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Leadership Effect, Non Physical Work Environment
and Work Spirit on Employee Performance in PT
Telkom Witel West Sumatera
Candrianto, Mia Ayu Gusti 
ABSTRACT--- The purpose of this study was to determine the
effect of leadership on the non-physical work environment,
leadership and influence of non-physical work environment on
work spirit and influence of leadership, non-physical work
environment, and the work spirit of the employees' performance.
The data used are primary data using questionnaires. The study
population was all employees of PT. Telkom Witel Sumbar of 90
employees. The sample used in this study were as many as 74
people using cluster sampling. The results showed that: (1)
leadership significantly influence the work environment nonphysical, (2) leadership and the working environment of nonphysical significant effect on work spirit, and (3) leadership,
work environment non-physical, and work spirit significant effect
on performance employees.
Keywords: Leadership, Non Physical Work Environment,
Work Spirit, and Employee Performance.

I.

INTRODUCTION

PT Telecommunications Indonesia, Tbk. (TELKOM) is
an information and telecommunications (infocomm)
company and the largest full service and network provider
of services and telecommunications networks in Indonesia.
Telkom (hereinafter referred to as a company or company)
provides fixed wire line services, fixed wireless telephone
services, cellular telephone services, internet, network and
interconnection data both directly and through associate
company. Since the company was no longer a monopoly
company in 1999 through the government decree Law No.
36/1999, the largest telecommunications company in
Indonesia was divided into several parts and the company
had to find its own income and no longer expect subsidies
from the government. When viewed from employee
performance, in 2013 there were 2.23% having a bad value
(P4), which identified these employees as not being able to
carry out their duties to the maximum. Furthermore, there
are 93.33% of employees who get good grades (P3), and
4.44% of employees who are in line with expectations very
well (P2), and the point of concern here is in the absence of
employees who are able to become special employees (P1),
it is proven that there are no employees who get special
value in doing their jobs, this is allegedly caused by the lack
of enthusiasm of employees at work.
Based on observations and observations made by the
author at PT Telkom Witel West Sumatra, there is an
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allegation that employee morale is still low, this is seen from
the level of absenteeism of employees fluctuating or
experiencing ups and downs, this illustrates still not optimal
employee morale, due to low morale employees can be
marked with an absentee level. The highest absentee level
occurred in October 2014 (0.99%). While the lowest
absentee level occurred in April 2014 (2.07%). Where the
standards set by the company in employee attendance are
(1.35%) per month (according to HR Telkom PT Witel
Sumbar). There are still many absenteeism levels that
exceed the company's absentee standards which cause the
performance of these employees to also decline.
Leadership is able to arouse the enthusiasm of others to
be willing and have responsibility for the business of
achieving or exceeding organizational goals. But the
leadership of PT Telkom West Sumatra Witel only moves
employees in meetings only and leaders also do not direct
and influence their employees in doing work. The leader is
also not strict in facing employees who violate the rules and
leaders only give a warning. Sometimes there are problems
that occur to customers, leaders sometimes like not being in
place. Even though the right to make decisions and deal with
big problems customers are leaders, leaders who are rarely
placed complained by employees who have difficulty
handling the problem.
Then one of the factors that affect low employee
performance is a non-physical work environment. Nonphysical work environment is all the conditions that occur
that relate to work relations, both relationships with
superiors and relations with fellow colleagues, or
relationships with subordinates. It can be seen that the work
environment at PT Telkom West Sumatra Witel experienced
problems, especially in the modern division channels. After
being explored in the field the main problem that arises is
that many marketing employees feel burdened in their work,
so they are not comfortable in doing work. The cause of the
inconvenience arises due to pressure from superiors, high
targets, and unharmonious relationships among employees.
Referring to the above phenomenon, the author feels it is
important to examine the problems that occur in the midst of
employees so that they can be taken into consideration in
coaching employees in the future. Based on this, the title of
this research is the Effect of Leadership, Non-Physical Work
Environment, and Work Spirit on Employee Performance at
PT Telkom Witel West
Sumatra.
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II.

environment, which is the situation around the workplace
that is non-physical.

LITERATURE REVIEW

Employee Performance
According to [1] Performance is the result achieved by a
person according to the size that applies, in a certain period
of time, with regard to work and behavior and actions.
Employee performance according to [2] is "a formal
evaluation of an employee to determine the effectiveness of
the work of the employee. Performance (performance) refers
to the level of achievement of the tasks that make up an
employee's work. From this understanding it can be
concluded that employee performance is the degree to which
the ability of employees to achieve the tasks assigned by the
company.
According to [3] the factors that influence performance
are as follows: 1) Individual factors include: ability, skills,
family background, work experience, social level and one's
demography. 2) Psychological factors consist of perception,
role, attitude, personality, motivation, work environment
and job satisfaction, and 3) Organizational structure
includes: job design, leadership and compensation or
compensation. [4] also suggests that other factors that
influence performance are organizational commitment, work
discipline, leadership, compensation and organizational
culture. According to [5] factors that influence employee
performance are compensation, salary, leadership, work
commitment, work environment or work atmosphere,
organizational culture, involvement in the organization and
work discipline.

III.

Type and Sources of Data
The type of research used is descriptive causative
research. Descriptive research is research conducted to
describe the influence of one variable on other variables.
Causative research is research that states causality
(causative). So, in this study describe the facts that occur
clearly and see the effect of each variable. The data used are
primary data using a questionnaire. The population of this
research is all employees of PT. West Sumatra Witel
Telkom is 90 employees. The sample used in this study was
74 people using cluster sampling.
Model for Paper
The model for paper is summarized in figure 1 below:

Fig. 1. Model for Paper
Operational Defenition

Work Spirit
According to [6] enthusiasm and enthusiasm for work can
be interpreted descriptively as: a spiritual condition or
behavior of individuals, labor and groups that cause deep
pleasure in the workforce to work diligently and
consequently in achieving the goals that have been company
set. According to [7] there are several factors that influence
work morale: 1) Good leadership, 2) Work environment 3)
Objectives of the organization, 4) Organization design, 5)
Personal factors such as training to be able to work.
Leadership
According to [8] leadership is the ability to influence a
group to achieve goals. Leadership is a process of direction,
affecting activities that have to do with the work of group
members. Furthermore, according to [9] with leadership, a
person is able to influence the motivation or competence of
other individuals in a group. Leadership is able to arouse the
enthusiasm of others to be willing and have responsibility
for the business of achieving or exceeding organizational
goals.
Non Physical Work Environment
Furthermore [10] said that the non-physical work
environment is a work relationship with superiors
subordinates, or colleagues, opportunities in decision
making. According [11] Non-physical work environment is
all the conditions that occur that are related to work
relationships, both relationships with superiors and relations
with fellow colleagues, or relationships with subordinates.
Based on this understanding, it can be said that the nonphysical work environment is also called the physical work
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METHODOLOGY

Employee Performance, indicators that describe employee
performance variables according to [12] are: quality of
work, job quantity, punctuality.
Leadership, indicators that describe leadership variables
according to [13]: give direction, supervise, delegating
tasks, engaging employees in decision making, give the
opportunity to consult.
Non Physical Work Environment, indicators that describe
non-physical work environment variables according to [14]
are: implementation of work, work atmosphere (conflicts),
reward system, treatment well feeling of security (union),
relationships between individuals.
Work Spirit, indicators that describe work spirit variables
according to [15] are: enterprising at work, consistent in
working.
Test Requirements Analysis
After the data is collected, then the data is analyzed with
the following steps; The first is normality test to check
whether the data originating from a population that is
normally distributed or not. This test is needed for the
requirements for the use of path analysis techniques. The
normality test uses the Kolmogorov-Smirnov Method [16].
The second is homogeneity test to see whether
homogeneous or not variations in samples taken from the
same population. Homogeneity tests are carried out by using
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the Test of Homogeneity of Variances [17].
IV.

RESULTS AND FINDINGS

Effect of Leadership on Employee Non Physical Work
Environment at PT Telkom Witel West Sumatra
Based on the results of the analysis relating to the
influence of leadership on the non-physical work
environment, it is known that leadership has a significant
effect on the non-physical work environment at PT Telkom
Witel West Sumatra. This is indicated by the sig value.
equal to 0,000, sig value. smaller than alpha 0.05 (0.000
<0.05) or the value of t calculated is greater than the value
of t table (8,293> 1992) at the significance of 0,000 <0.05. It
is said to be significant because if the leadership goes well,
the non-physical work environment created will also be
good.
Based on the results of the path analysis carried out,
direct leadership influence on employee performance was
9.98% while the indirect influence of leadership on
employee performance through a non-physical work
environment was 6.51% and indirect influence of leadership
on employee performance through morale was 2.31%.
Means the direct influence of leadership on employee
performance is greater than the influence of leadership on
employee performance through a non-physical work
environment and work spirit. This means that leadership is
more attention, because leadership has a big influence on the
performance of employees in carrying out their duties and
responsibilities. Therefore, leaders must pay more attention
to employees individually so that employees can have high
performance in their work.
Leadership is an ability that is owned by someone to
influence other people, in order to work according to their
goals and objectives. Means the leader must be able to
provide direction, conduct supervision, delegate tasks that
involve employees in decision making and provide
opportunities. This is supported by a conducive work
environment such as work relations between superiors and
subordinates, or co-workers. Furthermore, the better
leadership in carrying out its functions in an organization
will certainly make the work environment of the
organization conducive. This means that leadership
influences the work environment in this case is the nonphysical work environment.
The results of the data description of leadership variables
are in very good criteria with the Respondent Achievement
Rate in the range of 81% -100% and the results of the data
description of the non-physical working environment
variables are very good criteria also with the Respondents'
Achievement Rate in the range 81% -100%. It means that by
improving and improving leadership it will be better then it
will be able to improve and further improve the nonphysical work environment at PT Telkom Witel West
Sumatra. Then when viewed from the magnitude of the R
square is 0.489, which means that the contribution in this
study amounted to 48.9% and the contribution of other
variables not examined was around 51.1%. So that the
leadership of PT Telkom Witel West Sumatra must be able
to improve and improve its leadership again in carrying out
the task so that the non-physical work environment at PT
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Telkom Witel West Sumatra is created very conducive.
The results of this study are consistent with the research
conducted by [18], [19] which states that leadership has a
significant effect on the non-physical work environment. In
connection with this, according to [20], [21] that "the task of
the leadership of the organization is to create a harmonious
work atmosphere by creating human relations as well as
possible". So the leader becomes a factor that can create a
non-physical work environment so that the employee can be
passionate about work.
The Influence of Leadership and Non-Physical Work
Environment on Employee Work Spirit at PT Telkom Witel
West Sumatra
Based on the results of the study the magnitude of the
contribution of the influence of the variables of Leadership
and non-physical work environment on employee morale at
PT Telkom Witel West Sumatra had a significant effect, this
was seen from the sig value. equal to 0,000, sig value.
smaller than alpha 0.05 (0.000 <0.05) or the calculated F
value is greater than the value of F table (54.21> 3.13) at a
significance of 0.000 <0.05. This means that leadership and
non-physical work environment have a significant effect on
employee morale at PT Telkom Witel West Sumatra. It is
said to be significant because if the leadership and nonphysical work environment are running well, the employee
morale created will also be good.
Based on the results of the path analysis carried out the
direct effect of the non-physical work environment on
employee performance was 11.08% while the indirect
influence of the non-physical work environment on
employee performance through morale was 1.86%. It means
the influence of the non-physical work environment directly
on employee performance is greater. from the influence of
the non-physical work environment on employee
performance through morale. This means that the nonphysical work environment is more concerned, because the
non-physical work environment has a large influence on the
performance of employees in carrying out their duties and
responsibilities. Therefore the company must pay more
attention to its non-physical work environment so that this
will have a positive impact on employee performance,
where employee performance will increase.
Leadership and non-physical work environment are
factors that influence employee morale, meaning that
leadership is able to arouse the enthusiasm of others to be
willing and have responsibility for the business achieved or
exceed the goals of the organization. In other words good
leadership will affect the employee morale and be supported
also by non-physical work environment factors. Nonphysical work environment is all the conditions that occur
that are related to work relationships, both relationships with
superiors and relations with fellow colleagues, or
relationships with subordinates. In other words, the better
the relationship between employees, the better the employee
morale will be. The spirit of work is very important for
companies, especially at PT Telkom Witel West Sumatra. If
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the employee has a low work spirit, it can reduce the
efficiency of the company in achieving its goals so that it
has an indirect impact on material losses for the company.
The high and low morale of a person's work will be seen
from the behavior and attitudes of everyday employees.
The results of this study support previous research
conducted by [22], [23] which states that leadership and
non-physical work environments simultaneously have a
significant effect on employee morale. The results of this
study are in accordance with the opinion of [24], [25]
suggesting factors that influence work morale can be
grouped on several factors, namely good leadership, work
environment, goals of the organization, organizational
design, and personal factors such as training to be able to
work.
The Effect of Leadership, Non Physical Work
Environment, and Work Spirit on Employee performance at
PT Telkom Witel West Sumatra
Based on the results of data analysis that has been
calculated, the sig value is obtained. equal to 0,000, sig
value. smaller than alpha 0.05 (0,000 <0.05) or the
calculated F value is greater than the value of F table
(84,458> 2,736) at a significance of 0,000 <0.05. By paying
attention to these two results, Ho is rejected and Ha is
accepted. This means that leadership, non-physical work
environment, and morale have a significant effect on the
performance of employees at PT Telkom Witel West
Sumatra. In other words the proposed hypothesis can be
accepted at alpha 0.05. This means that leadership, nonphysical work environment, and morale affect employee
performance.
Based on path analysis, the direct effect of work morale
on employee performance was 4.16%. Compared with the
direct influence of leadership on employee performance
which is equal to 9.98% and the direct effect of non-physical
work environment on employee performance is 11.08%,
work morale has the lowest direct influence. This means that
work morale must be improved so that employees have
enthusiasm in carrying out their work, then the leader must
encourage employees to do work by creating a conducive
non-physical work environment so that later it can improve
employee performance.
If leaders can influence, direct, guide, mobilize,
encourage and motivate organizational members, the goals
of the organization will be achieved so that employee
performance increases. Not only that, the non-physical work
environment can also improve employee performance
because the non-physical work environment influences the
physiology and employee psychologist at work. Relations
between fellow employees will also affect a person's nonphysical work environment in carrying out work. A bad
relationship will reduce employee performance. If
employees are passionate about work, the employee's
performance will increase. This work spirit can stimulate
someone to work and be creative in their work. So with the
high morale for employees, the employee's performance will
increase as well and can be reflected in the efficiency and
effectiveness of employee performance.
With high morale, employee performance will increase
because employees will be able to cooperate with other
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individuals to the maximum so that the work is completed
faster, damage is reduced, absences can be minimized, the
transfer of employees can be minimized and so on. Vice
versa, if the morale decreases, the performance will decrease
as well. This is consistent with the research conducted by
[26], [27] which states that leadership, non-physical work
environment, and morale have a significant effect on
employee performance.
V.

CONCLUSIONS AND RECOMMENDATIONS

Conclusions
Based on the results of data processing and discussion of
research conducted through path analysis (Path analysis)
between causal variables on the effect variable, as well as
between causal variables through other causal variables on
employee performance at PT Telkom Witel West Sumatra,
the following conclusions can be drawn :
Leadership has a significant effect on the non-physical
work environment at PT Telkom Witel West Sumatra.
Leadership is an ability that is owned by someone to
influence other people, in order to work according to their
goals and objectives. Means the leader must be able to
provide direction, conduct supervision, delegate tasks that
involve employees in decision making and provide
opportunities. This is supported by a conducive work
environment such as work relations between superiors and
subordinates, or co-workers. Furthermore, the better
leadership in carrying out its functions in an organization
will certainly make the work environment of the
organization conducive. This means that leadership
influences the work environment in this case is the nonphysical work environment.
Leadership and non-physical work environment have a
significant effect on employee morale at PT Telkom Witel
West Sumatra. This means that good leadership will affect
the employee morale and be supported by non-physical
work environment factors. Non-physical work environment
is all the conditions that occur that are related to work
relationships, both relationships with superiors and relations
with fellow colleagues, or relationships with subordinates.
In other words, the better the relationship between
employees, the better the employee morale will be. The
spirit of work is very important for companies, especially at
PT Telkom Witel West Sumatra.
Leadership, non-physical work environment, and work
morale have a significant effect on employee performance at
PT Telkom Witel West Sumatra. If leaders can influence,
direct, guide, mobilize, encourage and motivate
organizational members, the goals of the organization will
be achieved so that employee performance increases. Not
only that, the non-physical work environment can also
improve employee performance because the non-physical
work environment influences the physiology and employee
psychologist at work. Relations between fellow employees
will also affect a person's non-physical work environment in
carrying out work. A bad relationship will decrease the
morale. If employees are not passionate about work, the
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employee's performance will decline and vice versa.
Recommendations
Based on the research conducted, the authors provide
advice to the leadership of the company in order to increase
morale and improve employee performance at PT Telkom
Witel West Sumatra in order to achieve organizational
goals.
Leaders can encourage employees to have a higher
morale by providing an understanding that what is preferred
over work is the quality of work and not just the quantity of
work, encourages employees to get used to facing
challenging jobs and still provide support whatever the
results, giving flexibility and familiarization of employees
working for full responsibility without having to be
supervised.
It is expected that the leadership to improve employee
performance is by examining the tasks that have been done
by the employee, providing work enthusiasm to employees
so that the targets set can be achieved, trying to improve the
work process by increasing employee knowledge and
insight, the leader provides direction with work methods the
right in carrying out the work so as to produce satisfying
work every day, employees display work performance
produced in accordance with the wishes of the leadership,
and employees must be disciplined in working on the task,
meaning that employees should not neglect a job.
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