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Abstract 

 

This study aims to: 1) examine and analyze the effect of spiritual leadership on job satisfaction, 
2) effect and analyze the influence of spiritual leadership on the intention to stay, 3) examine 
and analyze the effect of the work environment on job satisfaction. 4) examine and analyze the 
effect of the work environment on intention to stay, 5) examine and analyze the effect of job 
satisfaction on intention to stay. This study used a quantitative approach with the PLS 
analysis tool. The data collected through questionnaires. The population of this study were 
employees of PT. Medina Propetindo with a total of 40 employees. The results of this study 
indicate that: 1) Spiritual leadership has a positive and significant effect on job satisfaction, 2) 
Spiritual leadership has a positive but not significant effect on intention to stay. 3) The work 
environment has a positive and significant effect on job satisfaction. 4) The work environment 
has a positive and significant effect on the intention to stay. 5) Job satisfaction has a positive 
and significant effect on intention to stay. These results indicate that spiritual leadership and 
work environment will have a positive and significant effect on intention to stay if mediated 
by job satisfaction. 
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I. INTRODUCTION 

 

Housing with the sharia concept is one of the alternatives for home purchases by the Indonesian 
people, the majority of whom are Muslims. According to Miftahul Hayat (2020), Sharia property 
is no longer unfamiliar term among the people. PT. Insan Medina Propetindo, which was 
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founded in 2007, is one of many companies in the field of sharia property. The company has a 
vision to provide solutions for both residential and investment needs 

HR plays an important role in PT. Medina Propetindo;therefore, HR is a crucial concern with in 
the top leadership of the company. Since the sharia concept is integrated in all the company 
activities, spiritual values are important within HR management. Spiritual leadership, a 
comfortable work environment, job satisfaction, and contentment in employment are the main 
concerns for the leadership of PT. Medina Propetindo. 

Spiritual leadership is a character of a leader who could bring worldly-minded to the spiritual-
minded. Thus,such quality is expected to have a positive influence on those he leads and be able 
to generate goodness in the work environment. The work environment is everything that 
supports employee activities in the office, both the physical and the non-physical. The work 
environment affects the morale and emotions of the employees. Job satisfaction can be 
interpreted as a pleasant emotional state at a job. There is an accumulation of researches that 
shows that when employees are satisfied with their jobs, they are committed to the organization 
they work for. They have a lower tendency to leave the organization or in other words, have a 
high intention to stay. Intention to stay is a condition where employees tend to want to stay with 
the organization until a situation where employees have to leave for certain reasons (Ibrahim 
and Mubarak, 2016). 
The objectives of this study are: 1) To examine and analyze the influence of spiritual leadership 
on employee job satisfaction, 2) To examine and analyze the influence of spiritual leadership on 
intention to stay, 3) To examine and analyze the effect of the work environment on employee job 
satisfaction, 4) To examine and analyze the effect of the work environment on the intention to 
stay, 5) To examine and analyze the effect of employee job satisfaction on the intention to stay. 
 

II. THEORETICAL BASIS 

Intention to Stay 

The concept of intention to stay refers to the probability that an employee plans to remain with 
the organization (Gary, 2012). The desire to keep working reflects the level of employee 
commitment to the company and the willingness to keep working (Hewitt, 2004). According to 
Castle et al (2007) in Siahan (2014) the desire of employees to stay in the company is influenced 
by personal characteristics, characteristics related to roles in the company, characteristics of 
company facilities, opportunities for employee turnover, and job characteristics. According to 
Konovsky and Cropanzano, 1991 (in Mahdani and Haekal, 2016), it has three adjusted indicator 
items, namely: 1) Intention to remain in the organization indefinitely, 2) Intention to quit the 
organization, and 3) Intention to get a new job. 

 

Spiritual Leadership 

According to Ludeman and Hendricks (2003), spiritual leadership is leadership that is able to 
inspire, arouse, influence, and move through example, service, compassion, and the 
implementation of values and other divine traits in goals, processes, culture, and behavior. 
According to Tobroni (2015), someone who has spiritual leadership abilities has several 
characteristics or indicators, including the following: 1) Honesty, 2) Fairness (a sense of justice), 
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3. The spirit of piousness, 4) Dislikes of formality, 5) Less talk and more action/work, 6) inspire 
others or self to be their best, 7) Opento change, 8) Loved leader, 9) Think globally and act 
locally, 10) Discipline, intelligent, enthusiastic, and humble. 

 

Work Environment 

According to Danang (2015), p.38,the work environment includes everything that surrounds 
employees and can affect their ability to do the duties allocated to them. An environmental 
condition is said to be good or appropriate if the employees can carry out their activities 
optimally, healthy, safely, and comfortable so that they can increase the work enthusiasm. The 
following are some indicators of the work environment described by Anwar Prabu 
Mangkunegara (2005), namely: 1) Lighting in the workplace, 2) Temperature/air temperature in 
the workplace, 3) Humidity in the workplace, 4) Air circulation in the workplace, 5) Noise in the 
workplace, 6) Employee Relations, 7) Decoration in the workplace. 8) Music at work, 9) Safety at 
work. 

 

Job Satisfaction 

According to Vecchio in Wibowo (2011, p.501), job satisfaction is the employee's thoughts, 
feelings, and actions tendencies, which are the employee's attitude towards work. According to 
Gobson in Wibowo (2011, p.501) job satisfaction is the attitude that employees have about their 
work. According to Danang (2015, p.23) job satisfaction is a pleasant or unpleasant emotional 
state in which employees view their work. According to Afandi (2018), there are five indicators 
that can affect the emergence of job satisfaction, namely as follows: 1) Job (fitness and enjoyment 
of work), 2) Wage/salary 3) Promotion, 4) Supervisor, 5) Colleagues. 
 

Effect of Spiritual Leadership on Job Satisfaction 

The results of research conducted by Soegihartono (2012) showed spiritual leadership increases 
job satisfaction. According to Pronajaya et al., (2021) there is a positive relationship between 
spiritual leadership and job satisfaction. The more effective Spiritual Leadership, the employee's 
job satisfaction will increase. 

 

Effect of Spiritual Leadership on Intention to Stay 

Jamaludin, Z. & Aini Z (2015) showed that there is a positive relationship between spiritual 
leadership and intention to stay. The better the level of spiritual leadership, the more comfortable 
employees will be to stay in the company. 

 

Effect of Work Environment on Job Satisfaction 

A clean, safe, conducive, and comfortable work environment can be a supporting factor to 
provide comfort and calmness for employees (Imran & Ramli, 2019). The work environment is 
one of the factors that can affect employee’s job satisfaction to achieve company goals. (Sitinjak, 
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2018; Ramli, 2017a; Wibowo, Musadieq, and Nutjahjono (2014); Puteri& Ramli, 2017). If the 
company's goals are achieved, then indirectly the competition has been won by the organization, 
so that the company can survive and develop (Takaya, Ramli, Lukito, 2019; Mariam & Ramli, 
2019). 

 

Effect of Work Environment on Intention to Stay 

Irshad (2011) argued that companies need a good work environment to keep employees in the 
company. Hafanti et al. (2015) stated that the employee's desire to stay with the organization or 
leave the organization is influenced by the work environment. The main key to retain employees 
is to create a comfortable work environment (Winterton, 2011). Muceke (2012) argued that 
employees feel more satisfied and loyal to the company if they have positive experiences from 
the work environment and these employees will last longer in the company. 
 

Effect of Job Satisfaction on Intention to Stay 

Research conducted by Dhania (2010), Sijabat (2011), Wibowo et al., (2015), and Masydzulhak et 
al., (2016) proved that job satisfaction has a significant positive effect on organizational 
commitment and intention to stay. This implies that if job satisfaction is high, employees will last 
longer to continue to work and survive in the company. Organizational commitment can be 
increased if employee job satisfaction well fulfilled. Gandhi et al., (2017) showed that that job 
satisfaction has a negative influence on the desire to leave the organization. This means that the 
higher the job satisfaction of the employees, the lower the employee's turnover intention. 
Suhanto (2009) said there were indicators of satisfaction with promotions, satisfaction with 
supervisors or managers, satisfaction with co-workers, team work spirit. (Manurung and 
Ratnawati, 2012) Job satisfaction has the greatest contribution compared to other indicators on 
the turnover intention dimension. 
 

Research Conceptual Model 

Based on the theory and empirical studies stated before, the conceptual model of the research 
can be described in the following figure. 
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Description : 
1. Oval images, dark brown color are the variables being tested 
2. Picture of the box, the yellow color is the indicator of the tested variable 
3. The black arrow is the relationship between variables 
4. The blue arrows are indicators of each variable 
 

Fig. 1.  Research Conceptual Model 
 

Hypothesis 
Based on the theory and empirical studies, the research hypotheses can be formulated as 
follows: 
H1: Spiritual leadership has a positive effect on job satisfaction. 
H2: Spiritual leadership has a positive effect on intention to stay. 
H3: Work environment has a positive effect on intention to stay. 
H4: Work environment has a positive effect on intention to stay. 
H5: job satisfaction has a positive effect on intention to stay 
 
 
III. RESEARCH METHODOLOGY 
The type of this research is explanatory quantitative research. The research data was taken from 
primary data through a questionnaire. The research population is all employees of PT. Medina 
Propetindo people. Determination of the sample is a saturated sample. Questionnaires are used 
as a tool in data collection. The time of the research was carried out in March - August 2022 at 
PT. Insan Medina Propertindo, Jl. Kodya, Jenglong, Tegalweru Malang, East Java. The stages of 
this research method follow the stages of quantitative research which include: 1) problem 
identification, 2) literature study, 3) conceptual framework development, 4) variable 
identification and definition, 5) determining research hypotheses, 6) research design 
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development. 7) sampling technique. 8) data collection and analysis, and 9) Drawing 
conclusions. 
Test of all hypotheses used the Partial Least Square (PLS) method. This test is done by observe 
the output with the help of the PLS application program. If the value of t count < t table, then 
the null hypothesis is rejected, (significant regression coefficient) and the alternative hypothesis 
stated in this study is accepted at a significant level of 5% (five percent). The t test is to test the 
significance of the constant and independent variables contained in the equation individually 
and whether they affect the value of the dependent variable (Ghozali, 2014: 10). Measurement of 
the percentage of the influence of all independent variables on the value of the dependent 
variable is shown by the magnitude of the coefficient of determination R-square (𝑅2) between 1 
and zero, where the R-square (R2) value which is closer to one gives a larger percentage of 
influence (Ghozali, 2014: 10). 
 
 
IV. RESEARCH RESULT AND DISCUSSION 

Hypothesis Test Results 
The results of hypothesis testing are presented in the following figure, while the recapitulation 
of the results of hypothesis testing are presented in the following table 
  
Research Conceptual Model 
Based on the theory and empirical studies stated before, the conceptual model of the research 
can be described in the following figure. 
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Fig. 1.  Hypothesis Test Results 
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TABLE I.  RECAPITULATION OF THE RESULTS OF HYPOTHESIS TESTING 

 
Original 

Sample (O) 
Sample Mean 

(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values Description 

S to K 0,692 0,687 0,117 5,923 0,000 Significant 

S to I 0,240 0,217 0,148 1,621 0,106 Not Significant 

L To 
K 

0,237 0,242 0,117 2,025 0,043 Significant 

L To I 0,240 0,214 0,096 2,129 0,034 Significant 

K To I 0,523 0,541 0,128 4,083 0,000 Significant 

p value < 0.05: significant 

Description: 

S To K : Spiritual Leadership onJob Satisfaction 

S To I : Spiritual Leadership on Intention to Stay 

L To K : Work Environment onJob Satisfaction 

L To I : Work Environment on Intention to Stay 

K To I : Job Satisfaction on Intention to Stay 

 

The Effect of Spiritual Leadership on Job Satisfaction 

The estimation results of the inner model for the direct influence of spiritual leadership on job 
satisfaction show a path coefficient value of 0.639 where the value is greater than 0 with an error 
rate value of less than = 5%, this shows that the direct influence of spiritual leadership on job 
satisfaction is significant. The resulting influence is positive, which means that the better the 
spiritual leadership, the higher job satisfaction. 

 

The Effect of Spiritual Leadership on Intention to Stay 

The estimation results of the inner model for the direct influence of Spiritual Leadership on 
Intention to Stay show a path coefficient value of 0.631, where the value is greater than 0 with an 
error rate value of less than = 5%, this shows that the direct influence of servant leadership on 
capability building is significant. The resulting effect is positive, which means that the better the 
servant leadership, the higher the capability building will be. On the other hand, the less good 
the servant leadership is, the lower the capability building will be. 

 

The Effect of Work Environment on Job Satisfaction 

The estimation results of the inner model for the direct effect of growth mindset on employee 
psychological ownership show a path coefficient value of 0.427, where the value is greater than 0 
with an error rate value of less than =5%, this indicates a direct influence of growth mindset on 
employee psychological ownership. The resulting effect is positive, which means the better the 
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growth mindset, the higher the employee psychological ownership will be. Vice versa, the less 
good the growth mindset, the employee psychological ownership will also decrease. 

 

The Effect of Work Environment on Intention to Stay 

The estimation results of the inner model for the direct effect of capability building on employee 
psychological ownership show a path coefficient value of 0.531, where the value is greater than 0 
with an error rate value of less than =5%, this indicates a direct effect of capability building on 
employee psychological ownership. is significant. The resulting effect is positive, which means 
that the better the capability building, the higher the employee psychological ownership will be. 
On the other hand, the less good the capability building, the lower the employee psychological 
ownership will be. 

 

The Effect of Job Satisfaction on Intention to Stay 

The estimation results of the inner model for the direct effect of job satisfaction on the intention 
to stay show a path coefficient value of 0.500, where the value is greater than 0 with an error rate 
value of less than = 5%, this shows a direct effect of employee psychological ownership on 
sustainable manufacturing. performance is not significant. The resulting effect is positive, which 
means the better the employee psychological ownership, the more sustainable the 
manufacturing performance will be. And vice versa, the less good employee psychological 
ownership, the sustainable manufacturing performance will also decrease. 

 

V. CONCLUSIONS AND RECOMMENDATIONS 

Conclusions 

Based on the results of statistical analysis and the discussion previously, conclusions obtained as 
follows: 

 Spiritual leadership on has a positive and significant effect employee job satisfaction. 
Thus, the better the employee's spirituality, the more job satisfaction will be. 

 Spiritual leadership on has a positive but not significant effect intention to stay. This 
shows that Intention to stay is not measured solely by Spiritual Leadership. 

 The work environment satisfaction has a positive and significant effect on employee job. 
This shows Job Satisfaction created by a good work environment. 

 The work environment shows positive and significant effect on the intention to stay. 
Better work environment results in the increase of intention to stay of employees. 

 Job satisfaction shows positive and significant effect on the intention to stay. By increasing 
job satisfaction fulfillment, also increases the Intention to stay of employees. 
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Recommendations 

This study was conducted with limitations such as: 

 the survey was conducted through online medium thus if the participant did not 
understand the questionnaire, they could not ask about it, 

 there were elements that were not taken into accounts such as Work performance and 
organization culture 

Thus, here are recommendations for further research: 

 Based the proven positive effect of between spiritual leadership and the work 
environment on job satisfaction, suggestion to always creating these two variables is 
highly recommended, so that employees have a high intention to stay. On the other hand, 
if spiritual leadership the only variable relied on to increase the intention to stay, it the 
effect will not be significant. 

 For further research, variables such as competence, which data processing uses Path 
Analysis, is recommended. 

 This research can be used for the development and knowledge of Human Resource 
Management, specifically in the areas of leadership, work environment, and job 
satisfaction to increase the intention to stay of the work force. 
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