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Introduction

Education plays an important role in human daily life because it contributes to the development
of superior and quality human resources (HR), which, in turn, function to advance and prosper
the nation. Education allows individuals to develop their potential and achieve their goals. In
the education context, teachers are a key factor in determining the quality of learning. The task
of teachers is to provide formal and non-formal education to educate the nation and to
overcome mental retardation (Nuria & Aprilianti, 2023). Teachers are not only responsible for
delivering subject matter but also must conduct their duties with high quality work, considering
their role in shaping the nation's future generations.

Indonesia intends to become a country with a golden generation by 2045, marking the
100th anniversary of the country's independence. In order to realize the vision of Golden
Indonesia 2045, which President Joko Widodo, there are four main pillars: (1) Human
Development and Mastery of Science and Technology; (2) Sustainable Economic
Development; (3) Equitable Development; and (4) Strengthening National Resilience and
Governance. To achieve this vision, the focus is on the stability of the nation, the sustainability
of leadership, and the development of human resources. Therefore, the quality of education

99


mailto:muzakki@uwp.ac.id
http://dx.doi.org/10.35917/tb.v25i2.507
https://creativecommons.org/licenses/by/4.0/

Telaah Bisnis, 25(2), 99-114

and the generation of young human resources are crucial to accelerate the country's progress in
the future (Puspa et al., 2023).

Improving the quality of educators, especially teachers, is closely related to their job
satisfaction. Teachers' job satisfaction can affect the quality of education they provide. Job
satisfaction is an emotional state that affects how employees feel about their work. Teachers
who are satisfied with their jobs tend to be more productive and committed to their tasks,
whereas job dissatisfaction can lead to stress and decreased performance (Herawati et al.,
2023). Emotional intelligence plays an important role in increasing job satisfaction because the
ability to manage emotions can affect the quality of interaction and performance in the
workplace (Nurfauziah et al., 2021). In addition, support from colleagues and supervisors also
plays a role in increasing job satisfaction. This type of support can reduce stress and increase
motivation, thus affecting overall performance (Kurniawan & Naeni, 2021; Sari et al., 2021).

Moreover, teacher job satisfaction plays a pivotal role in supporting Indonesia’s Golden
Vision 2045, particularly in the pillars of human development and mastery of science and
technology. International research indicates that teacher job satisfaction is not only critical for
retaining educators but also directly impacts student well-being and teaching effectiveness in
the classroom (Ortan et al., 2021; Bardach et al., 2022; Worth et al., 2020). Several studies
have examined numerous factors influencing teacher satisfaction, such as workload,
collaboration with colleagues, and student discipline in schools (Toropova et al., 2021). These
aspects are closely tied to teachers’ ability to deliver quality education that supports the
achievement of the nation’s development vision.

Nevertheless, research on the influence of emotional intelligence, colleagues’ support,
and support from supervisors on job satisfaction, especially in the education sector, is still
limited. Several previous studies have demonstrated that emotional intelligence and support
from supervisors have an effect on job satisfaction, but the results of research have varied
(Bayu et al., 2023; Mochklas et al., 2024; Mérida-Lo6pez et al., 2022; Dewi Wahyuni & Rusman
Frendika, 2022). This study also contributes to the development of the Job-Demand Resource
(JDR) theory by integrating emotional intelligence as a personal resource, as well as coworker
and supervisor support as social resources, which can help mitigate job demands and enhance
job satisfaction. According to Wang et al. (2022), emotional intelligence strengthens the
relationship between social support, work engagement, and performance, highlighting the
importance of managing personal and social resources within the educational context.
Furthermore, a study by Han et al. (2020) emphasizes that support from colleagues and
supervisors enhances teachers' emotional regulation strategies, contributing to their well-being
and job satisfaction (Han et al., 2020). This study aims to fill this research gap by examining
the influence of these three factors on teacher job satisfaction, to provide deeper insight into
how to improve the quality of education through increasing teacher job satisfaction.

Literature Review and Hypotheses

Job-Demand Rescource (JD-R)
The Job-Demand Resource (JD-R) theory was developed by Bakker and Demerouti as an
attempt to integrate two different research traditions regarding the influence of job demands
and resources on work stress and motivation. This theory focuses on how job demands and
available resources affect employee performance, happiness, and their well-being. According
to Bakker and Demerouti, the JD-R theory explains that high job demands can lead to fatigue
and decreased motivation, while adequate job resources can increase employee participation
and performance in a positive manner (Bakker et al., 2023).

Job demands, according to Bakker and Demerouti, refer to the physical, mental, social,
or organizational aspects of a job that require sustained physical, mental, or emotional effort.
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These demands relate to the psychological and physical costs that employees must bear, for
example, heavy workloads, time pressures, and emotional demands (Bakker et al., 2023). In
contrast, job resources help employees achieve job goals, resolve conflicts, and overcome
physical health issues. These resources include peer support, opportunities for professional
development, autonomy in work, and good working relationships (Mansfield, 2020). By
understanding the balance between job demands and resources, JD-R theory provides a useful
framework for improving employee well-being and organizational performance..

Job satisfaction

Job satisfaction is a subjective evaluation that reflects a person's feelings and attitudes towards
their work. According to Santoso and Dewi (2019), job satisfaction includes various aspects
that affect how employees rate their work experience. Job satisfaction is often interpreted as
the extent to which the rewards received by employees accord with their expectations and
contributions (Saputra, 2021). These rewards include not only financial compensation but also
non-financial factors such as recognition, career development opportunities, and work-life
balance. High job satisfaction is typically associated with better performance, higher
motivation, and lower turnover rates, whereas low job satisfaction can lead to stress,
absenteeism, and decreased productivity (Parmin, 2023).

Each employee has unique characteristics that affect job satisfaction levels, such as
personal values, expectations, and previous work experience. These characteristics lead to
varying levels of job satisfaction among individuals and to differences in the impact of job
satisfaction on job stress. For example, employees who feel valued and recognized tend to
experience higher job satisfaction and lower job stress, whereas those who feel dissatisfied
with certain aspects of their jobs may experience increased stress and decreased overall well-
being. Therefore, it is important for organizations to understand the factors that affect job
satisfaction and implement strategies to improve the overall work experience of employees
(Santoso & Dewi, 2019; Saputra, 2021; Parmin, 2023).

Emotional intelligence

Emotional intelligence (EIl) is an important trait that allows individuals to understand and
manage emotions both in themselves and others. According to Bayu et al. (2023), emotional
intelligence encompasses the ability to motivate oneself, manage emotions in the face of
challenges, and adapt to demands and pressures in the social environment. Shukor and
Shamsudin (Nurlaila et al., 2024) defined emotional intelligence as the ability to recognize,
use, manage, and regulate emotions effectively. Emotional intelligence not only contributes to
an individual’s ability to cope with difficult situations, but also plays an important role in social
interaction and performance in a variety of contexts, including in the workplace.

Based on the lens of job demand resource (JD-R) theory, emotional intelligence (EI)
plays an important role in the relationship between job demands and job satisfaction. This
theory states that high job demands can be stressful, whereas adequate job resources can help
reduce the negative impact of these demands (Adnan et al., 2024). Emotional intelligence
serves as a crucial job resource by facilitating employees' ability to effectively manage their
emotions and those of others. With these abilities, employees can better cope with stress and
challenges at work, reduce tension, and take advantage of social support from colleagues and
employers. The ability to manage conflict, communicate effectively, and adapt to change
improves emotional well-being and helps employees feel more satisfied with their jobs.
Therefore, in this study, emotional intelligence contributes to job satisfaction by reducing the
negative impact of job demands and increasing the use of existing resources, in accordance
with the basic principles of JD-R theory.
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The relationship between emotional intelligence and job satisfaction is significant (Deb
et al., 2023). Individuals with high levels of emotional intelligence tend to be better able to
manage stress, communicate well, and adapt to changes in the work environment, which
directly contributes to higher job satisfaction (Soriano-Vazquez et al., 2023). Employees with
good emotional intelligence can be more effective in overcoming conflicts, building positive
relationships with colleagues, and responding to job challenges in a constructive way (Bayu et
al., 2023). This ability enabled them to feel more satisfaction from their jobs, reduce stress
levels, and improve motivation and overall performance. Conversely, a lack of emotional
intelligence can lead to difficulties interacting with others, decreased job satisfaction, and
increased stress, which negatively impacts well-being and productivity (Shukor & Shamsudin,
Nurlaila et al., 2024). Based on this description, the hypothesis in this study is;

H1: Emotional intelligence has a significant effect on job satisfaction.

Support from colleagues

Support from colleagues is an important aspect of a work environment that involves positive
and mutually supportive interactions between employees. According to Wibowo and Tholok
(2019), this type of support reflects the strong bond between individuals who work together.
Support includes various forms, such as sharing knowledge, providing advice, and offering
practical assistance in completing tasks (Saulina Batubara & Abadi, 2022). Amarneh
emphasized that co-workers serve as a crucial source of social support, especially in the context
of tasks that require collaboration and interaction (Lusianingrum et al., 2020). Positive
interactions and strong support from colleagues can increase employee motivation to achieve
organizational goals and improve overall work dynamics.

The relationship between colleagues’ support and job satisfaction can be understood
through the Job-Demand Resource (JD-R) theory (Kaihlanen et al., 2023). This theory states
that job resources, such as social support, can help employees cope with high job demands and
reduce stress. Support from colleagues serves as a significant resource that affects job
satisfaction by reducing work-related stress and stress. When employees feel supported by their
colleagues, they tend to feel more comfortable and engaged in their work, which in turn
increases their job satisfaction (Sarwar et al., 2021).

Specifically, colleagues’ support helps employees in dealing with job demands that
require intensive collaboration and interaction (Abadi et al., 2021). With the help of colleagues,
employees can complete tasks more effectively and reduce the workload that may add to stress.
In addition, the social support provided by colleagues creates a positive work environment in
which employees feel valued and recognized, which is important for increasing job satisfaction
(Gerich & Weber, 2020). JD-R theory underlines the importance of social support as a resource
that facilitates employee well-being and increases job satisfaction through stress reduction and
increased support in the work environment. Based on this description, the hypothesis in this
study is;

H2: Support from colleagues significantly affects job satisfaction.

Support from supervisors

Supervisor support refers to the extent to which the supervisor behaves to maximize the
utilization of the skills, insights, and abilities that employees have acquired during job training.
Nijman (Nurdiana, 2014) defined supervisor support as a supervisor's behavior that aims to
optimize the use of employees' knowledge and skills in their work. This support not only
includes practical aspects, such as providing constructive guidance and feedback, but also
involves aspects of motivation and rewards that motivate employees to achieve better work
results (Agustina et al., 2019). Strong support from superiors is often interpreted as the form
of encouragement and attention needed to improve employee performance and job satisfaction,
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as well as ensuring that they feel valued and supported in their work environment (Rahmayani
& Wikaningrum, 2022).

In the context of Job-Demand Resource (JD-R) theory, supervisor support serves as an
important resource that helps employees overcome job demands (Filaetal., 2014). JD-R theory
states that supervisor support can help reduce stress resulting from high job demands by
providing guidance, positive feedback, and rewards that can improve employee well-being.
Support from the boss acts as an effective buffer against demanding workloads, helping
employees to be more efficient in managing their job demands and reducing the negative
impact of job stress (Yadav & Sharma, 2021). In other words, supervisor support not only
makes it easier for employees to meet the demands of their jobs and contributes to the creation
of a more enjoyable and less stressful work environment.

The relationship between supervisor support and job satisfaction in previous studies was
found to be significant (Herawati et al., 2023; Zhang et al., 2023). When supervisors provide
adequate support, employees feel more cared for and are encouraged to perform well, which
contributes to increased job satisfaction (Zhang et al., 2023). This type of support can reduce
feelings of fatigue and stress associated with the demands of strenuous work, as well as increase
a sense of engagement and motivation in the workplace (Tahiry & Ekmekcioglu, 2023).
Effective supervisor support facilitates achievement of work goals and provides a sense of
appreciation that contributes to higher job satisfaction. Therefore, support from superiors is an
important factor in increasing job satisfaction through stress reduction and increased support
in challenging work environments. Thus, the hypothesis of this study is;

H3: Supervisor support has a significant effect on job satisfaction.

Emotional intelligence

Emotional intelligence (EI) is an important trait that allows individuals to understand and
manage emotions both in themselves and others. According to Bayu et al. (2023), emotional
intelligence encompasses the ability to motivate oneself, manage emotions in the face of
challenges, and adapt to demands and pressures in the social environment. Shukor and
Shamsudin (Nurlaila et al., 2024) defined emotional intelligence as the ability to recognize,
use, manage, and regulate emotions effectively. Emotional intelligence not only contributes to
an individual’s ability to cope with difficult situations, but also plays an important role in social
interaction and performance in a variety of contexts, including in the workplace

Research Method

This research was carried out at SMK Wachid Hasyim 2 and SMA Wachid Hasyim 5 Surabaya,
with a population consisting of all teachers in both institutions. To determine the sample, a
purposive sampling technique was used, which selected 48 teachers as respondents based on
certain criteria relevant to the research objectives. Data collection was carried out through a
questionnaire distributed through Google Forms, using the Likert scale to measure various
variables involved in the study. The questionnaire was designed to collect information related
to emotional intelligence (X1), support from colleagues (X2), support from supervisors (X3),
and job satisfaction ().

Data analysis was carried out using the SEM-PLS (Structural Equation Modeling-Partial
Least Squares) program, which allows the evaluation of the relationship between variables as
well as validity and reliability tests. The analysis process includes validity tests to ensure that
the research instrument measures what it is supposed to measure and reliability tests to ensure
consistency of results. In addition, the analysis was carried out on the outer model to evaluate
the relationship between indicators and latent variables, and the inner model to evaluate the
structural relationship between latent variables. With this approach, this study aims to provide
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a comprehensive picture of the influence of emotional intelligence, support from colleagues,
and support from supervisors on teachers' job satisfaction.

Results and Discussion

This research was carried out on teachers at Wachid Hasyim Vocational School and High
School, with a total of 48 respondents. Some of the respondents who participated in this study
were; In terms of gender, there were 16 women (33%) and 32 men (67%), indicating the
dominance of men in this sample. The age of respondents varied, with 19 people (40%) in the
age group of 21-30 years, 21 people (44%) in the age group of 31-40 years old, and 8 people
(17%) in the age group of 41-60 years. Most respondents had a working period of 1-5 years as
many as 15 people (47%), followed by a working period of 6-10 years as many as 14 people
(44%). Only a few respondents had more than 10 years of service, with 2 people (6%) in the
range of 11-15 years and 1 person (3%) in the range of 16-20 years. In terms of last education,
the majority of respondents were S1 graduates as many as 44 people (92%), followed by S2
graduates as many as 3 people (6%), and D3 graduates as many as 1 person (2%). This
description provides a thorough overview of the demographic characteristics of the
participants. For a detailed data presentation, see Table 1.

Table 1. Respondent demographics

Variable Frequency Percentage
Gender
Woman 16 33%
Man 32 67%
Age (Years)
21-30 19 40%
31-40 21 44%
40-60 8 17%
Working Period (Years)
1-5 15 47%
6-10 14 44%
11-15 2 6%
16-20 1 3%
Last Education
S1 44 92%
S2 3 6%
D3 1 2%

Source: data processed by the researchers

Validity and reliability test results

This study used a questionnaire to collect data, which was then analyzed using SEM-PLS
(Structural Equation Modeling - Partial Least Squares) version 4.0 to test the validity of the
question items in the questionnaire. Convergent validity was applied to determine the degree
of correlation between variables by measuring the loading factor coefficient of each
measurement item. This coefficient indicates the strength of the relationship between each item
and its construct is, with individual indicators having a correlation value above 0.7 considered
reliable. Although loading factor values between 0.5 and 0.6 are acceptable for scale-up
studies, values above 0.7 are preferred to ensure high item validity (Hair et al., 2020; Ghozali,
2013). The results of the validity and reliability tests are presented in Table 2.
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Table 2. Validity and reliability tests

Variable Loading factor AVE Cronbach's Alpha Composite Ralibility
Job satisfaction 0,959 0,959 0,964
JS2 0.896
JS3 0.940
JS4 0.899
JS5 0.846
JS6 0.796
JS7 0.842
JS8 0.773
JS9 0.772
JS11 0.725
JS 12 0.861
JS13 0.754
JS14 0.772
JS 17 0.780
Emotional intelligence 0,950 0,950 0,961
EM 1 0.899
EM 10 0.795
EM 11 0.862
EM 12 0.824
EM 13 0.834
EM 14 0.771
EM 3 0.828
EM 4 0.766
EM5 0.746
EM 6 0.776
EM 7 0.751
EM9 0.783
Support from colleagues 0,909 0,909 0,911
SFC1 0.869
SFC 2 0.893
SFC3 0.904
SFC4 0.879
Support from supervisors 0,912 0,912 0,918
SFS 1 0.814
SFS 4 0.823
SFS5 0.915
SFS 6 0.872
SFS 8 0.873

Notes: JS = job satisfaction; EM = emotional intelligence; SFC= support from colleagues;
SFS= support from supervisor.

Based on the results of the measurement test above, it can be seen that the loading factor
has a value above 0.70. However, there are several items that have a value below 0.7 such as;
JS1,JS10, JS15, and JS16, and several items of emotional intelligence, namely; EM2 and EMS,
as well as items from the supervisor's support, namely SFS2, SFS3, and SFS7. Thus, some of
these items must be omitted because they do not meet the requirements submitted by Hair et
al. (2020). The reliability test results showed that all variables in this study had excellent values
for both reliability measures tested, namely Cronbach's Alpha and Composite Reliability. The
job satisfaction variable has a Cronbach's Alpha value of 0.959 and a Composite Reliability of
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0.964, indicating that the instrument used to measure job satisfaction is very reliable. The
emotional intelligence variable also showed very high values with Cronbach's Alpha of 0.950
and Composite Reliability of 0.961, indicating good internal consistency in measuring
emotional intelligence. In addition, the support from colleagues (SFC) variable has a
Cronbach's Alpha of 0.909 and a Composite Reliability of 0.911, as well as the support from
supervisor (SFS) variable with a Cronbach's Alpha value of 0.912 and Composite Reliability
of 0.918, both of which show adequate reliability. These values indicate that all variables in
this study are reliable and provide a guarantee of consistency in the measurements made.

The results of the predictive relevance analysis showed a Q2 value of 0.38, which means
that the structural model in this study has quite good predictive relevance. This Q2 value is
obtained by the formulaQ 2=1—-(1—-R2)Q2=1-(1 —R 2), where R?is the determination
coefficient of the model. In this case, a Q2 value of 0.38 indicates that approximately 38% of
the variability of the measured data can be explained by the model, while the remaining 62%
may be influenced by other factors not included in the model. As such, the model is considered
capable of predicting and explaining the relationships between the variables tested although
there is room for further improvement.

Finally, hypothesis testing was performed by bootstrapping. The results of the hypothesis
testing are presented in Table 3.

Table 3. Path Coefficients

Hypothesis Original T Statistics P Values Ignorance
Sample
Emotional Intelligence - Job Satisfaction 0,373 2.668 0,008 Supported
Support from Colleagues - Job Satisfaction 0,317 1,535 0,125 Not supported
Support from Supervisor = Job Satisfaction 0,028 0,146 0,884 Not supported

The results of the study in Table 3 show that emotional intelligence (X1) has a positive
and significant influence on job satisfaction (), with an original sample value of 0.373, T
Statistics of 2.668, and p-value of 0.008, which shows significant support for the hypothesis
that emotional intelligence increases job satisfaction. In contrast, the support from colleagues
(X2) and supervisors (X3) did not show a significant effect on job satisfaction. The support
from colleagues had an original sample value of 0.317, T Statistics 1.535, and a p-value of
0.125, which was not significant enough to support the hypothesis. Similarly, supervisors’
support with an original sample value of 0.028, T Statistics 0.146, and p-value 0.884, showed
that support from superiors did not have a significant effect on job satisfaction. Thus, emotional
intelligence was a key factor influencing job satisfaction, whereas support from colleagues and
superiors did not show a significant contribution in the context of this study.

Effect of emotional intelligence on job satisfaction

This study supports the development of hypothesis 1, in which emotional intelligence has a
significant effect on job satisfaction. Emotional intelligence plays a crucial role in determining
an individual's job satisfaction. High emotional intelligence allows individuals to better
understand and manage their own emotions and respond to the feelings of others more
empatheticly. This leads to more harmonious interactions with colleagues and employers, and
the ability to better deal with job challenges and stress. In the context of teachers, the results
show that teachers with high levels of emotional intelligence tend to have greater job
satisfaction. This is because they can better manage their feelings, understand and respond to
the emotions of others, and adapt to a dynamic work environment, which overall increases their
satisfaction with their work (Alismail et al., 2022).
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The results of the questionnaire revealed that teachers with high emotional intelligence
had a fairly good average score in terms of empathy and adaptability to the surrounding
environment, with an average score of 4.52. This shows that they can adjust well and have high
empathy abilities towards colleagues and superiors. Support from previous research also
supports these findings, namely, that emotional intelligence is positively correlated with job
satisfaction (Ufi & Wijono, 2020). The study underlines that high emotional intelligence not
only increases job satisfaction but can also advance an individual’s career (Marius & Mahmud,
2022). In addition, the findings of Herawati et al. (2023) confirm that peer support has a
positive and significant effect on job satisfaction, reinforcing the importance of emotional
factors in improving overall job satisfaction.

The effect of colleagues’ support on job satisfaction

The next findings of this study do not support hypothesis 2, which found that support from
colleagues did not show a significant effect on job satisfaction. Although teachers reported
receiving support and support from colleagues, such as motivation, comfort in the work
environment, and feeling welcome in the team, this support did not directly contribute to their
job satisfaction levels. These findings indicate that other factors may have a more dominant
influence on determining teacher job satisfaction at Wachid Hasyim Vocational School and
High School in Surabaya. This suggests that although social support in the workplace is
important, it does not always guarantee an increase in job satisfaction if other, more significant
factors are not taken into account.

The results of this study are different from several previous studies that showed that
coworker support is positively and significantly related to job satisfaction. Research by
Herawati et al. (2023) found that colleague support can increase job satisfaction by encouraging
employees to feel comfortable and work optimally. However, the findings of this study are in
line with the research of Muchtadin and Sundary (2023), which states that peer support does
not always have a significant impact on job satisfaction, showing that even if employees feel
supported, it does not necessarily affect their job satisfaction levels. Thus, the results of this
study indicate that peer support may not be a major factor in improving job satisfaction in this
specific context, and other factors may need to be further explored to understand their effects
on job satisfaction.

The effect of supervisor support on job satisfaction

The last findings of this study also do not support the development of the existing
hypothesis that support from supervisors does not have a significant effect on job satisfaction.
Although teachers reported feeling motivated and supported by their superiors, such as
confidence in task performance, problem solving, and concern for progress, this support did
not seem to significantly improve their job satisfaction. This suggests that while teachers feel
positive support, it may not be strong enough or consistent to have a significant impact on job
satisfaction. In other words, the presence of motivation and solutions from superiors does not
always translate into higher job satisfaction if other factors are dominant.

These findings are consistent with the results of research by Sari and Kurniawan (2023)
which also shows that support from superiors does not always have a significant influence on
job satisfaction. This may occur if the employer's support does not include more in-depth or
specific aspects that can significantly affect job satisfaction, such as recognition of
achievement or involvement in decision-making. For example, although supervisor support
may include providing solutions to problems, if the supervisor is not actively involved in the
process of professional development or recognition of achievements, the impact on job
satisfaction may be limited.
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In the context of the Job-Demand Resource (JD-R) theory, support from superiors is a
resource that can help reduce stress and increase motivation. However, if the high demands of
the job or the lack of other resources are dominant, the support of the supervisor may not be
enough to overcome the negative impact of the demands of the job. This theory suggests that
although job resources, such as support from employers are important, they should be
considered along with other factors to understand how job satisfaction can be affected overall.
Therefore, in this study, supervisor support may need to be improved or combined with the
improvement of other aspects of the work environment to achieve a more significant impact
on job satisfaction.

Conclusion

Based on the results of the study, it can be concluded that of the three variables studied, only
emotional intelligence has a significant effect on job satisfaction. The results of the analysis
showed that emotional intelligence had a significant positive influence on job satisfaction, with
a p-value of 0.008 and T-statistics of 2.668, which supported the first hypothesis. This means
that good emotional skills, including understanding and managing emotions, contribute
significantly to improving teachers’ job satisfaction. On the other hand, support from
colleagues and superiors did not show a significant effect on job satisfaction with p-values of
0.125 and 0.884, respectively, and T-statistics of 1.535 and 0.146. This suggests that, despite
support from colleagues and employers, these factors do not sufficiently affect job satisfaction
in the context of this study.

Theoretical and Practical Implications
From a theoretical perspective, the results of this study underline the importance of emotional
intelligence as the main predictor of job satisfaction, in accordance with the job demand
resource (JD-R) theory. Emotional intelligence serves as a resource that can help individuals
cope with job demands and increase motivation, which in turn increases job satisfaction. This
study confirms that emotional intelligence can strengthen the relationship between job
demands and job satisfaction in the way proposed in JD-R theory. However, these results also
suggest that support from colleagues and superiors does not always serve as an effective
resource in this context, perhaps because the variable is not optimized in the work environment.
These findings suggest that to increase job satisfaction, organizations need to focus more
on developing emotional intelligence among their employees. Emotional skills training and
development can help employees manage their emotions and interacting better with their work
environment. Additionally, while support from colleagues and employers is important,
organizations must ensure that such support is consistently and relevant to employee needs.
Providing training for employers and co-workers on how to provide effective support can also
help improve job satisfaction. This implies the need for a more holistic strategy that combines
emotional development with increased social support in the workplace.

Limitations of the Study

This study has several limitations that should be considered when interpreting the results and
for future research development. First, the research sample is limited to two educational
institutions in Surabaya, namely SMK Wachid Hasyim 2 and SMA Wachid Hasyim 5. This
limitation restricts the generalization of the study's findings to a broader context, particularly
to other educational institutions outside of Surabaya or the education sector as a whole.
Therefore, the results of this study may not necessarily apply to all types of schools or regions.
Second, while this study examines the relationship between emotional intelligence, peer
support, supervisor support, and job satisfaction, other potentially more dominant factors, such
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as workload or recognition of achievements, were not considered. For instance, the support
from peers and supervisors identified in this study did not show a significant impact on job
satisfaction, which may be influenced by other factors not explored in this research. As such,
the effects of these variables may differ if other factors are included in the research model.

Directions for Future Research

As a follow-up, future research could involve a larger and more diverse sample, including
various types of educational institutions from different regions, to obtain a more representative
understanding of job satisfaction in the education sector. Further studies could also expand the
investigation by incorporating additional factors that may influence job satisfaction, such as
workload, recognition of achievements, or aspects of organizational culture (Adeoye et al.,
2023; Mansour & Sharour, 2021; Whitehead et al., 2023). Moreover, future research may
combine both qualitative and quantitative methods to gain a deeper understanding of individual
experiences in facing job challenges. This approach could provide greater insights into
teachers' perceptions of support from colleagues and supervisors and how they perceive its
impact on their job satisfaction. Finally, future studies could explore the potential development
of training programs designed to enhance emotional intelligence and managerial skills, which
may contribute to improved job satisfaction and performance in the long term.
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