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ABSTRACT 
Spiritual quotient is an important element for an individual to achieve self-actualization. An 
individual who understands his or her talent and potentiality is creative, visionary and flexible. 
Such individual has strong motivation to improve his/her performance. The purpose of the 
study was to analyze the influence of spiritual quotient towards working performance that 
was mediated by working motivation. The subjects were 89 employees working in the 
Regional Secretary of Puncak Jaya. The population became the samples in the study. The 
data collection technique was distributing questionnaire while the data analysis method was 
the Partially Least Square (PLS). The findings were spiritual quotient was positive but did not 
influence working performance. Working motivation had direct influence towards working 
performance. Therefore, working motivation was needed in order that spiritual quotient could 
increase working motivation. In other words, the role of working motivation towards the 
influence of spiritual quotient towards working motivation of the employees in the Regional 
Secretary of Puncak Jaya, Papua was as full mediation. 
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Working performance has become an issue for the management of both public and 
private institutions. Working performance has always been a serious concern of the public 
and private institutions because it facilitates them in achieving their goals. 

Performance that is related to human resources has been widely discussed. In the 
globalization, competent human resources are the key for public and private institutions to 
survive the global competition and achieve goals of their institutions. Human resources is a 
central factor in the management of an organization. Human resources are needed in order 
to run the management smoothly and effectively, one that pays attention to the existing rules 
and regulations, in order to improve the performance and achieve the goals of the 
institutions. 

In achieving their goals, an institution needs individuals with four types of intelligence 
namely Intellectual Intelligence (IQ), Emotional Intelligence (EQ), Spiritual Quotient (SQ) and 
Intelligence Adversety (AQ). Spiritual quotient is type of intelligence needed so that an 
individual is able to work more effectively. Spiritual quotient allows an individual to think 
creatively, be visionary, sincere, optimistic as well as able to create or even change the rules; 
these are the characteristics of qualified employee. Spiritual quotient allows an individual to 
put his/her behavior and life in broader and richer context. It is the foundation that enables 
other types of intelligence (Nasution, 2005: 56-57). Zohar and Marshall (2001: 23) stated that 
spiritual quotient makes an individual feel whole and complete. 

This paper aims to investigate if (1) spiritual quotient has any influence towards 
working performance, (2) spiritual quotient has any influence towards working motivation, (3) 
working motivation has any influence towards working performance, and (4) spiritual quotient 
has any influence towards working performance through working motivation simultaneously. 
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THEORETICAL FRAMEWORK 
 

Definition of Spiritual quotient. According to Zohar and Marshall (2007), spiritual 
quotient (SQ) is a type of intelligence that allows an individual to deal with and overcome any 
problem related to meaning and value. SQ is the type of intelligence that puts behavior and 
life in broader and more meaningful context. Furthermore, SQ is physiological entity that 
helps an individual developing him or herself through some possibilities to apply positive 
value. 

Characteristics of well-developed SQ are 1) a flexible and well-adjusted individuals, 2) 
caring and considerate, 3) ability to deal with pain and disappointment, 4) ability to learn from 
his/her mistake, 5) ability to realize his/her vision and missions, 6) ability to relate different 
things, 7) ability to understand meaning of life (Indonesian Wikipedia, retrieved on Nov 4, 
2014). 

Khavari (2000) defined SQ as non-material indicator or soul of human being. The 
expert considered SQ as rough diamond within each individual. An individual should 
recognize his/her rough diamond, make it shine and use it to reach his/her happiness. Buzan 
(2003) argued that SQ was one associated with being part of bigger picture / ideas that 
included «seeing an overall picture». 

Therefore, SQ is type of intelligence coming from one’s mind; its bases are honesty, 
open-mindedness, self-knowledge that focuses on the contribution to not only certain 
religious teaching by building communication based on justice, truth and flexibility that 
empower an individual holistically. 

Working Motivation. Working motivation frequently used in the management is one 
related to job. Motivation is both instinctive and rational process where an individual is trying 
to fulfill his/her basic need and personal goals that trigger behavior. (Cole, 2004; Hasibuan, 
2003:144). Samsudin (2005) defined motivation as a process that influences or motivates an 
individual or a group from the outside so that they are willing to carry out particular concept/ 
plan. Motivation can also be interpreted as an impulse (driving force) that is intended as a 
natural urge to satisfy and direct one’s life. 

Robbins (2001) postulated that motivation is the desire or willingness to make an effort 
to realize goals of an organization, which is conditioned by ability of the effort to fulfill need of 
an individual . In this case, need is an internal state that causes certain outcome to appear 
interesting. Need is created when there is no balance between what an individual has and 
what he/she expects. Motivation is mental power where fulfilling expectation and achieving 
goals become the orientation. Goal refers to targets or objectives to be achieved by an 
individual. 

Besides those definitions, motivation is individual expectation or drive finalized by self-
adjustment (to satisfy motive) that causes an individual to take actions (Mathis and Jackson, 
2006; Sperling, 1987; Robbins and Judge, 2007). Furthermore, Robbins (2010) stated that 
motivation refers to a process where efforts of an individual is given some sort of energy and 
lead to achievement of certain goals. Motivation has 3 key elements, that is, energy, direction 
and persistence. 

Therefore, motivation in general is drive / willingness that represents various internal 
and external process of an individual to make continuous effort in order to achieve his/ her 
goals based on the current situation and condition. 

McClelland’s theory of motivation that states there are three types of need being 
earned (instead of being given) that become the main motivators at work are used as the 
foundation of the study (Robbins, 2010). The three are as follows: need for achievement                       
(n-Ach) that each individual wants to be considered as successful person; need for Power                       
(n-Pow) that refers to need for authority indicated by need to influence other people; need for 
Affliliation (n-Aff) is real need of an individual as social being despite of his/her status, 
position at work and occupation. 

Furthermore, when an individual wants to have something and it is possible to get it, 
the individual will make effort to get what he/ she wants. Vroom argued that when there is 
small chance to achieve his/ her goals, one’s motivation is getting low. Vroom’s theory of 
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expectation has attracted researchers, practitioners and more particularly employees who 
want to develop their career. 

Working Performance. According to Robbins (2001), performance is the accumulated 
end-result of the entire process and activities of an organization. Based on behavioral 
approaches in the management, performance is quality and quantity of outcome either in the 
form of goods or services given by a working individual (Luthans, 2005: 165). Performance is 
human behavior in an organization that meets the standardized behavior designed to 
achieve desired results. 

In addition, performance is overall outcome or level of success of an individual, in 
certain period of time, in carrying out his/her duty compared to various possibilities such as 
standards, result of work, targets or criteria that have been determined in advance and 
approved within an organization (Rival and Basri, 2005: 50). Furthermore, performance is a 
comparison between result of work and particular standard (Dessler, 2000: 41). Thus, 
performance focuses on outcome / result of work. Mangkunagara (2005: 67) stated that 
performance is result of work in the form of both quality and quantity achieved by an 
individual in carrying out his/her responsibility. 

Based on the elaboration, it can be concluded that performance is the outcome of 
working process when an individual works based on his/her expertise and skills in the form of 
either physical or non physical, quality or quantity in certain period of time based on goals of 
organization. In short, performance is physical and non-physical achievement. 
 

HYPOTHESES DEVELOPMENT 
 

Influence of Spiritual Quotient (SQ) towards Working Performance. Findings of 
Trihandini (2005), Wijayanto (2005), Idzapour and Radmehr (2016), Arshad (2015), 
Rahmasari (2012), and Hidayati (2013)’s studies showed that SQ (Spiritual Quotient) had 
significant influence towards working performance. Based on the findings, the first hypothesis 
for the study was: 

H1: Spiritual Quotient (SQ) influences working performance. 
Influence of Spiritual Quotient (SQ) towards Working Motivation. Previous studies 

mentioned SQ (Spiritual Quotient) influenced working motivation for example the studies 
conducted by Koohbanani (2013), and Sadegifar et al. (2013). Based on the empirical 
findings, the second hypothesis of the study was: 

H2: Spiritual Quotient (SQ) influences working motivation. 
Influence of Working Motivation towards Working Performance. Zehir et al. (2012), 

Gungor (2011), Noermijati and Primasari (2015), Hayati and Caniago (2012), Arsahdi (2010), 
Cool (2010) stated that working motivation influenced working performance. Based on the 
findings, the third hypothesis of the study was: 

H3: Working motivation influences working performance. 
Working motivation as Mediating Variables for the Influence of Leadership and Spiritual 

Quotient (SQ) towards Working Performance. The studies conducted by Koohbanani (2013), 
and Sadegifar et al. (2013) stated that SQ had influence towards working motivation, while 
ones conducted by Zehir et al. (2012), Gungor (2011), Noermijati and Primasari (2015), 
Hayati and Caniago (2012), Arsahdi (2010), Cool (2010) showed that working motivation had 
influence towards working performance. Based on the findings, the fourth hypothesis was: 

H4: Working motivation is the mediating variable for the influence of spiritual quotient 
towards working performance. 
 

METHODS OF RESEARCH 
 

The study was expalanatory research using quantitative approach. The data were 
obtained using questionnaires of which responses were analyzed using 5-point Likert scale. 
The samples were 89 employees of the Regional Secretary of Puncak Jaya. The sampling 
technique was census. The data analysis method was smartPLS that evaluated the direct 
influence of spiritual quotient towards working performance, the influence of working 
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motivation towards working performance, and the influence of spiritual quotient towards 
working performance through working motivation. 
 

FINDINGS OF RESEARCH 
 

Description of the Respondents. The respondents were 31 to 35 year-old male staffs 
whose religion was Christian. They are married, university graduates and have been working 
in the Regional Secretary of Puncak Jaya for 3 to 6 years. 

Means of the variables showed that, based on the respondents’ perceptions, 
leadership had been implemented effectively, Spiritual Quotient (SQ) was at the highest 
level, working motivation was at the good level and working performance was at the highest 
level. These information was described in Table 1. 
 

Table 1 – Means of the Variables and Their Indicators 
 

Indicator Mean 

Spiritual quotient 3.95 
High Awareness 3.95 
Facing and Taking Advantage of Difficulties 3.83 
Dealing With and Overcoming Pain 3.81 
Quality of Life inspired by Vision and Value 3.91 
Reluctance resulting in Unnecessary Loss 4.08 
Holistic Point of View 4.11 
Initiative for Asking Questions 3.78 
Devotion and Responsibility 4.22 
Working motivation 3.87 
Need for Achievement 3.98 
Need for Affiliation 4.03 
Need for Power 3.60 
Working performance 3.90 
Outcome 3.88 
Time 3.83 
Productivity and effectiveness 3.99 

 
Validity and Reliability. Analysis was conducted by making correlation between score of 

each item and total score using Pearson-Product Moment correlation technique.The criterion 
was when correlation coefficient of rxy was higher than 0.3 or the cut off score, the item in the 
questionnaire was valid. Furthermore, the Alpha Cronbach method was used for reliability 
testing. Reliability of an instrument is higher when the cronbach alpha coefficient was closer 
to 1.00 or when cronbach alpha coefficient was higher than 0.60, the instrument was reliable. 

Hypothesis Testing Results. Significance testing was used to test the hypothesis 
related to the influence of exogenous variables towards endogenous variables. Testing 
criteria state that when t-statistics ≥ t-table (1.96), the exogenous variables had significant 
influence towards the endogenous variables. The results of the significance were described 
in Table 2 below. 
 

Tabel 2 – Hypothesis Testing Results for Direct Influence 
 

Exogenous Endogenous 
Original 

Sample (O) 
Standard Error 

(STERR) 
T 

Statistics 
P 

Value 
Ket 

Spiritual quotient Working Motivation 0.571 0.043 13.42 0.000 significant 

Spiritual quotient Working performance 0.017 0.05 0.334 0.369 
not 
significant 

Working Motivation Working performance 0.7 0.061 11.496 0.000 significant 

 
The criteria for the indirect effect testing were when t-statistics ≥ t-table (1.96) or when 

probability ≤ level of significance (alpha (α) = 5%), the exogenous variables have significant 
indirect influence towards the endogenous variables through mediating variable. Table 3 
described the hypothesis testing results for the indirect influence. 
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Table 3 – Hypothesis Testing Results for Indirect Influence 
 

Exogenous Mediating Endogenous Indirect Coefficient SE T Statistics P Value Note 

Spiritual quotient Motivation performance 0.399 0.046 8.731 0.000 Significant 

 
Based on Table 4, it was found out that there were 3 (three) direct influence of the 

variables being tested. Meanwhile, based on Table 5, there was one indirect influence being 
tested. The results of the hypothesis testing were as follows: 

H1 : Influence of Spiritual Quotient (SQ) towards Working Performance. 
The analysis related to the influence of spiritual quotient towards working performance 

showed that t-statistics (0.334) was lower than t-tabel (1.96). It meant spiritual quotient (SQ) 
did not have significant influence towards working performance and therefore, the first 
hypothesis was rejected. The coefficient, 0.571, was positive which meant SQ (Spiritual 
Quotient) was directly proportional to working performance. In other words, increasing SQ 
(Spiritual Quotient) resulted in increasing working performance but the increase was not very 
significant to increase in SQ (Spiritual Quotient). 

H2 : Influence of Spiritual Quotient (SQ) towards Working Motivation. 
The analysis related to the influence of SQ (spiritual quotient) towards working 

motivation showed that t-statistics (13.420) was higher than t- table (1.96). It meant that SQ 
(spiritual quotient) had significant influence towards working motivation and therefore, the 
second hypothesis was accepted. The coefficient, 0.571, was positive which meant SQ 
(Spiritual Quotient) was directly proportional to working motivation. In other words, increasing 
SQ (Spiritual Quotient) resulted in increasing working motivation. 

H3 : Influence of Working Motivation towards Working Performance. 
The analysis related to the influence of motivation towards working motivation showed 

that t-statistics (11.496) was higher than t- table (1.96). It meant that working motivation had 
significant influence towards working performance and therefore, the third hypothesis was 
accepted. The coefficient, 0.700, was positive which meant working motivation was directly 
proportional to working performance. In other words, increasing working motivation resulted 
in increasing working performance. 

H4 : Working motivation as Mediating Variables for the Influence of Leadership and 
Spiritual Quotient (SQ) towards Working Performance. 

Since SQ (Spiritiual Quotient) did not have significant influence towards working 
performance but working motivation had significant influence towards working performance, 
it was concluded that SQ (Spiritiual Quotient) had significant influence towards working 
performance when working motivation became the medium. Therefore, the fourth hypothesis 
was accepted. It meant working motivation is the requirement for increase in working 
performance; thus, working motivation was the full mediation. 
 

DISCUSSION OF RESULTS 
 

Influence of Spiritual Quotient (SQ) towards Working Performance. Based on the 
analysis, it was found out that SQ was directly positive yet had no effect towards working 
performance. In general, the mean score of SQ was good, while the initiative to ask question 
was the indicator with the lowest mean followed consecutively by the ability to deal with and 
overcome pain, flexibility, quality of life inspired by vision and value, high awareness, 
reluctance that resulted in unnecessary loss and holistic point-of-view. Among the eight 
indicators, institutions/ organizations lead employees to devotion and responsibility. It meant 
employees felt comfortable with devotion and responsibility. Employees were devoted and 
responsible towards their duty. As an addition, working performance is at the good level. 
Therefore, the reasons why SQ (Spiritual Quotient) did not have direct influence towards 
working performance was employees did not have any initiative to ask questions, unable to 
deal with or overcome pain, unable to learn from their past mistake, were not flexible, afraid 
of causing unnecessary loss, and had yet had thorough perception that one thing may lead 
to another. These aspects had yet become their attention despite of the fact that they were 
devoted and responsible employees. 
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The finding was corroborated to the previous study conducted by Ayranci, (2011) that 
SQ (Spiritual Quotient) had no influence towards working performance. On the other hands, 
the findings of the studies conducted by Trihandini, (2005), Hidayati (2013) and Cakraborty 
(2004) that revealed that SQ (Spiritual Quotient) had influence towards working performance 
did not support the finding of the study even though the study was the replication of Zohar 
and Marshall (2001)’s study of which finding was SQ (Spiritual Quotient) was positive but had 
no influence towards working performance. 

Influence of Spiritual Quotient (SQ) towards Working Motivation. The findings of the 
study showed that Spiritual Quotient (SQ) had positive influence towards working motivation. 
Based on the results of the hypothesis testing, higher SQ will have positive influence towards 
working motivation. It meant higher SQ resulted in higher working motivation that involved 
the need for affiliation, the need for achievement and the need for power. The finding 
corroborated to the findings of the studies conducted by Sadegifar et al. (2013), and 
Koohbanani, et al. (2013) that SQ had positive and significant effect towards working 
motivation. 

Individual with high SQ (Spiritual Quotient) will work effectively since religious teaching 
and beliefs encouraged him or her to carry out his/her duty properly. When the individual felt 
he could not handle his/her job, he/she would lean on God through prayers. 

Influence of Working Motivation towards Working Performance. Based on the results of 
the hypothesis testing, working motivation had significant influence towards working 
performance and thus, the third hypothesis was accepted. The evidence was the positive 
coefficient so it was concluded that motivation was directly proportional towards working 
performance. It meant employee with higher motivation worked more effectively. The findings 
corroborated to the findings of the previous study conducted by Hayati and Caniago (2012), 
Cools (2010), and Gungor (2011) that working motivation had positive influence towards 
working performance. 

Employees’ ability to solve problems, responsibility towards their work, risks they took 
related to their job and feedback they obtained as the result of their performance at work may 
function as elements to increase their working motivation. Vroom (1964)’s theory of 
expectation stated that employees would be motivated to carry out their best effort when they 
believed that these efforts would result in good performance appraisal and it would result in 
awards such as promotion, increase in salary and other award that may fulfill their 
expectation. 

Working motivation as Mediating Variables for the Influence of Leadership and Spiritual 
Quotient (SQ) towards Working Performance. The findings showed that spiritual quotient was 
positive yet did not have any influence towards working performance (the third hypothesis 
was rejected). It was similar to Ayranci (2011)’s study that SQ (spiritual quotient) had no 
influence working performance. On the other hands, it did not support the findings of 
Trihandini (2005), Wijayanto (2005), and Hidayati, 2013’s study that SQ (spiritual quotient) 
influenced working performance. In the study, working motivation had influence towards 
working performance (the third hypothesis was rejected). The findings corroborated to the 
previous studies conducted by Cools (2010), Gungor (2011), Hayati and Caniago (2012), 
which stated working motivation had positive influence towards working performance. 

Spiritual quotient did not have direct, significant influence working performance. It 
happened because the employees were hesitated to cause unnecessary loss, did not have 
holistic point-of-view, did not have quality of life inspired by vision and value, did not have 
high awareness, were hesitated to ask questions, had lack of ability to deal with problems 
and learn from their mistakes although they were devoted and responsible. 

Therefore, similar to Latan and Ghozali, (2012) who explained the use of SmartPLS 
developed by Baron and Kenny (1986), and Hair et. al, (2010), the influence of spiritual 
quotient (H1) towards working performance was not significant, while the influence of working 
motivation (H2) towards working performance was significant; thus, working motivation was 
the full mediation in mediating the influence of spiritual quotient towards working 
performance. 
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The findings of the study showed that SQ (Spiritual Quotient) was directly positive but it 
had no influence towards working performance since SQ (Spiritual Quotient) reflected by 
devotion and responsibility was unable to increase which is represented by productivity and 
effectiveness at work. The employees were hesitant to ask questions, unable to deal with 
and overcome difficulties or overcome pain since they had yet had holistic point-of-view. 
Therefore, it was expected that motivation encouraged the employees to have power for 
affiliations, achievement as well as power. In other words, employees with high working 
motivation should be able to meet expectation of institutions where they work in. 
 

CONCLUSION AND SUGGESTIONS 
 

Based on the findings of a study entitled Working motivation as Mediating Variable for 
the Influence of Leadership and Spiritual Quotient towards in the Regional Secretary of 
Puncak Jaya, the conclusions are as follows: spiritual Quotient is directly positive; however, it 
does not have any influence towards working performance; Spiritual Quotient (SQ) has direct 
and positive influence towards working motivation; working motivation has direct, positive 
and significant influence towards working performance; working motivation has role as full 
mediation for the influence of spiritual quotient towards working performance. 

Based on the conclusion, the suggestions given are as follows: 
1. In order to maintain and improve working performance, regular training about spiritual 

quotient is needed to increase one’s knowledge and comprehension about spiritual 
quotient because it is evident that spiritual quotient does not have any influence towards 
working performance. 

2. It is expected that future researchers analyze other variables of spiritual quotient suitable 
with setting of the study and characteristics of respondents/ subjects of the study. 

3. It is expected that future researchers can convince respondents to give accurate 
information based on the real condition instead of formative response or scientific piece 
of information. 
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