JBSO, 2025 (14); 17-34
https://doi.org/10.32038/JBS0.2025.14.02

INTERNATIONAL JOURNAL OF
BEHAVIOR STUDIES IN ORGANIZATIONS

Organizational Support for Lecturer
Performance with Psychological Well-
Being as Mediation

Yuyuk Liana®”®, Eko Priyo Purnomo?®, Bunyamin Bunyamin®,

Endang Suswati*®, Ernani Hadiyati®

!Malangkugecwara College of Economics, Indonesia
2Muhammadiyah University of Yogyakarta, Indonesia
3Gajayana University, Indonesia

Received: 03 June 2025 Revised: 08 August 2025 Accepted: 19 August 2025

ABSTRACT

This study aims to examine the influence of organizational support on lecturers' performance with
psychological well-being as a mediating variable. The quantitative methodology the collected data. The
data processing process in this study uses Smart PLS 3 software. Statistical analysis shows that
organizational support either directly or indirectly affects performance. Psychological well-being serves
as a key link between organizational support and lecturer performance. In higher education, it fosters
enthusiasm, dedication, and effective workload management, enabling lecturers to develop professionally
and contribute to the Tri Dharma of Higher Education. The findings of the study confirm that
organizational support is a key pillar in supporting lecturer performance, which is strengthened by the
unique role of psychological well-being as a bridge between the two. This study recommends that
universities establish targeted policies to reinforce organizational support and take tangible steps, such as
upgrading facilities, expanding access to technology, enhancing the quality of scientific journals, and
fostering a supportive work environment. Further actions include acknowledging accomplishments,
advancing career development, and providing programs to boost psychological well-being, such as stress
management training, mentorship, and counselling. Incorporating these initiatives will foster a productive
academic environment, enhance lecturer loyalty, and continually strengthen the institution’s reputation.
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Lecturer performance is one of the key indicators of success in ensuring the quality of higher
education institutions (Srinadi et al., 2024), measured by specific indicators, namely the fields
of Teaching, Research, and Community Service (Sukanti, 2023). Carrying out the Tri Dharma
of Higher Education. Moreover, Factors of Professionalism and Competence of Lecturers
(Qurtubi, 2023) who actively contribute to improving the performance of lecturers and
institutions that provide opportunities for professional development, allowing lecturers to
improve their skills and knowledge (Widodo, 2019). Therefore, it is necessary to evaluate the
performance of this approach to determine its impact on improving the quality of learning and
optimal lecturer performance (Fandir, 2024).

One of the important aspects in assessing lecturer performance is the achievement of
academic positions, which reflects competence, scientific productivity, and lecturers'
contribution to the Tri Dharma of Higher Education. But. Based on available data, there is still
an inequality in the distribution of academic positions among lecturers, especially in LLDIKTI
Region VII East Java, where most of them are still at the level of Expert Assistants and
Lecturers, while the levels of Head Lecturers and Professors are still few. Lecturer
demographics in East Java, particularly within the LLDIKTI Region VII, exhibit a range of
functional positions. The East Java LLDIKTI Region VII Performance Report (Lapkin) states
that most lecturers are teaching staff or serve as Expert Assistants. Teaching staff make up the
largest group, at 34.9%. Those holding Expert Assistant positions follow at 33.2%. Lecturers
in Lecturer and Head Lecturer roles make up 24.7% and 5.8%, respectively. Professors, the
highest position, are only 1.5%. These numbers show most lecturers in the region are at entry
to intermediate levels. This allows for a valuable review of early-career lecturer performance
and well-being.

This phenomenon indicates that there are challenges in the development of lecturers'
academic careers, which may be influenced by many factors, including support from
institutions and psychological well-being. The imbalance in the level of academic positions
shows that there are still many lecturers who have not achieved optimal performance,
especially in terms of research and scientific publications. For this reason, strong organizational
support, such as research facilities, training, and award systems, is needed to encourage
lecturers' productivity in conducting scientific research and publications.

There is inconsistency in the findings of some previous studies that show that organizational
support does not always have a direct effect on performance (Chiang & Hsieh, 2012; Darman,
Hamzah et al., 2017). In addition, the majority of studies tend to focus on the direct relationship
between organizational support and performance, but fail to dig deep into the mechanisms of
psychological well-being that serve as mediators in these relationships. Related to this,
psychological well-being is conceptualized as an intrinsic mechanism that facilitates the
relationship between these relationships, because individuals who have a high level of
psychological well-being tend to be more motivated, and have the ability to manage work
demands better, which has an impact on more optimal performance. Furthermore, this study
fills in a gap by developing a model that places psychological well-being as a strategic element
in the process of improving lecturer performance, which has been poorly explored in the human
resources literature. This approach enriches understanding of how organizational support can
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translate into optimal performance through improved lecturer psychological well-being (Yang
et al., 2024).

Another factor that has a great influence on lecturer performance is Organizational Support,
which includes policies that support lecturer career development, the provision of adequate
resources, and a conducive work climate, in addition to Training, Performance Evaluation
(Hanh, 2023), which is part of institutional policies that support the professional development
of lecturers. In this context, lecturers can enhance their abilities and competencies, enabling
them to deliver optimal performance in higher education institutions. When lecturers feel
supported by the institution, they will feel appreciated and will work with full responsibility,
which will have an impact on improving performance (Aziti, 2022; Ma et al., 2023; Wang,
2022).

In an effort to improve the quality of Higher Education, the organization's support for
educators cannot be ignored. When an organization provides sufficient support, it leads to a
more positive and productive work environment for educators (Hall, 2022), and can improve
psychological well-being, which will consequently affect the improvement of educator
performance. This phenomenon can be attributed to the fact that institutional support has a
direct impact on many psychological and professional dimensions of educators, which, in turn,
leads to improved performance. The organization's constant support causes individuals to feel
supported by the organization, thus promoting higher psychological well-being and lower
emotional levels (Artar & Erdil, 2024; Wang et al., 2022).

Psychological well-being plays an important role in influencing productive work behaviour
in an institution. Employees, which directly impacts performance improvement. Therefore,
psychological well-being is a strategic element in human resource management in the
university environment. Psychologically well-off individuals tend to be more creative,
responsible, and able to communicate well with others in the academic environment, which
will ultimately improve their overall performance (Moreno-Milan et al., 2021; van der Ross et
al., 2022; Wyman et al., 2022). In this study, we will develop a model that explains how
organizational support affects performance through psychological well-being mediation.
Where this approach enriches the human resource literature by placing psychological well-
being as a strategic element in the process of improving performance.

Literature Review

Organizational Support
Organizational Support indicates the extent to which employees are confident that the

organization recognizes their contributions and cares about their overall well-being (TUNA).
Organizational support is considered an important resource that has the potential to mitigate
the negative impact of role conflicts faced by faculty who are expected to balance teaching and
research (Rafsanjani et al., 2020). The increase in support for the eating organization can lead
to improved performance among lecturers (Ridwan, 2022). According to social exchange
theory, when employees feel supported by the organization, they have a moral responsibility
to perform their work wholeheartedly, leading to improved performance (Rajaa & Mekkaoui,
2025). The relationship is reciprocal, meaning that positive treatment from institutions, such as
lecturers, can lead to opportunities for career development and appreciation for their work,
ultimately impacting optimal performance.
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Organizational support indicators serve as a concept to determine employee care. This is
important because it is a key factor in building positive relationships between individuals and
institutions, which in turn creates harmonious working relationships and fosters good
performance. Statement from (Ridwan, 2022) These indicators include: (1) Supervisor
Support, includes: the interests of employees, providing assistance, concern for welfare, work
success, (2) Justice, including: lecturer contributions, recognition of extra work, lecturers' goals
and values, responding to complaints, (3) Organizational Awards, and (4) Indicators of Work
Conditions, namely: job satisfaction, attention, pride, interesting work. Next statement (Eviana,
2024) consists of: (1) Fair Treatment, (2) Satisfactory Compensation, (3) Involvement in
Decision Making, (4) Career Opportunities, (5) Performance Recognition, (6) Peer Support,
and (7) Leadership Support. These indicators are expected to help the organization create a
good environment and foster mutual cooperation among employees, thereby impacting the
institution's goals.

Psychological Well-Being
Psychological well-being is crucial aspect of lecturers' lives, as it directly impacts their

motivation to teach and productivity, enabling them to focus on their teaching responsibilities
and manage their workload effectively (Krishnan, 2022). In addition, it also leads to mental
health and overall individual happiness, which significantly impacts performance
(Dhanabhakyam & Sarath, 2023; Muhammad & Martyrs, 2022; Putra et al., 2023). Lecturers
who have a high level of psychological well-being tend to have a more positive outlook on life,
are able to build good interpersonal relationships, and show resilience in the face of academic
pressure, such as the burden of teaching, research, and community service. Related to this, this
is a crucial element in supporting the sustainability of optimal lecturer performance in an
institution.

To understand more comprehensively the psychological well-being that affects
performance, it is critical to identify the dimensions that make up those constructs.
Psychological well-being (Ryff & Keyes, 1995) Includes: (1) Self-government (2) Skill milieu
(3) Personal growth (4) Meaningful and supportive relationships (5) Objectives in life and (6)
a positive attitude Yourself. Meanwhile, according to Henriquez et al. (2021), the indicators
include: (1) Alignment Personal life goals with work responsibilities, (2) Positive relationships,
(3) Autonomy, (4) Life goals, and (5) Self-development. Psychological well-being is a crucial
aspect of an employee's life, directly influencing their ability to cope with work-related
pressure. This, in turn, strengthens their capacity to deal with the challenges posed by the
increasingly dynamic work environment. Furthermore, the psychological condition of lecturers
can be objectively and holistically assessed based on these challenges.

Performance
Performance is the effort of an employee and the results they achieve in the job, which includes

the duties and responsibilities in completing the job (Yang et al., 2024). The concept of
performance describes the extent to which individuals can meet set goals and carry out their
responsibilities effectively, thereby impacting the overall organizational goals. Good
performance is essential for companies because it allows employees to carry out their duties
effectively (Chalisa & Prawitasari, 2024). Furthermore, the performance of lecturers is the
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results achieved from the individual's work activities over a period of time (Maghfirah et al.,
2023) and Evaluations that consider teaching, research, and community service, and are
supported by a systematic assessment process aimed at encouraging continuous and
professional improvement (Thalhah et al., 2022). Performance in these areas is very important
to assess the quality of higher education institutions (Nurhadi et al., 2024). Therefore, the
assessment of lecturers' performance is the main goal for universities to maintain academic
quality. Institutional support, continuous training, and a conducive work environment are
important factors that can encourage lecturers to further optimize their professional roles. Thus,
the performance of educators not only affects individual achievement but also improves the
overall quality.

Lecturer performance indicators can help to provide assessments for lecturers to carry out
their duties and responsibilities in their work. The lecturer performance indicators include
(Sulatini, 2025): (1) Impotencies Tri Dharma, (2) Professional development, (3) Teaching
Effectiveness, (4) Research Contributions, (5) Workload Management, (6) Collaboration and
Teamwork, (7) Evaluation and Feedback Mechanisms. Next (Sulistiarini, 2024) among others:
(1) compensation received by lecturers, (2) responsibilities and duties given to lecturers, (3)
Work environment, (4) Teaching experience, (5) Professional Development Opportunities.
Consider other factors (Hiswara et al., 2023): (1) Teaching effectiveness, (2) Research
productivity, (3) Professional services, (4) Organizational commitment, and (5) Management
practices. Statement (Saragih, 2022) such as: (1) Skills, (2) Abilities and motivation, and (3)
Feedback and Evaluation. The performance indicator provides an overview of the significant
dimensions in the implementation of the Tri Dharma of Higher Education responsibilities, and
it is hoped that this indicator can show that lecturer performance assessments can be evaluated
systematically, objectively, and measurably, thereby assisting the institution in the process of
evaluation and formulation of strategic decisions.

Hypothesis Development

The Direct Influence of Organizational Support on Performance
Organizational support indicates an individual's assessment of the extent to which the

organization can value their contributions and prioritize their well-being, which is considered
to have an important role in influencing behaviour and performance outcomes. When lecturers
feel support from the organization, they tend to show high motivation, be more careful in
carrying out their work, have a strong sense of organization, and increase dedication to their
responsibilities. The phenomenon has an impact on improving their performance, which
includes teaching, research, and community service.

Organisational support is not only limited to formal recognition of lecturers' performance,
but also includes more fundamental elements such as a sense of security and comfort at work,
opportunities for professional development, opportunities and encouragement in developing
careers, rewards, and a sense of community in the work environment. In addition, if lecturers
feel supported, they will tend to actively participate in various activities, both academic and
non-academic, and be more open to innovations and changes, demonstrating their ability to
collaborate with others. In academic institutions, this support can be manifested through the
availability of learning facilities, awarding awards for the work that has been done, and
developing lecturer competencies through training programs, seminars, and research. This
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shows that with better organizational support for employees, it will reflect optimal performance
improvement. This statement is in line with the research that has been conducted by Chu et al.
(2023) and Li et al. (2022). The hypothesis:

H1: The direct influence of organizational support on performance.

The Effect of Organizational Support on Psychological Well-being
Organizational support not only impacts the performance aspect but also has a significant

contribution to the psychological well-being of individuals. In the academic context, lecturers
who believe their institution supports their attention and well-being are more likely to
experience positive psychological conditions. This is very important because it will reflect the
condition of the organization that is oriented towards the development of human resources
holistically. In addition, it will also create a conducive academic atmosphere that is expected
to focus not only on the achievement of the institution's targets, but also on the emotional
balance and psychological well-being of the individuals who are part of the organization.

In social support theory, the support of the work environment plays an important role in
reducing psychological stress and improving mental balance. Support obtained from superiors,
colleagues, and organizational policies can create a sense of security and comfort at work. For
the long term, continuous support has an influence on the resilience of each individual in facing
work stress, self-development, career development, and improvement of individual
competencies. So, with the condition that lecturers feel supported by the organization, it will
further increase their motivation in working both in the field of research and community
service, career planning with the management of their academic positions, in addition to
developing themselves by increasing the professionalism of lecturers which as a whole shows
that they will feel more prosperous psychologically. Thus, the organization needs to pay overall
attention to employee development, which will have an impact on the overall psychological
well-being of employees. In line with the research that has been carried out by (Nong et al.,
2022; Wang et al., 2022). The hypothesis:

H2: The direct effect of organizational support on psychological well-being.

Effect of Psychological Well-being on Performance
Psychological well-being is a positive mental condition characterized by strong feelings about

work, high motivation, and a sense of living life with meaningful value. This condition also
includes the individual's ability to manage stress, foster healthy social relationships, and have
the ability to face challenges. In the academic world, the psychological well-being of lecturers
greatly determines the quality of their performance, particularly in the context of the Tri
Dharma of PT. Lecturers with high psychological well-being tend to exhibit greater work
involvement and a stronger sense of organizational belonging, which in turn enhances their
performance of professional duties and responsibilities. So psychological well-being has a
significant direct influence on various aspects of lecturer performance.

Psychological well-being is the main foundation in shaping the drive in individuals to work
optimally. This condition will encourage lecturers to engage in more meaningful work, thereby
enabling them to make the best contributions in teaching, research, and community service. A
positive mental state contributes to better cognitive abilities, including the ability to solve



International Journal of Behavior Studies in Organizations 14 (2025)17-34 23

problems quickly and precisely, think critically, and make effective decisions, all of which
impact superior academic performance. Thus, psychological well-being not only strengthens
work morale, but also becomes an important element in improving the quality of social
interaction, creativity, and productivity. Therefore, efforts to improve lecturer performance
should start from creating working conditions that support psychological well-being as a whole
and sustainably, where this will have an impact on performance. This is in line with Liu (2024).
The hypothesis:

H3: Direct effect of psychological well-being on performance.

Indirect Influence of Organizational Support on Performance through Psychological Well-
Bein

The fupport provided by the institution not only has a direct impact on improving individual
performance, but can also have an indirect influence through the mediating role of
psychological well-being. Employees who receive organizational support will reflect a more
consistent psychological state. So they will feel valued for their presence in the organization.
Meanwhile, psychological well-being indicates an individual's ability to cope with various
work pressures, maintain a stable mentality, and demonstrate a high willingness to perform
assigned tasks. So when employees' psychological well-being improves, they are better able to
develop positive attitudes, think clearly and rationally in decision-making, and foster good
relationships with colleagues. For this reason, psychological well-being serves as an important
bridge that connects organizational support with a variety of positive work behaviours in the
organizational environment.

The form of appreciation given to lecturers for their contributions to the institution, attention
to welfare, will create a positive work environment and lead to an improvement in the
psychological well-being of lecturers. Feeling valued and supported will reduce the level of
tension at work, as well as foster high confidence and optimism. Lecturers who feel
psychologically prosperous, having a more stable mental and emotional condition, will
complete assignments of higher quality, leading to optimal improvement in lecturer
performance. Thus, it can be stated that with organizational support in improving psychological
well-being, which in turn will have a positive impact on professional performance. In line with
the research conducted by Kuang et al. (2023) and Moreno-Milan et al. (2021). The hypothesis:

H4: Indirect effect of organizational support on performance through psychological well-
being.

Research Model
Numerous studies have investigated the relationship between lecturer performance and

organizational support; however, the underlying mechanisms remain unclear. This study
proposes that psychological health mediates this relationship. Figure 1 presents a research
model illustrating how organizational support enhances psychological well-being, which in
turn improves lecturer performance.
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Figure 1
Research model
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Method
This study employs a quantitative, explanatory research design to examine the causal

relationship between organizational support, psychological well-being,
performance. This study focused on permanent lecturers at private universities in the Greater
Malang area. Purposive sampling was applied, selecting lecturers with at least two years of
experience to ensure respondents had sufficient knowledge of organizational support and
performance in their work environment.

and lecturer

Data were collected by distributing online questionnaires to respondents from various

private universities. A total of 68 responses were obtained. Stratified sampling ensured
proportional representation from each institution, with strata defined by lecturers' institutional
affiliation.
This study measured three main variables using a questionnaire with a 5-point Likert scale,
where 1 indicated "Strongly Disagree" and 5 indicated "Strongly Agree." The demographic
data show that most respondents were female (54.4%), with the largest age group between 36
and 45 years (47.1%). Most held master's degrees and had 6 to 10 years of work experience,
indicating the sample primarily consisted of experienced lecturers. The operationalization of
variables and indicators is presented in Table 1.

Table 1

Variable, Indicator, and Items

Variable Operational Definition Indicator Items

Organizational ~ Organizational support is 1. Justice 1. The management at my
Support considered an important 2. Appreciation university treats all

resource that has the 3. Career Opportunities lecturers fairly.

potential to mitigate the
negative impact of role
conflicts faced by faculty
who are expected to balance
teaching and  research
(Rafsanjani et al., 2020).

4. Involvement in
Decision Making

. My opinion is

. The university gave me a

deserved reward for my
work performance.

. I feel like I have a clear

opportunity to improve my
career here.

often
considered in important
decision-making processes
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Variable Operational Definition Indicator Items
Psychological Psychological well-being is 1. Self-government 2. I was able to make my own
Well-Being an important aspect in the 2. Life Purpose decisions without being
life of lecturers, because it 3. Positive Attitude influenced by pressure from
has a direct effect on 4. Self-Development others.
increasing motivation to 3. I have a clear purpose and
teach among lecturers and direction in my life.
being more productive, thus 4. 1 am optimistic and see the
allowing them to focus on positive side of various
their responsibilities in situations.
terms of teaching as well as 5.1 feel like I'm constantly
manage their workload growing and developing as
effectively (Krishnan, an individual.
2022).
Lecturer Performance is the effort of 1. Workload 1. I managed to complete all
Performance an employee and the results Management the teaching and research
they achieve in the job 2. Feedback and assignments according to
which includes the duties Evaluation the given deadline.
and responsibilities in 3. Teamwork 2.1 regularly receive
completing the job (Yang et 4. Professional constructive feedback to
al., 2024) Development improve my performance.

3.1 actively participate in
team projects in the
department.

4. 1 am proactive in looking
for training or workshops to
improve my competence.

Results

Analysis Descriptive
Descriptive analysis was used to provide an overview of the condition of the research variables

through the average (mean), correlation results, and standard deviation values. The following
is a description of each variable based on data collected from respondents.

Based on Table 2, the overall results of the descriptive analysis indicate that respondents'
perceptions of all research variables are in the high to very high category. The highest average
was found in the Psychological Well-being variable (4.29), indicating that lecturers have very
good psychological conditions. Followed by Lecturer Performance (4.06), which is also in the
very high category, reflecting good work performance. Meanwhile, the Organizational Support
variable (3.92) has the highest average in the high category. In general, these findings indicate
a positive relationship between working conditions and psychology with lecturer performance,
where good levels of organizational support and psychological well-being are in line with high
performance assessments.

The results on Table 2, indicate that Organizational Support was significantly and positively
correlated with Psychological Well-being (r = .68, p <.01) and Lecturer Performance (r = .39,
p < .01). Similarly, Psychological Well-Being had a significant positive correlation with
Lecturer Performance (r = .46, p <.01). These findings show that the higher the organizational
support, the higher the psychological well-being and Performance of lecturers.
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Table 2
Results of Descriptive Analysis
Variable M SD 1 2 3
1- Organizational Support 3.92 .86 1
2- Psychological Well-Being 4.29 .70 .68** 1
3- Lecturer Performance 4.06 73 .39%* 46** 1
**p <.01

Validity and Reliability Tests
This analysis uses a validity test with an outer model test tool, one of which is through

convergent and discriminant validity measurement which compares the loading factor between
the latent variable and the indicator and is declared valid if the loading factor > .7 or the loading
factor value .7 or the loading factor value > .6 but the Average Variance Extracted value is 0.5.
The results of the outer model to assess the validity and reliability of the test, using Smart PLS
are as follows:

The results in Table 3 demonstrate that your research instrument is of high quality. Each
indicator is valid, as shown by high factor loadings, and the set of questions for each variable
is reliable, indicated by strong Composite Reliability and Cronbach's Alpha values, which
means that we can proceed to the evaluation of the structural model.

Table 3
Validity and Reliability Test
Variable Constructs Loading AVE CR Cronbach's Information
Factor Alpha (o)
Organizational  Justice 714 .61 .86 .79 Valid &
Support Appreciation .80 Reliable
Career opportunities .76
Involvement in decision-making .81
Psychological  Self-government .79 .67 .89 .83 Valid &
Well-Being Life purpose 83 Reliable
Positive attitude .83
Self-development .83
Lecturer Workload management .83 72 91 .87 Valid &
Performance Feedback and evaluation .80 Reliable
Teamwork .85
Job responsibilities and duties 91

Discriminant Validity
Furthermore, for the discriminant validity test, the AVE value of a construct must be higher

than the correlation between the latent variables, or the cross-loading value (Hair et al., 2014)
should be examined. The cross-loading values presented in Table 4 indicate that this study
possesses valid discriminant validity.
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Table 4
Cross Loading
Organizational Support Psychological Well-Being Performance

DO1 74 51 .54
DO2 .80 59 .63
DO3 .76 48 .52
DO4 .81 .55 .54
KIN1 .59 49 .83
KIN2 .56 64 .80
KIN3 .59 .68 .85
KIN4 .69 .67 91
KP1 .64 .79 48
KP2 41 .83 71
KP3 47 .83 .69
KP4 .70 .80 .53

Inner Model Evaluation

Internal model testing aims to predict the causal relationship between variables, as evidenced
by the results of the determination coefficient, predictive relevance, goodness of fit, path
coefficient, and parameter coefficient. Hypothesis testing is done by bootstrapping. The results
are demonstrated in Figure 2.

Figure 2
PLS Model Inner Path Diagram
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Hypothesis Testing
As presented in Table 5, path coefficient has a value of .68 and a p-value of .000, indicating

that organizational support has a significant effect on performance, thereby supporting the
acceptance of the H1 hypothesis. Organizational support for psychological well-being with a
p-value of .009 and a path coefficient of .39, which reflects that H2 is accepted. Along with the
hypothesis of psychological well-being on performance, it was received with a p-value of .004
and a coefficient of the path of .46.
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Table 5
Path Coefficient

Original Sample P-Value Information

Performance organizational support = .39 .009 Significant
Performance

Organizational support > .68 .000 Significant
Psychological well-being

Psychological Well-Being > 46 .004 Significant
Performance

Discussion
The correlation results in Table 2 reinforce the theoretical foundation that organizational

support is not only closely related to psychological well-being, but also contributes positively
to improving lecturer performance. The strength of correlation between organizational support
and psychological well-being (r = .68) showed that supportive work environment factors can
build healthy and positive psychological conditions for lecturers. In addition, a positive
relationship between psychological well-being and performance (r = .46) indicates that
lecturers who have a high level of psychological well-being tend to be more productive,
motivated, and able to meet the set performance targets. These results are in line with previous
studies that confirm the important role of psychological factors as a link between organizational
support and performance outcomes.

Organizational Support for Performance
Table 2 shows an average organizational support score of 3.92, indicating that most lecturers

feel adequately supported. The average lecturer performance score is 4.06, reflecting strong
implementation of the Tri Dharma. Inferential analysis in Table 5 and Figure 1 demonstrates
that organizational support has a positive and significant effect on lecturer performance, with
a path coefficient of .39 and a p-value of .009. These results suggest that increasing
organizational support through facilities, recognition, or career development can directly
enhance lecturer performance (Yildiz & Caliskan, 2024). Organizational support plays a crucial
role in lecturer performance, offering an individual evaluation of the extent to which the
organization values their contribution and is concerned about their well-being, which will
impact lecturer performance (Wang, 2024). When lecturers feel strong support from the
organization, it provides a strong foundation for development and achievement. The form of
support can be in the form of the availability of adequate facilities and infrastructure, the
existence of clear career development regulations in institutions, training, seminars that support
lecturer competence, and recognition of academic achievements.

Lecturers who feel a sense of support tend to show motivation in completing their duties
and responsibilities effectively, show true loyalty to the institution, and actively participate in
the Tri Dharma of Higher Education (Nguyen & Nguyen, 2025). In addition, it will not only
increase the productivity of individual lecturers, namely in the fields of teaching, research, and
community service, but will further strengthen the quality of the institution as a whole. Previous
research has shown that organizational support can reduce work stress, enhance task
completion effectiveness, and strengthen work involvement. This is particularly relevant for
lecturers in LLDIKTI Region VII East Java, who face high performance challenges and
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increasing academic targets. The role of organizational support is crucial in creating a safe and
comfortable work environment, fostering psychological balance, and bolstering lecturers'
motivation to continue developing, ultimately leading to improved performance.

Organizational Support for Psychological Well-Being
Table 2 shows an average organizational support score of 3.92, indicating that most lecturers

perceive strong institutional support. The average psychological well-being score is 4.29, also
classified as high, suggesting lecturers generally feel positive, appreciated, and capable of
managing work demands. Inferential analysis in Table 5 and Figure 1 indicates that
organizational support has a significant positive effect on psychological well-being, with a path
coefficient of .68 and a p-value of .000. This is the strongest relationship in the research model,
highlighting organizational support as the primary factor influencing lecturers' psychological
well-being. Organizational support, as an external factor, is directly experienced by lecturers
through work facilities, recognition of achievements, and career development opportunities.
This support fosters a sense of security and value, which in turn enhances intrinsic motivation
and professional commitment. The results of this study consistently indicate that organizational
support has a significant influence on psychological well-being, in creating a more productive
work environment. Several theories and previous studies emphasize the importance of a
comfortable work atmosphere in relation to the individual's emotional state (Bonaiuto et al.,
2022; Kirkbesoglu & Ozder, 2015). The support provided is not only physical and financial
resources, but also the emotional and social aspects that are crucial for mental well-being. With
this support, they experience a comfortable psychological climate, which enables them to
become more creative in expressing themselves and face obstacles or challenges at work more
effectively.

If lecturers feel they have full support from the institution, it will encourage them to feel
recognized for their contributions and actively participate in various academic activities,
further motivating them to continue providing the best for the institution. The form starts from
the availability of adequate resources for research and teaching activities, career development
opportunities, and lecturer competency development (Paudel, 2021; Putri & Sofyandi, 2019).
In addition, further study opportunities, training, seminars, and publications can increase the
sense of competence and confidence for lecturers. Overall, this will create a better life balance,
which ultimately improves psychological well-being for lecturers. The practical implications
of these findings are clear: organizations must invest in creating a supportive, safe, and
comfortable work culture to enhance their employees' psychological well-being, ultimately
leading to improved productivity and overall organizational performance.

Psychological Well-Being to Performance
Table 2 shows an average psychological well-being score of 4.29. This suggests that most

lecturers experience positive psychological well-being, feel valued, and adapt effectively to job
demands. Table 5 and Figure 2 further demonstrate that psychological well-being has a
significant positive effect on lecturer performance. The path coefficient is .46 with a p-value
of .004. This suggests that higher psychological well-being among lecturers is associated with
improved performance in fulfilling the Tri Dharma of Higher Education. Lecturers who have
a high level of psychological well-being tend to show better performance in various aspects of
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the Tri Dharma of Higher Education. This is reflected in quality teaching, continuity in
publishing both national and international journals, periodic service activities that positively
impact the community, and the ability to cooperate or collaborate dynamically (Voitenko,
2022). Along with this, lecturers will carry out their duties more effectively, manage their
workload well, and demonstrate a dedication to their profession, becoming positive inspirations
for students and ultimately improving the quality of graduates (Fernandez, 2020).

Positive psychological well-being will give the impression that lecturers are able to face
challenges in work, be more creative in solving problems, and have enough time and energy to
carry out academic tasks and responsibilities, be more adaptive to work pressure, encourage
more innovation in teaching and research methods, which will contribute to the institution and
the development of science. Its influence on lecturer performance is crucial, as it increases
productivity (Saleem et al., 2022; Zewude et al., 2022), enhances the quality of academic
outputs, and fosters a positive image of the institution as a whole. Thus, psychological well-
being is a key factor that affects their overall performance and contributes to the success of
higher education institutions.

Organizational Support for Performance Through Psychological Well-Being
Organizational support plays a crucial role in shaping lecturer performance, and this influence

is significantly strengthened by the mediation of psychological well-being (Guan et al., 2014;
Sulistiyani, 2022). In this case, psychological well-being is a catalyst for improving lecturer
performance in various elements. Lecturers who feel psychologically prosperous tend to be
actively involved in teaching tasks by producing higher quality learning materials, and creating
an inspiring learning environment for students, as well as conducting innovative research,
journal publications, and service that have an effect on the progress of society so as to
contribute to the development of science and technology.

Organizational support not only provides facilities but also creates a positive climate that
will encourage lecturers to develop both professionally and individually. The psychological
well-being resulting from the support of this organization then becomes a strong foundation
for improving lecturer performance in various fields, ranging from teaching, research, to
community service (Vasconcelos et al., 2022). Higher education institutions should prioritize
strategic investments in organizational support to improve lecturer performance sustainably.
This approach can provide insight into how psychological well-being, as a key factor, mediates
the achievement of these goals (Christensen et al., 2021; Gast et al., 2022).

Conclusion and Further Research
Based on the results of an in-depth analysis, this study emphasizes that organizational support

is not just a supporting factor, but the main pillar that supports lecturer performance. More so,
this study highlights the unique role of psychological well-being as a bridge that strengthens
the relationship between organizational support and lecturer performance. When lecturers feel
strong, structured support from the institution, this not only improves performance directly, but
also triggers a positive circle that improves their psychological well-being. A positive work
environment, increased job satisfaction, controlled stress levels, and solid resilience are
valuable assets for lecturers to achieve the best performance in teaching, research, and
community service. These findings lead higher education institutions to view investment in
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organizational support as a transformative strategy, not just an administrative action, by placing
the psychological well-being of lecturers as a top priority to achieve sustainable and superior
academic performance. The practical implications of this research encourage institutional
managers to design holistic and integrated programs and policies, that focus not only on
improving performance, but also on improving the psychological well-being of lecturers as a
key foundation for success.

As for the next research, it can expand the scope of the sample by involving lecturers from
various types of higher education institutions, including public universities, private
universities, and polytechnics, to improve the generalization of findings. In addition, it can test
more complex mediation models by including other variables that may mediate the relationship
between organizational support and lecturer performance, such as intrinsic motivation, self-
efficacy, and life satisfaction. It is hoped that by conducting more in-depth and comprehensive
research, we can gain a better understanding of the factors that affect lecturer performance and
develop more effective strategies to improve the quality of higher education.

So the correlation results in Table 2 reinforce the theoretical foundation that organizational
support is not only closely related to psychological well-being, but also contributes positively
to improving lecturer performance. The strength of the correlation between organizational
support and psychological well-being (r = .68) suggests that supportive work environment
factors can build healthy and positive psychological conditions for lecturers. In addition, a
positive relationship between psychological well-being and performance (» = .46) indicates that
lecturers who have a high level of psychological well-being tend to be more productive,
motivated, and able to meet set performance targets. These results are in line with previous
studies that confirm the important role of psychological factors as a link between organizational
support and performance outcomes.
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