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ABSTRACT 

 

Employee engagement is a critical factor for a company in relating to 

the efforts of maintaining, improving, and developing human resource 

management programs. This research aims at examining the influence of 

electronic leadership and spirituality at work on employee engagement in 

telecommunication network providers in Indonesia. The study employed 
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exploratory and explanatory research methods to a sample consisting100 

respondents from telecommunication network providers in Indonesia. 

Data was analyzed using the Structural Equation Modeling (SEM) 

method. The results showed that electronic leadership and spirituality at 

work had a significant influence on the employee engagement in 

telecommunication network providers in Indonesia and the most 

influence was obtained by electronic leadership. 

 

Keywords: electronic leadership, spirituality at work, employee 

engagement, telecommunication 

 

 

1. INTRODUCTION 

 

1.1. Research Background 

 

Telecommunications network providers in Indonesia generally provide 

coverage of its services throughout Indonesia, and some of which have also 

grown to be able to provide its services in other countries. These 

companies run by employing tens of thousands of employees throughout 

the country. With a large number employees placed in different operational 

areas, and business units and subsidiaries, the companies need a media to 

effectively communicate and deliver information from the center to 

subsidiaries of the organization. These companies utilize the Information 

and Communication Technology (ICT) as a communication means to 

deliverthe socialization of their visions, missions, strategies, organizational 

programs to its execution and control. 

Managing telecommunication networks require full engagement of all 

components of the company, particularly when the organization has a high 

level of complexity. Markos and Sridevi (2010) explain that employee 

engagement is a strong predictor of a positive organizational performance, 

which demonstrates a two-way relationship between employers and 

employees. 

Employee engagement is a critical factor for a company in relating to 

the efforts of maintaining, improving, and developing human resource 
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management programs. The levels of employee engagement are associated 

with the spirit to work and feeling a close relationship with the company. It 

is also measured in terms of the important culture of innovation to develop 

the company. There are three levels of employee engagement, namely: 

‘Disengaged’, when employees are dissatisfied with their work, and are 

active to indicate their dissatisfaction; ‘Somewhat engaged’, when 

employees only do their job without any attempt to improve their work; 

and ‘Engaged’, when employees work with passion, and feel a very close 

relationship with the company, and they are also inspired to innovate in 

order to develop the company. 

The chart in Figure 1 Shows the results of the Employee Engagement 

Index of telecommunication network providers in Indonesia, measured by 

Infomedia Nusantara in 2013, 2014 and 2015. 

 

 
 

Source: Employee Engagement Survey 2013, 2014, 2015, Infomedia. 

Figure 1. Employee engagement index. 
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Figure 2. Employee engagement index, 2015. 

The result of the Survey of Employee Engagement in 2015 shows that 

89.25% respondents were classified as the ‘engaged’ category. It is also 

noted that 10.73% of respondents were classified as ‘somewhat 

engaged’and only 0.02% were classified as ‘disengaged’. Therefore, the 

existence of employees who are ‘somewhat engaged’ and ‘disengaged’ 

should be minimized with encouraging them to shift onto the ‘engaged’ 

category in order to improve employee and company performance. 

Kazimoto (2016) found that employee engagement is related to 

organizational performance. It is important to engage employees in job 

duties in order to ensure the longevity and profitability of the organization. 

Shmailan (2015) also concluded that employee engagement has the 

potential to contribute organizational success. Therefore, it is important to 

have employees who are satisfied with their performance and being in the 

right job, thus they will increase their engagement and leading them to be 

more committed to their job and organization. These engaged employees 

will also expect a good communication with their employers, meaningful 

job, and a safe place to work. This is supported by Harter et al. (2013), 

who found a relationship between employee engagement and 

organizational outcome based on their study to 17,534 business/work units. 

The study showed the importance of employee engagement in supporting 

the performance of the organization or company. However, as noted 

earlier, the fact shows that employee engagement in the ‘engaged’ category 

has not been evenly distributed. This is considered to be related to 

electronic leadership and spirituality issues at the workplace. 
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El Khouly et al. (2014) explain the concept of e-leadership as the 

logical outcome of the e-working environment, which is done through the 

development of information technology and integration in organizational 

processes. In addition, Nicholls (1988) also suggests that leadership can 

improve employee performance, and create superior performance. 

However, there is another aspect that should be considered in terms of 

employee engagement, which is spirituality at work. Rostami, Dini, and 

Kazemi (2105) found a significant relationship between the components of 

spirituality, such as spiritual attitudes and spiritual abilities, and employee 

engagement. Devi (2016) also managed to explore the relationships 

between spiritual intelligence, emotional intelligence and employee 

engagement. Kanagalakshmi and Aggarwal (2015) investigated and 

developed a framework of the relationship between spirituality and 

emotional intelligence, and employee engagement. Therefore, it is 

important to examine the influence of electronic leadership and spirituality 

at the workplace on employee engagement in telecommunication network 

providers in Indonesia. 

 

 

1.2. Literature Studies 

 

1.2.1. Electronic Leadership 

Denison, Hooijberg and Quinn (1995) explain that the concept of 

paradox and behavioral complexity are the instruments used in order to 

gain understanding of managerial leadership. Based on their study on 

behavioral complexity and requisite variety, a simple definition of an 

effective leadership is the ability to perform several roles and behaviors 

that limit the requirements implied by the organizational or environmental 

context. 

Avolio, Walumbwa and Weber (2009) define electronic leadership as a 

process of social influence mediated by Advance Information Technology 

(AIT) to generate changes in attitudes, feelings, thoughts, behavior, and/or 

performance of individuals, groups, and/or organizations. They also 

emphasize that electronic leadership can occur at any level of the hierarchy 
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within an organization, and it involves the interaction of one person to 

another person (one-to-one) and one person to the others (one-to-many) 

through electronic media. 

Furthermore, Jawadi (2013) suggests that there are four roles of a 

leader in an organization. The first is openness, which can be measured 

through the openness of leaders to accept new ideas, desire to implement 

these new ideas, and influence others in the company to achieve them. The 

second role is to find rational ways to achieve company goals, which can 

be measured through the extent to which the leaders are able to set goals, 

encourage the achievement of goals, determine the role of each unit in the 

company in achieving the objectives and determine the direction and 

priorities in each unit. The third role is to build relationships with others, 

which can be seen from the extent to which the leaders show empathy, 

treat people with attention and affection, are able to identify the advantages 

and disadvantages of its workers, and its ability to encourage employees to 

participate in decision making. Last, the fourth role is to maintain internal 

company processes such as monitoring each company’s results and 

preventing discrepancies, maintaining strict logical processes of the 

company, and anticipating failure in the internal processes that may occur. 

 

1.2.2. Spirituality at Work 

An increase in the application of spirituality at work is affected by the 

increased pressure from the society, globalization and the environment, the 

development of the Internet, and the numbers of supply and demand 

(Kaya, 2013). Chen (2012) also states that organizations appreciating 

spirituality will be seen from their vision and goals, which could generate 

intrinsic meaning to their employees, emphasize employee development 

and cultural values of trust and honesty, offer employee empowerment, and 

provide opportunities to express opinions. 

According to Milliman et al. (2003), the concept of spirituality at work 

is divided into three levels, the individual level, group level, and 

organizational level. The concept can be measured based on creating 

meaningful work demonstrated by the enjoyment and passion of working. 

It could also be measured based on the creation of personal meaning and 
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purpose through the work, which includes generating a sense of 

community demonstrated through having a sense of community with 

fellow workers, mutual support among workers, and having the mutual 

purpose. Alignment with organizational values should also be taken into 

account, which is shown through the sense of community with the goals of 

the organization, recognition of the organization’s mission and value, and 

the organization’s concern and attention towards the work. 

 

1.2.3. Employee Engagement 

According to Truss et al. (2013), engagement began to be introduced in 

the academic field since the writing of Khan in social psychology work in 

1992. They describe employee engagement as a behavior determined by 

the extent to which people use the physical, cognitive and emotional 

degrees of themselves in showing their working role. In supporting this 

idea, Bakker and Demerouti (2008) describe the definition of work 

engagement as “a positive, fulfilling, work-related state of mind that is 

characterized by vigor, dedication, and absorption”. 

 

1.2.4. Previous Research 

Zhu, Avolio, and Walumbwa (2009) have found that leadership 

significantly correlates with employee engagement and characteristics. 

Staheli (2013) shows that transformational leadership is directly related to 

employee engagement in which the characteristics of a supervisor or leader 

play an important role in cultivating employee engagement. This is 

supported by the study conducted by Ghafoor (2011) on the relationship of 

transformational leadership, employee engagement and performance in 

Pakistani telecommunication companies. Rooff (2015) also supports that 

there was a relationship between individual spirituality and employee 

engagement. Moreover, Kanagalakshmi and Aggarwal (2015) had 

developed a framework of the relationship between spirituality and 

emotional intelligence, and employee engagement. 

Based on the literature review above, a conceptual model is formulated 

and demonstrated in Figure 3. 
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Figure 3. Conceptual model. 

The conceptual model above leads to the hypothesis that electronic 

leadership and spirituality at work would affect employee engagement, 

either simultaneously or partially. 

 

 

1.3. Research Objective 

 

This study aims to examine the influence of electronic leadership and 

spirituality at work on employee engagement. 

 

 

2. METHODOLOGY 

 

This research used two stages of research design, namely exploratory 

research and explanatory research. The exploratory research stage employs 

a qualitative approach through literature reviews, while the explanatory 

research employs quantitative approach through a cross-sectional design 

survey. In the cross-sectional design survey, the sample was obtained 

uncontinuously or at one time only. Therefore, this research proposal will 

use a positivist approach. 

The unit of analysis for this research is the telecommunication 

industry. The population in this research was the employees of 

telecommunication network providers in the industry. The number of 

employees who are eligible to be included in the population were 14,000 

people (2015) consisting of various managerial levels. The population in 
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this research was restricted into three managerial levels consisting of senior 

leaders, line managers and supervisors, totaling to 8,064 persons. The 

study used a sample of 100 respondents, chosen using multistage-random 

sampling. The data was then processed using the Structural Equation 

Modeling (SEM) method. 

 

 

3. RESULTS AND DISCUSSION 

 

3.1. Goodness of Fit –Outer and Inner Models 

 

3.1.1. Inner Model 

Analysis of the inner structural model showed the relationship between 

the latent variables in the study. The inner model was evaluated by using 

Stone-Geisser’s R-squared and prediction relevance (Q-squared) with a 

blindfolding procedure. Related to Chin (1998), the R-squared values 

could be categorized as strong (>= 0.67), medium (0.33 to 0.66) and weak 

(0.19 to 0.32). The prediction relevance (Q-squared) could also be 

categorized as small (<= 0.02), medium (0.03 to 0.15) and large (0.16 to 

0.35). 

 

Table 1. Outer and inner model testing 

 

Variable R Square Cronbachs 

Alpha 

Composite 

Reliability 

Q square 

Employee Engagement 0.862 0.915 0.941 0.801 

Electronic Leadership  0,971 0,974 0,719 

Spirituality at work   0,967 0,971 0,771 

Source: SmartPLS 2.0. 

 

As presented in Table 1, the R2 value of employee engagement 

indicated that the endogenous variable was in the high/strong category (> 

0.67), and the value of Q2 value was in the large category (> 0.35). 

Therefore, it could be concluded that the research model was supported by 

empirical conditions, and the model fit. 
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3.1.2. Outer Model 

Analysis of the outer model was conducted to assess the validity and 

reliability of the latent variables and the dimensions measured by the 

indicators. The model was indicated by the Cronbachs-Alpha values to find 

the reliability of indicators in measuring the dimensions and latent 

variables. Dimensions and indicators are reliable enough to measure 

variables when the value of Cronbachs-Alpha was greater than 0.70 

(Nunnaly, 1994). Table 1 showed that the composite reliability and 

Cronbachs Alpha of the variable was greater than 0.70, which indicated 

that the variables and dimensions in the model fulfilled the requirement of 

discriminant validity. Therefore, all variables had good reliability. 

 

 

Figure 4. Complete path diagram of research model. 
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Table 2. Loading factor of latent variable-dimension-indicator 

 

Variable-Dimension Indicator-Dimension  SE t-value 

Electronic Leadership -> X1 0.8985 0.0269 33.4324* 

 X11 <- X1 0.929 0.015 63.469* 

X12 <- X1 0.932 0.021 44.980* 

X13 <- X1 0.901 0.023 39.336* 

Electronic Leadership -> X2 0.9576 0.0113 84.5983* 

 X21 <- X2 0.896 0.033 26.844* 

X22 <- X2 0.851 0.048 17.548* 

X23 <- X2 0.926 0.014 65.329* 

X24 <- X2 0.928 0.017 53.544* 

Electronic Leadership -> X3 0.9501 0.0105 90.7852* 

 X31 <- X3 0.905 0.025 36.726* 

X32 <- X3 0.945 0.014 66.017* 

X33 <- X3 0.942 0.011 83.763* 

X34 <- X3 0.924 0.015 62.007* 

Electronic Leadership -> X4 0.9253 0.0201 46.1246* 

 X41 <- X4 0.929 0.015 61.152* 

X42 <- X4 0.926 0.015 63.220* 

X43 <- X4 0.864 0.034 25.677* 

Spirituality at Work -> X5 0.9776 0.0054 179.736*7 

 X51 <- X5 0.956 0.015 63.995* 

X52 <- X5 0.975 0.005 183.280* 

Spirituality at Work -> X6 0.9432 0.0125 75.2965* 

 X53 <- X5 0.903 0.031 28.707* 

X61 <- X6 0.901 0.013 71.041* 

X62 <- X6 0.927 0.017 55.517* 

X63 <- X6 0.914 0.019 47.274* 

Spirituality at Work -> X7 0.9643 0.0079 121.8213* 

 X71 <- X7 0.936 0.011 82.173* 

X72 <- X7 0.957 0.010 97.085* 

X73 <- X7 0.851 0.035 24.361* 

Employee Engagement -> Y1 0.9671 0.0050 193.1269* 

 Y11 <- Y1 0.989 0.003 299.900* 

Y12 <- Y1 0.989 0.004 255.787* 

Employee Engagement -> Y2 0.9440 0.0143 65.9577* 

 Y21 <- Y2 0.887 0.028 32.097* 

Y22 <- Y2 0.872 0.029 29.740* 

* valid for α = 0.05. 
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Table 2 shows the model measurement results for each dimension of 

indicators. 

The tests results of each dimension by its indicators showed that the 

indicators were valid, because t-value was greater than 1.98 (t-table at α = 

0.05). The tests results of latent variables on each dimension showed the 

extent of validity of the dimensions in measuring latent variables. 

The complete path is depicted in Figure 4. 

 

3.1.3. Structural Model 

Based on the research framework, a structural model is formulated as 

the following: 

 

                                 Y= 0.735X1+ 0.207X2 + 1                                (1) 

 

In which: 

 

Y= Employee Engagement 

X1 = Electronic Leadership 

X2 = Spirituality at Work 

i = Residual 

 

 

3.2. Hypothesis Testing Result 

 

Results for simultaneous hypothesis testing are shown in Table 3, 

while results for partial hypothesis testing are in Table 4. 

 

3.2.1. Simultaneous Hypothesis Testing 

Based on Table 3, since the degree of confidence of 95%  

( = 0.05) simultaneously showed, electronic leadership and spirituality at 

work had an influence on employee engagement amounted to 86.2%. 

Meanwhile, the rest 13.8% was affected by other factors that were not 

examined in the study. 
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Table 3. Simultaneous testing of hypothesis 

 

Hypothesis R2 F  Conclusion 

Electronic Leadership and Spirituality at Work 

Employee Engagement 

86.2 224.57* Hypothesis accepted 

* significant at =0.05 (F-table =3.09). 

 

3.2.2. Partial Hypothesis Testing 

Table 4 presents that partially electronic leadership and spirituality at 

work had a significant influence on employee engagement. In addition, 

electronic leadership had a greater influence (67.9%) compared to 

spirituality at the workplace (18.3%). 

 

Table 4. Partial testing of hypothesis 

 

Hypothesis  t  R2 Conclusion 

Electronic Leadership   

Employee Engagement 

0,735 10,027* 0,679 Hypothesis accepted 

Spirituality at Work  

Employee Engagement 

0,207 2,659* 0,183 Hypothesis accepted 

* significant at =0.05 (t-table = 1.98). 

 

 

Figure 5. Research findings based on the hypothesis testing 
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3.3. Research Findings 

 

Based on the hypothesis testing, the findings are depicted as a diagram 

in Figure 5. 

 

 

FINDINGS AND DISCUSSION 

 

The results supported and accepted the hypothesis, because electronic 

leadership and spirituality at work would affect employee engagement, 

whether it is simultaneously or partially. Partially, electronic leadership 

had a greater influence (67.9%) in increasing employee engagement than 

spirituality at work (18.3%). 

Electronic leadership was measured by four dimensions, including 

openness, company goals, relational capabilities, and internal processes. 

Out of the four dimensions, company goals had the most influence on 

electronic leadership. 

Spirituality at work is measured based on three dimensions that include 

creating meaningful work, having a sense of community, and alignment. 

Out of the three dimensions, creating meaningful work contributes the 

most in generating spirituality at work. 

Spirituality at work was measured based on three dimensions, 

including creating meaningful work, having a sense of community, and 

alignment. Out of the three dimensions, creating meaningful work 

contributes the most in generating spirituality at work. 

Results of this research revealed that increasing the level of employee 

engagement could be done by relying on the development of electronic 

leadership, especially by socializing company goals to various parties 

involved with the company. The development of electronic leadership 

should also be supported by the encouragement of spirituality at the 

workplace, especially by emphasizing the internalization of meaningful 

aspects of work to every employee. 

This findings supported the studies of Zhu, Avolio, and Walumbwa 

(2009), Staheli (2013), and Ghafoor (2011) that leadership had an 
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influence on employee engagement. The findings also support Rooff 

(2015) and Kanagalakshmi and Aggarwal (2015) on the relationship 

between spirituality at the workplace and employee engagement. 

 

 

CONCLUSION AND RECOMMENDATION 

 

The result of this research showed that electronic leadership and 

spirituality at work affected employee engagement in telecommunication 

network provider companies in Indonesia. It was suggested for 

telecommunication network provider companies in Indonesia to improve 

the implementation of electronic leadership and encourage the growth of 

spirituality work in order to increase employee engagement. 

These findings are expected to be a premise for future studies on 

employee engagement by increasing the sample size. It is recommended to 

test these findings in other industries, especially that rely heavily on 

electronic communication and information technology. 
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