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ABSTRACT

This qualitative research with a phenomenological approach aims to analyze the needs of
IAIN Curup lecturers and educational staff related to the hope of realizing happiness in
the workplace. Research informants consisted of 149 lecturers and 59 educational staff.
The data collection technique used semi-structured interviews and analyzed using
thematic analysis, then checking the validity of the data using source triangulation. Based
on the research results, it is known that in order to create happiness in the workplace,
lecturers and educational staff at IAIN Curup expect improvement, maintenance, and
arrangement of workplace facilities and environment, attention and support from
leadership, clear SOPs for work, provision of rewards and openness in work.
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A. INTRODUCTION

Employee happiness at work is essential to creating a healthy and productive work
environment. Employee happiness will directly impact their work productivity (Mustofa &
Prasetyo, 2020; Satriawan dkk., 2019). Employees who feel happy and satisfied with their
work are twice as likely to be more enthusiastic and creative, have higher performance,
and want to be with the organization to do their work longer than unhappy employees
(Pryce-Jones & Lindsay, 2014). Research results show that employees with a higher level
of well-being have better performance than those with a low level of well-being (Luna-
Arocas & Danvila-del-Valle, 2021; Warr & Nielsen, 2018). Other research explains that
employees with higher happiness levels have better work productivity (Peir6 dkk., 2019).
This shows that employee happiness at work is an essential factor that needs to be
considered in an organization.

Apart from that, happiness at work can trigger internal solid motivation, which has
implications for increasing operational efficiency and overall work results to achieve
organizational goals (Hassanzadeh & Mahdinejad, 2013; Hemmati, 2018). A happy work
environment will positively impact organizational culture by creating a more collaborative
and inclusive atmosphere and supporting employee potential in a better direction (Grera &
Abd Hamid, 2021). Employees feel more connected to each other, which promotes
effective teamwork and innovative ideas (Hashim dkk., 2021). In addition, a happy work
culture also encourages open communication, better management, and higher levels of
satisfaction among all members of the organization (Argyle, 1989; Sudibjo & Manihuruk,
2022). To achieve long-term success, every organization must recognize the importance of
happiness in the workplace and invest in creating a work environment that supports
employee happiness (Clark, 1997; Luna-Arocas & Danvila-del-Valle, 2021). Happiness at
work is not only a goal to be achieved by every employee. However, it is also an essential
factor in increasing productivity, talent retention, and organizational culture to improve the
overall quality of the organization.

The reality is that not all individuals find happiness at work. Based on the results of a
survey conducted by the Accenture Research Institute on 30 countries, Indonesia is the
country that has the most unhappy employees at work, and only 18% of employees feel
happy and satisfied with their work (Manggaharti & Noviati, 2019). The survey results
also revealed that 33.4% of employees who were unhappy at work were in the age range of

22-27 years and had work experience of 1-4 years (Lestiani, 2017; Nandini, 2017).
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Many factors cause individuals to be unhappy at work. Research results found that
ineffective communication, excessive workload, inadequate salary, and lack of
appreciation for achievements can cause individuals to feel unhappy at work (Bahagia &
Putri, 2021; Mahani dkk., 2020). Other research explains that inappropriate leadership
patterns, work that is not competent, an uncomfortable workplace, and the absence of
opportunities for self-development can also trigger employee dissatisfaction at work
(Rodriguez-Mufioz & Sanz-Vergel, 2013; Saban dkk., 2020; Yousaf dkk., 2019). The main
factor that causes employees to be unhappy at work is unpleasant environmental
conditions, both physical and social (Adhisty dkk., 2022; Laba & Kusumaputri, 2020).
Dissatisfaction in the workplace will trigger negative emotions and unhappiness and can
even lead to stress.

There are several ways you can increase individual happiness at work. However, in
general, it can be grouped into two sources, namely those originating from individual
contributions and actions and contributions from organizational actions (Pryce-Jones &
Lindsay, 2014; Rahmi, 2019). To increase happiness at work, individuals can train
themselves to be grateful and accept existing conditions (Ramirez-Garcia dkk., 2019) and
establish positive social relationships with leaders and fellow employees (Mert dkk.,
2022). Another opinion explains that increasing individual happiness at work can be done
by prioritizing a balance between work and employee competence (Manggaharti &
Noviati, 2019). Promoting employee career development and personal growth is also one
of the strategic actions of organizations to increase employee happiness (Kun & Gadanecz,
2022; Yap & Badri, 2020). Leaders provide equal opportunities for employees to
participate in training and personal development, develop clear career plans, and support
employees in achieving their goals (Alameeri dkk., 2021). Providing recognition and
appreciation to employees for work achievements is also essential for organizational
leaders (Thompson & Bruk-Lee, 2021).

Another opinion states that individuals will feel happy if they are trusted and trust the
people at work. What they do makes them proud and comfortable at work (Basalamah &
As’ad, 2021). Three essential factors determine the happiness and enthusiasm of
employees in an organization: equity, achievement, feedback, and friendship with
teammates (Aryanti dkk., 2020; Fidyah & Setiawati, 2020). On the other hand,
organizations need to listen to employee input regularly. To make this happen,
organizations can conduct employee satisfaction surveys or hold regular meetings to allow

employees to discuss their needs, aspirations, or problems (Fidyah & Setiawati, 2020).
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Listening well and responding to employee concerns can help an organization improve its
policies and practices, creating a more satisfying environment for all employees. This
effort must be carried out on an ongoing basis and must be supported by a commitment
from the organization's top leadership. With these actions, organizations can create a work
environment that supports individual happiness at work, positively impacting employee
performance and retention.

The State Islamic Institute (IAIN) is the only State Islamic Higher Education
Institution in Rejang Lebong Regency, which has experienced many significant changes
both in terms of status, number of lecturers and educational staff, number of students,
number of study programs and in terms of management ( Hidayah, Personal
Communication, October 21, 2022). In 2022, there will be 2,046 recorded at PDDIKTI and
26 study programs, five of which are Master's study programs and two doctoral study
programs (M. Istan, Personal Communication, October 22, 2022). Judging from
management, IAIN Curup has been managed well to improve services, facilities, and
infrastructure towards a quality and competitive higher education institution in developing
moderate Islamic-based science at the Southeast Asian level in 2045 (IAIN Curup Vision
and Mission Document, 2019). However, to improve this management, it is necessary to
analyze the needs of lecturers and education staff about various things expected to create a
happy work environment. This must be done because study results show that happiness at
work greatly influences motivation, performance, productivity, and organizational
commitment (Luna-Arocas & Danvila-del-Valle, 2021).

This research aims to analyze the needs of IAIN Curup lecturers and educational staff
related to various hopes for realizing happiness in the workplace. It is hoped that the
results of this research can be used as an essential reference by policymakers to determine
strategies and steps in preparing activity planners to realize IAIN Curup's vision to become
a quality higher education institution that can compete not only at the national level but

also at the Southeast Asian level.

B. LITERATURE REVIEW
1. Definition and Characteristics of Happiness in the Workplace

In the Big Indonesian Dictionary, "happiness” comes from the word happy, which
means a state or feeling of being happy, peaceful, and free from all troublesome things
(KBBI, 2016). Happinessis a pleasant feeling reflected in the form of enjoyment,
satisfaction, comfort, happiness, or positive emotions (Rahman dkk., 2022). Happiness is
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an abstract experience that cannot be touched or touched and is closely related to the
psychological state of the individual who experiences it (Anugrah dkk., 2019). Happiness
can improve quality of life, well-being, and motivation to achieve goals.

Another opinion explains that happiness is a positive feeling that can bring peace,
pleasure, and prosperity to life (Banusu & Firmanto, 2020). Happiness also affects a
person's psychological state, characterized by a high degree of satisfaction and positive
effects and a low level of adverse effects (Pratiwi & Ahmad, 2020). People who are happy
are usually optimistic and open, appreciate all their potential, and can control themselves
(Handayani, 2021). Martin, E.P, (2019) stated that happiness results from an assessment of
oneself and life, producing positive emotions. Indriana explained that positive emotions
are enjoyment, joy, well-being, and pleasant feelings. According to Kato & Wilson,
(2023), happy people live a purposeful life, can overcome problems and achieve life goals,
are rarely disappointed, are honest and responsible, can build relationships with other
people, have lots of friends, accept criticism, and are not anxious in living life.

Happiness consists of several aspects, namely positive interactions with other people,
full involvement, finding the meaning of life in carrying out activities, being realistically
optimistic, and having good resilience in facing various problems (Martin, E.P, 2019).
Another opinion explains that happiness includes several aspects, including fulfilling
physiological, psychological, social, and spiritual needs (Takdir, 2019; Tanzer & Weyandt,
2020). A person will feel happiness if a person has three aspects: acceptance, achievement,
and affection (Chaplin, 2020; Hurlock, 2020). These three aspects are necessary for a

person to achieve happiness.

2. Factors that influence Happiness at Work

Danna & Griffin (1999) explain that several factors influence happiness at work. First,
work settings. Work setting, or work environment, refers to the physical and
environmental conditions in which work is carried out. This includes where individuals
work, the room's layout, the equipment used, and the overall work atmosphere (Alameeri
dkk., 2021). Work settings also involve social elements, such as workplace culture,
relationships between employees, company policies, and norms that influence individuals
to interact and perform (Salas-Vallina & Alegre, 2021). Work settings significantly
influence individual happiness, productivity, and job satisfaction (Alameeri dkk., 2021).

Second, personality traits. Personality traits are consistent characteristics that

determine how a person behaves, thinks, and feels in various situations (Danna & Griffin,
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1999). Several theoretical models categorize and measure personality traits, one of which
is the Big Five model, which includes five main dimensions, namely extroversion (level of
sociability and courage), introversion (level of delay and a more careful approach to
situations), neuroticism (level of anxiety and emotional stability), openness (level of
creativity and interest in new experiences), and caring (level of responsibility and
compliance with social norms (Nikéevi¢ dkk., 2021; Sahin dkk., 2019). Every individual
has this unique combination of personality traits, which form distinctive patterns of
behavior and emotional responses in various situations. The importance of personality
traits lies in their impact on a person's daily life. For example, someone with a high level
of extroversion tends to be more comfortable in social interactions, while individuals high
in neuroticism may be more susceptible to anxiety and stress. Personality traits also play
an essential role in career choice, interpersonal relationships, and personal development
(Buecker dkk., 2020). Understanding a person's personality traits can help in making better
decisions, both in professional and personal contexts, and allows individuals to recognize
their potential strengths and weaknesses for better self-development.

Third, occupational stress. Job stress, or occupational stress, is the stress experienced
by a person due to the demands and pressures in their work environment (Danna & Griffin,
1999). This can stem from various sources, such as time pressure, excessive workload,
interpersonal conflict, unrealistic task demands, or job uncertainty (Singh dkk., 2020). Job
stress can harm an individual's physical and mental well-being, including health problems
such as sleep disorders, depression, anxiety, and even the risk of heart disease (Nikéevié
dkk., 2021). In addition, work stress can also affect productivity, work performance, and
workplace relationships, so managing it well is important for individuals and organizations
(Kakemam dkk., 2019; Wong dkk., 2021). Organizations should strive to create a work
environment that supports a balance between work and personal life and provide employee
wellness programs to help reduce stress. On the other hand, individuals also need to have
personal stress management strategies to cope with high work demands. Understanding the
sources of job stress, assessing your ability to cope, and seeking support when needed are
essential steps in managing job stress and maintaining overall well-being.

Fourth subjective well-being. Subjective well-being is a concept that refers to an
individual's assessment of the quality of his or her own life and happiness. It includes
aspects such as life satisfaction, happiness, job satisfaction, and a general feeling of
personal well-being (Danna & Griffin, 1999). Subjective well-being is more subjective
than objective because it is based on an individual's views, perceptions, and life evaluation
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(Kamaliya dkk., 2021). Subjective well-being is very personal and unique (Julika &
Setiyawati, 2019). Therefore, studies need to be carried out in an organization to help
understand the factors that influence individual happiness and how to improve the
subjective well-being of employees who work in an organization (Suseno & Pramithasari,
2019). Understanding subjective well-being is also essential in making decisions and
policies to improve the quality of life and happiness of individuals working in an
organization.

Fifth, eudaimonic well-being. This term comes from "eudaimonia™ in ancient Greek,
which refers to happiness obtained through fulfilling human potential and meaningful life
(Danna & Griffin, 1999). In eudaimonic well-being, developing individual engagement and
motivation in work is essential. Individuals work to achieve higher life goals and not just
to fulfill physical needs (Chairunnisa dkk., 2022). This understanding emphasizes that true
happiness is not only emotional but also feeling satisfied and fulfilling human potential
(Bartels dkk., 2019). Eudaimonic well-being provides the basis for living a meaningful and
meaningful life.

Sixth, social welfare. Social welfare is employees' overall condition and work
environment experience that reflects satisfaction, support, and fairness. It includes inter-
employee relationships, work culture, and organizational norms contributing to collective
well-being (Danna & Griffin, 1999)). Workplaces that support social welfare tend to have
open communication, good team collaboration, and policies that promote inclusivity and
diversity (Febriana, 2023). Employees feel appreciated and supported and have a sense of
ownership of the organization's goals and values, which can increase individual motivation
and loyalty (Chairunnisa dkk., 2022). Social welfare in the workplace includes various
elements that create a healthy, inclusive, fair, and sustainable work environment (Sekarini
dkk., 2020). This impacts employee happiness and quality of life, productivity, and

positive organizational impact.

C. METHOD

This research is qualitative research using a phenomenological approach. The
phenomenological approach is an approach in qualitative research to reveal the
experiences or perspectives of a person or group of people in a natural setting.
Phenomenological research aims to understand the meaning of a particular experience or

phenomenon (Creswell, 2015, 2015; Moleong, 2021). The research informants comprised
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149 Curup State Islamic Institute (IAIN) lecturers and 59 educational staff. The data
collection technique used semi-structured interviews. Semi-structured interviews are one
type conducted by research using interview guidelines, which can still be developed when
conducting interviews (Sugiyono, 2017). This interview revealed the hopes of IAIN Curup
lecturers and educational staff in managing Islamic religious higher education institutions
to achieve happiness in the workplace. Several aspects that the researcher will reveal

through interviews can be seen in the following table:

Table 1
Aspects of Happiness at Work
Aspects of Happiness

No. at Work Hope

1 Work-setting Expectations of lecturers and education staff regarding a
healthy work environment that guarantees safety

2 Personal traits It is hoped that lecturers and employees will have
encouragement, healthy competition, be actively involved in
their work, and have control from within.

3 Work stress Expectations of lecturers and educational staff regarding a
work environment that can avoid or reduce stress in the
workplace

Subjective well-being The expectations of lecturers and educational staff regarding

4. the work environment are to increase happiness or subjective

well-being.

5. Eudaimonic well-being  The expectations of lecturers and educational staff for the work
environment are to promote eudaimonic well-being or

happiness.

6. Social welfare The expectations of lecturers and educational staff for the work
environment are to promote happiness or social well-being or
happiness.

The data obtained was then analyzed using thematic analysis. Thematic analysis was
carried out to identify and understand themes that emerged repeatedly through interviews
with research informants (Rozali, 2022). These themes represent the essence of the data
obtained and help understand the deeper meaning (Sitasari, 2022). Thematic analysis is
carried out through five stages: data collection, understanding the data, coding, finding
themes, and concluding (Heriyanto, 2018). It is done through source triangulation to check
the validity of the data. Researchers collect data or information from several different
sources to confirm or check the findings or information found (Bachri, 2010; Rahardjo,
2010). The main aim of source triangulation is to reduce the potential for bias or error and
to strengthen confidence that the findings or interpretation of data are accurate and
trustworthy (Soendari, 2012; Syahran, 2020).
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D. RESULTS AND DISCUSSION

Based on the data grouping, several important themes were found related to the hopes
of lecturers and education staff to create happiness in the workplace. For more details, see
the following table:

Table 2
Essential Themes: Expectations of Lecturers and Education Personnel in Creating Happiness
in the Workplace

No.

Aspects of Happiness at Work

Expectations of lecturers and
educational staff regarding work
settings that can support happiness in
the workplace

S NS

Essential Themes

Improved health facilities and services
Improved facilities that support work
Additional personnel

Arrangement of the campus physical
environment

5. Maintaining the campus's physical environment
2 Expectations of lecturers and 1. Give appreciation and rewards
educational staff in empowering 2. Facilitate self-development and knowledge
personal traits 3. Support leadership
3 Lecturers and education staff hope to 1. Explain the job description
avoid or reduce work stress. 2. Not authoritarian
3. Openness
4. Be actively involved in every activity
5. Clarity of procedures
4 Expectations of lecturers and 1. Provide verbal support
educational staff to improve 2. Provide motivation
subjective well-being 3. Give praise
4. Ask about the difficulties faced at work
5. Provide a solution
5 Expectations of lecturers and 1. Complete work facilities
educational staff to improve 2. Giving appreciation and rewards
eudaimonic well-being 3. Moral and material support
6 Expectations of lecturers and 1. Be open-minded
educational staff to improve social 2. Open communication
welfare 3. Employee gathering

The table above reveals that the expectations of lecturers and education staff
regarding work settings that can support happiness in the workplace include two things,
namely occupational health and safety. The expectations of lecturers and educational staff
regarding management that supports health include improving facilities and types of health

services. This is according to the following interview quote:

"... health facilities need to be improved, and clinics should be enlarged, located in
places that are easily visible and accessible..." (Ami)
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"...the existence of clinics needs to be socialized, what types of health services are

provided, what examinations and treatments can be provided..." (Nurma)

"...personnel or the number of health workers needs to be increased, if necessary,
there will be a doctor and staff on-site according to working hours so that when

someone wants treatment, they can be treated immediately..." (Fema)

"..our campus must be like other universities, have a clinic that is quite
representative, there is a doctor, if there is no doctor there is still a doctor who comes
at least once a week, additional types of health examinations such as eye, dental,
etc...."( Busra)

"...lecturers and employees need to be facilitated with regular health checks such as
checking blood pressure, blood sugar, cholesterol, uric acid, increasing the number
of medicines, and also needing to increase the types of examinations such as

checking eyes and pregnant women..." (Meli)
"...if possible, BPJS contributions for employees or contract employees will be fully
borne by the campus. If possible, lecturers or employees who suffer from serious or

chronic illnesses can get help with medical costs..." (Deli)

To achieve individual happiness in the workplace, it is necessary to be equipped with

work safety support facilities. So that work safety is guaranteed, lecturers and education

staff hope for additional personnel, improvement of work facilities, and arrangement and

maintenance of the campus's physical environment. This is in line with the results of the

interview as follows:
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"...it is necessary to add additional personnel, the number of personnel should be
following the ratio of the number of students served, such as in the library the
number of new librarians is five people while the number of students to be served is
around five thousand. Ideally, the ratio of librarians to students is 1:500, so there

should be ten librarians while there are only 5..." (Ike)



"...every study program should have staff who take care of administrative work, and
in each faculty there should be special staff whose job is to input data into PDDIKTI,
so inputting data into PDDIKTI is not the responsibility of the study program, the

study program just needs to submit the data to the special officer ..."(Barrel)

"...it is necessary to equip facilities that can support work effectiveness, for example,
if possible, each study program is equipped with computers, printers and rooms that
are conducive enough..." (Mega)

"... there must be a clear division of classrooms for each study program, learning
facilities in the classroom are equipped, learning facilities in the classroom that are
damaged must be immediately repaired or replaced...” (Fenti)

"...the physical campus environment needs to be organized to make it neater and
more orderly, it also needs green open space or parks..." (Sulis)
"...the cleanliness of the campus environment must always be maintained to create

comfort in working...(Sagiman)

"...It is necessary to increase the maintenance of campus facilities, for example,
repair potholes on roads, repaint buildings, repair damaged facilities immediately,
especially bathroom and toilet facilities, water, electricity, and WiFi must be

smooth..." (Fitma).

Lecturers and educational staff expect maximum empowerment of personal traits.

Some of the expectations of lecturers and educational staff include providing appreciation

and rewards, facilitating knowledge development, and providing necessary leadership

support. The following is an interview excerpt from the research results:

"...s0 that lecturers and staff have encouragement in working, they need support from
the leadership, for example, if the leadership comes to the room, do not just check

attendance but should also ask about news or invite to chat..." (Fema)

"...s0 that lecturers and employees have competition in their work, appreciation, and

rewards are needed, for example, there are awards for lecturers or employees who
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arrive the fastest, lecturers or employees who are the most diligent, or who manage

the study program the best..." (Nurma)

"...in order for lecturers or employees to be involved in their work, they need to
facilitate scientific development, be allowed to attend training or workshops, or at

least if there is a new application, socialize it first..." (Deli)

"...s0 that lecturers and employees have self-control in carrying out their work,
motivation is needed to raise awareness of duties and responsibilities, given
opportunities to develop themselves and their knowledge such as attending seminars,

training or workshops..." (Zakia).

Lecturers and educational staff hope to avoid stress at work. In order to avoid work

stress, lecturers and educational staff expect clarity in job descriptions for each position

and type of work, not being authoritarian in leading, openness in communication, division

of tasks and all matters related to work, active involvement in every activity, as well as

clarity in procedures. In completing a task. Some of these things are revealed in the

following interview excerpt:
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"...to avoid work stress, leaders should place someone according to their field of
expertise, then a job description must be made for each field of work and explained

before starting work...(Deli)

"...work stress that often occurs among staff is frequently moved around. Several
work units require specific skills that not all other staff can do, such as database
staff. Staff not used to working there will find it difficult to adjust to their work...
Therefore, if the leadership wants to transfer employees, they must consider this...
(Rizal)

"...leadership should not be authoritarian, ordering but not wanting to know what
difficulties staff is facing in completing their work, must be consistent, make policies
that should not change, for example, if the PPL registration schedule, compare exam

or thesis exam has been determined from the start on what date it will be carried out



according to the schedule, do not let it be extended because of some considerations,

it will make it difficult for us to do the following job...(Neni)

"...leaders must be open in terms of communication, division of tasks, and work-
related matters. Leaders must also be open-minded. For example, if staff propose to
use a certain application, do not hesitate to reject it. Study it first. Who knows, it will

be more effective in completing the work..." (Ami)

"...leaders can be involved in every activity, know every stage and procedure, so that
if there are obstacles in completing tasks, they know the causes, so that if there is a

delay in completing tasks, leaders do not blame the staff..." (Nurma)

"...one of the causes of work stress is when working, tools are damaged. When
equipment is damaged, there is no clear procedure regarding what part it is and how
long it will take to repair it. For example, yesterday our computer broke down, to
repair it we took it to that department, we delivered it, but for several days there was
no news about who repaired it and how long it would take to fix it, so our time was
spent waiting in uncertainty. We hope to repair damaged office equipment with clear

handling procedures in the future..." (Fema)

"...between superiors and subordinates, they must maintain relationships with each
other, respect and protect each other, subordinates respect superiors, superiors

respect subordinates...(Sagiman)

"... management hopes that lecturers and employees are comfortable at work, place
someone according to their educational background and field of expertise, provide
facilities that can support the smooth running of their work and give awards

according to their work achievements..." (Laras)

"...management hopes that lecturers and employees will be comfortable at work and
provide opportunities to participate in self-development activities such as training,
workshops, seminars or socialization. Lecturers must be trained every year in
developing learning models, research methodology, or writing journal articles...”
(Meli)
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. management hopes that lecturers and employees are comfortable in career
development. There is a section that records when lecturers or employees can take
care of promotions, socialize, call, ask whether the required materials are complete,

so lecturers or employees are not left to take care of it themselves- alone..." (Mega)

"...to avoid work stress, the organizational climate that needs to be built is a
supportive environment, friendly personnel, serving with heart, supporting each
other, caring for each other, understanding each other, respecting each other, not
suspecting each other..." (Nurjannah)

"...to overcome difficulties in organizing work is to add personnel, for example, in
the study program there must be staff who do administration work so that the head
and secretary of the study program can focus on study program development

activities..." (Venti)

On the other hand, lecturers and education staff have high hopes for subjective well-

being in the workplace. The interview results revealed several hopes that could improve

subjective well-being, including providing verbal support, motivation, and praise, asking

about difficulties faced at work, and providing solutions. The expectations of IAIN Curup

lecturers and educational staff regarding subjective well-being are in line with the

following interview quote:
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"...one of the factors that influences job satisfaction is always being motivated and

appreciated for every involvement in activities on campus..." (Sagiman)

"...to increase job satisfaction we need motivation from the leadership, the leadership
always needs to remind lecturers and employees that we are civil servants who work
for Allah..." (Busra)

"...to increase job satisfaction for leaders, do not be selective in giving rewards, give
rewards according to the performance displayed by lecturers and employees...”
(Rafia)



"...s0 that lecturers and staff work happily and enthusiastically, leaders should
provide verbal support, praise what has been achieved, and ask what difficulties they

faced in completing a job..." (Leni)

"...if in carrying out work there are staff who experience difficulties, the leadership
should provide a solution, not assume it is easy and the staff can do it, really pay

attention to whether the staff can complete their tasks well or not..." (Ami)

Lecturers and educational staff also expect eudaimonic well-being to be present in
the workplace. According to lecturers and education staff, several things need to be done at
IAIN Curup to improve eudaimonic welfare, including completing work facilities, giving
appreciation and rewards, and providing moral and material support. The results of the

interview revealed that :

"... management's hope that lecturers and staff are actively involved in work is to
complete the facilities, at least in each study program there are computers and
printers, damaged computers and printers are immediately repaired, each classroom

is equipped with facilities that support learning such as focus and so on..." (Zakia)

"...the hope is that lecturers and employees will have work engagement, leaders will
provide positive suggestions, not threats or punishments, so that what lecturers and
employees remember are only positive suggestions... (Busra)

"...in order for lecturers and employees to have a work bond, leaders must pay
attention to the condition of lecturers and employees, know their conditions,
understand their needs, protect and serve, maintain friendly, close relationships, not

divide lecturers and employees into certain groups..." (Rafia)

"... management's hope that lecturers and staff continue to develop in their work is
to provide appreciation and rewards. So far, appreciation and rewards have been
given in scientific publications, and appreciation needs to be added in other fields
such as education and teaching, community service, student development, or other
creative fields..." (Muzda)

"...management hopes that lecturers and staff will continue to develop, and

leadership will provide moral and material support. For example, if some lecturers
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and employees want to study further, they are given permission, making the
arrangement easier. If necessary, financial assistance is also provided, such as

scholarships, assistance in completing studies, and so on..." (Ami)

"...s0 that lecturers and employees feel that their work is meaningful to them by
providing opportunities for self-development and there are career paths, for example
in a particular time lecturers or employees whose performance is good are allowed to

be promoted to a particular career level... (Deli).

The expectations of lecturers and educational staff hope for a level of social welfare.

Social welfare can be improved through various efforts, including open-mindedness, open

communication, and employee gathering. Based on the research results, it can be seen that

several expectations of IAIN Curup lecturers and educational staff related to subjective

well-being can be seen in the following interview :
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"...to increase the commitment of lecturers and employees to campus organizations is
to enforce the rules, enforce the code of ethics, carry out the SOPs that have been

created, do not just keep them but not implement them..." (Rafia)

"...increasing the commitment of lecturers and employees to the organization, leaders
must first set an example, work truly for the progress of the campus, work truly for

the benefit of the campus..." (Busra)

"...in order to increase the commitment of lecturers and employees towards campus
organizations, attention, appreciation, and motivation is needed at all times..."
(Sineba)

"... management hopes lecturers and employees have satisfying interactions at work
at least once a year. There will be a meeting or grand meeting attended by all
lecturers and employees to get to know each other. The leadership invites all
lecturers and employees to maintain harmonious relationships, not to form groups.

groups that cause division..." (Rafia)



"...management hopes that lecturers and employees will have satisfying interactions,
a psychological and religious approach is needed. Developing the inner aspects of
lecturers and employees is necessary to build harmonious interactions between

colleagues..." (Busra)

"...increasing the satisfaction of interaction between lecturers and employees, maybe
once a year you need an employee gathering, outbound, or other activities that
provide opportunities for lecturers, employees and leaders to interact outside the

work context and without being limited by position..." (Leni).

The hopes of lecturers and educational staff regarding management that supports
occupational health and safety, among the opinions, expressed was the desire of lecturers
and educational staff that facilities and types of health services and facilities that can
support work be improved. This is in line with research results, which suggest that one of
the factors that supports employee happiness at work is the availability of facilities that can
support physical and psychological happiness (Firdausi, 2023; Ramdhani dkk., 2018).
Several facilities that can support work health and safety include the availability of health
facilities, entertainment, and sports facilities, including the availability of food and drink or
kitchens that are close to the work location and easily accessible (Diva dkk., 2022;
Pramono dkk., 2019).

The results of the research reveal that the hopes of lecturers and educational staff
regarding the management of empowering personal traits include providing appreciation
and rewards, facilitating the development of knowledge, and supporting leaders. From
these findings, the hope of lecturers and education staff toward leaders in managing the
empowerment of personal traits so that they continue to develop in their work is to provide
appreciation and rewards. Appreciation and rewards are also called performance rewards
(Wiwin Indriani dkk., 2022). Performance rewards can be individual-based and team-
based (Marsithah, 2022). Individual-based performance rewards can include additional
salary incentives, prizes, or bonuses. The advantage is that valued performance is
maintained or improved and helps organizations realize justice in the workplace (Muttagijn
dkk., 2023). Meanwhile, team-based performance rewards provide incentives to employees
as a group that are greater in number than individual incentives. This team-based reward
has a dual purpose, namely increasing productivity and enthusiasm for employees who
participate in the team (Kaswan, 2017).
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The expectations of lecturers and educational staff regarding management to avoid or
reduce work stress include explaining the job description for each position and type of
work, not being authoritarian in leading, openness in communication, dividing tasks and
all matters related to work, being actively involved in every activity. , as well as clarity of
procedures for completing a task. From these findings, lecturers and educational staff
expect leaders to avoid or reduce work stress, and lecturers and educational staff want
precise job analysis and design. The basis for job analysis and design includes two aspects:
First, the organization must analyze employee placement to see whether it meets the
requirements for suitability between the type of work and individual talents (Hidayati &
Harsono, 2021). Second, provide information about work, including tasks, obligations,
responsibilities, work activities, performance standards, position, and job contents from a
general nature to very detailed job descriptions and procedural stages (Issalillah &
Wahyuni, 2021). The purpose of job analysis and design is to integrate individual
employee needs with organizational needs and efficiency and personal responsibility at
work (Armstrong & Murlis, 2007).

The research results also reveal several lecturers and education staff hopes regarding
increasing subjective well-being. Some of these expectations include providing verbal
support, motivation, praise, asking about difficulties faced at work, and providing
solutions. From these findings, the expectations of lecturers and educational staff towards
leaders in improving subjective well-being want continuous support and motivation so that
lecturers and educational staff have high motivation. Support, motivation, and providing
solutions are essential to do. Research results on appointment, support, motivation, and
providing solutions can improve subjective well-being and employee performance (Juhedi,
2021; Romdin, 2020; Wahyuni, 2023).

Every organization must have employees with high motivation. There are four
reasons: first, employees with high motivation will be disciplined in coming to work, have
a sense of belonging to the organization, and have high performance (Basalamah & As’ad,
2021). Second, highly motivated employees are rarely absent and highly committed to the
organization or want to stay in the organization (Danial dkk., 2019; Suherman dkk., 2019).
Third, employees with high work motivation easily accept organizational changes, do not
reject organizational changes, and continue to grow and develop with the organization
(Danial dkk., 2019). Fourth, employees with high motivation can raise the organization's
image and contribute to the brand image to promote the organization. Thus, maximizing
motivation can benefit both parties, employees and the organization (Kondalkar, 2020).
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The hopes of lecturers and educational staff regarding management to improve
eudaimonic welfare include completing work facilities, giving appreciation and rewards,
and providing moral and material support. From these findings, it can be seen that the
expectations of lecturers and education staff towards leaders in improving eudaimonic
welfare, lecturers and education staff want leaders to give appreciation and rewards to
lecturers and employees who have shown the best performance. One form of appreciation
and reward for employees who have shown the best performance is promoting employees,
which aims to give employees positive feelings, feeling appreciated and allowed to
develop in the workplace (Snell & Morris, 2018).

Lecturers and educational staff hope to improve social welfare, including open-
mindedness, open communication, and employee gatherings. From these findings, it can be
seen that the expectations of lecturers and educational staff towards leaders in improving
social welfare, lecturers and educational staff want leaders to communicate openly with
lecturers and educational staff (Gonzalez-Rico dkk., 2022). One of the excellent employee
relations programs is the availability of communication channels that give employees
access to critical information and allow employees to express their ideas and feelings
(Bartels dkk., 2019). This aims to ensure that leaders are familiar with work policies and
that employees know their rights to prevent misunderstandings and decreased productivity
(Kaswan, 2017). Organizations need to develop multiple communication channels to
improve social welfare to move information up, down, and sideways to the organizational
structure (Harapan dkk., 2022; Napitupulu, 2019). Effective communication needs to be
developed into an organizational culture because effective communication can encourage
employee or employee performance and job satisfaction (Asriadi, 2020). Effective
communication can also encourage employees or staff, if necessary, to work voluntarily or
make sacrifices for the organization's benefit (Mahbob dkk., 2019; Siregar dkk., 2021).

E. CONCLUSION

Happiness in the place is the hope of all employees, including lecturers and education
staff at IAIN Curup. A happy workplace will impact employee motivation, performance,
productivity, and organizational commitment. Every organization, including 1AIN Curup,
needs to conduct a needs analysis related to the various things that organizational members
expect to ensure a happy workplace. Based on the research results, it is known that the
hopes of lecturers and educational staff that can increase happiness in the workplace are

improving, maintaining, and structuring the workplace environment, providing attention
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and support from leadership, having clear SOPs for work, providing rewards and openness

at work.
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