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ABSTRACT

Employee engagement is an important factor for employee's performance. However, employees dissatisfied with their
supervisors were disengaged. This research is an exploratory study with the type of research is literature studies.
Leadership is needed to increase engagement at work. Spiritual leadership is a concept of leadership with an emphasis
on 2 things: creating a vision wherein the organization members experience a sense of calling in that their life has
meaning and makes a difference; establishing a social / organizational culture based on altruistic love where leaders and
followers have genuine care, concern, and appreciation for both self and others, producing a sense of membership and
feel understood and appreciated. The effectiveness of spiritual leadership will increase with the support of leadership
communication skills in delivering messages. Employee engagement as intrinsic motivation plays an important role in
improving employee performance. Spiritual leadership can further enhance employee engagement if supported by good

leadership communication.
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1. INTRODUCTION

Employee performance will increase if supported by
the presence of both intrinsic motivation and extrinsic
motivation. It was shown that intrinsic motivation in the
form of engagement at work plays a dominant role with
the largest percentage of 34%, while autonomy plays a
role of 12%, finance by 11%, recognition by 21%, and a
culture of mutual respect, trust and intimacy by 22% [1].
The discussion on engagement atwork was initiated by an
ethnographer named Kahn in 1990 who stated that
engagement is the benefit of organizational members
when carrying out their role at work [2]. Discussion about
engagement at work develops into a concept called
employee engagement. Engaged employees define as
those who are mentally and emotionally invested in their
work and contribute to employer's success. However, the
workforce in the United States wass only one third of
them engaged in their work. [3] While in
Indonesia according to the results of Dale Carnegie
Indonesia's research in 2014, only 29% of the workforce
was engaged in their work, 52% included in partially

engaged and 19% disengaged. Employees who are
dissatisfied with their immediate supervisor experience
disengagement. Employees involved as much as 61%
reported that they were treated with dignity in their
positions and as many as 65% reported open
communication between employees and management.

Organizations need good leadership to be able
to adapt to increasingly complex systems and to be able
to continue to grow. Leadership for sustainability
requires leaders who have extraordinary abilities such as
ability to read and predict complexity, think through
complex problems, engage groups in dynamic adaptive
organizational change and have the emotional
intelligence to actively engage their own emotions
associated with complex problem solving. [4]
Leaders who care about subordinates, listen and respond
to their opinions, can be trusted and do what is said can
increase employee engagement. [5] Organizational
culture that is able to adapt requires a leader who has
autonomy, initiative for progress, creative, risk-taker,
able to learn from uncertain situations and have new
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goals and strategies that are in line with organizational
growth. Key elements in modern leadership involve co-
operation, consideration, agreement, fairness and social
equality. [6] Spirituality in leadership related to the
discovery of meaning becomes a fundamental need for
both leaders and followers for spiritual survival so they
become more organizationally committed and productive

[7]1.
2. METHODS

The research method used was an exploratory
method, which aims to deepen knowledge about a
particular symptom, or get new ideas about certain
symptoms, with the aim at formulating the problem in
more detail. The data collection technique was literature
study.

3. RESULTS AND DISCUSSION

3.1 Employee Engagement

Employee engagement is a level or a high level of an
individual to invest himself in the work assigned to be
completed. An engaged personwill be involved,
satisfied, committed, enthusiastic and have the
motivation to find meaning in his work [8]. Whereas [9]
stated that engaged employees will give what they have
in their work and involve four conditions namely
urgency, focus, intensity and
enthusiasm. Engagement means psychologically
involved in, connected with, and committed to the
completion of work [10]. Employee engagement is
engagement, satisfaction and enthusiasm of an individual
to the work he was doing. Employees with high levels
of engagement are very passionate about their work and
feel very connected to their companies and conversely
employees who do not engage tend to work when they
are not enthusiastic and focused on their work [11].

Salanova and Schaufeli said that the dimensions
of employee engagement consisted of: 1) Enthusiasm
(vigor), a condition marked by high energy, the ability to
rise again, perseverance, and the desire to give more
effort. 2) Dedication is enthusiasm, sense of purpose,
inspiration, and pride in the work. 3) Absorption is a state
of concentration, preoccupation in carrying out the role
at work and feeling happy with working conditions [2].

3.2 Spiritual Leadership

Spiritual leadership is a set of values, attitudes, and
behaviors needed to motivate others intrinsically so that
they have spiritual resilience through calling and
membership. Vision, altruistic love, hope/belief shows
the quality of leadership spirituality. The vision includes:
great attention to key stakeholders, outlining the goals
and journey to be taken, describing noble ideals,
encouraging hope/ belief, setting standards of excellence.
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Altruistic love includes forgiveness, kindness, integrity,
empathy/affection,  honesty,  patience,  courage,
trust/loyalty, humility. Expectations/beliefs consists of
endurance, perseverance, doing what is needed,
expanding goals, hopes for appreciation and victory.

Spiritual leadership combines the four elements of
human existence that are body, mind, heart, and spirit so
that people are motivated for high performance, have
increased organizational commitment, and personally
experience joy, peace, and serenity. Spiritual leadership
is very important for the transformation and sustainability
of a learning organization [7]. Spiritual leadership is also
related to environmental leadership, namely the ability to
influence individuals and mobilize organizations to
realize a vision of long term ecological sustainability
[12]. Individual spiritual beliefs at top level leaders
influence strategic decision making in strategic
leadership such as when filtering and frame information
[13]. Spiritual calling can increase job satisfaction and
organizational commitment [14].

3.3 Leadership Communication

Factors that contribute to employee
engagement consists of individual factors, environmental
characteristics, and organizational factors. Individual
factors consist of positive and optimistic personalities,
proactive individuals, and awareness. While the
environmental ~ characteristics  consist  of  the
characteristics of work-employee will be
more engaged when his work varies and get feedback
from what he does, employee-leadership will be more
engaged when the leader is charismatic and there is a
relationship based on mutual trust between superiors and
subordinates, stressor engagement will increase when
stress triggers a little. Organizational factors include five
factors, namely career development opportunities,
performance management, organizational reputation,
communication and recognition [9].

Leadership communication in the controlled,
purposeful transfer of meaning by which leaders
influence a single person, a group, an organization or a
community. Leadership communication consists of three
layers from the innermost i.e. the core, then the
managerial, and the outer layer, the corporate. At the core
layer, a leader must master three things, namely strategy,
writing, and speaking. Furthermore, in leading groups,
the managerial layer must master emotional intelligence,
cultural literacy, listening, teams and meetings
management, coaching, and mentoring. While in the
corporate layer that is organizational leadership, a leader
must master the skills of employee relations, change
communication, media relations, crisis communication,
image and reputation management [15]. Leaders who are
able to listen well contribute to the mental health of
employees. Non listening and self-centered leadership
can worsen employee mental health [16]. Leadership
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communication both verbally and non-verbally plays an
important role in strengthening organizational reputation
and in times of crisis a leader must initiate and
communicate with stakeholders [17].

The relationship between spiritual leadership and
employee engagement with leadership communication as
moderator is shown in figure 1.

Leadership
Communication

Spiritual
Leadership

Employee
Engagement

Figure 1. The Role of Spiritual Leadership in Employee
Engagement with Leadership Communication as
moderator.

4. CONCLUSIONS

Employee engagement as intrinsic motivation plays
an important role in  improving employee
performance. Spiritual leadership can further enhance
employee engagement if supported by good leadership
communication.
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