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MODEL OF INTEGRATION OF SPIRITUALITY TOWARDS THE WORK BEHAVIOUR AND EMOTIONAL 

INTELLIGENCE AS MEDIATING VARIABLE: AN APPROACH OF STRUCTURAL EQUATION MODELING (SEM) 
 

ACHMAD CHOERUDIN 

STUDENT 

FACULTY OF ECONOMICS & BUSINESS 

SEBELAS MARET UNIVERSITY OF SURAKARTA 

CENTRAL JAVA, INDONESIA 

 

ABSTRACT 
This study aims to investigate the relationship between spirituality, emotional intelligence, and work behaviour (job satisfaction, job performance and turnover 

intention). Conducted in one of the Islamic banks in Surakarta, Central Java, this study involved 120 employees as the respondents. For data analysis, Structural 

Equation Modelling (SEM) was used in this study. The results show the acceptance for three hypotheses showing a positive relationship between spirituality and 

emotional intelligence, spirituality and job satisfaction and spirituality and job performance. While, the fourth hypothesis cannot be accepted as a negative 

relationship was found in the relationship between spirituality and turnover intention, emotional intelligence and job performance, emotional intelligence and job 

satisfaction, emotional intelligence and turnover intention and job satisfaction and job performance. 

 

KEYWORDS 
Spirituality, emotional intelligence, job satisfaction, job performance, turnover intention. 

 

INTRODUCTION 
pirituality is a process in an individual life concerning with meaning and objective influencing individuals and environment including organization (King, 

2007). It is essential in decision-making, behavioural change, and comprehending individual relationship of individuals and emergence of sense of 

responsibilities in togetherness in organization (Koenig, 2000). Stark and Finke (2000) stated that spirituality can act in social relationship among 

employees and among other. It also can create an inner awareness for identifying the job roles internally and externally to achieve the organization effectiveness 

(Podaskoff et al., 2000). The spirituality development in work environment reflects certain benefits brought by  spirituality in organization for employees like 

integrity, honesty, spirit, idea and initiative, high motivation, wisdom and encouragement in making decision in working (Lynton and Thogersen, 2009; Fry, 

2003). 

The only financial matter-oriented organization usually tends to ignore the role of work behaviour of employees - soon becoming a serious problem for the 

organization. Spirituality has a tight relationship to work behaviour as a psychological state defining work as a systematic procedure framed as responses 

towards a specific motivation done with desired or undesired consequence (Oluoju, 2012). Work behaviour is framed as job satisfaction, attitude, work ethics, 

morality and management behaviour (Ali and Ellahi, 2012; Javanmard, 2012; Hutson, 2000).  

The problem emerging in work behaviour in an organization commonly deals with human resources capability, as occurred in Syariah bank in Indonesia (Antonio, 

2001). Haryoko (2005) mentions several efforts for management improvement and human resources in Syariah banking including (1) physicality - related to the 

academic and technical capacity to fulfil the task based on the rules related to the capacity in science and technology, (2) emotionality - dealing with the quality 

of the individual conception in taking an action based on the situation affecting the capacity in exploring self-potential, fast and accurate self-adaptation towards 

the change and good communication skill and (3) spirituality in work ethic and high spirit in handling any issue, diligence and loyalty. 

Human resources limitation has caused a quiet high turnover among banks – indicating that only can the banks having competent human resources give much 

higher incentives or have the human resources development program independently (Bank Indonesia, 2011). The issue in turnover in the national banking sector 

averagely reaches 10 – 11 %/year, lower than the one in oil and gas industry reaching 12% but higher than the manufacturing sector reaching around 8% 

(Hidayat, 2012).  

Spirituality will help someone to realize the significance of social relationship and the role aspect in organization to achieve job satisfaction that furthermore can 

bring a good or a bad effect to work performance related to the endeavour to create the organization effectiveness in a tight competition. The role of spirituality 

can give self-experience of someone who will have a better motivation to improve capability and emotional intelligence (Fry, 2003).  

Madlin (1986) explained about the relationship between the spirituality level of someone in organization based on his or her religion, values and work 

behaviour.  Job satisfaction and good work performance in an individual can minimize the level of turnover in organization (Chawda and Guda, 2010).  

Commonly, an increasing behaviour of employees will face some constraints particularly in human resources capability. To anticipate this, the improvement of 

spirituality level, capability and emotion of employees, fulfilment of work satisfaction, good work performance, and the decrease of turnover in organization is 

necessary.  Here, spirituality will lead someone to realize the significance of social relationship and role aspect in organization to achieve job satisfaction.  

In this research, the work behaviour as a dependent variable includes job satisfaction (Shore and Martin, 1989; Huiras, Uggen, and McMorris, 2000; Kulas, 

McInnerry, De Muth and Jadwinski, 2007 and Kumar and Singh, 2012), work performance, and turnover intention (Islam, Rahman Khan, Aamir and Ungku 

Ahmad, 2012; Mossholder, Bedeian, Norris, Gilles and Feild, 1988; Maqbool, Murtaza, and Rechman, 2012; Aydogdu and Asikgil, 2011 and Randhawa, 2007).  

This research was conducted in one Syariah bank in Surakarta, Central Java, Indonesia. The choice of the research object is based on the capability of 

professional human resources, and the implementation of spirituality in an organization level. Moreover, this organization significantly grows and nationally has 

some branches.  Hence, some work supports of all components such as spirituality, emotional intelligence towards the work performance of employees, work 

satisfaction, and turnover intention to the employees of the organization is deemed necessary.  

Based on the background, one research problem is taken about how the model of integration between spirituality, mediated by emotional intelligence, and work 

behaviour including work satisfaction, and turnover intention occurred in an organization. Additionally, it is not found so far for the model of integration of 

spirituality and emotional intelligence towards the work behaviour of employees using Structural Equation Model approach with second order analysis for using 

dimensions in each research variable.   

 

REVIEW OF LITERATURE 
Spirituality is a personal search to understand about life, meaning and relationship to purity that will cause or emerge from the development of religious ritual 

and the formation of community (Azimi et al., 2006). It is a way related to certain emotion and behaviour of individual (Tischler et al., 2002). Ashmos and 

Duchon (2000) define spirituality in workplace as an introduction that employee has a deep life to maintain and to be maintained by a meaningful job and to 

have a place in a community.  

Emotional intelligence, meanwhile, refers to a typical thought or feeling, biological and psychological state and a series of tendencies to act and add using 

capability to understand his or her feeling and other people feeling, to motivate himself or herself and to be capable of controlling emotion well both for himself 

or herself and relationship with other (Goleman, 2000). Patton (1998), furthermore, defines it as a capability to use emotion effectively in achieving a goal. 

Similarly, Cooper and Sawaf (1997) define emotional intelligence as a capability in sensing, understanding and implementing the strength and sharpness of 

emotion as the source of energy, information, connection and natural influence.  

S
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Job satisfaction concerns with the affective reaction from the employees to work in to what extent someone desires to achieve a satisfying work that will be 

compared to the actual result (Cranny et al., 1992). It is also related to what extent someone loves his or her job (Spector, 1999). This is tightly related to the 

emotional of someone with his or her job (Tett and Meyer, 1993).  

Work performance is an essential part of the form between organization and management of human resource (Campbell, 1990; Jon Springer, 2011).  It is a 

theoretical construct, an abstract idea commonly used as the criteria in job. Jamal (2007) explains that work performance is a function of a successful individual 

between framework and the capability he or she has. Furthermore, work performance can be considered as a function of capability and willingness. Thus, what 

makes work performance different is in capability, skill, motivation and the influence in workplace.  

Turnover intention is essentially about the work in organization; meanwhile emotional intelligence refers to an essential point in minimizing the high rate of 

turnover in job (Jang and George, 2011). Robbins (2006) defines turnover as a permanent dismissal of employees from an organization either voluntarily done by 

the employees or by the organization itself. Werther and Keith (1993) said turnover as a willingness of employees to leave an organization to move to other one. 

 

IMPORTANCE OF STUDY 
This research contributes to the human resource management, particularly related to the use of quantitative models and empirical test on human behaviour for 

spirituality in emotional intelligence towards work satisfaction. Work performance and turnover in Syariah banking will contribute to the future research through 

the proposed theoretical construction with the limitation that have not been empirically tested yet and contribute to the thoughts for the managerial practices 

in an organization and provides the result of the research for a new discourse for the development of human resource management.  

 

PROBLEM STATEMENT  
1. Does spirituality have a direct relationship with emotional intelligence and work behaviour?  

2. Does emotional intelligence have a direct relationship with work behaviour?    

3. Does spirituality have indirect relationship with work behaviour mediated by emotional intelligence?  

4. Does job satisfaction have a direct relationship with work performance?  

 

OBJECTIVES OF STUDY 
1. To test and analyze the direct relationship between spirituality and emotional intelligence and work behaviour.  

2. To test and analyze a direct relationship between emotional intelligence and work behaviour.  

3. To test and analyze an indirect relationship between spirituality towards behaviour mediated by emotional intelligence.  

4. To test and analyze a direct relationship between job satisfaction and work performance.  

 

HYPOTHESIS 
SPIRITUALITY AND EMOTIONAL INTELLIGENCE  

Spirituality is a universal phenomenon in experience and can give higher influence for constructing an experience of someone than the emotional intelligence. It 

is proved that the employee having spirituality has an intrinsic motivation (Fry, 2003). Spirituality essentially provides organization and employees a distinctive 

way from the understanding and work experience (Zohar and Marshall, 2000). Emotional intelligence and spirituality can give an inner awareness for identifying 

and reaching the role aspect and extra work in daily activity aggregately promoting the function of effective organization (Podaskoff et al, 2000). 

H1: Spirituality has a positive relationship with emotional intelligence  

SPIRITUALITY AND JOB SATISFACTION  

Zohar and Marshall (2000) explain that high spirituality will give an intellectual capability and accurate behaviour. Contrastively, low spirituality tends to have a 

problematic behaviour. Individual with high spirituality will show job satisfaction and higher work performance. Spirituality will lead an individual to experience a 

deeper awareness enabling to increase an intuitive capability (Vaughan, 1989). Nur (2003) explains that the level of spirituality in self-capability in an 

organization can emerge the high level of work satisfaction. Yahyazadeh-Jeloudar and Lotfi-Goodarsi (2012) show a significant relationship between spiritual 

intelligence and work satisfaction.  

H2: Spirituality has a positive relationship with job satisfaction.  

SPIRITUALITY AND WORK PERFORMANCE 

Neck and Milliman (1994) explain that spirituality in organization will influence the employees and organization performance. It can improve work performance 

(Ayranci, 2011) and, framed as praying and productivity, will improve the work performance and job satisfaction (Alexander et al., 1993). The employees with 

positive spirituality show higher work performance (Isen and Baron, 1991; Shaw, 1999). Spirituality is important for the organization learning (Kunde, 2000; 

Bolman and Deal, 2001). As stated by Lynton and Thogersen (2009), spirituality can be characterized by working hard, love, energy, understanding and values, 

and a good awareness and respect to culture and good deed.  

H3: Spirituality has a positive relationship with work performance  

SPIRITUALITY AND TURNOVER INTENTION 

Turnover intention is consternation to whether someone is considering leaving organization and alternative for work prospect (Martin, 1979; Mobley, 1982; 

Moore, 2000).  It refers to an intention of someone to quit working, and the desire to leave organization (Thoresen et al., 2003). Turnover intention is as an 

antecedent or strong cognitive in an actual individual behaviour (Lee and Mowday, 1987; Tett and Meyer, 1993; Moore, 2000).   

Research on the relationship between spirituality and turnover intention in workplace is still limited in number. Trott (1996) explains that spirituality covers to 

the sense of community positively related to the cooperation and negatively related to the rotation and absence. Milliman,Czaplewski and Ferguson (2003) state 

that togetherness and alignment to the organization values are significantly related to turnover intention negatively. Chawla and Guda (2010), meanwhile, 

indicate a strongly negative relationship between spirituality and turnover intention in workplace.  

H4: Spirituality has a negative relationship to turnover intention. 

EMOTIONAL INTELLIGENCE AND JOB SATISFACTION  

Relationship between emotional intelligence and job satisfaction in workplace is significant towards work performance (Sy et.al, 2006; Wong and Law, 2002). 

The research proves that the employees with emotional intelligence will have satisfaction, influenced satisfaction and productivity - comprehensively causing 

management and organization development efficiency (Patra, 2004).  

The research shows that the higher level of emotional intelligence deals with a more flexible manager to know the reasons of the work pressure and to have a 

way to avoid the effect of the unconstructiveness of using skill to promote a constructive interaction that is useful to improve the pride, community pride and to 

add the positive value towards job satisfaction (Shimazu, Shimazu and Odahara, 2004). Contrastively, someone with low emotional intelligence lacks of realizing 

emotion and cannot control emotion in a difficult situation, emerging the stressfulness to the employees and reducing work satisfaction. Afolabi (2010) explains 

a higher emotional intelligence can give more satisfaction and better action.  The respondents with high emotional intelligence does the work better and is more 

satisfied with the work.  

H5: Emotional Intelligence has a positive relationship with job satisfaction  

EMOTIONAL INTELLIGENCE AND WORK PERFORMANCE  

Work performance refers to a theoretical construct, an idea commonly more used as the criteria in work or the work result of an employee in certain period 

compared to any other possibilities such as standard, target and determined criteria (Robbin, 1996). All of relationship between emotional intelligence and work 
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performance is positive and significant (O’Boyle, 2006). Four components of emotional intelligence (self-awareness, self-management and relational 

management) significantly are correlated to work performance (Bradberry, 2006).  

Ngah (2009) stated that negative correlation between emotion and work performance indicates that someone experiencing negative affective will feel guilty for 

not being able to do a better performance.  To illustrate, emotion like anger and jealousy will eliminate logic and rationality. Myers and Tucker (2005) explain 

that emotional intelligence promote the capability of communication both between intrapersonal and interpersonal to understand the emotion role at 

workplace.  

H6: Emotional intelligence has a positive relationship with work performance  

EMOTIONAL INTELLIGENCE AND TURNOVER INTENTION 

Employees with a higher intelligence emotion tend to be glad to be seen and concerns with the position with a perception at their workplace. The social 

awareness is needed in understanding the work environment with a perception of being capable of controlling emotion and loving a job. Fatima et al. (2010) said 

that this condition can minimize the number of employees trying to quit from their job. Carmelli (2003) indicates that the emotional intelligence has a negative 

effect on turnover intention.   

H7: Emotional intelligence has a positive relationship with turnover intention. 

WORK PERFORMANCE AND JOB SATISFACTION  

According to Organ (1988), work performance and relationship of job satisfaction based on the theory of social exchange, and employee performance is to give 

back to the organization from which the employees obtain job satisfaction.  The relationship between job satisfaction and job achievement for one-direction 

relationship will cause job satisfaction or vice versa (Law et al., 2001). Jayan (2006) states that the correlation between work performance and job satisfaction 

will be complexly higher than that of a complex job in a larger autonomy. This then can create a freedom to act based on their satisfaction and thus the work 

behaviour and job satisfaction can emerge for a work performance prediction.  

H8: Work performance has a positive relationship with job satisfaction  

 

RESEARCH METHODOLOGY 
POPULATION AND SAMPLES  

This research is a survey conducted to 230 employees of Syariah Bank in Surakarta, Central Java. According to Guilford and Flruchter (1973) the number of 

sample allowed is 114 employees by referring to Ferdinand (2005) in which the size of 100-200 samples for the technique of maximum likelihood estimation, a 

technique of taking sample using the method of simple random sampling. Meanwhile, the data collection was done using observation and the distribution of 

questionnaires at  Syariah Bank.  

MEASUREMENTS AND TESTING RESEARCH VARIABLES  

Spirituality is a capability of someone to implement and realize the spiritual sources, values and qualities through the ways of improving the daily functions and 

prosperity (Amran and Dryer, 2008). It can be measured using Integrated Spiritual Intelligence Scale (ISIS) consisting of 44 items of question with the Likert Scale 

1 to 5 including awareness, truth, meaning, gift and transcendental.  

Emotional intelligence is a capability to use emotion effectively in self-control and influences a relationship to other positively. It can be measured using the 

development of Emotional Intelligence Competence - Goleman (2000) consisting of 39 items of question using the Likert Scale 1 to 5 including 4 dimensions: self-

awareness, self-management, social awareness and relational management.   

Job satisfaction is about the degree to love job (Spector, 1999). A research using Job Satisfaction Scale was developed by Weiss, Dawis, England and Lofquist 

(1967) covering 18 items of question using Likert Scale 1 to 5, consisting of 2 dimensions: Intrinsic job satisfaction and extrinsic job satisfaction.  

Work performance is to measure an achievement in a job. This consists of 2 dimensions: task performance developed by Wayne et al. (1997) and Hochwarter et 

al. (2006) and contextual performance developed by Witt and Carlson (2006), Van Scotter and Motowidlo (1996) using LIkert Scale 1 to 5. Turnover Intentions 

meanwhile is an intention to quit from an organization using Turnover Intentions Scale developed by Mobley, Horner and Hollingsworth (1978) using Likert Scale 

1 to 5.  

ANALYSIS TECHNIQUE  

The technique on the research analysis used Structural Equation Modelling (SEM), a statistical technique of multivariate by testing a series of causality 

relationship between variables simultaneously (Ferdinand, 2005). It also included the explanation of dimensions in each research variable based on the 

examined theoretical basis.    

 

RESULTS AND DISCUSSION 
RESULT 

The distribution result of the respondents based on the demography included male (37, 5%) and female (62, 5%). Based on the age, the respondents were 

between 21-30 years old (50%), 31-40 years old (37, 5%) and above 40 years old (12, 5%). Based on the marital status, it includes the married ones (75%) and 

unmarried ones (25%). Based on work experience, it included those below 5 years (12, 5%), between 6-10 years (50%) and above 10 years (37, 5%). For the 

educational level, it was dominated by the undergraduates (38 %), Senior High School (25%), postgraduates (24%), and diploma (13%). For the employment 

status, 75% of them were permanent employees and 25% were the contract ones. Corrected Item-Total Correlation was used to test the construct validity in 

which each variable was with scores above 0, 3. The result of data management, correlation score in each item of questions was higher than 0, 3 that shows the 

validity of the research instruments. The reliability test in this research was measured using the Cronbach’s Alpha technique. 

 

TABLE 1.  RELIABILITY TEST 

No. Variables Dimension Cronbach’s Alpha Remarks 

1. Spirituality Awareness 0.698 Reliable 

Truth 0.801 Reliable 

Meaning 0.687 Reliable 

Gift 0.750 Reliable 

Transcendental 0.881 Reliable 

2. Emotional Intelligence Self-Awareness 0.750 Reliable 

Self-Management 0.844 Reliable 

Social Awareness 0.854 Reliable 

Management Relation 0.789 Reliable 

3. Job satisfaction Intrinsic 0.737 Reliable 

Extrinsic 0.815 Reliable 

4. Work Performance Task Performance 0.678 Reliable 

Contextual Performance 0.743 Reliable 

5. Turnover Intention Turnover Intention 0.652 Reliable 

(Source:  Managed Data, 2012) 

The measurement result for the mean value of spirituality was 3.912. The highest mean value at the dimension of gift of love (joy) at 4.60 indicates the 

happiness and freedom of employees in organization in each activity. In contrast, the lowest value was the truth dimension framed as heart integrity (3,20), 
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showing that the employees in accepting themselves was related to all problems and limitations and found it difficult to integrate time in their life. Hence, it 

needs to be optimized.  

The measurement result for the mean value of emotional intelligence was at 3, 83. Self-control here had the highest mean value for the self-management 

dimension (4,30), indicating that the capability of employees in self-introspection and capability to be calm in positive thinking and stable in facing all situations 

was quite good. The lowest mean value was social awareness dimension in service orientation (3.30), showing that the employees in Syariah Bank realized about 

the objective of work competition and tried to be quite in togetherness of the teamwork when facing competition. The measurement result for the mean value 

of job satisfaction was at 3.99 with extrinsic satisfaction higher than the intrinsic one. The highest mean value was the extrinsic satisfaction dimension, e.g. 

organization policy (4.30), showing that the organization policies had been agreed with the regulation particularly in basis of Syariah organization. The lowest 

mean value was the extrinsic satisfaction dimension salary at 3, 70 reflecting that the acceptance of the employees to the salary was not in line with the number 

of finished works and needed a concern from the organization.  

The measurement result for the mean value in work performance was 4,065 with the highest mean value at contextual performance dimension supporting the 

organization procedure at 4, 20. This indicates the capability of the employees in taking initiative in work problems based on the procedure of organization and 

in handling the task enthusiastically.  Contrastively, the lowest mean value at the task performance dimension at task capability and communication was 4,00, 

showing a need for employees to improve and optimize the performance based on their desire, capability in coordination and sense of belonging in work quality. 

The measurement result for the mean value of turnover intention was 1, 87, showing a relatively low level of desire to quit from the organization related to the 

consideration of the employees to quit and possibility to find a new job and leave the organization.   

The result of the outlier data evaluation showed no single observed data showing that the value of Mahalonobis d-squared was not more than the value of chi-

square table (α=0.001; df=96) at 312,153. This comparison showed no any multivariate outlier indication in the collected research data. It means that the 

observed data was concentrated at the centroid points. Furthermore, the result of computerized AMOS program showed that the value of multivariate CR was 

at 1,174 from -2, 58 to 2, 58 based on the standards. This indicates a normal distribution of the data observed through the research indicators of multivariate 

data.  

FIGURE 2: RESEARCH MODEL 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

SEM Model resulted in the goodness of fit. Subsequently, the index values were compared to the cut-off values recommended for each index. A good model had 

the index of Goodness of Fit suitable with the recommended cut-off.   

 

TABLE 2: THE TESTING RESULT OF GOODNESS OF FIT OF SEM MODEL 

No. Goodness of Fit Index Testing Result  Cut-off Value Remarks 

1. Chi-square 312,153 Expected to be lower  - 

2. Probability 0,05 ≥ 0,05 Good  

3. GFI 0,942 ≥ 0,90 Good 

4. AGFI 0,971 ≥ 0,90 Good  

5. TLI 0,959 ≥ 0,95 Good 

6. CFI 0,971 ≥ 0,95 Good  

7. RMSEA 0,149 ≤ 0,08 - 

(Sources: Managed Data, 2012) 

The model of suitability test, NCP (Non-Centrality Parameter) was used to measure the deviation level between the matrix covariance and fitted matrix 

covariance sample. The estimation model was 216,153 between the values of 136,160–250,463, thus still fulfilling the requirement though the value of NCP was 

considered higher. ECVI (Expected Cross Validation Index) was at 4,200, while ECVI saturated model was at 3,010 and ECVI independence model was at 75,593. 

The value of ECVI was lower than ECVI independence, thus the model is suitable to be replicated for the further research. The value of AIC was at 424,153 lower 

than the value of independence AIC at 7634,942. Hence, the model is fit. NFI (Normal Fit Index), a model, if considered fit, was when the value of NFI was higher 

than 0, 90, meanwhile, the result of the research was at 0,959. Hence, the model is fit. The model resulted in the value of IFI at 0,971 higher than the limit of cut-

off at 0, 90 (Byrne, 1998), thus the model has a quite good level of fit. The value of RFI standardized between 0 – 1 with the value close to 1 indicates a fit model, 

while the result of testing the value RFI is at 0,942, thus the model has a good level of fit.  

Hypothesis 1: Spirituality has a positive relationship with emotional intelligence, as shown from p-value lower than α-value (0,000< 0.05). Thus the hypothesis is 

accepted.  

Hypothesis 2: Spirituality has a positive relationship with job satisfaction, as shown from p-value lower than α-value (0,001< 0.05). Hypothesis is accepted.  

Hypothesis 3: Spirituality has a positive relationship with work performance, as shown from p-value lower than α value (0,000<0.05). Thus, the hypothesis can be 

accepted. 

Hypothesis 4: Spirituality has a negative relationship with turnover intention. The finding shows that spirituality has a positive relationship with turnover 

intention, as shown from p-value higher than α-value (0,220 > 0.05). The hypothesis can be accepted.  
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Hypothesis 5: Emotional intelligence has a positive relationship with work performance. The finding indicates that emotional intelligence has a negative 

relationship with work performance as shown from p value higher than α value (0,714>0.05). The hypothesis cannot be accepted.  

Hypothesis 6: Emotional intelligence has a positive relationship with job satisfaction. The finding shows that the emotional intelligence has a negative 

relationship with job satisfaction as shown from p value higher than α value (0,102> 0.05). The hypothesis cannot be accepted.   

Hypothesis 7: Emotional intelligence has a negative relationship with turnover intention, as shown from p-value higher than α-value (0,114>0.05). Thus, the 

hypothesis can be accepted.  

Hypothesis 8: Job satisfaction has a positive relationship with work performance. The finding shows that the job satisfaction has a negative relationship with the 

work performance as shown from p-value higher than α-value (0,713>0.05). The hypothesis cannot be accepted.   

The causality relationship between research variables either in the relation of exogenous variable, endogenous variable or in the relationship of mediation 

variable had a direct or indirect impact and overall impact.  The relationship result shows that spirituality was correlated to the job satisfaction directly, indirectly 

or totally, reflecting the incapability of emotional intelligence to directly mediate spirituality to job satisfaction well. Here, spirituality was significantly correlated 

to the work performance but indirectly through the emotional intelligence – indicating the incapability of emotional intelligence to mediate the direct impact of 

spirituality to the work performance well.  

The relationship of spirituality and turnover intention occurred directly and indirectly but the emotional intelligence could not mediate well the influence of 

spirituality to turnover intention. Emotional intelligence was correlated to the work performance and job satisfaction was able to directly mediate between 

emotional intelligence and work performance.  

 

DISCUSSION 
First, spirituality has a positive and significant correlation to emotional intelligence from t-value calculator = 5,654 higher than critical t = 1,961 with probability 

0,000. Meanwhile, the estimation value for the correlation between spirituality and emotional intelligence is at 0,294 (0,000). Spirituality is a belief significantly 

influences, guides in decision making and someone behaviour; thus it is expected that as a universal phenomenon in personality it can cause employees 

emotional intelligence framed as inner awareness to reach the aspect of role and work, activity and effectiveness (Podaskoff et al., 2000). Tendency to the 

highest spirituality is gift, meaning of life, transcendence, awareness and truth.  Those dimensions can influence and shape emotional intelligence of employees 

to be able to adjust themselves in their competence and social competence. Additionally, they can be helpful for the capability to show dedication in facing 

challenge, harmony between words and action to encourage other, support the chosen direction comprising personal commitment for solution of difficult life 

and business issues.  The most dominant dimension here is transcendence (1,000) framed as high awareness, strong insight, integration, spiritual practices, 

giving guidance for other, compassion, and experience and life harmony. The research result is supported by Anderson (2006), Ayranci (2011), Podaskoff et al 

(2000) and Tee Suan Chin et al. (2011). 

Secondly, spirituality has a positive and significant correlation to job satisfaction from the t-value calculator = 6,557 higher than the critical t = 1,961 with 

probability of 0,001, and the estimation value of correlation between spirituality and job satisfaction is 0,633 (0,001). The dominant dimension is extrinsic job 

satisfaction (0,779) framed as supervision, organization policy, salary, and interpersonal relationship between co-workers and superior. This result is supported 

by East (2005) mentioning a strong correlation between spirituality and job satisfaction. Yahyazadeh-Jeloudar and Lotfi-Goodarzi (2012) state that spirituality 

significantly will influence the job satisfaction that covers the work itself, attitude to supervisor, relationship with co-workers, work environment condition but 

not significant when being correlated to salary. Spirituality acts in controlling a clear achievement, brings an effect on and makes a short-term and long-term 

goal with the capability of achieving the goal, even in a very difficult condition, particularly in job satisfaction. One of the dimensions is framed as the meaning 

with its indicators: goal and organization service.  

Thirdly, spirituality has a positive and significant correlation to work performance from the t-value calculator = 1,430 higher than critical t = 1,961 with the 

probability of 0,000. The estimation value for the correlation between spirituality and work performance is 0,210 (0,000). The dominant dimension is contextual 

performance (0,015) framed as regulation and organization procedure, extra work, and volunteerism in task activity, cooperation and support for organization 

procedure. Spirituality will impact the performance through the value of awareness, life essence, gift of love in the employees’ life and transcendence in helping 

other in handling any work matters in workplace. This perspective is supported by Lynton and Thogersen (2009) that spirituality in praying and productivity can 

improve performance and job satisfaction (Alexander et al., 1993).  

Fourthly, spirituality has a positive but insignificant correlation to turnover intention from t-value calculator = 0,454 lower than critical t = 1,961 with the 

probability of 0,220, and the estimation value for the relationship between spirituality and work performance is 0,007 (0,220). The dominant dimension is the 

probability in finding a new job (0,035) as the employees attempt to find a new job from the current work at Syariah bank. This finding is contrast to what has 

been said by Chawla and Guda (2010) saying a strongly negative correlation between spirituality and turnover intention. The correlation between spirituality of 

employees and intention to move is still limited.  Trott (1996) said that spirituality covering the community sense will positively be correlated to the cooperation 

and negatively correlated to rotation and absence.  

Fifthly, emotional intelligence has a negative correlation to job satisfaction from t-value calculator = -3,697 lower than critical t = 1,961 with the probability of 

0,716, and the estimation value for the relationship between emotional intelligence to job satisfaction is -0,564 (0,716). This finding, however, is not supported 

by Afolabi et al (2010), Fatima et al (2010), Carmeli (2003), Kafetosis and Tampektakis (2008). Most of researchers find a positive and significant influence of 

emotional intelligence to performance. It is only Bradberry (2006) supporting it. The dominant dimension is extrinsic satisfaction (-0,564) compared to the 

intrinsic satisfaction. In fact, the employees having emotional intelligence will find satisfaction and can influence the employee satisfaction and productivity 

entirely creating management efficiency and organization development (Patra, 2004).  

Sixthly, emotional intelligence has a negative correlation to job satisfaction from t-value calculator (-0,455) lower than critical t (1,961) with the probability of 

0,102, and the estimation value for the correlation between emotional intelligence and job satisfaction is -0,094 (0,102). The dominant dimension is contextual 

performance (0,105) compared to the task performance, showing that the capability to the aspect outside role is quite dominant in this organization. This finding 

is not supported by Ngah (2009), Chaudry and Usman (2011), O’Boyle et al (2010), Cote and Minners (2006), Afolabi et al (2010), Lopez (2006), Jayan (2006) and 

Carmeli (2003) finding the positive and significant influence of emotional intelligence to job satisfaction caused by emotional intelligence to performance 

creating a correlation between emotional intelligence and work achievement.  

Seventhly, emotional intelligence has a positive correlation to turnover intention, from t-value calculator (1,494) lower value than critical t (1,961) with the 

probability of 0,114 and the estimation value between emotional intelligence to turnover intention is 0,066 (0,114). The dominant dimension is the probability 

to find a new job (0,088) as the employees attempt to find a new job from the current job.  This finding is not in line with the ones by Trivellas et al. (2010), Jang 

and George (2011) and Fatima et al. (2010) and Carmeli (2003) finding a positive influence of emotional intelligence to turnover intention.  

Eighthly, job satisfaction has a negative correlation to work performance from t value calculator (-1,242) that has a lower value compared to critical t (1,961) 

with the probability of 0,713. The estimation value for the correlation between job satisfaction and work performance is -0,357 (0,713). The dominant dimension 

to task performance is -0,154, showing that job satisfaction will be helpful for capability, efficiency and communication of employees in their organization. These 

findings are supported by Brown and Reterson (1993) saying that in the intrinsic value of work, job satisfaction is not consistent and has a weak correlation. 

However, this finding is not in line with the findings of Christen et al (2006) saying that the correlation between the job satisfaction and work achievement is for 

one-direction correlation causing job satisfaction to work achievement or vice versa (Law et al., 2001). Mutual relationship is that when satisfaction is extrinsic, it 

will address to work performance, but when job satisfaction is intrinsic, the performance will lead to the relationship to job satisfaction.   

 

FINDINGS 
The finding results of this research include: (1) a positive correlation between spirituality and emotional intelligence, as shown from the p value lower than α 

value   (0,000<0.05). Thus, it can be accepted with transcendence as the dominant dimension, (2) a positive correlation between spirituality and job satisfaction, 
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as shown from p-value lower than α-value (0,001<0.05). Hence, it can be accepted and dominant dimension to the extrinsic job satisfaction, (3) spirituality has a 

positive correlation of spirituality and work performance as shown from p-value lower than α-value (0,000<0.05), thus it can be accepted with contextual 

performance as the dominant dimension, (4) a positive correlation between spirituality and turnover intention, as shown from p-value higher than α-value 

(0,220>0.05), thus it cannot be accepted and dominant dimension is probability to find a new job.  

On the other side, (5) emotional intelligence has a negative correlation with work performance, as shown from p-value higher than α-value (0,714>0.05). Thus, it 

cannot be accepted and dominant dimension is contextual performance. (6) Emotional intelligence has a negative correlation with job satisfaction as shown 

from p-value higher than α-value (0,102>0.05), thus, it cannot be accepted and dominant dimension is extrinsic satisfaction and (7) a negative correlation 

between emotional intelligence and turnover intention, as shown from p-value higher than α-value (0,114>0.05), thus it cannot be accepted and dominant 

dimension is the probability of finding a new job and (8) a negative correlation between job satisfaction and work performance as shown from p-value higher 

than α  value (0,713>0.05), thus it cannot be accepted and dominant dimension is task of capability, efficiency and communication of employees in their 

organization.  

 

RECOMMENDATION 
For the research appropriateness to the standard of statistics, it is essential to ensure the question indicators completeness in the questionnaires to avoid the 

respondents’ hesitation. Additionally, the number of the analyzed samples must be sufficient based on the requirements of the statistical analysis. For the 

practical implementation, it is necessary to give understanding for the employees about the spirituality role to improve the relationship to emotional 

intelligence, work satisfaction, and work performance for the capability of spirituality in controlling and managing work behaviour in organization.   

 

CONCLUSIONS 
The research results show the acceptance of three hypotheses, including (1) the positive relationship between spirituality and emotional intelligence with the 

dimension dominance of transcendence framed as high awareness, strong and integrated insight, spiritual practices, referrals for others, compassion, experience 

and grace and life harmony, (2) the positive relationship between spirituality and job satisfaction with the dominant dimension towards the extrinsic job 

satisfaction framed as supervision, organization policy, salary, interpersonal relationship between co-workers and employer and (3) the positive relationship 

between spirituality and work performance with the dominant dimension of contextual performance framed as regulation and procedure of organization, extra 

effort of employees, volunteerism in task, cooperation, and support for organizational procedures.  

In contrast, 4 hypotheses are unaccepted including (1) a negative relationship between spirituality and turnover intention with the dominant dimension of the 

possibility to find a new job as the effort of the employees to find a new job from the current work in Syariah Bank, (2) negative relationship between emotional 

intelligence and work performance with the dominant dimension of comparison between contextual performance and task performance - indicating a capability 

to the aspect outside the quite dominant role in the organization, (3) negative relationship between emotional intelligence and job satisfaction with the 

dominant dimension in the comparison between extrinsic satisfaction and intrinsic one, (4) negative relationship between emotional intelligence and turnover 

intention with the dominant dimension of the possibility to find a new job as the employees attempt to find a new job from the current job in organization and 

(8) negative relationship between job satisfaction and work performance with the dominant dimension of task performance framed as task of capability, 

efficiency, and communication of employees in their organization.  

 

SCOPE OF THE FUTURE STUDY 
The scopes of this research are as follows: (1) it involves the research respondents that had many activities and limitation in bank. This, as a consequence, 

brought an effect on data gathering and data management process, (2) this research was conducted in Syariah bank in which, if it is conducted in conventional 

bank, it will create a different result and (3) to result in a relationship between independent variables and dependent ones in further research, a moderation 

variable as the one increasing the relationship of both is necessary.  
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APPENDIX 
MODEL OF  CONSEPTUAL  RESEARCH 

Model of  Conseptual  Research 
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THE TESTING RESULT OF HYPOTHESIS 

 

No. 

 

Variable Correlation  

Estimate(t) Standard of Estimate 

(SE) 

Critical Ratio 

(CR) 

t 

Critic 

Probability 

(p) 

Remark 

1. Spirituality               Emotional Intelligence  0,294 0,052 5,654 1,961 0,000 Significant  

2. Spirituality             Job Satisfaction 0,633 0,097 6,557 1,961 0,001 Significant  

3. Spirituality               Job Performance  0,210 0,147 1,430 1,961 0,000 Significant  

4. Spirituality             Turnover Intention 0,007 0,015 0,454 1,961 0,220 Insignificant  

5. Emotional  Intelligence               Job Satisfaction   -0,564 0,152 -3,697 1,961 0,714 Insignificant  

6. Emotional Intelligence               Job Performance  -0,096 0,212 -0,455 1,961 0.102 Insignificant  

7. Emotional Intelligence           Turnover  Intention  0,066 0,044 1,494 1,961 0,114 Insignificant  

8. Job Satisfaction                 Job Performance  -0,357 0,287 -1,242 1,961 0,713 Insignificant  

 

DIRECT AND  INDIRECT RELATIONSHIP 

No.  Exogen Variable Mediate Variable Endogen 

Variable 

Direct 

Coefficient  

Indirect 

Coefficient  

Total 

Coefficient  

Remark  

1. Spirituality Emotional 

Intelligence 

Job  Satisfaction 0,633 0,294 x  

(-0,564) = (-0,166) 

0,467 Emotional Intelligence is not 

able to mediate   

2. Spirituality Emotional 

Intelligence 

Job 

Performance 

0,210 0,294 x 

 (-0,096)= (-0,028) 

0,015 Emotional Intelligence is not 

able to mediate  

3. Spiritualitas Emotional 

Intelligence 

Turnover 

Intention 

0,007 0,294 x 0,066= 

0,019 

0,026 Emotional Intelligence is not 

able to mediate 

4. Emotional 

Intelligence 

Job  Satisfaction Job 

Performance 

-0,096 -0,564 x (-0,357)= 

0,201 

0,105 Job satisfaction is able to 

mediate  

(Source: Processed Data, 2012) 
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