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Abstract
Lecturer job satisfaction is pivotal to ensuring quality education, particularly in higher education
institutions where educators directly shape learning outcomes. This study investigates the structural and
psychological factors influencing lecturer job satisfaction and its subsequent effect on perceived
learning quality in Indonesian universities. Drawing on Self-Determination Theory and Social Exchange
Theory, the research explores how institutional support and intrinsic motivation impact job satisfaction
through three mediating constructs: perceived academic freedom, teaching efficacy belief, and
professional identity. A quantitative survey of 256 lecturers was conducted, and data were analysed
using Partial Least Squares Structural Equation Modeling (PLS-SEM). The findings reveal that both
institutional support and intrinsic motivation significantly enhance job satisfaction, with mediators
playing critical roles in this relationship. Most notably, job satisfaction exhibited a strong and positive
influence on perceived learning quality, suggesting that faculty well-being directly contributes to
educational excellence. The model demonstrated high reliability, validity, and predictive relevance. This
study extends the literature by integrating both organizational and psychological drivers within a single
framework and offering empirical evidence from a developing country context. Practical implications are
provided for policymakers and university administrators to foster supportive academic environments
that promote faculty satisfaction and enhance learning outcomes.

1. Introduction
Lecturer job satisfaction is a pivotal element influencing the quality of higher education. Satisfied
lecturers are more likely to exhibit enhanced teaching performance, increased commitment, and a
greater propensity to foster positive learning environments, thereby directly impacting student outcomes
(Lubis, 2024). As higher education institutions strive for excellence, understanding the determinants of
lecturer job satisfaction becomes imperative.

Institutional support stands out as a significant organizational factor contributing to job satisfaction
(Alam, 2025; Syafriani et al., 2025). Supportive policies, adequate resources, and a conducive work
environment can bolster lecturers' morale and performance. Research indicates that when institutions
provide robust support mechanisms, lecturers report higher levels of job satisfaction and are more
engaged in their roles (Lubis, 2024).

On an individual level, intrinsic motivation plays a crucial role. Rooted in Self-Determination Theory,
intrinsic motivation refers to engaging in activities for inherent satisfaction rather than external rewards
(Ryan & Deci, 2000). Lecturers driven by intrinsic factors such as personal growth, passion for teaching,
and the pursuit of knowledge often experience higher job satisfaction. Studies have shown that intrinsic
motivation is positively correlated with job satisfaction among academic staff (Iqbal et al., 2023).

Furthermore, perceived academic freedom the liberty to teach, research, and express ideas without
undue restriction is integral to job satisfaction. Academic freedom fosters an environment where
lecturers feel valued and autonomous, which can enhance their commitment and satisfaction levels.

Page 2/22



Constraints on academic freedom have been linked to decreased job satisfaction and may hinder the
effectiveness of teaching and research activities (Perceptions of Academic Freedom in Teaching, 2024).

The interplay between these factors institutional support, intrinsic motivation, and academic freedom
culminates in overall job satisfaction, which in turn affects the quality of learning. Satisfied lecturers are
more likely to employ effective teaching strategies, stay updated with pedagogical advancements, and
contribute positively to student learning experiences (Lubis, 2024).

This study aims to explore the relationships among institutional support, intrinsic motivation, perceived
academic freedom, and lecturer job satisfaction, and how these elements collectively influence the
quality of learning in higher education institutions across Indonesia. By surveying 256 lecturers from
various provinces, this research seeks to provide empirical insights into the factors that enhance lecturer
satisfaction and, consequently, learning outcomes.

2. Literature Review and Hypothesis Development

2.1 The Role of Institutional Support
Institutional support encompasses the extent to which academic institutions provide necessary
resources, administrative responsiveness, equitable policies, and a collegial environment conducive to
professional growth. In the context of higher education, institutional support has been widely recognized
as a foundational driver of academic staff satisfaction, performance, and identity formation.

Perceived academic freedom refers to a lecturer’s ability to design curriculum, express ideas, and
conduct research autonomously without fear of institutional or political reprisal. When institutions
actively support their faculty through transparent governance, inclusive decision-making, and protection
of intellectual autonomy, lecturers feel a greater sense of freedom and empowerment. This sense of
autonomy is not only a legal or policy construct but also a perception shaped by daily institutional
interactions.

Studies have shown that lecturers’ academic freedom flourishes in institutions that foster open dialogue,
limit administrative interference, and provide support for independent research (Altbach, 2001; Jääskelä
et al., 2017). Institutional backing allows lecturers to feel secure in exploring innovative pedagogical
methods and controversial academic debates, which enhances their professional autonomy and
confidence.

H1: Institutional support has a positive and significant effect on perceived academic freedom.

Teaching efficacy belief refers to a lecturer’s self-assessed ability to effectively influence student
learning outcomes. This construct is rooted in Bandura’s (1997) theory of self-efficacy, which posits that
individuals are more confident and competent when they receive encouragement, feedback, and
resources from their environment.
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In higher education, institutions that invest in professional development, provide adequate teaching
infrastructure, and ensure reasonable teaching loads contribute directly to lecturers' sense of teaching
competence Le et al. (2023). Supportive environments enable academic staff to experiment with
pedagogical innovation, integrate technology, and receive peer mentorship, all of which reinforce their
teaching confidence.

Hence, it is expected that institutional support positively contributes to the formation of strong teaching
efficacy beliefs.

H2: Institutional support has a positive and significant effect on teaching efficacy belief.

Professional identity reflects how individuals define themselves in their professional roles, including their
values, sense of belonging, and role significance. In academia, professional identity is shaped by
interaction with colleagues, recognition from the institution, and participation in scholarly activities.

Institutional support serves as a signal that lecturers are valued and respected within the academic
community. According to social identity theory, individuals internalize the norms and values of the
groups they belong to when they receive affirmation and support (Tajfel & Turner, 1986). Institutional
mechanisms such as inclusion in governance, research grants, fair evaluation systems, and promotion
opportunities help strengthen lecturers' identification with their academic role (Wu et al., 2024).

Accordingly, strong institutional support is likely to reinforce a lecturer’s professional identity.

H3: Institutional support has a positive and significant effect on professional identity.

Job satisfaction among lecturers is a multifaceted construct involving emotional responses to work,
fulfillment of expectations, and alignment with institutional values. Supportive institutions enhance this
satisfaction by addressing lecturers' practical and psychological needs. This includes fair compensation,
autonomy, access to teaching resources, and an atmosphere of mutual respect.

Numerous studies have confirmed the strong association between institutional support and academic
staff job satisfaction (Le et al. 2023; Lubis, 2024). Lecturers who feel supported are more motivated,
experience lower burnout, and are more committed to their roles. When the institution recognizes and
responds to the diverse challenges faced by academic staff, it fosters a sense of belonging, leading to
higher job satisfaction.

Thus, institutional support is hypothesized to be a direct and significant predictor of lecturer job
satisfaction.

H4: Institutional support has a positive and significant effect on job satisfaction.

2.2 The Role of Intrinsic Motivation
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Intrinsic motivation refers to the inner drive to engage in tasks for the inherent satisfaction derived from
the activity itself, rather than for external rewards or pressure (Ryan & Deci, 2000). In the academic
profession, intrinsic motivation often stems from intellectual curiosity, a passion for teaching, and a
commitment to knowledge creation. It plays a vital role in shaping how lecturers perceive their
professional autonomy, confidence, identity, and satisfaction.

Intrinsic motivation and perceived academic freedom are strongly intertwined. Academics who are
intrinsically motivated value intellectual exploration and seek autonomy in their teaching and research.
When lecturers are motivated by a deep personal interest in their discipline, they are more likely to
interpret institutional flexibility as freedom to explore ideas, test innovative pedagogy, and pursue
independent research.

Research indicates that intrinsic motivation enhances one’s appreciation for environments that support
autonomy and creativity (Deci & Ryan, 1985; Assor et al., 2002). In turn, lecturers who are driven by
internal passion often perceive themselves as less constrained and more empowered in their academic
roles (Froiland & Worrell, 2016).

Therefore, it is hypothesized that intrinsic motivation positively affects perceived academic freedom.

H5: Intrinsic motivation has a positive and significant effect on perceived academic freedom.

Teaching efficacy belief is shaped not only by external support but also by internal drivers. Intrinsically
motivated lecturers tend to demonstrate greater persistence, creativity, and effort in the classroom
factors that enhance their confidence in teaching (Kunter et al., 2013). When teachers teach for the love
of the subject and the joy of student engagement, they are more likely to develop strong beliefs in their
capacity to influence student learning.

According to Bandura (1997), self-efficacy is reinforced through mastery experiences, which are more
readily pursued by those who are intrinsically driven. A lecturer who views teaching as a personally
meaningful act is more likely to feel capable and effective in the teaching role.

Hence, intrinsic motivation is expected to positively influence teaching efficacy belief.

H6: Intrinsic motivation has a positive and significant effect on teaching efficacy belief.

Professional identity is developed through repeated interaction with meaningful tasks and a sense of
purpose in one’s role. When lecturers are motivated by internal desires such as the pursuit of knowledge,
the drive to mentor students, and intellectual fulfillment they are more likely to see themselves as
legitimate and passionate educators, researchers, and academic contributors.

Scholars argue that intrinsically motivated professionals are more likely to internalize their roles as part
of their self-concept (Day et al., 2006). This internalization strengthens their identification with the
academic profession and deepens their emotional connection to their work.
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Accordingly, intrinsic motivation is hypothesized to strengthen professional identity.

H7: Intrinsic motivation has a positive and significant effect on professional identity.

Job satisfaction is significantly influenced by how well an individual’s personal values and interests align
with their professional tasks. Lecturers who are intrinsically motivated experience joy and fulfillment
from the act of teaching itself, rather than relying on external rewards such as salary or promotion. This
alignment between internal motivation and job roles fosters satisfaction, resilience, and commitment.

Numerous studies have shown that intrinsic motivation is a robust predictor of job satisfaction,
particularly in professions driven by purpose, autonomy, and knowledge work (Iqbal et al., 2023; Gagné &
Deci, 2005). When lecturers are internally motivated, they are more likely to find their work meaningful
and satisfying, even in challenging circumstances.

Thus, intrinsic motivation is expected to have a direct and significant impact on lecturer job satisfaction.

H8: Intrinsic motivation has a positive and significant effect on job satisfaction

2.3 Factors Affecting Job Satisfaction
Lecturer job satisfaction is a multidimensional construct that reflects an educator’s emotional, cognitive,
and evaluative response to their academic role. While external institutional factors and internal
motivation initiate satisfaction, its direct antecedents often stem from how lecturers perceive their
autonomy, confidence in teaching, and alignment with their academic identity. This section explores how
perceived academic freedom, teaching efficacy belief, and professional identity influence lecturer job
satisfaction.

Academic freedom, the cornerstone of higher education, refers to the right of faculty members to teach,
discuss, research, and publish freely without fear of institutional censorship or political pressure. When
lecturers feel they have the autonomy to shape their curriculum, conduct independent research, and
express dissenting opinions, they are more likely to find fulfillment in their academic roles.

Empirical studies have consistently shown that academic freedom contributes significantly to job
satisfaction. For example, findings from Turkish and European universities suggest that faculty members
who perceive their institutions as supportive of academic freedom report higher levels of job satisfaction
and organizational loyalty (Altbach, 2001; Liao, 2019). In restrictive environments, by contrast, lack of
freedom leads to frustration, burnout, and reduced morale.

Thus, it is hypothesized that perceived academic freedom positively influences lecturer job satisfaction.

H9: Perceived academic freedom has a positive and significant effect on lecturer job satisfaction.

Teaching efficacy belief refers to the confidence lecturers have in their ability to effectively teach,
manage classrooms, and influence student learning outcomes. Derived from Bandura’s self-efficacy
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theory (1997), this belief plays a central role in shaping how educators evaluate their performance and
satisfaction.

Lecturers with high teaching efficacy are more resilient to challenges, adapt better to pedagogical
innovations, and derive greater enjoyment from teaching (Tschannen-Moran & Hoy, 2001). They are also
more likely to engage in student-centred approaches and report lower stress levels. Research by Skaalvik
and Skaalvik (2010) found that teaching self-efficacy was a strong predictor of teacher satisfaction
across diverse educational settings.

Therefore, teaching efficacy belief is expected to have a positive and significant effect on job
satisfaction.

H10: Teaching efficacy belief has a positive and significant effect on lecturer job satisfaction.

Professional identity captures the degree to which individuals view themselves as legitimate and
committed members of a profession. For lecturers, this identity is shaped by teaching roles, scholarly
contributions, collegial recognition, and alignment with institutional values. When academic
professionals strongly identify with their role, they experience a deeper sense of purpose and belonging.

Research indicates that strong professional identity enhances emotional engagement, career
commitment, and satisfaction (Day et al., 2006; Akkerman & Meijer, 2011). In higher education, lecturers
with well-developed academic identities are more likely to overcome institutional barriers and find
meaning in their work. Conversely, identity conflicts such as tension between teaching and research
roles can diminish job satisfaction.

Accordingly, a strong professional identity is hypothesized to positively influence lecturer job
satisfaction.

H11: Professional identity has a positive and significant effect on lecturer job satisfaction.

2.4 Job Satisfaction on Perceived Learning Quality
Lecturer job satisfaction reflects the overall contentment and positive emotional state an academic
professional experience regarding their role in teaching, research, and service. It encompasses both
intrinsic factors, such as the sense of purpose and autonomy, and extrinsic factors, including
institutional support and recognition (Hatidja et al., 2025; Wang & Oscar, 2024). Increasingly, research in
higher education has linked job satisfaction to broader educational outcomes particularly perceived
learning quality, which refers to students’ and educators’ assessment of the effectiveness and impact of
the learning experience.

When lecturers are satisfied with their job, they are more likely to be emotionally engaged, use innovative
and student-centred teaching methods, provide constructive feedback, and maintain high levels of
instructional quality (Skaalvik & Skaalvik, 2010; (Rodríguez-Izquierdo et al., 2020). Satisfied lecturers also
exhibit lower absenteeism and turnover intention, leading to continuity and stability in the learning
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process (Ma et al., 2025). Their enthusiasm and commitment create a supportive classroom climate that
fosters active learning and critical thinking, which enhances students’ perception of learning quality.

From the lens of Social Exchange Theory (Blau, 1964), job satisfaction acts as a reciprocal mechanism.
When lecturers perceive that their psychological and professional needs are met, they respond with
greater effort, care, and dedication in teaching, thus improving learning outcomes. Therefore, job
satisfaction is not only an end in itself but a critical driver of pedagogical quality.

H10: Lecturer Job Satisfaction Has a Positive and Significant Effect on Perceived Learning Quality.

3. Research Method
This study employed a quantitative, cross-sectional research design to empirically investigate the
relationships between institutional support, intrinsic motivation, perceived academic freedom, teaching
efficacy belief, professional identity, job satisfaction, and perceived learning quality. The research model
was tested using Structural Equation Modeling with the Partial Least Squares approach (PLS-SEM),
chosen for its suitability in analyzing complex models with both reflective constructs and mediating
variables.

The target population consisted of lecturers currently teaching in Indonesian universities, including both
public and private institutions. A total of 256 lecturers were recruited using purposive sampling, ensuring
that participants had adequate teaching experience and represented various academic fields and
geographic regions across Indonesia. Data were collected via an online survey administered using
Google Forms over a period of two months, from January to February 2025. Participation was voluntary,
and respondents provided informed consent prior to completing the questionnaire. To maintain
confidentiality and anonymity, no personal identifying information was collected.

The survey instrument was developed by adapting previously validated scales. All items were measured
using a 7-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree). Institutional support
was measured using five items adapted from Le et al. (2023), including the item: “My institution provides
adequate resources and support for my teaching activities.” Intrinsic motivation was assessed using five
items based on Self-Determination Theory (Ryan & Deci, 2000), such as “I teach because I find it
personally fulfilling.” Perceived academic freedom was measured with four items adapted from Altbach
(2001), with sample items including “I am free to choose the content and method of my teaching without
pressure.” Teaching efficacy belief was measured using a five-item scale from Tschannen-Moran and
Hoy (2001), such as “I am confident in my ability to teach even the most difficult students.” Professional
identity was measured with five items adapted from Wu et al. (2024), including “I strongly identify with
my role as a university lecturer.” Job satisfaction was measured using a four-item scale adapted from
Skaalvik and Skaalvik (2010), for example, “I feel satisfied with my job as a lecturer.” Finally, perceived
learning quality was measured using three self-developed items that assessed the lecturer’s perception
of student outcomes, including “My teaching contributes to high-quality learning for my students.”
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The questionnaire was initially developed in English, then translated into Bahasa Indonesia. To ensure
the reliability and conceptual equivalence of the translation, a back-translation procedure was conducted
by two bilingual experts. A pilot test was conducted with 30 lecturers to assess clarity, reliability, and
consistency of the items before full deployment.

Data were analysed using SmartPLS 4. The analysis was conducted in two stages: measurement model
evaluation and structural model evaluation. In the first stage, the reliability and validity of each construct
were assessed. Internal consistency reliability was evaluated using Cronbach’s alpha and composite
reliability (CR), with values above 0.7 considered acceptable. Convergent validity was assessed through
Average Variance Extracted (AVE), with a threshold of 0.5 or higher. Discriminant validity was evaluated
using the Fornell-Larcker criterion and cross-loading comparisons. All constructs met the required
criteria, indicating that the measurement model was both reliable and valid.

In the second stage, the structural model was tested to examine the hypothesized relationships among
constructs. Path coefficients were estimated, and significance levels were assessed using bootstrapping
with 5,000 subsamples. The coefficient of determination (R²) was used to assess the model’s
explanatory power. In this study, the R² value for job satisfaction was substantial, indicating that the
model could explain a significant portion of variance in lecturer job satisfaction. Effect sizes (f²) and
predictive relevance (Q²) were also calculated to provide additional evidence of the model’s robustness.
Moreover, the overall model fit was evaluated using the Goodness-of-Fit (GoF) index, calculated as the
geometric mean of the average AVE and average R² values. The GoF value exceeded the threshold of
0.36, indicating a strong model fit based on the criteria proposed by Tenenhaus et al. (2005).

In summary, the research methodology ensured methodological rigour through validated measurement
instruments, an appropriate sampling strategy, and robust statistical analysis using PLS-SEM. This
approach enabled the identification of key predictors of lecturer job satisfaction and its impact on
perceived learning quality within Indonesian higher education institutions.

4. Result and Discussion

4.1 Descriptive Statistics
Table 1 presents the descriptive statistics for the seven main variables measured in this study. The mean
scores across all constructs were above the midpoint of the 7-point Likert scale, indicating a generally
positive perception among the respondents.
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Table 1
Descriptive Statistics

Variable Number of
Items

Mean Standard
Deviation

Minimum Maximum

Institutional Support 5 5.12 0.88 3 7

Intrinsic Motivation 5 5.45 0.76 3 7

Perceived Academic
Freedom

4 5.01 0.91 2 7

Teaching Efficacy Belief 4 5.37 0.83 3 7

Professional Identity 5 5.28 0.81 2 7

Job Satisfaction 4 5.18 0.87 2 7

Perceived Learning
Quality

3 5.35 0.79 3 7

Intrinsic motivation had the highest mean value (M = 5.45, SD = 0.76), suggesting that lecturers were
highly driven by internal factors such as personal fulfilment and enjoyment in teaching. Similarly,
perceived learning quality (M = 5.35) and teaching efficacy belief (M = 5.37) were also relatively high,
indicating that lecturers felt confident in their teaching effectiveness and believed their efforts resulted in
high-quality student learning.

Institutional support and perceived academic freedom had moderately high mean scores of 5.12 and
5.01, respectively, showing that while lecturers generally felt supported and autonomous, there was
room for improvement. Professional identity (M = 5.28) also reflected strong role commitment and
alignment with the academic profession.

The standard deviations for all variables ranged between 0.76 and 0.91, reflecting moderate variation in
responses. These results suggest that the sample was fairly consistent in its responses but still diverse
enough to support further analysis using Structural Equation Modeling (SEM).

4.2 Measurement Model
Table 2 presents the loading factors for each item within their respective constructs. All loading values
exceed the recommended threshold of 0.70 (Hair et al., 2019), confirming strong individual item
reliability and convergent validity. The highest loading is found in Perceived Learning Quality (LQ1 = 0.87),
while the lowest is for Perceived Academic Freedom (AF4 = 0.77), yet still within acceptable limits. These
results support the appropriateness of each item as a valid measure of its underlying latent construct,
justifying their inclusion in further structural model testing.
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Table 2
Loading Factors

Construct Item Code Loading Factor

Institutional Support IS1 0.81

IS2 0.79

IS3 0.84

IS4 0.82

IS5 0.80

Intrinsic Motivation IM1 0.85

IM2 0.86

IM3 0.83

IM4 0.82

IM5 0.84

Perceived Academic Freedom AF1 0.78

AF2 0.81

AF3 0.80

AF4 0.77

Teaching Efficacy Belief TE1 0.83

TE2 0.84

TE3 0.85

TE4 0.81

Professional Identity PI1 0.82

PI2 0.83

PI3 0.84

PI4 0.80

PI5 0.79

Job Satisfaction JS1 0.86

JS2 0.84

JS3 0.85

JS4 0.82
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Construct Item Code Loading Factor

Perceived Learning Quality LQ1 0.87

LQ2 0.85

LQ3 0.83

Table 3 demonstrates that all constructs meet the acceptable reliability and validity thresholds
recommended for PLS-SEM analysis. Cronbach’s Alpha values range from 0.80 to 0.88, exceeding the
minimum benchmark of 0.70, indicating strong internal consistency. Composite Reliability (CR) values
for all constructs exceed 0.85, further confirming scale reliability. In terms of convergent validity, all
Average Variance Extracted (AVE) values are above the critical value of 0.50, confirming that each
construct explains more than half of the variance in its indicators. Collectively, these results validate the
measurement model's robustness and justify proceeding with the structural model evaluation.

Table 3
Construct Reliability and Validity

Construct Cronbach’s
Alpha

Composite Reliability
(CR)

Average Variance
Extracted (AVE)

Institutional Support 0.86 0.89 0.62

Intrinsic Motivation 0.88 0.91 0.68

Perceived Academic
Freedom

0.80 0.85 0.59

Teaching Efficacy Belief 0.87 0.90 0.69

Professional Identity 0.85 0.89 0.62

Job Satisfaction 0.88 0.91 0.72

Perceived Learning
Quality

0.86 0.90 0.75

Table 4 shows the discriminant validity of the constructs using the Fornell–Larcker criterion. For each
construct, the square root of its AVE (shown in bold along the diagonal) is greater than its correlations
with all other constructs in the model. This indicates satisfactory discriminant validity, meaning that
each construct is empirically distinct from the others. For example, the square root of AVE for Job
Satisfaction is 0.85, which is higher than its highest correlation with another construct (0.71 with
Learning Quality). These results confirm that the constructs measure unique dimensions of the overall
model and support the reliability of subsequent hypothesis testing.
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Table 4
Discriminant Validity using Fornell-Larcker Criterion

Construct IS IM AF TE PI JS LQ

Institutional Support (IS) 0.79            

Intrinsic Motivation (IM) 0.54 0.82          

Perceived Academic Freedom (AF) 0.48 0.46 0.77        

Teaching Efficacy Belief (TE) 0.51 0.58 0.44 0.83      

Professional Identity (PI) 0.56 0.62 0.49 0.59 0.79    

Job Satisfaction (JS) 0.60 0.63 0.53 0.61 0.67 0.85  

Learning Quality (LQ) 0.52 0.57 0.48 0.55 0.59 0.71 0.86

Table 5 presents the HTMT ratios between all pairs of latent variables. All values fall below the
conservative threshold of 0.85, as recommended by Henseler et al. (2015), indicating strong
discriminant validity across constructs. The highest HTMT ratio is between Job Satisfaction and
Professional Identity (0.73), which is acceptable and further confirms that these two constructs,
although related, are not redundant. These findings reinforce the evidence from the Fornell–Larcker test
and establish that all constructs in the model are empirically distinct and suitable for inclusion in the
structural model evaluation.

Table 5
HTMT Ratio

Construct IS IM AF TE PI JS LQ

Institutional Support (IS) –            

Intrinsic Motivation (IM) 0.61 –          

Perceived Academic Freedom (AF) 0.57 0.52 –        

Teaching Efficacy Belief (EB) 0.58 0.67 0.51 –      

Professional Identity (PI) 0.63 0.69 0.55 0.65 –    

Job Satisfaction (JS) 0.68 0.71 0.60 0.69 0.73 –  

Learning Quality (LQ) 0.59 0.65 0.54 0.61 0.66 0.79 –

4.3 Structural Model
The structural model results reveal strong empirical support for all hypothesized relationships within the
proposed framework (See Table 1 and Fig. 2).

Page 13/22



Institutional support significantly influenced perceived academic freedom (β = 0.42, p < 0.001), teaching
efficacy belief (β = 0.35, p < 0.001), professional identity (β = 0.33, p < 0.001), and directly contributed to
job satisfaction (β = 0.28, p < 0.001). These findings suggest that when academic institutions provide
adequate support through resources, autonomy, and fair policies lecturers are more likely to feel
empowered, confident in their teaching, and aligned with their academic roles. Similarly, intrinsic
motivation had a substantial positive effect on all three mediators and directly influenced job
satisfaction (β = 0.26, p < 0.001), emphasizing the importance of internal psychological drivers such as
passion for teaching and the inherent satisfaction derived from academic work.

Table 6
Structural Model Result

Hypothesis Path β (Beta) t-value p-value Result

H1 IS → AF 0.42 6.15 < 0.000 Supported

H2 IS → EB 0.35 5.32 < 0.001 Supported

H3 IS → PI 0.33 4.98 < 0.001 Supported

H4 IS → JS 0.28 3.92 < 0.001 Supported

H5 IM → AF 0.30 4.27 < 0.001 Supported

H6 IM → EB 0.41 6.75 < 0.001 Supported

H7 IM →PI 0.38 5.89 < 0.001 Supported

H8 IM → JS 0.26 3.55 < 0.001 Supported

H9 AF → JS 0.19 3.01 < 0.003 Supported

H10 EB → JS 0.21 3.34 < 0.001 Supported

H11 PI → JS 0.24 3.87 < 0.021 Supported

H12 JS → LQ 0.66 9.12 < 0.001 Supported

Among the mediating variables, perceived academic freedom (β = 0.19, p = 0.003), teaching efficacy
belief (β = 0.21, p = 0.001), and professional identity (β = 0.24, p < 0.021) all had significant positive
effects on job satisfaction. This implies that beyond external institutional factors, a lecturer’s perceived
autonomy, confidence in their teaching ability, and strong professional identity are crucial for fostering
satisfaction. Most notably, job satisfaction exhibited a strong and significant impact on perceived
learning quality (β = 0.66, p < 0.001), highlighting its central role in enhancing educational outcomes.
These results underscore the importance of cultivating both supportive environments and intrinsic
motivators to improve teaching effectiveness and ultimately benefit student learning.
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Table 7
Determinant Score

Endogenous Construct R² f² (Largest Contributor) Q²

Perceived Academic Freedom 0.39 Institutional Support (0.18) 0.26

Teaching Efficacy Belief 0.47 Intrinsic Motivation (0.21) 0.33

Professional Identity 0.45 Intrinsic Motivation (0.19) 0.30

Job Satisfaction 0.62 Prof. Identity (0.15) 0.44

Perceived Learning Quality 0.44 Job Satisfaction (0.39) 0.32

Table 7 reports the R², f², and Q² values for the endogenous variables in the model. The R² values
demonstrate moderate to substantial explanatory power, with Job Satisfaction showing the highest
variance explained (R² = 0.62), followed by Teaching Efficacy Belief (R² = 0.47) and Professional Identity
(R² = 0.45). The f² values indicate that Institutional Support was the most influential predictor of
perceived academic freedom (f² = 0.18), while Intrinsic Motivation had strong effects on both Teaching
Efficacy and Professional Identity (f² = 0.21 and 0.19, respectively). Job Satisfaction had a large effect
on Perceived Learning Quality (f² = 0.39), highlighting its critical role. Q² values for all endogenous
constructs exceeded 0.25, indicating high predictive relevance of the model based on blindfolding
procedures. These results collectively confirm the model's robustness in explaining and predicting
lecturer satisfaction and learning outcomes.

4.4 Discussion
This study investigated the interplay between institutional support, intrinsic motivation, academic
perceptions, and job satisfaction, and how these variables ultimately affect the perceived quality of
learning among lecturers in Indonesian higher education. The findings provide strong empirical support
for the proposed structural model and contribute to the growing literature on academic work
environments and performance outcomes in developing country contexts.

One of the most significant findings is that institutional support positively influences perceived academic
freedom, teaching efficacy, professional identity, and job satisfaction. This aligns with previous studies
by Le et al. (2023), who found that organizational support significantly enhances faculty performance
and engagement. The current study further confirms Altbach’s (2001) assertion that academic freedom
thrives when institutions reduce bureaucratic pressure and promote autonomy, which in turn boosts
satisfaction. Institutional support also contributed indirectly to learning quality by fostering mediators
that enhance lecturers’ emotional and professional well-being, which reflects the role of environmental
factors in social exchange relationships (Blau, 1964).

Another major insight is the critical role of intrinsic motivation, which strongly influenced teaching
efficacy belief and professional identity. This supports the principles of Self-Determination Theory (Ryan
& Deci, 2000), affirming that autonomy, competence, and internal satisfaction drive effective teaching
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behaviors. Lecturers who are intrinsically motivated are not only more confident in their ability to teach
but are also more deeply connected to their professional roles. Similar findings were reported by Iqbal et
al. (2023), who emphasized that intrinsic rewards are often more powerful than extrinsic ones in
influencing academic staff performance. Interestingly, both institutional support and intrinsic motivation
directly and indirectly influenced job satisfaction, suggesting that a combination of structural and
psychological resources is essential for improving lecturer well-being.

The mediating variables perceived academic freedom, teaching efficacy belief, and professional identity
were all positively associated with job satisfaction, consistent with previous studies (Skaalvik & Skaalvik,
2010; Wu et al., 2024). These mediators explain how institutional and motivational factors translate into
emotional commitment and satisfaction. For instance, the influence of professional identity on
satisfaction underscores the idea that lecturers who strongly identify with their academic role are more
likely to find meaning and fulfillment in their work (Day et al., 2006).

Finally, the most robust relationship was found between job satisfaction and perceived learning quality,
highlighting the essential role of faculty well-being in achieving positive educational outcomes. This
supports the findings of Rodríguez-Izquierdo et al. (2020), who argue that emotionally satisfied teachers
are more likely to invest in high-quality teaching practices, which benefit students’ cognitive and
emotional development. The strong link between lecturer satisfaction and learning quality in this study
also reinforces the notion that improving institutional policies and supporting faculty motivation is not
only a matter of internal performance but also has significant pedagogical implications.

In summary, this study contributes to the literature by confirming that both organizational and
psychological resources are critical for fostering academic satisfaction, which in turn enhances
educational quality. The results extend prior findings by offering a holistic and empirically validated
framework specifically within the context of Indonesian higher education. It also underscores the value
of integrating structural and motivational variables when designing policies to support and retain
talented faculty.

4.5 Implications
This study provides several important contributions to the theoretical understanding of lecturer job
satisfaction and its impact on educational quality. First, by integrating concepts from Self-Determination
Theory (Ryan & Deci, 2000) and Social Exchange Theory (Blau, 1964), the research demonstrates how
both internal (intrinsic motivation) and external (institutional support) drivers jointly shape key
psychological perceptions namely academic freedom, teaching efficacy, and professional identity that
underpin job satisfaction. Second, the study advances the literature by empirically validating these
mediating constructs as critical pathways through which structural and motivational resources influence
job satisfaction. The inclusion of perceived learning quality as an outcome variable also extends existing
models by highlighting the downstream pedagogical impact of faculty well-being, an area that remains
underexplored in higher education research. Lastly, the study's model, tested in the Indonesian context,

Page 16/22



adds to the cross-cultural literature on academic work by demonstrating the applicability of Western-
rooted theories in a developing country setting, offering a foundation for future comparative studies.

From a managerial perspective, the findings offer valuable guidance for higher education institutions
seeking to enhance teaching quality through faculty development. The strong influence of institutional
support on both direct and indirect outcomes suggests that universities should invest in improving
administrative transparency, resource allocation, autonomy in curriculum design, and professional
development opportunities. Creating environments that protect academic freedom and foster a culture
of respect and intellectual independence can significantly elevate job satisfaction levels. In parallel,
universities should also recognize the importance of cultivating intrinsic motivation, for example by
providing meaningful work, acknowledging teaching efforts, and aligning institutional goals with
academic values. Encouraging a strong professional identity through mentorship programs, leadership
roles, and participation in scholarly communities may further reinforce lecturers’ commitment and
morale. Finally, since job satisfaction strongly predicts perceived learning quality, university leaders and
policymakers should treat faculty well-being not merely as a workplace concern, but as a strategic factor
in improving student learning outcomes and institutional performance.

5. Conclusion
This study examined the effects of institutional support and intrinsic motivation on lecturer job
satisfaction and its subsequent impact on perceived learning quality in Indonesian higher education. The
findings confirm that both structural and psychological factors significantly influence job satisfaction,
mediated through perceived academic freedom, teaching efficacy belief, and professional identity.
Moreover, lecturer job satisfaction emerged as a strong predictor of learning quality, emphasizing its
central role in educational outcomes.

Despite its contributions, this study is not without limitations. First, the use of a cross-sectional design
limits the ability to infer causality between variables. Second, the data were collected through self-
reported online surveys, which may introduce social desirability or response bias. Third, although the
sample covered various regions, the generalizability to all types of higher education institutions,
particularly vocational or religious-based universities, may be limited.

Future research could employ a longitudinal design to examine how lecturer satisfaction and teaching
quality evolve over time. Additionally, incorporating student perspectives or objective measures of
learning outcomes would provide a more comprehensive understanding of how job satisfaction
translates into pedagogical effectiveness. Exploring other potential mediators or moderators, such as
leadership style, organizational culture, or digital teaching competence, could further enrich the model.
Overall, this study underscores the importance of fostering supportive and motivational academic
environments to enhance both faculty well-being and learning outcomes.
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Figure 1
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Figure 2
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