“Does social support and work-life conflict moderate the influence of job stress
on job performance? (A study at Syiah Kuala University)”

AUTHORS

ARTICLE INFO

DOI

RELEASED ON
RECEIVED ON
ACCEPTED ON

LICENSE

JOURNAL
ISSN PRINT
ISSN ONLINE
PUBLISHER
FOUNDER

Mahdani Ibrahim

R

Teuku Roli llhamsyah Putra
Irma Suryani

Mahdani Ibrahim, Teuku Roli llhamsyah Putra and Irma Suryani (2024). Does
social support and work-life conflict moderate the influence of job stress on job
performance? (A study at Syiah Kuala University). Problems and Perspectives in
Management, 22(2), 463-476. doi:10.21511/ppm.22(2).2024.36

http:/dx.doi.org/10.21511/ppm.22(2).2024.36

Thursday, 30 May 2024
Friday, 02 February 2024
Wednesday, 08 May 2024

[k |
This work is licensed under a Creative Commons Attribution 4.0 International
License

"Problems and Perspectives in Management"

1727-7051

1810-5467

LLC “Consulting Publishing Company “Business Perspectives”

LLC “Consulting Publishing Company “Business Perspectives”

© The author(s) 2024. This publication is an open access article.

<//~[| BUSINESS
PERSPECTIVES

businessperspectives.org



®®

w2 el

—

BUSINESS PERSPECTIVES

LLC “CPC “Business Perspectives”
Hryhorii Skovoroda lane, 10,
Sumy, 40022, Ukraine

www.businessperspectives.org

Received on: 274 of February, 2024
Accepted on: 8t of May, 2024
Published on: 30t of May, 2024

© Mahdani Ibrahim, Teuku Roli
Ilhamsyah Putra, Irma Suryani, 2024

Mahdani Ibrahim, Dr., Professor,
Department of Management, Faculty of
Economics and Business, Syiah Kuala
University, Indonesia. (Corresponding
author)

Teuku Roli IThamsyah Putra, Dr.,
Associate Professor, Department of
Management, Faculty of Economics
and Business, Syiah Kuala University,
Indonesia.

Irma Suryani, Postgraduate, Lecturer,
Department of Management, Faculty of
Economics and Business, Syiah Kuala
University, Indonesia.

This is an Open Access article,
distributed under the terms of the
Creative Commons Attribution 4.0
International license, which permits
unrestricted re-use, distribution, and
reproduction in any medium, provided
the original work is properly cited.

Contflict of interest statement:
Author(s) reported no conflict of interest

http://dx.doi.org/10.21511/ppm.22(2).2024.36

Problems and Perspectives in Management, Volume 22, Issue 2, 2024
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DOES SOCIAL SUPPORT AND

WORK-LIFE CONFLICT MODERATE

THE INFLUENCE OF JOB STRESS

ON JOB PERFORMANCE? (A STUDY

AT SYIAH KUALA UNIVERSITY)

Abstract

The performance of employees within an organization is intricately linked to various
psychological factors they encounter. Job stress, social support, and work-life conflict
emerge as pivotal elements in enhancing job performance. This study endeavors to
examine the impact of job stress on job performance, taking into account social sup-
port and work-life conflict as moderating factors. Data were gathered through ques-
tionnaires distributed to a sample of 275 administrative employees at Syiah Kuala
University, Indonesia. Analysis was conducted using Structural Equation Modeling
(SEM) via Partial Least Squares (PLS) statistical software. The findings indicate that
job stress did not significantly affect job performance (p = 0.382 > a = 0.05), whereas
social support emerged as a significant moderator (p = 0.001 < a = 0.05). However,
work-life conflict did not demonstrate significance as a moderator in the relationship
between job stress and job performance (p = 0.866 > a = 0.05). In conclusion, the study
suggests that job stress indeed influences job performance, whereas the moderating
effect of work-life conflict on the relationship between job stress and job performance
remains unproven. Conversely, social support is confirmed as a significant moderating
factor in the influence of job stress on job performance.

Keywords performance, job stress, social support, work-life
conflict, higher education
JEL Classification 125,131, M12

INTRODUCTION

In the modern era of globalization, the employment landscape has ex-
perienced a notable surge in technological innovation and increased
work intensity, leading to a positive impact. However, this phenom-
enon has also resulted in adverse effects, most notably a rise in work-
related pressures, especially within the dynamic realm of today’s busi-
ness environment. The prevalence of job stress emerges as a significant
and influential factor contributing to a decline in job performance, as
numerous studies have substantiated the correlation between height-
ened stress levels and reduced workplace productivity.

Since the 1980s, professionals in human resources, occupational health,
and management across diverse organizational structures have devoted
significant attention to job stress due to its detrimental consequences on
employee productivity. The consensus among these experts underscores
the critical importance of addressing and mitigating job stress, given its
potential to undermine job performance within the office setting.

Job stress is a highly relevant aspect to consider when enhancing job
performance. A thorough understanding of the factors contributing
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to job stress can assist organizations in identifying and mitigating potential issues that may impede
productivity. It is crucial to conduct a comprehensive study on the impact of job stress on employee
well-being and motivation.

Proactively addressing the root causes of stress enables organizations to cultivate a healthier and more
supportive work environment. This, in turn, can positively impact job performance while reducing the
risks of burnout and detrimental absenteeism. Consequently, research on job stress is not only an in-
vestment in employee well-being but also a strategic approach to enhancing organizational efficiency
and effectiveness.

Social support is recognized as a protective factor against the repercussions of job stress. When individ-
uals perceive support from colleagues, supervisors, or friends, it can mitigate stress levels and enhance
psychological well-being. Furthermore, social support has the potential to influence job performance
positively. A workplace that fosters support creates an environment conducive to concentration and ef-
fective work.

Work-life conflict serves as an additional stressor for employees. An imbalance between professional
and personal life can generate tension, adversely affecting psychological well-being. Unresolved work-
life conflicts may disrupt concentration and focus, ultimately affecting job performance.

Adequate social support plays a crucial role in helping individuals manage job stress and mitigating its
adverse effects on performance. Recognizing and addressing work-life conflict is essential in enhancing
employees’ well-being and overall performance.

By incorporating social support and work-life conflict considerations into research or assessments relat-
ed to job stress, organizations can develop comprehensive strategies and policies to promote employees’

well-being and, consequently, enhance their performance.

1. LITERATURE REVIEW

Job performance holds a crucial position within
organizational dynamics owing to its substan-
tial impact on the overall performance of the or-
ganization. To attain their strategic objectives
and remain competitive, businesses rely on em-
ployees who consistently exhibit high job perfor-
mance (Akgunduz, 2015). According to Smith and
Goddard (2002), high job performance is contin-
gent upon a thorough analysis of workloads, work
schedules, and cost-effectiveness. The literature
on job performance underscores two pivotal as-
pects: the importance of maintaining sustained
high job performance among employees and the
identification of effective strategies to improve job
performance. Job performance encompasses the
activities and behaviors of employees that contrib-
ute to organizational objectives, acknowledged as
integral to their role and under their own control
(Ieong & Lam, 2016). It is viewed as a desirable
outcome due to its correlation with disciplinary
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measures and incentives (Goodwin et al., 2011).
In the field of service industry, job performance
involves the provision of intangible services (such
as emotional expression and interpersonal behav-
ior) and the delivery of tangible services (Bitner
et al., 1990). Both aspects of job performance are
significant in the context of customer service, as
customers perceive employees’ attitudes and ac-
tions as crucial to their perception of the organi-
zation’s service quality (Goodwin et al., 2011). Job
performance profoundly influences the customer
service experience and correlates with positive ap-
praisals of an organization (Tsai & Huang, 2002).
Consequently, an employee’s job performance is
contingent upon meeting customer service expec-
tations, as employee conduct can substantially im-
pact desired customer outcomes (Kim et al., 2019).

Job performance is a critical element in organi-
zational success. Research on job performance is
crucial to comprehend the factors that impact in-
dividual performance, such as job stress, work-life
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conflict, and social support. This understanding
enables organizations to craft more effective strat-
egies to enhance job performance and attain orga-
nizational objectives.

Job stress is commonly described in the literature as
the emotional strain experienced by employees due
to various factors such as violence, tension, anxi-
ety, frustration, worry, emotional exhaustion, and
job-related pressure (Armstrong, 2009). In simpler
terms, when individuals interpret work-related
variables (job stressors) in a certain way (cogni-
tive interpretation), it can lead to stress (Wu, 2011).
Therefore, stressors represent the intensity or exter-
nal circumstances that impact individuals - these
are objective events. On the other hand, stress rep-
resents the distortion or change that occurs in in-
dividuals as a result of these external forces - it is
the subjective experience of these events (Liu, 2019).
Job stress is said to occur when employees feel un-
able to cope with job demands and organization-
al pressures (Hart & Cooper, 2001). Although job
stress can be triggered by many reasons, these rea-
sons can generally be divided into two categories:
personal and organizational factors (A. Takahashi
& S. Takahashi, 2010). Personal factors include, but
are not limited to, individual coping abilities, lo-
cus of control (Paoline & Gau, 2017), Type A be-
havior (Jackson & Frame, 2018), personality traits
(Kim et al., 2007), and self-esteem (Lee et al., 2013).
Organizational factors include working conditions
(Schreyer & Krause, 2016), job demands and job
control (Chiang et al., 2010), supervisory support
(Hon et al., 2013), and others.

The interplay between job stress and job performance
is intricate (Jackson & Frame, 2018). Theoretical
frameworks have portrayed it as eustress, a bell
curve phenomenon signifying an optimal stress
level, with various stressors (e.g., obstacles and chal-
lenges) yielding distinct outcomes (Perez-Floriano &
Gonzalez, 2019). In this context, job stress can exert
both positive and negative effects, such as dimin-
ished well-being and heightened job performance,
and recognize that these effects hinge on individu-
al traits (e.g., personality, coping mechanisms) and
organizational elements (e.g., job resources, cultural
aspects) (Paoline & Gau, 2017). Anxiety and stress
stemming from occupational hazards can serve both
functional (Burke et al., 2011) and dysfunctional (A.
Takahashi & S. Takahashi, 2010; Liu, 2019).

http://dx.doi.org/10.21511/ppm.22(2).2024.36
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The understanding that job stress can significant-
ly impact organizational outcomes has become
widely acknowledged. Given this, heightened
awareness of job stress is crucial for the overall
well-being of both employees and organizations. A
review of the research literature on job stress in-
dicates that it is an active research topic because it
has the potential to endanger personal health and
organizational effectiveness.

Social support is more than just a shoulder to
lean on; it is the lifeline that connects individu-
als in navigating life uncertainties. According to
Albrecht and Adelman (1987), it encompasses the
vital communication between those seeking aid
and those offering it, aiming to alleviate doubts
about situations, oneself, others, or relationships.
Moreover, Leavy (1983) suggests that social sup-
port takes a tangible form through interpersonal
connections, providing much-needed assistance
tailored to individual needs. Cohen and Wills
(1985) delve deeper, emphasizing its profound im-
pact on well-being. They argue that social support
acts as a direct influencer, enhancing one’s sense
of control and overall happiness. Research backs
this claim, indicating that being socially integrat-
ed and connected strengthens health and personal
influence, even in times of calm. In essence, so-
cial support is not just about companionship; it
is about empowerment and resilience. It equips
individuals with the tools to navigate challenges
and adapt to new environments, as highlighted by
Kraimer et al. (2001), who note its role in mitigat-
ing stress in unfamiliar work settings. Meanwhile,
Fernandes and Tewari (2012) shed light on the
concept of social support, describing it as an in-
dividual’s fundamental belief that they are valued,
kept informed, actively communicated with, emo-
tionally nurtured, and an integral part of a net-
work or community. Despite this understanding,
the exploration of social support and its correla-
tion with workplace stress remains a largely unex-
plored realm (Pridgeon & Whitehead, 2013).

Social support holds profound significance across
various organizational settings. Particularly, the
endorsement from both leaders and peers pro-
foundly influences well-being; employees who
perceive support tend to experience diminished
stress levels and harbor a sense of fair recognition
for their contributions (Demerouti et al., 2014).
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Indeed, fostering social support emerges as a piv-
otal aspect of workplace dynamics, fostering posi-
tive relationships among colleagues and between
staff and management alike (Chandra, 2012).
Providing social support is a crucial strategy for
boosting psychological health and counteract-
ing the adverse effects of job stress (Fernandes
& Tewari, 2012; Jamal, 2013). Social support en-
compasses a robust social network that employ-
ees can tap into, including colleagues, managers,
friends, and employee assistance programs, to
navigate workplace stress (Walinga & Rowe, 2013).
Employees who enjoy robust social support at
work are more adept at handling job stress and are
more effective in stress management (Leung et al.,
2011).

The social support organizations provide to em-
ployees has a significant positive impact. It en-
hances well-being and job satisfaction while re-
ducing stress and fatigue. Thus, employees are
more productive, contribute more, and have lower
turnover rates.

Work-life conflict can lead to a cascade of negative
outcomes, including internal strife, disruption,
and adverse effects (Carlson et al., 2011). The crux
of the work-life conflict is that fulfilling demands
in one domain can impede the fulfillment of ob-
ligations in another (Greenhaus & Beutell, 1985).
Achieving equilibrium between professional and
personal life is crucial; when work encroaches on
an individual’s private sphere, stress levels soar,
and productivity plummets (Evers et al., 2014).
While the terms work-life conflict, work-life bal-

ance, and family-work conflict are often used in-
terchangeably, the spotlight here is on work-life
conflict. This particular conflict underscores the
potential tension and trade-offs inherent in jug-
gling work and personal commitments.

The primary facets of work-life conflict that merit
attention include the allocation of time between
work and extracurricular activities, the gratifica-
tion derived from both professional and person-
al pursuits, and the mental engagement in these
spheres (Demerouti et al., 2014). It is crucial for
employees to navigate these three domains skill-
fully to mitigate stress and safeguard their well-
being. Notably, work-related conflicts tend to exert
a more pronounced adverse effect on job satisfac-
tion compared to non-work-related issues, and
vice versa (Amstad et al., 2011). Neither employees
nor employers stand to gain from such circum-
stances. The analysis of work-life conflict extends
to evaluating employees’ adeptness in managing
the multifaceted aspects of their lives (Demerouti
et al., 2014).

In recent decades, Indonesia has grappled with a
significant issue: aligning work and family com-
mitments amidst the backdrop of globalization,
rapid technological advancements, an aging pop-
ulation, and concerns about labor market partici-
pation and declining fertility. While the struggle
to balance these commitments is not new, it has
become increasingly pressing. Work-life conflict,
as a measure of quality of life, has the potential to
detrimentally affect job performance (Ibrahim et
al., 2022).

Social Support

H2

H1

Work Stress

> Job Performance

H3

Work-Life Conflict

Figure 1. Research model
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In recent years, Indonesia has faced the challenge
of balancing work and family responsibilities,
influenced by globalization, technology, an ag-
ing population, and labor market concerns. This
struggle, while not new, has become more urgent.
Work-life conflict can negatively impact job per-
formance, highlighting the importance of ad-
dressing this issue for the well-being of workers
and the productivity of the workforce.

In addition to the aforementioned explanations
of concepts and theories regarding variables, this
study also delineates a research model, as illus-
trated in Figure 1. This model assists in arrang-
ing crucial concepts, relationships, and variables
that are pertinent to a specific research question
or objective.

The following hypotheses were built from the
above explanation:

HI:  Work stress affects job performance.

H2:  Social support moderates the influence of job
stress on job performance.

H3: Work-life conflict moderates the impact of
job stress on job performance.

2. METHODS

This study was conducted at a university-level edu-
cational institution, involving a sample of 275 em-
ployees who were selected using stratified random
sampling techniques. The respondents were given
online questionnaires to fill out. To assess the re-
spondents’ perception levels, a 5-point Likert scale
was employed, with level 1 indicating strongly dis-
agree, level 2 indicating disagree, level 3 indicating
neutral, level 4 indicating agree, and level 5 indi-
cating strongly agree. The data were subsequently
subjected to validity and reliability analysis, as well
as hypothesis testing utilizing Structural Equation
Modeling-Partial Least Squares (SEM-PLS).

Table 1 presents the demographic profile of the
respondents, namely their gender, age, education,
and work experience distributions. Analyzing
these demographics helps researchers understand
who responds to surveys, revealing patterns and

http://dx.doi.org/10.21511/ppm.22(2).2024.36
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trends. It ensures diverse representation, aiding
better decision-making aligned with the target
group’s needs.

Table 1. Respondent demographics

Indicator Amount Percentage
Gender
Man : 93 : 33%
i
Age
20-30 years old f 48 f 17%
Sraoyersod i s
> 50 years old : 11 4%
Length of work
<1year : 0 : 0%
12years e
Zayers e
>3 years : 217 79%
Education

Highschool/equivalent 23 L&

Diploma 8%
5% .
3%

_Bachelor
_Postgraduate
Others

The measurements used in this study were adopt-
ed from the previous study. A scale developed by
Parker and DeCotiis (1983) was used for job stress
items. Meanwhile, job performance items were
adopted from a self-reported performance item by
Donald et al. (2005) to measure employees’ pro-
ductivity in the last three months. A scale devel-
oped by Tsui et al. (1997) was used for social sup-
port from the supervisor, and the Family Support
Inventory for Workers (FSIW) was used for social
support from family measurement. Finally, a scale
developed by Netemeyer et al. (1996) was used for
work-life conflict measurement. The complete de-
tails can be found in Appendix A (Table Al).

3. RESULTS

The initial model for Partial Least Squares (PLS)
analysis is a statistical method used to examine
the association between independent variables
and dependent variables within a model. Figure
2 depicts a model created using the PLS program.
PLS is commonly utilized in the context of regres-
sion analysis and structural modeling. PLS finds
frequent application in intricate data analysis,
particularly when dealing with numerous vari-
ables and intricate relationships among them.
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M1 M12 M3 M1d M1.5 Mis ML?

>,

3

Social Support

M1LI0 ML M112 M113 M1

*

¥1

Y2

¥3

Work Stress

X6

/ WorkfLife Ca

o

M1 M22 M23

Job Parfprmance Y5

M2X

Y6

N

flict ™

S

M24 M235 MZ&

Figure 2. Initial model for PLS analysis

One notable advantage of this method is its capa-
bility to handle multicollinearity, and it facilitates
the modeling of non-linear relationships between
variables. PLS is extensively used across diverse
fields, including social sciences, economics, and
life sciences.

Table 2 shows the evaluation results of outer in-
dicators for each variable. Data analysis using
Partial Least Squares (PLS) is a multivariate sta-
tistical method often used in structural equation
modeling. The outer loading test is an important
step in PLS analysis, which aims to evaluate the
extent to which each indicator represents the con-
struct it measures.

Table 2. Outer loading results

Job Job

‘performance

Variable
indicator

. Social | Work-life
! support | conflict

i stress

Outer loading measures how well each measure-
ment variable (indicator) can represent the con-
struct measured by the latent factors in the model.
The main purpose of the outer loading test is to en-
sure that each indicator significantly contributes
to the measurement of the latent factor it repre-
sents (Ghozali, 2011). There are 19 indicators with
outer loading values below 0.7, specifically indi-
cators M1.1, M1.3, M1.5, M1.6, M1.7, M1.8, M1.9,
M1.10, and M1.11 from the mediator social sup-
port variable; indicators M2.1, M2.3, and M2.6
from the mediator work-life conflict variable; in-
dicators X1, X2, X3, and X7 from the job stress
variable; and indicators Y2, Y3, and Y5 from the
job performance variable. Consequently, these 19
indicators are eliminated.

Table 3 is the result of the cross-loading test, mean-
ing that it is a relevant concept in PLS analysis and
is related to measuring the discriminant validity
of the constructs in the model. Cross-loading oc-
curs when indicators or measurement variables
from a construct significantly contribute to more
than one construct in the model.

The main purpose of examining cross-loading
is to evaluate the extent to which an indicator or
measurement variable can be specifically linked to
the construct it is supposed to measure. If an in-
dicator significantly contributes to more than one
construct, this can indicate a discriminant valid-
ity problem.

http://dx.doi.org/10.21511/ppm.22(2).2024.36
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Variable indicator : Job performance M1*X M2*X Social support Work-life conflict  Job stress
M112 .....039% 005 . 0043 L7010 o8
M1.13 0.376 -0.080 0.104 -0.101 -0.063
“oase T oo oo oo oo
M1.2 L0482 70052 . 0016 L.T0026 70033
M1.4 0.456 0.058 -0.027 -0.126 -0.131
M2.4 07T 0076 0312 L0899 0869
M2.5 -0.171 -0.026 0.232 0.870 0.518
1 i oo oes T
X5 L0 0059 0311 L0857 0875
X6 ...0198 0045 . 0362 0B85 094
Y1 L0814 0131 0051 LTOMa 014
Y4 0.867 0.168 -0.074 . -0.131
Y6 0839 0171 -0.038 —0.126 0157

Based on the results of the cross-loading test
in Table 3, all indicators in an observed vari-
able have a higher cross loading value than
other variables in the model. This means that
the model formed meets the assumptions of dis-
criminant validity.

Table 4 shows the results of the reliability test.
PLS is a multivariate regression analysis meth-
od used in statistics to model the relationship
between independent and dependent variables,
especially in cases when there are many inde-
pendent variables or when the data have high
dimensions.

The reliability test in PLS aims to evaluate the
extent to which a construct or variable is reli-
able or consistent in measuring the intended
concept. This helps gauge the accuracy and con-
sistency of measurement of those variables. In
this context, a construct can include a collec-
tion of variables or indicators that measure a
particular concept.

A variable is said to be reliable if the Cronbach’s
Alpha, rho_A, Composite Reliability, and
Average Variance Extracted (AVE) values are
greater than 0.7 (Ghozali, 2011). Based on the

Table 4. Reliability test results

reliability test results in Table 4, Cronbach’s
Alpha, rho_A, composite reliability and AVE
values for each variable in this research model
are greater than 0.7. This shows that all the vari-
ables used are reliable.

Table 5 shows the result of a comparison test be-
tween R-squared and F-squared; the aim is to
determine whether the model has balance. A
good model must have a balance between qual-
ity (measured by R-squared) and significance
(measured by F-squared). A model can have a
high R-squared but not be statistically signifi-
cant, or vice versa.

The analysis results in Table 5 show that the job
performance variable exhibits an R-squared val-
ue of 0.319, indicating that job stress, social sup-
port, and work-life conflict collectively account
for 31.9% of the variations in job performance
data.

Among the measurement models, the social sup-
port and job performance relationship stands
out with an F-squared value exceeding 0.35,
suggesting that social support significantly in-
fluences job performance, demonstrating strong
influencing power.

Variables Cronbach’s Alpha : rho_A | Composite reliability |  Average Variance Extracted (AVE)
Jobperformance 10793 . ... 0804 ..0878 :
Social support 0.884 0.889 0.915
Worklifeconflict . 079 086 L0873
Job stress 0.848 0.905

http://dx.doi.org/10.21511/ppm.22(2).2024.36
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Table 5. Comparison of R-squared and F-squared
research variables

Inner model evaluation criteria Mark : Influence
R-squared
Work 0.319 Weak
F-squared

M1*X —>Job performance Currently
M2*X > Job perfor[nance

Social support —Job performa:r:wce

Work—li'fe conflict 4 Job perfoﬂrmance

Job stress - Job performance

The F-squared for the interaction between job
stress and social support on job performance is
0.063, indicating that the moderated effect of job
stress, when moderated by social support, mod-
erately influences job performance. In contrast,
F-squared values for other variables are small,
suggesting a lack of strong mutual influence be-
tween the construct variables.

Figure 3 and Table 6 show hypotheses testing results
using PLS analysis equipment. In the first hypothe-
sis, the focus is on the relationship between job stress
and job performance. Job stress can significantly af-
fect employee well-being and performance. PLS is
used to measure the extent to which job stress vari-
ables can predict or influence job performance.

The second hypothesis discusses the role of social
support as a moderating factor in the relationship be-
tween job stress and job performance. Social support
can be a variable that can reduce the negative impact
of job stress on job performance. PLS was used to test
the extent to which social support moderates the re-
lationship between job stress and job performance.

In the third hypothesis, the focus is on work-life
conflict as a moderating factor in the relationship
between job stress and job performance. PLS is used
to evaluate the extent to which work-life conflict can
modify the relationship between job stress and job
performance.

Table 6 shows no significant influence of the job
stress variable on job performance (p = 0.382 > a
= 0.05). Furthermore, social support moderates the
influence of job stress on job performance at a sig-
nificance level (p = 0.001 < a = 0.05). Specifically, a
one-unit increase in social support enhances job per-
formance by 0.199 units in the context of job stress.
Then, finally, the hypothesis states that work-life con-
flict moderates the effect of job stress on job perfor-
mance. The results of the analysis shown in Table 6
show that work-life conflict does not play a signifi-
cant role in influencing the relationship between job
stress and job performance (p = 0.866 > a = 0.05).

M1.2 M14 M1.12 M1.13 M1.14
52227 21810 21962 35810 39.000
Sacial Support
0.000
i 0.001 i
M1*X 28720
X35 0.382 43.919—p Y4
33.277
X6 0.866 Y6

‘Work Stress

Job Performance

0.197

Figure 3. Hypotheses testing via PLS
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Table 6. Hypothesis testing results
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‘Original Sample: Sample Mean Standard Deviation: T-statistics

Variables () M) (STDEV) (O/STDEV) p-values
M17X 2.Job performance T s L0199 L o AR T ... S
M2*X = Job performance 0.007 0.010 0.043 0.169 0.866
Social support > Jobperformance | 0495 . 0495 005 . 983 0000
Work-life conflict > Job performance . ~0.094 70099 L0078 L1293 L0197
Job stress = Job performance ' —-0.066 -0.071 0.075 0.874 0.382

4. DISCUSSION

The results of no significant impact of job stress on
job performance can be valuable and important in-
formation in the context of human resource man-
agement and organizational psychology. These re-
search findings may indicate that there are other
factors beyond job stress that are more dominant
in determining job performance. This can serve as
a basis for organizations to pay more attention to
other factors, such as motivation, job satisfaction,
or technical skills in improving job performance
(Lee et al., 2024). These findings do not imply that
stress management becomes irrelevant. On the
contrary, stress management remains crucial for
employee well-being and long-term productivity
sustainability. Organizations need to ensure that
job stress is still well managed even though it does
not directly impact job performance.

These research findings also serve as a reminder
that the influence of stress on performance may
vary depending on the context, type of work, or
individual. A holistic and contextual approach
to managing job performance and well-being
is becoming increasingly important (Valizadeh
et al., 2023). Further research may deepen the
understanding of the dynamics between job
stress and performance, for example, identify-
ing mediating or moderating factors that can
explain the relationship between these two vari-
ables. The Challenge vs. Threat Paradigm from
the stress theory model by Richard Lazarus dis-
tinguishes between stress perceived as a chal-
lenge, which can increase performance, and
stress perceived as a threat, which may result in
decreased performance. The Long-Term Effects
Perspective posits that while long-term or
chronic stress can negatively impact health and
job performance, temporary or episodic stress
may not have a significant impact (Fernando et
al., 2006; Nien-Te et al., 2024).
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For managers and organizational leaders, these
findings can influence the policies and manage-
ment practices that are implemented. It is impor-
tant to consider a more holistic approach to man-
aging employee well-being and ensure that efforts
to reduce stress are also aligned with the goal of
improving performance. Therefore, the finding
that job stress does not directly affect job perfor-
mance can be a starting point for further reflec-
tion and action in managing human resources and
improving overall working conditions.

Furthermore, the social support variable func-
tions as a moderating factor in the relation-
ship between job stress and job performance.
Specifically, it encompasses the range of social
support available, including the various forms of
support offered by colleagues, superiors, family,
and friends within the work context. This sup-
port may manifest in the forms of emotional
backing, instrumental assistance (tangible aid),
and informational guidance (provision of infor-
mation or advice).

Social support operates as a moderator, indi-
cating that the degree of social support can im-
pact the extent to which job stress influences job
performance (Oi-ling et al., 2013; Ibrahim et al,,
2022). For individuals with a high level of social
support, it becomes a valuable resource for cop-
ing with job stress by providing emotional, in-
formational, or even physical assistance, thereby
enhancing their capacity to manage stress and
sustain productivity.

Moreover, social support can mitigate the adverse
effects of job stress on job performance by bol-
stering an individual’s sense of control, self-confi-
dence, and feelings of value. Additionally, it plays
a pivotal role in enhancing resilience to stress, en-
abling individuals to confront work challenges in
a more adaptive manner (Vuong et al., 2023).
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The variable of work-life conflict does not func-
tion as a moderating factor between job stress and
job performance. It is crucial to have a clear un-
derstanding of what is meant by work-life conflict,
which occurs when demands or pressures from
work clash with demands or needs outside of work,
such as family or personal life.

Typically, a moderating variable is expected to influ-
ence the relationship between the other two variables.
However, if the findings suggest that work-life con-
flict does not moderate the relationship between job
stress and job performance, several considerations
come into play. One critical aspect to consider is the
research methods used. Was the analysis conducted

using experimental methods, surveys, or secondary
data analysis? The choice of research methods can
significantly affect the results and the validity of the
findings (Gupta & Srivastava, 2021).

Additionally, it is essential to explore whether these
findings are specific to a particular industry or con-
text. Some results may be more applicable in one in-
dustry than another, and the interpretation of these
results should take into account the specific context
(Sun et al., 2014). Moreover, are there other factors
that could influence the relationship between job
stress and job performance? It is possible that addi-
tional variables need to be considered in explaining
this relationship (Sun et al., 2014).

CONCLUSION

This study conducted at a university-level educational institution involving a sample of 275 employees aimed
to investigate the impact of job stress on job performance, considering social support and work-life conflict as
moderating factors. Three hypotheses were posited, yet data analysis yielded unexpected findings.

The findings imply that, contrary to widespread expectations, job stress does not have a significant negative
impact on job performance. This suggests that other factors may play a more dominant role in influencing
job performance, or there may be other variables that need to be considered in explaining the relationship
between job stress and job performance. This underscores the need for further research to better understand
the factors that may affect job performance more effectively. In conclusion, the study challenged common
assumptions by not finding a direct impact of job stress on job performance. It underscored the complexity
of the relationship, emphasizing the role of optimal stress, individual differences, and controllable sources of
stress.

This study also found that not only the element of job stress does not affect job performance, but also the ele-
ment of work-life conflict does not act as a moderator between job stress and job performance. These results
indicate that other factors may be more dominant in influencing job performance, while work-life conflict
does not have a significant impact on altering the relationship between job stress and job performance within
the context of this investigation.

Additionally, the results of the study indicate that the influence of job stress on job performance may vary
depending on the level of social support received by individuals. This suggests that the presence of social
support can moderate the relationship between job stress and job performance. In other words, when indi-
viduals perceive high levels of social support, the negative impact of job stress on their performance may be
mitigated or even overcome. Therefore, it is important to consider the role of social support factors in under-
standing how job stress affects job performance.
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APPENDIX A

Table A1l. Scale of measurements

Variable Statement Cronbach’s i References
H H Alpha H

| pride myself on delivering high-quality work with a professional approach
i I consistently meet or exceed the organization’s yearly work volume
i expectations

Job 4444444444444444444444444444444444444444
performance

793 . Donal et al. (2005)

i 1am self-motivated and capable of working autonomously without constant
i supervision

i Working at this institution makes it difficult for me to spend time with my
: family and other activities

at the workplace
ork and too little time to complete it

: : e - Parker and
Job stress i Sometimes, | am afraid to hear my cell phone ringing at home because the call .884 . DeCotiis (1983)

{might be from the office

ervous because of my job )
Sometimes when | think about my job, | feel tightness in my chest

i Social support from superiors
i My supervisor wants to listen to my problems

| feel that my supervisor and | are working toward organizational goals
s a little bit distant and difficult to approach
ordinates have trust in each other

i Social support frc.;m family

Social rd day at work, family members try to cheer me u

support

: 794 { Tsuietal. (1997)
lems at work, my family members express concer :

i | feel comfortable asking my family members for advice about problem
i situations at work .
discussing work-related issues with family membe

If my job is very demanding, someone in my family will take on household
i responsibilities

ily often asks me about my workday

r's are interested in my work )
My family members will be happy if | succeedatwork &

My personal life takes up the energy | need to do my job

/ personal needs because of work demands .
I am too tired to be effective at work because of things | am experiencing in
i my personal life

Netemeyer et al.
(1996)

Work-life
conflict

.848

i Because of my job,  am in a better mood at home

476 http://dx.doi.org/10.21511/ppm.22(2).2024.36



	“Does social support and work-life conflict moderate the influence of job stress on job performance? (A study at Syiah Kuala University)”
	_Hlk157710082
	_Hlk159015740
	_Hlk159021134
	_Hlk159056746
	_Hlk159057999
	_Hlk159058137
	_Hlk159058078
	_Hlk156946096
	_Hlk157546888
	_Hlk155822319
	_Hlk160830696

