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Fair compensation to performance and employee well-being, has become a fundamental requirement for organisation Compensation and employees' work well-being play a key role in motivating employees. Ensuring fair compensation that guarantees employee health can enhance engagement and performance. Fair compensation can address the low performance issues among Havencares employees. Compensation and employees' work happiness are interrelated (Albert, 2023).
[bookmark: _Toc228484946]Work-Life Balance
Work-life balance policies have a positive impact on enhancing employee productivity (Andriyana & Supriansyah, 2021; Amir & Jafar, 2021). Work-life balance can address the high turnover rate among Havencares employees, as the reason for employee turnover is also due to workload and working hours occupying their daily lives.
[bookmark: _Toc228484947]Supportive Leadership
Supportive leadership is able to recognize employees' hardships and take supportive actions to alleviate their suffering (World Health organisation, 2025). Supportive leadership can improve the quality of the work environment, strengthen trust between managers and employees, and foster a positive workplace (Burridge, 2017; Hordern, 2017; World Health organisation, 2025). (Neilson & Syed ,2026) support learning, which helps achieve employees' career development (Lozie, 2024; Kettlewell, 2020). Through support, it can address the high turnover rate among employees, as the cause of high employee turnover is due to a lack of managerial support.
[bookmark: _Toc228484948]Employee Mental Health Support
Employee mental health has become a focus in modern workplaces, reflecting growing  organisation by managers of the importance of employees' physical and mental health to organisational success. Additionally, research by (Shahzad ,2025) indicates that strategies have a positive impact on employees' psychological well-being, prompting measures to raise awareness organisation and implement employee capacity-building strategies (World Health organisation, 2025).
Through analysis, is found that that support employees in achieving meaningful goals for them, by enhancing the drivers of well-being through practical strategies, will simultaneously see improvements in both employee well-being and productivity..
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Unfortunately, Havencares' primary issues stem from high employee turnover and low employee performance resulting from long-term service. There is a lack of employee mental health support, employee communication, and policies related to high-risk, high-pressure environments (Lasater, 2021). Relational challenges such as a lack of support from others exacerbate employee turnover and attrition (Heffernan, 2023; Richard, 2025). In fact, employees decide to leave or consider leaving due to extreme relational stress associated with their positions (Kidson, 2024), and poorly structured or inadequately designed compensation systems lead to employee dissatisfaction and low morale.
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Compassionate leadership can address the insufficient employee support issue at Havencares Company .For example, support in areas such as work-related difficulties, employee mental health, and workload adjustments (Anderson , 2020; Hayes & Anderson, 2024; Lasater & La, 2024; Smylie, 2020). Compassion enhances employee well-being (Cherkowski & Walker, 2018). Cultivating compassionate relationships requires active listening, understanding, empathy, and support (Lasater, 2016; LaVenia., 2024). Leaders must be able to manage employees' emotional needs and create a work environment centre on interpersonal care and compassion for others. This involves active listening, effective communication for understanding, creating opportunities for empathy, and providing support (La, 2024; Smylie., 2020). The process of listening demands that leaders empathize with others' experiences. Through active listening, leaders can understand employees' work-related challenges and stressors (Shirley, 2020). Enhanced listening boosts employees organisational belonging and fosters enthusiasm for work.
Understanding employees enhances their well-being; it is a core key trait for employees to build healthy, trusting relationships because it allows leaders to remain open and responsive to employees' emotional experiences (Gorski, 2018). A lack of understanding can lead to reduced employee trust in the organisation, resulting in high turnover. Managers can reduce turnover and strengthen trust by increasing their understanding of employees' daily work.
Empathy enhances employee well-being by involving leaders in assessing employees' emotions. Leaders analyse interpersonal relationships and employee emotional data to provide constructive feedback (Potvin, 2022) they share empathetic stories in employee meetings to establish communication norms (Lasater, 2024). Enhanced mutual empathy between leaders and employees through feedback improves overall organisational efficiency and team performance.
Support enhances employee well-being and can improve employee health (Lasater, 2024). Work can be complex and challenging, and unreasonable job design leads to fatigue and discomfort (Ray et al., 2020). Managers provide opportunities for employees to 'share ideas, receive emotional support, encouragement, and help with problem-solving' by integrating health-related content into employee support systems. Support also promotes learning related to self-care practices. Addressing common barriers to employee well-being provides a strong mechanism. Enhanced support increases employees' willingness to stay with the organisation and improves work efficiency.
Balancing personal and professional life with compassion enhances employee well-being (Syed & Kramar, 2017). Improving work-life balance can enhance professional work efficiency and productivity, as well as employees' time balance and work engagement (Ricardianto, 2018). Effective work-life balance policies contribute positively to productivity (Andriyana & Supriansyah, 2021; Amir & Jafar, 2021).
Compassionate leadership has a positive impact on employees (Birken, 2015，Huo, 2020).

Gentry (2020) argues that other organisation may view compassion as a weakness, thereby fostering empathy rather than stigmatizing it. 'Unprofessional' leaders enhance employees' collective resilience through compassion.（Anser，2023) adaptive compassion model supports this perspective by linking customized support to long-term retention. （Dutton ，2020) further suggests that compassion can be translated into a culture of mutual aid. However, research also reveals tensions: leaders struggle between compassion and productivity pressures, while some employees equate compassion with 'weakness,' highlighting deeply ingrained cultural biases.
[bookmark: _Toc228484951]2.0The Impact of the  Compensation System on Employee Work

Compensation is defined as any form of remuneration that employees receive in exchange for their contribution to organisational performance. This includes wages, salaries, incentives, benefits, and other facilities provided by the organisation (Dessler, 2014; Sedarmayanti, 2017). Compensation has a significant impact on work efficiency and can address low performance issues within Havencares, as employees who perceive their compensation as fair tend to perform at their best (Albert., 2023). It is also a key determinant of labor income levels. Fair compensation and supportive compensation practices can reduce employee turnover, while unfair practices increase it. A clear compensation system can significantly boost employee motivation and enhance retention (Hoole & Hotz, 2016). Effective compensation management directly impacts organisational success by fostering a productive and engaged workforce (Ngozi & Edwinah, 2022). It aligns employee efforts with  organisational goals, creating a harmonious balance between individual aspirations and corporate objectives (Pattanayak, 2020). Compensation management plays a crucial role in inspiring enthusiasm among employees within an organisation. Appropriate financial incentives can enhance employee enthusiasm, thereby increasing job satisfaction and motivation, which in turn improves team work efficiency, strengthens team competitiveness, and cultivates a more proactive workforce. However, a clear compensation system may also lead to certain organisational issues. Regarding employee expectations: employees may believe their efforts should be rewarded with performance-based returns commensurate with their level, leading to work effort being contingent on management.


The challenge of balancing employee well-being with operational efficiency is significant. Managers' lack of theoretical training in compensation management systems has led to a lag in their understanding of the differential impacts of workload, safety and pay on job satisfaction (Miner., 2018; Saxena, 2023).

[bookmark: OLE_LINK28][bookmark: _Toc228484952]3.0 Emotional Intelligence Management for Managers
Emotional Intelligence is increasingly recognized as a core competency of effective leadership, where managers' adept application of emotional intelligence fosters employee safety, enhances well-being, boosts work enthusiasm, and reduces turnover—far beyond merely serving as auxiliary soft skills. Emotional intelligence encompasses the ability to identify, understand, regulate, and constructively utilize emotions within interpersonal interactions, decision-making, conflict resolution, and team engagement. Emotional capabilities exert a significant impact on communication quality, conflict management, employee motivation, and overall organisation performance (Kii, 2024).
Emotional intelligence is crucial for organisation team building, particularly in environments where adaptability has become the norm. The emotional intelligence theory is built upon four foundational pillars: self-awareness, self-management, social awareness, and relationship management. It can address gaps in employee support provided by Havencares.
Self-awareness primarily involves managers handling analytical problem-solving and managing the interconnections of these aspects while addressing employees' practical difficulties to enhance their well-being.
Self-management primarily entails managers building team belonging, cultivating shared team responsibility, thereby leading teams to resolve conflicts and provide direction during turbulent times, which in turn elevates employee motivation.
Relationship management stems from team collaboration dynamics and aims to maintain positive relationships between managers and employees. Strong team identification not only increases productivity but also strengthens emotional bonds among team members.
Through emotional intelligence—including empathetic communication and an open attitude—this promotes team cohesion and addresses gaps in positive employee support. This is critical for iteratively resolving conflicts and adapting to changes within agile processes. It is a key factor in achieving harmonious, cohesive, and high-performance teams.
Focusing on a single dimension of emotional intelligence: Concentrating solely on individual aspects of emotional intelligence, such as empathy and self-awareness, lacks other dimensions integral to team cohesion, including collaboration, adaptability, and innovation. Research on leadership training based on emotional intelligence remains limited.
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Learning and development serve as pathways for personal and professional growth. Employees' outstanding work performance, often fostered through learning and development, typically leads to promotion opportunities, enhanced skills and higher job satisfaction and efficiency (Will, 2022). By providing employees with training and development opportunities to learn, experience, explore and tap into their potential strengths, organisational can boost employees' sense of work accomplishment, elevate their happiness index within the  organisation and increase their willingness to remain with the organisation, while also enhancing their work capabilities and establishing the correct growth paths for them.
When employees lack career training and learning opportunities, they are more likely to resign. Employees without such opportunities often experience a decline in job satisfaction and organisational recognition, which can lead to employee turnover. When employees cannot see a clear growth path within the organisational, their sense of well-being and retention decrease.

Learning and development programs help align employee goals with organisational, goals, promoting mutual growth. This is achieved by establishing learning and development systems (Salem, 2015). Such an approach aims to create customizable and adaptive employee learning and development plans that meet the needs and knowledge levels of both the organisation and its employees (Walter, 2024). It also accommodates diverse employee learning preferences (Ou & Chen, 2024; Renz & Hilbig, 2020). Furthermore, these learning initiatives provide support for employees (Holstein, 2019).
Training programs may have limitations in their content, as the skills employees acquire through training might not align with actual job requirements (Robertson, 2019). Training opportunities have become an important criterion in employee performance evaluations, leading employees to miss out on learning and development opportunities and develop (passive or negative) attitudes toward training. Training content may become monotonous and such repetitive training can make employees' work feel tedious.
[bookmark: _Toc228484954]5.0 employee welfare and well-being strategy

[bookmark: _Toc228484955]Leadership support is crucial for driving the adoption of workplace initiatives and securing additional funding. 
The company's high employee turnover rate stems from work benefits that are below employees' basic living costs, compounded by the lack of a reasonable compensation management system, which in turn leads to high employee attrition. A reasonable compensation structure refers to the remuneration employees receive for fulfilling their job responsibilities (Bosire, 2021). It is a key indicator for assessing the extent of employees' contributions to organisational  goals (Omirigwe & Samuel, 2024). 

[bookmark: _Toc228484956]Collaborating with employees to develop performance evaluation processes
allowing them to participate in designing effective fair and supportive performance metrics, can enhance transparency and yield better customer service performance  (Groen., 2017).

[bookmark: _Toc228484957]Addressing Employee Well-being and Diversity
Different needs require different interventions. Sincerely expressing gratitude and recognition has a profound impact on the well-being of employees and colleagues. Providing opportunities for training and emotional support, through a range of targeted programs, can reduce high employee turnover at Havencares.
[bookmark: _Toc228484958]Measures Aligned with Overall organisation  Goals
Employee welfare policies should ensure salaries are sufficient to cover basic living expenses (Burmaster, 2016). Offering regular free health check-ups for employees and adjusting workload based on their physical condition and work efficiency, Havencares ensures the health and well-being of its employees and covers basic living expenses for those engaged in high-pressure job types serving clients.


[bookmark: _Toc228484959]Conclusion



This study analyse the impact of caring leadership, emotional intelligence, compensation, employee learning and development on employee satisfaction within organisational. The research findings indicate that a lack of support and motivation in the organisation is the most significant factor affecting employee satisfaction, followed by compensation and job security. Employees reported concerns regarding high-intensity work, insufficient relevant support, and extended working hours highlighting the urgent need for work-life balance and well-being. Furthermore, although job security has a negative impact on job satisfaction, it also presents an opportunity for managers to identify issues and adjust strategies. Finally, compensation policies need to be formulated, and employee training mechanisms also require establishment.








[bookmark: _Toc228484960]Recommendation

[bookmark: _Toc228484961]Workload Optimization
 Introduce more efficient shift scheduling, task rotation, and regular rest mechanisms to prevent occupational burnout and fatigue.
[bookmark: _Toc228484962]Compensation Adjustment
Revise the compensation structure, introduce performance-based bonuses, and reassess meal allowances and overtime subsidies to align with industry standards.
[bookmark: _Toc228484963]Employee Engagement Programs
Establish open communication channels, regular feedback meetings, and career development opportunities to enhance overall job satisfaction.
[bookmark: _Toc228484964]Develop a reasonable training 
plan tailored to the  organisational actual situation, formulate a rational training plan for company employees, and establish an employee training and growth mechanism.
[bookmark: _Toc228484965]Institutionalizing compassion 
organisational level as a supportive pillar requires explicitly recognizing compassion as an empowering organisational function, and supporting this function through flexible policies, adaptive decision-making and leadership practices that balance efficiency with dignity and fairness.
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