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ABSTRACT

This study aims to analyze the influence of spiritual intelligence and OCB on employee performance at the Denpasar City Social Service. The research
population used were all 106 employees who were also used as research respondents. Data was collected using research questionnaires and distributed directly
to the Denpasar City Social Service employees. The collected data is then processed with the SmartPLS 3.0 application program. The results showed that
spiritual intelligence and OCB had a significant positive effect on employee performance. Spiritual intelligence also shows a significant positive effect on OCB.
Furthermore, OCB acts as a partial mediation on the relationship of spiritual intelligence to the performance of Denpasar City Social Service employees. The
dominant indicators that contribute to the spiritual intelligence of employees are self-knowledge, focus and contribution, and honesty. More specifically, it can
be explained that self-knowledge, a better level of focus and higher honesty will be able to increase employee OCB. While the indicators of the dominant OCB
variable in this case are civic virtue (responsibility) and sportsmanship (tolerance). This means that the higher the civic virtue (responsibility) and sportsmanship
(tolerance) the employee will be able to improve the employee's performance.
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1. Introduction

Good employee performance is characterized by good
quality work in completing every job given by the superior
in a timely manner and can achieve every target set by the
organization. Performance is a description of the level of
achievement of the implementation of an activity program or
policy in realizing the goals, objectives, vision, and mission
of the organization as outlined through the strategic planning
of an organization (Moeheriono, 2012:95). According to
Sedarmayanti (2011: 260), performance is the result of the
work of a worker, a management process or an organization
as a whole, where the results of the work must be shown
concrete and measurable evidence.

Performance, of course, does not stand alone. Because
there are many factors - factors that affect performance,
companies need to know what affects the performance. One
that affects the level of intelligence of human resources.
Intelligence is the ability to solve problems or create
something of value for a particular culture (Gardner (in
Efendi, 2005:79)). One type of intelligence that is of concern
today is spiritual intelligence. Zohar & Marshall (2007:4)
argues that spiritual intelligence contained in a person is able
to help move one's intellectual intelligence and emotional
intelligence to be more active.

An intelligent employee is not only expressed by having
a high IQ, but must also have good spiritual intelligence.
Spiritual intelligence is the ability to adjust the rules
followed by understanding and love, intelligence that places
our life behavior in the context of a wider and richer
meaning, and intelligence to judge that one's actions or way
of life are more valuable and meaningful (Zohar and
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Marshal, 2002:37). ). Where employees know that at work
also requires honesty and a high awareness of responsibilities
that must be completed, because what is done is something
that must be accounted for to others and to God Almighty.
Therefore, spiritual intelligence is able to integrate 1Q (Idrus,
2002:57).

Spiritual intelligence allows a person to think creatively,
be far-sighted, make or even change rules, which makes the
person able to work better. Several research results found a
significant positive correlation between spiritual intelligence
on employee performance, including by research from Lie et
al. (2021); Arifin (2019); Khandan et al. (2017) and Jasour
et al. (2016). The results of this study agree with research
conducted by Amirkhani & Yosefi (2015) which states that
there is a significant positive influence between spiritual
intelligence on employee performance, with good spiritual
intelligence, employees tend to be able to produce good work
output as well.

However, research by Khairat (2017) shows the results
that there is no significant influence between spiritual
intelligence on employee performance. So even though
employees have high spiritual intelligence, it will not have
an effect on the work achieved. This result is in line with the
research of Ratnasari et al. (2020) which shows that spiritual
intelligence has no significant effect on employee
performance. Based on the inconsistency of the results of
previous studies, this study uses an intermediate variable,
namely organizational citizenship behavior (OCB) to prove
the relationship between spiritual intelligence and employee
performance.

Moosapour (2013) in his research states that the influence
of spiritual intelligence on OCB is significantly positive, it is
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said that if an employee has high spiritual intelligence, then
the employee is also easier to generate positive emotions to
do tasks or work extra. This statement is reinforced by
research from Indriani & Sari (2017); Alamanda et al.
(2021); Sanjay (2021); Radiany & Radiany (2021); which
states that spiritual intelligence has a positive and significant
influence on OCB, so that a person's spiritual intelligence is
able to make employees have extra role behavior.

Furthermore, the research of Chelagat et al. (2015) proves
that OCB has a significant positive effect on employee
performance. This positive behavior makes employees
contribute more to the company, so that the work results
achieved are also maximized. In line with research by
Ramadhan et al. (2018); Hidayat (2020); Nadeak et al.
(2021) also stated that there was a positive and significant
relationship on the effect of OCB on employee performance.
Furthermore, research from Hidayah (2019) and Arifin
(2019) shows that OCB is a variable capable of mediating
the influence of spiritual intelligence on employee
performance. Radiany & Radiany (2021) in their research
also stated that there was an indirect and significant influence
between spiritual intelligence on the performance of
education staff at the State University of Malang through
OCB.

Organizational Citizenship Behavior (OCB) is able to
play a role in shaping one's performance. Kumar (2009)
defines OCB as individual behavior that contributes to the
creation of organizational effectiveness and is not directly
related to the organization's reward system. Organizational
Citizenship Behavior (OCB) is characterized by efforts in
any form carried out at the discretion of employees that
provide benefits to the organization without expecting any
reward (Shweta and Srirang, 2010). Sadhegi (2016) also
argues that OCB is a behavior to perform tasks that are not
part of the formal responsibilities of the company, but are
still carried out to improve joint performance. Voluntary
participation in OCB has been considered a sign of
dedication to the organization.

This research was conducted at the Denpasar Social
Service, which is located at Jalan Mulawarman No. 2 Dauh
Puri Kaja and is an element of implementing government
affairs in the social sector which is the regional authority of
Denpasar city. The Denpasar City Social Service has the task
of assisting the Mayor of Denpasar in formulating, providing
public services and alleviating people with social welfare
problems in the city of Denpasar. Based on the results of
observations made, in their work activities there are still
many obstacles faced so that it is still difficult to achieve
organizational goals.

Employee performance that has not been optimal is
reflected in the large number of service complaints data at
the Denpasar City Social Service and there are still many
people with social welfare problems in Denpasar City. These
types of complaints are mainly related to the speed of service
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to the community, sincerity in helping the community,
timeliness of service, the ability of staff, and others.

The most complaints are on the speed of service due to
the lack of responsiveness of employees in serving the
community, then the ability of staff due to public doubts
about the ability of employees to provide accurate
information, and the timeliness of service that is not fast
enough in dealing with problems. Denpasar City Social
Service.

The not yet optimal performance of employees at the
Denpasar City Social Service is shown from the PMKS
(Social Welfare Problems) data in Denpasar which increased
in 2018-2019 and has not been able to be completed. Where
there are still high number of people with social welfare
problems in the city of Denpasar which is caused by the lack
of optimal performance of the Denpasar City Social Service
employees, from the results of interviews that have been
conducted on several employees it is stated that in handling
people with social welfare problems, the Denpasar City
Social Service has actually done there are many efforts to
prevent an increase by carrying out socialization to socio-
economic vulnerable families, launching empowerment
programs to help increase productivity and participating in
implementing social service facilities which are supported by
many collaborations with related parties, but in practice only
employees of the Denpasar City Social Service that resolves
the issue without the participation of other related parties.
OCB behavior is an important behavior to realize the
performance of the unit, which in the end will realize a good
organizational performance, in accordance with the
expectations of the community and all other components.

As for other problems related to spiritual intelligence
where there is still a lack of a sense of responsibility for
employees in the work given by the Denpasar City Social
Service office. The relationship between spiritual
intelligence problems and employee performance, for
example, employees are often late in carrying out their duties
from the agency. This of course can have an impact on
employee performance.

Based on the description of the problem phenomenon
above, the researchers are interested in raising this topic in
research to find out and examine more deeply about the Role
of Organizational Citizenship Behavior (OCB) in Mediating
the Effect of Spiritual Intelligence on Employee
Performance at the Denpasar Social Service.

2. Literature Review
2.1. Employee Performance

The Indonesian Dictionary quoted and translated by
Nawawi (2006:63) says that performance is (a) something
that is achieved, (b) demonstrated achievement, (c) work
ability. Another definition of performance according to
Nawawi (2006: 63) is that performance is said to be high if a
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work target can be completed at the right time or does not
exceed the time limit provided. Mangkunegara (2009:9)
states that performance is work performance or work
(output) both quality and quantity achieved by human
resources per unit period of time in carrying out their work
duties in accordance with the responsibilities given.
According to Edison (2016) performance is the result of a
process that refers to and is measured over a certain period
of time based on predetermined provisions or agreements.
Performance has a broad meaning, not only the results of
work, but including how the work process takes place
(Haryanti, 2017).

Based on the understanding of performance put forward
by these experts, it can be concluded that performance is a
real behavior or work result of a worker concerning the
quality and quantity where the work result can be shown
concretely and can be measured in an organization or
company.

Employee performance in an organization is influenced
by many factors (multifactor), both internal and external to
the organization. Employee performance in the organization
can also be influenced by internal and external factors of
employees. In internal employees, employee performance
can be influenced by the employee's work ability, employee
motivation, including the willingness to take more work
outside of his job. Employee work ability is also influenced
by employee intelligence including spiritual intelligence.

2.2. Organizational Citizenship Behavior (OCB)

Organizational Citizenship Behavior (OCB) is a term for
employees who give more value to the work that is their duty
as well as added value to the company. OCB is the behavior
of individuals who are independent, not directly or explicitly
recognized in the reward system and in promoting the
effective functioning of the company. OCB is also referred
to as extra role behavior because the behavior given by
employees exceeds their main task (Putri and Utami, 2017).
Organizational Citizenship Behavior (OCB) according to
Robbins (2015: 19) is a behavior carried out by an employee
that exceeds formal work obligations, but has a good impact
because it supports organizational effectiveness.

Maryati and Fernado (2018) state that Organizational
Citizenship Behavior (OCB) is employee behavior that is
carried out voluntarily, sincerely, and happily without having
to be ordered. These behaviors are those that are freely
chosen by individuals where they are not directly or
explicitly recognized by the formal reward system and
aggregately enhance the functioning of the organization.
According to Ritonga (2018), the definition of OCB is as
follows: 1) Voluntary behavior, not a forced action on
matters that prioritize the interests of the organization; 2)
Individual behavior as a form of satisfaction based on
performance, not formally ordered; 3) Not directly and
blatantly related to the formal reward system.
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Work behavior like this can affect the performance of an
employee. A number of research results have proven the
effect of OCB on employee performance such as the results
of research conducted by Markose & Jayachandran, (2009);
Chow (2009); Chelagat et al. (2015); Basu et al. (2016);
Aponno et al. (2017); and Jiang et al. (2017); Nadeak et al.
(2021). Based on this argument, the research hypothesis is
built as follows:

Hypothesis 1: OCB has a significant positive effect on
employee performance

2.3. Spiritual Intelligence

According to Zohar and Marshal (2007), spiritual
intelligence is intelligence to deal with and solve problems
of meaning and value, namely intelligence to place our
behavior and life in the context of a broader and richer
meaning, intelligence to judge that one's actions or way of
life are more meaningful than others. with others. Khavari
(2000) states that spiritual intelligence is intelligence in the
human soul. Spiritual intelligence provides the ability to see
the positive value in every problem and the wisdom to deal
with problems.

Spiritual intelligence equips us to see and solve problems
of meaning and value, and then we begin to direct the
thoughts and actions in our lives towards broader and
meaningful horizons. With spiritual intelligence, we can
distinguish more clearly right and wrong (Zohar and
Marshall: 2007)

Spiritual intelligence allows humans to be creative,
change rules and situations. Spiritual intelligence gives us
the ability to discern. Spiritual intelligence gives us a sense
of morality, the ability to conform to rigid rules coupled with
understanding and love and the equal ability to see when love
and understanding reach their limits. We use spiritual
intelligence to grapple with good and evil, as well as to
imagine unrealized possibilities such as to dream, aspire, and
lift ourselves from the low (Zohar and Marshall, 2007).
Based on the understanding of spiritual intelligence put
forward by these experts, it can be concluded that spiritual
intelligence is the ability to adjust the rules accompanied by
an understanding of love and to judge that one's actions or
way of life are more valuable and meaningful.

Employees who have a high level of spiritual intelligence
have higher work abilities. This is shown from a number of
research results conducted by a number of studies.
Kulshrestha and Singhal (2017) found that spiritual
intelligence had a significant positive effect on employee
performance. Other research results that are in line include
Lie et al. (2021); Arifin (2019); and Abdolrahimi et al.
(2020); Ling et al. (2020). Based on this argument, the
research hypothesis was built as follows:

Hypothesis 2: Spiritual intelligence has a significant positive
effect on employee performance
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A person's spiritual intelligence can also grow one's work
behavior to be willing to do work that is not his responsibility
and not receive a reward for the work. An employee's
spiritual intelligence affects voluntary work behavior (OCB).
This is evidenced by a number of research results, namely
Alamanda et al. (2021); Sanjay (2021); Radiany & Radiany
(2021); Herdian et al. (2020). Based on this argument, the
research hypothesis was built as follows:

Hypothesis 3: spiritual intelligence has a significant positive
effect on OCB

Based on the description as described in the formation of
hypothesis 2 and hypothesis 3, where spiritual intelligence
affects OCB, and on the other hand OCB affects employee
performance, then based on the concept of Baron and Kenny
(1986) OCB has the potential to mediate the relationship of
spiritual intelligence to employee performance. A number of
research results have proven that OCB can mediate the
relationship between spiritual intelligence and employee
performance, namely Hidayah (2019); Arifin (2019);
Radiany & Radiany (2021). Based on this argument, the
research hypothesis was built as follows:

Hypothesis 4: OCB significantly mediates the relationship of
spiritual intelligence to employee performance

2.4. Conceptual Framework

The conceptual framework for research on the influence
of spiritual intelligence on organizational citizenship
behavior (OCB) and employee performance is described in

Organizational
GﬁI'.EI'IShiE‘
Behavior (M)

Figure 1. Research Conceptual Framework

3. Research Metode
3.1. Research Design

This study was designed as an explanatory research to
determine the influence between variables in this study,
namely the influence of intellectual intelligence on
organizational citizenship behavior (OCB) and employee
performance, the effect of organizational citizenship
behavior (OCB) on employee performance, and the role of
organizational citizenship behavior (OCB) in mediating the
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influence of intellectual intelligence on employee
performance at the Denpasar City Social Service Office.

3.2. Population and Sample

The population in this study were all employees at the
Denpasar City Social Service, totaling 106 employees. The
entire population is used as the research sample (census).

3.3. Variabel and Measurement

This study uses one exogenous variable, one mediating
variable and one endogenous variable. The exogenous
variable used is spiritual intelligence, the mediating variable
used is OCB, and the endogenous variable used is employee
performance. Spiritual intelligence is measured based on 5
indicators, namely: absolute honesty, openness, self-
knowledge, focus and contribution and spiritual non-
dogmatic. The OCB variable was measured based on 5
indicators consisting of altruism, sportsmanship, courtesy,
Conscientiousness, and Civic Virtue. While the performance
variables are measured through indicators of quality,
quantity, timeliness, effectiveness, independence, and
commitment.

3.4. Data Analysis
3.4.1. Validity and Reliability Test

Validity testing is done through convergent validity and
discriminant validity. The data is said to be convergently
valid if the loading coefficient > 0.50 and significant. The
validity test based on discriminant validity can be seen
through the AVE value> 0.50. The reliability test is seen
from the Cronbach alpha and composite reliability values. It
is said to be reliable if the Cronbach alpha value is > 0.70.
The results of testing the validity of this study in a
convergent manner show the outer loading value of 0.582 -
0.863 (> 0.50) and is significant, so that convergently it can
be said to be valid. It is also discriminant valid because the
value of AVE is greater than the correlation coefficient
between other variables, as shown in Table 1 below. Based
on the results of data validation, it can be stated that all
research data is valid.

Table 1. Discriminant Validity

Variable AVE VAVE X M Y
X 0,563 0,750 0,000
M 0,523 0,723 0,371 0,000
Y 0,506 0,679 0,394 0,438 0,000

Source: Data processed, 2021

The reliability test is based on the Cronbach Alpha
coefficient and composite reliability shows that all variables
have a value greater than 0.70 so they are declared reliable,
as shown in Table 2.
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Table 2. Cronbach Alpha Coefficient and Composite

Reliability
- Composite
Variabel Cronbach Alpha Reliability
X 0,831 0,865
M 0,748 0,845
Y 0,768 0,834

Source: Data processed, 2021

The results of the validity and reliability test concluded
that all research data was valid and reliable, so that it could
be continued to the next process.

3.4.2. Fit Model

The accuracy of the model can be seen through the
coefficients of R-Square, Q-Square, and Goodness of fit. Q
Square is calculated by the formula: Q2 =1 — {(1 - R%)(1 -
R%)}. GoF value is calculated based on the formula: GoF =
(AVE X R2).

The coefficient R? for the influence of spiritual
intelligence (X) on OCB (M) is 0.139, which means that
OCB is 13.9% influenced by the level of spiritual
intelligence of employees, the rest are other factors. The R?
coefficient of spiritual intelligence and OCB variables on
employee performance is 0.253, meaning that 25.3%
employee performance is influenced by spiritual intelligence
and OCB, the rest are other factors outside the study. Of the
two variables, OCB has a more dominant role than spiritual
intelligence, this is indicated by the path coefficient on the
relationship between spiritual intelligence and employee
performance of 0.268, while the path coefficient of the
relationship between OCB and employee performance is
0.338. Judging from each indicator on the OCB variable,
civic virtue (responsibility) has the largest role compared to
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other indicators, while the second largest position is
sportsmanship (tolerance).

The results of the calculation of Q-Square (Q?) are carried
out with the following formula:

Q*=1-{(1-R*%)(1-R%)}
Q?=1-{(1-0,139)(1 - 0,253)}
Q2=1-{(0,861)(0,747)}
Q?=1-0,643

Q?=0,357

The results of the Q2 calculation show a value of 0.357,
meaning that the model can have moderate predictive ability,
where the prediction accuracy is only 35.7%.

Calculation of Goodness of Fit (GoF) is done with the following
formula:GoF =V (AVE X R?)

GoF = {(0,563+0,506+0,523)/3} X {(0,253+0,138)/2}

GoF =+ (0,530667 X 0,1955)

GoF = (0,103745)

GoF = 0,322095 = 0,322

The results of the GoF calculation show a value of 0.322
(medium). This figure provides an illustration that the model
has a moderate level of accuracy.

3.4.3. Hypothesis Test

Hypothesis testing is based on the path value and P Value.
The path value is said to be significant if the P Value < 0.05.
The results of testing the research hypothesis are shown in
Figure 1, and reinforced by Table 3 which explains that OCB
is a mediation on the influence of spiritual intelligence on
employee performance at the Denpasar City Social Service.

it Y1

0,338 (0.001) A
a, ~ 4

™ 3600 v

¥3

»

EMPLOVEE WL s
PERFORMANCE ~a

(v =

Figure 2. SmartPLS Analysis Results
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Table 3. Path Coefficients of Direct and Indirect Effects of Spiritual Intelligence, OCB, and Employee Performance

Effect Between Variables

Independent Mediation Dependent
Spiritual Intelligence =~ OCB -
Spiritual Intelligence - Employee Performance
- oCB Employee Performance
Spiritual Intelligence =~ OCB Employee Performance

Source: Data processed, 2021

Based on Figure 2 and Table 3, it can be explained that
spiritual intelligence has a significant positive effect on
employee performance, this is indicated by the path
coefficient of 0.268 with a p-value of 0.026 <0.05
(significant). These results illustrate hypothesis 2 which
states that spiritual intelligence has a significant positive
effect on employee performance at the Denpasar Social
Service Office is acceptable.

Spiritual intelligence also has a significant positive effect
on OCB, this is indicated by the path coefficient of 0.371
with a p-value of 0.000 <0.05 (significant). These results
indicate that hypothesis 3 which suggests that spiritual
intelligence has a significant positive effect on
Organizational Citizenship Behavior (OCB) of employees at
the Denpasar Social Service is accepted.

OCB has a significant positive effect on employee
performance, this is indicated by the path coefficient of 0.338
with a p-value of 0.026 <0.05 (significant). These results
indicate that hypothesis 1 which states that Organizational
Citizenship Behavior (OCB) has a significant positive effect
on employee performance at the Denpasar City Social
Service is accepted.

The next finding is that OCB has a significant positive
role as a mediation on the relationship between spiritual
intelligence and employee performance, this can be seen
from the path value of 0.126 with a p-value of 0.007 <0.05
(significant). The results of this analysis indicate that
hypothesis 4 which reads Organizational Citizenship
Behavior (OCB) has a significant positive effect on
employee performance at the Denpasar City Social Service.

4, Result and Discussion

Spiritual intelligence which is reflected by the indicators:
absolute honesty, openness, self-knowledge, focus and
contribution as well as non-dogmatic spirituality have a
significant influence on organizational citizenship behavior
(OCB). This means that the increasing level of spiritual
intelligence can increase organizational citizenship behavior
(OCB) to be higher. The results of this study strengthen the
results of previous studies, such as those of Alamanda et
al.(2021); Sanjay (2021); and Radiany & Radiany (2021).

Path Coef P-value Information
0,371 0,000 significant
0,268 0,026 significant
0,338 0,001 significant
0,126 0,007 significant
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Spiritual intelligence also affects employee performance,
meaning that the higher the level of spiritual intelligence, the
higher the performance of the employee concerned. The
results of this study are in line with the results of research
conducted by Kulshrestha and Singhal (2017); Abdolrahimi
et al. (2020); and Ling et al. (2020).

Organizational citizenship behavior (OCB) which is one
of the three variables in this study which is reflected by
indicators  of  altruism,  sportsmanship,  courtesy,
conscientiousness, and civic virtue shows a significant
positive effect on employee performance which is reflected
by indicators of quality, quantity, timeliness, effectiveness,
independence, and commitment. This means that increasing
OCB behavior can improve employee performance. The
results of this study are in line with the results of previous
studies such as those conducted by Markose &
Jayachandran, (2009); Chow (2009); Chelagat et al. (2015);
Basu et al. (2016); Aponno et al. (2017); and Jiang et al.
(2017); Nadeak et al. (2021).

Organizational citizenship behavior (OCB) also shows its
role as a mediation on the relationship between spiritual
intelligence and employee performance. OCB is able to
significantly increase the role of spiritual intelligence on
employee performance. The results of this study are in line
with the results of previous studies such as those conducted
by Hidayah (2019); Arifin (2019); Radiany & Radiany
(2021).

5. Conclusion and Implication

The results of the study concluded that Organizational
citizenship behavior (OCB) has an important role in
increasing the influence of spiritual intelligence on employee
performance, especially for employees at the Denpasar City
Social Service. Employee performance will experience a
higher increase by implementing joint improvements to the
quality of employee spiritual intelligence and Organizational
citizenship behavior (OCB). Increasing organizational
citizenship behavior (OCB) is able to enlarge the role of
spiritual intelligence on employee performance at the
Denpasar City Social Service Office.
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6. Limitation and Future Research

The results of this study cannot generally conclude that
Organizational citizenship behavior (OCB) is able to enlarge
the role of spiritual intelligence on employee performance,
because this study was only conducted on employees of the
Denpasar City Social Service Office. For this reason, it is
necessary to conduct research with the same model in
government institutions and private institutions, as well as in
profit- and non-profit-oriented institutions.

The research variables used in this research model only
consist of spiritual intelligence and Organizational
citizenship behavior (OCB) as independent variables, and
employee performance as the dependent variable. This
model still needs to be developed by including other relevant
variables, so that the model becomes more comprehensive.
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