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Abstract—This paper is a viewpoint paper and it aims at 

presenting theoretical-based evidence on the role of leadership 

styles and employee’s well-being. First, the authors provided a 

review in the area of leadership styles (i.e., transformational and 

transactional styles) and well-being. Second, extensive reviews 

were also included to support the arguments before generating 

theoretical-based conclusions. This paper suggested that 

transformational leadership style outperformed the effect of 

transactional leadership style on employee’s well-being. In 

addition, different types of organizations potentially moderate 

the relationship between the variables. Future study should 

conduct an empirical investigation to further understanding the 

relationships. 
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I. INTRODUCTION  

Employee well-being is paramount in maintaining work 
productivity and human resources planning in the organization 
[1]. On the other hand, the leadership also affects the 
variability of employee life, including the employee’s well-
being. Nielsen & Munir reported the associations between 
positive leadership behavior (e.g., transformational leadership) 
and employee well-being [2]. This indicates that leadership 
style has a significant contribution to the well-being of an 
organization [3]. It is important to understand more about the 
effect of certain leadership style for the employee well-being. 

Basically, leadership style used by a leader in order to deal 
with problems or situations. The leader is a position which has 
an important role in an organization required the responsibility 
on planning, organizing, coordinating, directing and 
controlling the organization. Thus, leadership is subject to 
implementation to achieve organizational goals and to deal 
with various situations that arise in organizational conditions. 
Moreover, Leaders use their leadersip style each in handling 
various conditions There are two leadership styles examined 
in this paper; the transformational and transactional 
leadership. Both transformational and transactional leadership 
style predict the variability of employee well-being. A 
systematic review provides a better insight in understanding 
the role of leadership styles on employee well-being. This 
paper has initiated the first step to exploring the role of 
leadership style on employee’s well-being particularly in the 
different type of organization. 

II. RESEARCH METHOD 

This paper employed a non-empirical method, and it aimed 
at reviewing some basic literature in the area of leadership 
styles and employee well-being. There were three fundamental 
steps in presenting viewpoints in this paper. First, the authors 
reviewed some basic literature and current research in the area 
of leadership styles. Second, the authors also reviewed 
literature in the area of employee’s well-being. Last, the 
authors reviewed the relationship between the leadership 
styles and employee’s well-being as well as presenting 
arguments and future research directions. 

III. RESULTS AND DISCUSSION  

A. Leadership Styles 

The leadership is a core factor that contributes immensely 
to the well-being of organizations and nations, specifically the 
two styles of leadership – transformational and transactional 
leadership [3]. Two of the most prominent leadership theories 
are transformational and transactional leadership style [4], [5]. 
The transformational leadership can increase the level of 
employee’s motivation, morale, and performance in a variety 
of mechanisms such as the way a leaders instill a meaning 
during the regular work day [6]–[8]. These include connecting 
and facilitating the employee’s self and identity to the 
organization, inspiring and make employees interested with a 
good role model and, challenging employees with a sense of 
belonging of works, and considering the strengths and 
weaknesses of employees [9]–[11]. 

Besides, the other type of leadership style is transactional 
leadership. Transactional leadership as the leaders, who apply 
contingent reward, management-by-exception (active), and 
management-by-exception (passive) [12], [13]. They also 
suggest that transactional styles focus more on applying the 
principle of rewards and punishment. If followers or 
employees do what is expect of them, then they are rewarded 
and punished when they do not perform on the job as 
expected. 

B. Employee well-being  

Subjective well-being (SWB) comprises the scientific 
analysis of how people evaluate their lives (current and past 
live event). These evaluations include people’s emotional 
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reactions to particular events, moods, and judgments of their 
life satisfaction, fulfillment, and satisfaction with domains 
such as family and work [14]. Chen et al. found that the results 
from the bifactor model study of well-being confirmed that 
Psychological Well-Being and Subjective Well-Being were 
two related constructs [15]. This finding provided support for 
the notion that PWB and SWB were conceptually related to 
constructing. 

The PWB and SWB are not the only constructs of well-
being. Young & Bhaumik utilized the construct of employee’s 
Mental Well-Being [16]. This construct covered both 
subjective well-being and psychological functioning, in which 
all items were worded positively and addressed aspects of 
positive mental health. Employee’s well-being can also be 
seen as subjective or occupational well-being [17]. Moreover, 
Wright & Huang postulated the significant role of well-being 
on employee job performance, retention, and cardiovascular 
health [1]. Related to this discussion, Ed et al. assessed several 
demographic variables that can affect the level of well-being 
such as income, relationship, age, health, gender, the level of 
education, type of job, and intelligence might determine the 
level of employee’s well-being [18]. 

C. The effect of leadership styles and organization types on 

employee well-being   

The transformational leadership has been linked to more 
positive employee emotions during the workday [19]. 
Similarly, Skakon et al. reported associations between positive 
leadership behavior (e.g., transformational leadership) and 
employee well-being, which were based mainly on cross-
sectional analyses [20]. Kara et al. also suggested that 
transformational leadership had a significant positive 
influence on employee well-being [21]. In a recent study, also 
there was a significant and positive relationship between 
transformational leadership and employee’s psychological 
well-being [2], [21], [22]. As a result, the more likely a leader 
has a transformational style, the higher the employee well-
being. 

In contrast, Javeed & Farooqi conducted research in 
Pakistan and attested the relationship between 
transformational leadership and employee’s well-being [23]. 
Javeed & Farooqi argued that different culture or work 
condition might moderate the effect of the relationship as 
employees might perceive work condition differently [23]. 
This causes the insignificant effect of transformational 
leadership on employees’ well-being. On the other hand, the 
transactional style also influences employees’ performance 
[24]. Unfortunately, the relationship between transactional 
leadership and employees’ work life is more likely negative 
than positive [21]. 

Regarding organizational types and employees well-being, 
employees in public and private sector experience similar 
management practices and outcomes [25]. However, Kelloway 
et al. found that only transformational leadership style that had 
a positive contribution to the employee well-being [22]. 
Regardless the effect of leadership styles on well-being, 
transformational leadership outperforms the transactional 

leadership even though both still contribute significant effect 
to performance. 

This paper suggested three main points; 1) the 
transformational leadership style has a greater effect on 
employee’s well-being over the transactional style. However, 
certain organizational types also contribute to employee well-
being. 2) Different types of organization or context potentially 
predict employee’s well-being. 3) Different types of 
organizations potentially moderate the correlation between the 
leadership styles and employee’s well-being. Albeit previous 
findings have supported the ideas, the further empirical study 
is necessary to attest these conclusions. 

IV. CONCLUSION 

This study found that together task commitment and 
teacher’s quality of teaching had an important role in 
determining teacher’s work satisfaction. Task commitment 
and teacher’s quality of teaching were two highly 
performance-related variables to teaching. This suggests that 
teachers’ work satisfaction is greatly influenced by their task 
commitment and their quality of teaching. 
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