai
rodo, kad vaidmens konfliktas kenkia psichologinei savijautai. Tyrimo tikslas — istirti, kaip
galima suSvelninti neigiamg vaidmens konflikto poveik] tarp tyré¢jo ir déstytojo. Remiantis
darbo poreikiy-istekliy modeliu, matyti, kad darbo iStekliai sumazina neigiama darbo poreikiy
poveikj. Atsizvelgiant | ankstesniy tyrimy iSvadas, suvokiamas organizacinis palaikymas
(angl. perceived organizational support) yra priskiriamas prie darbo istekliy ir nagrin¢jamas
kaip moderuojamas kintamasis, kuris sumazina mokytojo-tyréjo vaidmens konflikto poveikj ir
pagerina psichologing savijautg.

Gauti rezultatai atskleidzia, kad nepaisant didelio vaidmens konflikto déstytojy, turinéiy
auksta suvokiamo organizacinio palaikymo rodiklj, zymiai geresné psichologiné savijauta.
Sitloma universitetams stiprinti suvokiama organizacinj palaikyma, kad bity sumazintas
neigiamas mokytojo-tyréjo vaidmens konflikto poveikis.

Esminiai zodzZiai: suvokiamas organizacinis palaikymas, mokytojo-tyréjo vaidmens konfliktas,
psichologiné savijauta, déstytojas.
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