Journal of Social Science Studies Vol. 2, No. 2, July 2022, pages 173 - 176

Leadership and Employee Welfare in Improving Organizational

Productivity

1Didit Darmawan, 1Jahroni, 2Mochamad Irfan, 2Yusuf Rahman Al Hakim

1Sunan Giri University of Surabaya, Indonesia
2Mayjen Sungkono University of Mojokerto, Indonesia

ARTICLE INFO

Article history:
Received 6 May 2022
Revised 17 June 2022
Accepted 26 July 2022

Key words:
Leadership,
Employee welfare,
Physical welfare,
Mental welfare,
Productivity,
Organization,

ABSTRACT

Leaders have an important role in creating a healthy work environment that supports
employees' physical and mental welfare. This welfare, which includes both physical
and psychological aspects, can improve productivity and organizational performance.
Transformational leadership that prioritizes motivation and attention to employees'
emotional and physical needs can contribute to the creation of a conducive work
atmosphere. By paying attention to employee welfare, organizations can reduce stress
levels, increase job satisfaction, and encourage employee engagement. Policies that
support work-life balance, as well as the provision of facilities that support health, are
also important factors in improving employee welfare. As a result, organizations that
pay attention to employee welfare will see benefits in terms of productivity, efficiency,
and overall performance. It is important for leaders to continue to prioritize welfare as
a priority in every organizational policy.

Transformational leadership.

INTRODUCTION
In today's world of work, employee welfare is
increasingly becoming a key concern for many
organizations. Productivity is the focus, and the
physical and mental health of employees is closely
linked to the quality of their work. Effective leaders can
contribute greatly to creating a healthy work
environment, by providing support and building a
culture that values welfare. Leadership that prioritizes
employee welfare canhelp create a more harmonious
and productive work atmosphere, ultimately
improvingoverall organizational performance. Studies
show that good leadership can reduce stress levels,
increase motivation, and influence employees' job
satisfaction, whichin turn hasa positive impacton their
physical and mental welfare (Kelloway & Day, 2005).
While more and more organizations are recognizing
the importance of employee welfare, challenges in
implementing such strategies still exist. Leaders are often
faced with the pressure to achieve optimal targets and
results and sometimes do not pay enough attention to
employee welfare. Employees who feel unsupported by
their leaders in the aspect of welfare often experience
stress that can lead to decreased motivation, burnout,
and ultimately have an adverse impact on organizational
productivity. The role of leaders in creating and
maintaining a healthy work environment is crucial, yet
often overlooked in daily practice (Jiang & Probst, 2012).
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A major obstacle faced by many organizations is the
difficulty in creating a work culture that balances the
achievement of business goals with employee welfare.
Leaders often struggle tomanage this balance, especially
in highly competitive environments, where the pressure
to improve employee performance is high. This can lead
to leaders focusing more on measurable results and
neglecting other important aspects such as the emotional
and mental needs of employees. As a result, while many
organizations have welfare policies in place, not all
leaders are effective in implementing them in their daily
workplace lives. Some leaders lack an understanding
of the importance of employee welfare in supporting
productivity, leading to an imbalance between
business and employee needs (Sonnentag, 2018).

Another issue that arises is the inability to
recognize and address mental health issues in the
workplace. Many employees experience stress, anxiety,
or even depression, but are reluctant to speak up about
these issues for fear of stigma or even negative effects
on their careers. In these situations, leaders who are
insensitive to employees' mental welfare can lead to
increased absenteeism, decreased quality of work, and
high turnover rates within the organization. This
suggests that although organizations consider
employee welfare important, not all leaders have
sufficient knowledge or skills to effectively manage
employee mental health (Harter, et al., 2003).
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It is important to observe how leaders can
contribute to employee welfare because of its profound
impact on overall organizational performance. Well-
maintained employee welfare can increase their
motivation, commitment, and jobsatisfaction, which in
turn affects work productivity and efficiency. When
leaders pay sufficient attention to employees' physical
and mental welfare, they also help build a healthier
workenvironmentthatis conducive tothe achievement
of organizational goals. Studying the influence of
leadership on employee welfare is essential for creating
optimal and sustainable working conditions.

The purpose of this discussion is to analyze how
leaders can contribute to improving employees
physical and mental welfare and how it impacts
organizational productivity. This discussion will delve
deeper into the important role of leaders in creating a
healthy work environment that supports employee
welfare, and how such contributions can improve
overall organizational performance and effectiveness.

RESEARCH METHOD
A literature study approach was used to explore the
understanding of the relationship between leadership
and employee welfare in the workplace. This method
relies on a review of various academic sources,
including journal articles, books, reports, and previous
research relevant to the topic. The literature study
provides a comprehensive overview of related
concepts, such as transformational leadership,
employees' physical and mental welfare, and their
impact on organizational productivity. Through this
analysis, various perspectives on how leaders can
influence employee welfare and how that welfare
affects work outcomes can be identified. This method
also allows for the exploration of existing theories and
empirical findings, providinga broader understanding
of the role of leaders in creating a healthy work
environment (Northouse, 2018; Avolio & Bass, 2004).
The literature review approach also provides an
opportunity to evaluate existing gaps in previous
research and identify areas that require further
exploration. Literature analysis involves searching
existing articles, and comparing findings from
different studies to see how common patterns can be
drawn. This method is particularly useful in
developing a solid theoretical framework regarding
the relationship between leadership and employee
welfare, aswell as suggesting actions thatleaders can
take to improve workplace welfareand productivity.
The literature review also allows researchers to
explore the cultural and organizational contexts that
influence how leaders implement workplace welfare
policies (George, 2014; Tetrick & Winslow, 2015).
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RESULT AND DISCUSSION

Leadership that should be right for the organization
is characterized by the ability to inspireand motivate
team memberstowardsachievingcommon goals. An
effective leader has a clear vision, and is able to
communicate that vision in a way that is engaging
and easily understood by all team members. By
creating a supportive environment, the leader can
encourage collaboration and innovation so that each
individual feels valued and motivated to make their
best contribution.Inaddition, theideal leader should
also have strong interpersonal skills, which enable
them to build positive and trusting relationships
with team members thus creating a harmonious and
productive working atmosphere.

In addition to communication and interpersonal
relationship skills, ideal leadership also involves
thoughtful and data-driven decision-making,
Effective leaders must be able to analyze information
and consider multiple perspectives before making
decisions that impact the organization. They must be
willing to listen to input from team members and
consider diverse ideas so that decisions reflect the
interestsand needs of the entire organization. In fast-
changing conditions, leaders also need to be flexible
and adaptive, able to adjust their strategies and
approaches according to market dynamics and
challengesfaced. Transparent and inclusive decision-
making will increase team members' sense of
belonging and commitment to organizational goals.

Effective leadership should include a
commitment to the development and empowerment
of team members. Good leaders focus on achieving
short-termresults, and invest in developing the skills
and potential of individuals within the team. By
providing opportunities for training, mentoring, and
career development, leaders can help team members
achieve their personal goals, which will further
contribute to the overall success of the organization.
In addition, the ideal leader should create an
organizational culture that values learning and
growth, where mistakes are seen as opportunities to
learn and develop. With this approach, the
organization will be able to achieve short-term goals,
and build a strong foundation for long-term
sustainability and growth.

Leaders have a very important role in creating a
work environment that can improve employees'
physical and mental welfare. This welfare is limited to
physical conditions alone, and includes emotional and
psychological welfare. Leaders who pay attention to
employees' welfare can build a culture that supports
their mental and physical health, can improve individual
performance and organizational productivity. Example,
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leaders who facilitate balanced work time, provide
space for employees to take breaks, and show
empathy for the stress employees experience, can
prevent burnout and improve employees' mental
welfare (Kelloway & Day, 2005).

Effective leadership, especially one that
emphasizes a transformational approach, can
contribute greatly to improving employee welfare.
Transformational leaders focus on organizational
outcomes and goals, and on the development of
individuals within the team. They inspire and motivate
employees to reach their full potential, while attending
to their needs in terms of emotional and physical
welfare. With this kind of support, employees tend to
feel valued, which can reduce their stress levels and
increase their job satisfaction (Bass & Avolio, 2004).

Employees' mental welfare is strongly linked to
how they are treated in the workplace. Leaders who
show concern for employees' mental health, such as
providing resources to manage stress or providing
access to counseling, can directly impact their mental
welfare. When employees feel that their psychological
needs are valued and supported, they are more likely
to stay motivated, energized, and more productive in
their work. Conversely, leaders who are insensitive to
employees' mental welfare canlead to issues such as
anxiety, depression, or burnout, which can adversely
affect productivity (Roche et al., 2014).

Leaders who promote healthy lifestyles through
policies that support employees' physical welfare,
such as providing sports facilities or good health
policies, can also help improve organizational
productivity. Employees who feel healthy and have
enough energy to work will be more efficient and
effective in completing their tasks. Conversely,
employees who experience physical health problems
or feel unsupportedin terms of their physical welfare
can experience a significant decrease in productivity
and motivation (O'Neill et al., 2014).

It is important to note that leaders also play a role in
creating an organizational culture that supports welfare.
Leaders who demonstrate a commitment to employee
welfare through concrete policies and actions, such as
rewarding welfare achievements or encouraging work-
life balance, can create a positive environment. A culture
that supports well-being can reduce absenteeism,
increase employee engagement, and reduce employee
turnover, all of which contribute to higher productivity
in the organization (Kernan & Hanges, 2002).

Employee welfare is also closely related to their job
satisfaction. Leaders who are able to create an
environment thatsupports employee welfare usually see
an increase in job satisfaction levels. Employees who are
satisfied with their jobs tend to be more passionate,
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committed, and ready to give their best to the
organization. Demerouti and Bakker (2011)
emphasized that high job satisfaction can increase
employee loyalty, which in turn can reduce turnover
rates and increase stability within the organization.

High stress in the workplace is one of the main
factors that can decrease employees' physical and mental
welfare. Leaders who can recognize the signs of
workplace stress and manage these sources of stress will
contribute to improved employee welfare. Poorly
managed stress can lead to decreased productivity,
higher absenteeism, and poor quality of work. Leaders
must have the skills to detect and deal with stress quickly
and efficiently, through open communication and
appropriate support (Leka et al,, 2004).

Good leaders also have the ability to set realistic
expectations of their employees. Providing clear and
achievable goals, and avoiding assigning excessive
tasks, can help reduce anxiety and stress. This
improves employee welfare, and supports the
achievement of organizational goals more
effectively. Unrealistic expectations can increase the
pressure employees feel and contribute to a decline
in their welfare (Leiter & Maslach, 2005).

One important aspect of welfareis the provision of
constructive feedback. Leaders who provide regular,
constructive feedback can help employees feel valued
and recognized for their contributions. Conversely, a
lack of feedback or unconstructive criticism canreduce
employees' confidence and damage their mental
welfare. Positive feedback, when given in a
constructive manner, can increase motivation and a
sense of job satisfaction, which contributes toincreased
organizational productivity (Warr, 2002).

The implementation of work flexibility policies
also plays a role in employee welfare. Leaders who
support flexible work policies, such as more flexible
working time arrangements or remote working
options, can give employees more control over their
work and personallives. This canreduce stresslevels
and improve work-life balance, which in turn has a
positive impact on employees' physical and mental
welfare and their productivity (Hill et al., 2001).

Leadership that promotes employee involvement
in decision-making can also contribute to their
welfare. When employeesfeel involved and valued in
the decision-making process, they tend to feel more
satisfied and more motivated in their work. This also
increases their sense of belonging to the organization,
which can lead to improved performance and
productivity (Bakker & Demerouti, 2007). Employees
who feel valued tend to be more energized in
achieving goals, more creative in solving problems,
and more dedicated to achieving a shared vision.
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Overall, leaders who support employees' physical
and mental welfare can have a great impact on
organizational productivity. Through appropriate
policies and sufficient attention to employee needs,
leaders can create a healthy and productive work
environment. Employees who feel valued, supported,
and given the opportunity to grow in a healthy work
environment will be more committed to achieving
organizational goals, ultimately leading to overall
organizational success.

CONCLUSION
Leaders have a verysignificantrole in creating a work
environment that supports employees' physical and
mental welfare. Effective leadership, especially those
oriented towards a transformational approach, can
motivate and inspire employees to reach their full
potential, while maintaining a balance between work
pressures and emotional needs. Leaders who care
about employee welfare canreduce stress, increase job
satisfaction, and create a healthy organizational culture.
Well-maintained employee welfare will havea positive
impact on productivity, reduce absenteeism, and
improve overall performance in the organization.
However, to ensure that employees' physical and
mental welfare is maintained, organizations need to
have well-integrated policies that support welfare.
Leaders need to be more proactive in understanding
thechallengesemployees faceand create policies that
focus on managing stress, providing constructive
feedback, and developing flexible policies. In
addition, it is important to continuously evaluate the
work environment and pay attention to employees'
mental health to create a balance between
performance and personal welfare. In this way,
organizations can create a more productive
workplace and more engaged employees.
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