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Abstract
The purpose of  this study is to examine and Determine the moderating effect of  religiosi-
ty from the effect between intellectual intelligence and spiritual intelligence on the perfor-
mance of  employees of  state-owned bank branches conventional Tegal. This study took 
a sample of  115 employees using a multi-stage type of  probability sampling technique, 
the which is a combination of  proportional sampling and random sampling techniques. 
Data collection method is done by distributing questionnaires. The method of  data anal-
ysis uses descriptive statistical tests and SmartPLS 3.0 software. The results of  this study 
intellectual intelligence that has a positive effect on employee performance. Likewise, 
with spiritual intelligence has a positive effect on employee performance. In the modera-
tion test, religiosity is not Able to moderate the relationship of  intellectual intelligence 
on employee performance religiosity meaning that weakens the relationship, hypothesis 
3 is rejected. Then, religiosity is Able to Strengthen the relationship of  spiritual intel-
ligence on employee performance hypothesis 4 is accepted meaning. Suggestions from 
this study, employees of  conventional state-owned bank branch offices in Tegal city are 
expected to be Able to empower Reviews their intelligence in order to be Able to improve 
the level of  performance in accordance with the company’s standards and for the man-
agement of  conventional state -owned bank branch offices in Tegal city always provide 
motivation and establish communication with employees so that employees continue 
to maintain intellectual intelligence and spiritual intelligence in the work environment.
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INTRODUCTION

Human Resources (HR) is superior to a 
high quality is required of  any organization to 
be able to achieve the goals set (Sudarma, 2012). 
Human resources are an important asset in an 
organization that can mobilize other resources 
(Irawan & Sudarma, 2016). Human resources 
have an important role both individually and in 
groups, and human resources is one of  the main 
drivers of  the smooth operation of  the business, 
even the decline of  the company is determined 
by the existence of  human resources (Ghoniyah 
& Masurip, 2011). Employees as the company's 
human resources will be the limelight of  success 
when the company succeeded in developing the 
potential of  employees with optimal (Sanjaya, 

2012). In addition to human resources, compa-
nies need to have a competitive advantage which 
can be realized as the harmony between the com-
petencies that differentiate a company and factors 
critical to achieve success in the industry that led 
to the company to have a better performance than 
competitors (Yuniawan et al., 2017). 

The success of  a company in achieving its 
objectives depends not only on the facilities and 
instructors alone but depends on the performance 
of  employees (Susanti & Palupiningdyah, 2016). 
Performance is the result of  someone achieves in 
performing their duties on skill, effort, and oppor-
tunity (Ranihusna, 2010). Meanwhile, the perfor-
mance of  the organization can be seen from the 
level of  the organization in achieving its objec-
tives based on predetermined objectives (Marto-



Andro Dewantara Noegroho & Nury Ariani Wulansari/ Management Analysist Journal 9 (2) 2020

114

no, 2013). Performance show anything done by 
the employees, who may be in the form of  the 
effectiveness of  the completion of  their duties, 
cooperation with others, the quality and quantity 
of  their work, and their presence in the workplace 
(Martono et al., 2018). Performance has been wi-
dely studied by researchers in the field of  human 
resources. However, the present study will try to 
examine the performance with an emphasis on 
individual views of  factors intelligence (Intellec-
tual Intelligence / IQ) and spiritual intelligence 
(Spiritual Intelligence / SQ). Based on previous 
studies mentioned that the intellectual and spiri-
tual intelligence have a positive influence on the 
success of  employee performance (Rani et al., 
2013; Mahmood et al., 2015; Mulyani, 2016). 

Intellectual Intelligent (IQ) or often refer-
red to intelligence is the ability to think rational-
ly, remember, learn, understand, solve problems 
and then effectively apply what they have learned 
(Bell, 2013). Intellectual means that intelligence 
is strongly associated with a person's cognitive 
abilities such as employees are able to solve prob-
lems at work, able to plan and understand each 
idea will be proposed to improve the performan-
ce, as well as employees have a high recall. So, 
intelligence that employees were able to prove the 
results of  studies showing that the intellectual has 
a positive effect on employee performance (Mah-
mood et al., 2015; Mulyani, 2016). 

A part intelligence is a factor the success-
ful performance, as well as the alleged spiritual 
intelligence success factors of  employee perfor-
mance. Spiritual intelligence is the ability to give 
meaning and value of  life with good values ​​roo-
ted in religion (divinity) are applied in every ac-
tivity and behavior, towards becoming a perfect 
man (Notoprasetio, 2012). Spiritual intelligence 
related to someone able to develop themselves 
through the implementation of  positive values. 
Spiritual intelligence also helps employees to 
solve the problem and try to come to terms with 
the problem at hand. Employees who have a 
good spiritual intelligence is seen when the emp-
loyee is able to adapt to the environment and are 
able to accept failure as a form of  learning in the 
future. Therefore, spiritual intelligence capable 
of  affecting the performance of  employees. As 
with previous studies showing that spiritual in-
telligence have a positive relationship to the per-
formance of  employees (Mulyani, 2016; Manda-
la & Dihan, 2018). 

According to Sari (2015) revealed that 
employees today work only oriented to the world 
only by means merauk sebanyaknya advantage 
but do not pay attention to how mendapatannya, 

or justify different ways that of  course is prohi-
bited in Islam, it is not categorized as works in 
Islam. In fact, the results of  one's work is not only 
concerned with worldly but there is an element of  
blessing as well. So as each individual is expected 
to have a good religiosity as well so that they get 
the performance helpful.

Religiosity is an important value in the in-
dividual's cognitive structure that can influence 
the behavior of  individuals so that someone, it 
will minimize the level of  the tendency to devi-
ate behavior or behavior that is opposed by reli-
gious norms (Bintari, Dantes, & Sulastri, 2014). 
In this study, religiosity serve as a moderating 
variable on the relationship between intelligence 
and spiritual intelligence inteleklual on employee 
performance. This is because there are different 
research results. Previous research has found 
intellectual and spiritual intelligence had an in-
fluence on the success of  employee performance 
(Rani et al., 2013; Mahmood et al., 2015). But 
recently, there is research that says that the intel-
lectual and spiritual intelligence cannot affect the 
successful performance of  employees (Gondal & 
Hussain, 2013; Pratt, 2014). 

Therefore, this study tried to use modera-
tion variables to test whether religiosity employee 
performance can improve or weaken the intelli-
gence on the performance of  employees and as 
well as spiritual intelligence on the performance 
of  employee whether religiosity can improve or 
weaken the relationship. According to Mahmood 
et al. (2015) stated that religiosity is a moderating 
variable in relation to the intellectual and spiritu-
al intelligence on performance. It also supported 
the statement of  Osman-gani, Hashim, and Is-
mail (2012) states that religiosity can strengthen 
the influence of  independent variables on the 
dependent variables. Research was conducted on 
the conventional banking sector SOEs.

The purpose of  this study is to test the 
performance of  the employees of  religiosity as a 
moderator of  the relationship between intellec-
tual intelligence and spiritual intelligence on the 
performance of  employees where this research 
will investigate the employee working in the SOE 
conventional banking branch offices in Tegal.

Hypothesis Development
Effect of Intellectual Intelligence on Employee 
Performance

Employees who have a relatively high cog-
nitive ability is expected to produce a high per-
formance as well. This is because, the employee 
has considerable potential to be able to analyze, 
plan and solve every problem with a good job. 
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Employees who have high intellectual intelli-
gence means that the employee is very easy to un-
derstand the science that has been given, so that 
employees will have the ability to solve problems 
with a good job (Eysenck & Kamin, 1981). 

Intellectual divided into two types, name-
ly general and specific abilities abilities. Two of  
these capabilities can be used as a measure of  
success of  the employee's performance. Someone 
who has a general cognitive ability, the employee 
will be able to perform their jobs better, although 
specific abilities also play an important role in 
predicting the result of  someone's performance 
(Ree et al., 1994). The success of  an organization 
is determined by the quality and performance of  
employees in the organization to achieve orga-
nizational goals set (Septyaningsih & Palupinin-
dyah, 2017). 

In essence, when employees have high in-
tellectual intelligence such as the ability to reason, 
plan, solve problems, able to think abstractly, com-
prehend ideas and have a good grasp, it is expected 
to produce a high performance. Consistent with 
previous studies which stated that the intellectual 
has a positive effect on employee performance 
(Trihandini, 2005; Rahmasari, 2012; Putri, 2016). 
H1:	Intellectual intelligence positive effect on 

employee performance

Effect of Spiritual Intelligence on Employee 
Performance

Spiritual intelligence teach people to ex-
press and give meaning to every action, so if  
you want to show a good performance is needed 
spiritual intelligence (Munir, 2000). This means 
that when a person who is able to interpret eve-
ry action with positive values ​​and able to balance 
between the emotional, feelings and thoughts, the 
performance of  which will be generated will be 
better employees.

Employees need to have a spiritual intel-
ligence because it can create self  into someone 
who always think positive in addressing any 
problems that it faces. Additionally, able to re-
ceive and interpret positively every failure they 
experienced. Thus, when each employee who 
has a spiritual intelligence is good, then the em-
ployee will not experience any despair get re-
sults. Even when employees take positive values, 
employees will make it as learning to improve 
performance.

Someone who carries the meaning of  spiri-
tuality in his work will feel more meaningful life 
and work. It encourages and motivates him to 
further improve its performance (Masitoh & Su-
darma, 2019). The statement was supported by 

previous studies that claim that spiritual intelli-
gence have a positive influence on employee per-
formance (Khandan & Koohpaei, 2017; Mandala 
& Dihan, 2018). 
H2:	Spiritual intelligence has a positive effect on 

the transfer of  training.

Effect of Intellectual Intelligence on Employee 
Performance that in Moderation Religiosity

Intellectual has a meaning as a learning 
experience efforts undertaken in everyday life as 
well as the ability to solve the problems experi-
enced by either of  the individual, social, aca-
demic, cultural, economic and family (Riasning, 
Datrini, & Putra, 2017), 

Some studies suggest that religiosity is able 
to moderate the relationship intelligence on em-
ployee performance (Mahmood et al., 2015). Per-
formance results will improve if  employees have 
a high cognitive ability and is able to adapt to the 
problems that occur in the workplace. However, 
the level of  employee performance is also influen-
ced by religiosity that will strengthen or weaken. 
Therefore, this study will try to examine religiosity 
as moderation (strengthen or weaken) the relation-
ship of  intelligence on employee performance.
H3:	Religiosity may moderate the relationship 

between intellectual intelligence on employ-
ee performance

Spiritual Intelligence Influence on 
Performance Employees in Moderation 
Religiosity

Spiritual intelligence assist in the develop-
ment of  a person's identity with a clear and stable 
among individuals, especially in the context of  
the workplace (Tee et al., 2011). Someone who 
has an inwardly intelligence that makes the mind 
and spirit becomes always think positive in every 
event that has happened. So that it grows into so-
meone wiser.

Performance has a broad meaning which is 
not only related to the results of  course but the pro-
cess to get such a result can be categorized as per-
formance. To achieve a good performance of  the 
organization, employees with good performance 
is needed (Murniasih & Sudarma, 2016). Spiritual 
intelligence and religiosity are both related to the 
spiritual, so that if  someone has a good inner intel-
ligence will improve its performance. However, the 
level of  employee performance also noted the pre-
sence of  one's religiosity. If  the employee has the 
religiosity of  someone well, it is possible that the 
value of  religiosity able to strengthen the relation-
ship of  spiritual intelligence on the performance of  
the employees and vice versa.
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This study will use religiosity on spiritual 
intelligence relationship to the employee's perfor-
mance. Then to find out the results of  religiosity 
able to strengthen or weaken the relationship of  
spiritual intelligence on employee performance. 
This research was also supported by previous re-
search that says that religiosity can moderate the 
influence of  spiritual intelligence on employee 
performance (Osman-gani et al., 2012). 
H4:	Religiosity able to moderate the relationship 

between spiritual intelligence on employee 
performance

Figure 1. Research Model

METHOD

This study examined about the perfor-
mance of  employees at state enterprises employ-
ees Conventional Banks in Tegal. The samples 
used were 115 respondents to the technique of  
sampling using probability sampling type multi-
stage sampling. Multi-stage sampling is a sam-
pling technique by means of  a combination of  
proportional random sampling and random sam-
pling (Ferdinand, 2014). Data collection techni-
ques using questionnaires and measurement 
menggukan Likert scale. 115 questionnaires were 
returned number is then filtered and examined 
again the completeness of  the data. The final re-
sult of  the number of  questionnaires to be pro-
cessed the data number 115 in accordance with 
the number of  respondents.

The variables of  this research is employee 
performance using the instrument adopted by the 
Salanova and Agut (2005) one of  the items the 
question is "I can understand the specific needs 
requested from the customer" and "I can do more 
than usual for customers". Variable intelligence  
using the instrument adopted by the Furnham, 
Fong, and Martin (1999) one of  the items the 
question is "I have the ability to use or arranging 
the words" and "I have the ability to understand 
themselves and develop it".

Spiritual intelligence variable using the 
instrument adopted by the Tirri and Nokelainen 
(2008) one of  the items the question is "I think is 
important about the meaning and purpose of  life 

amid the bustle of  everyday life" and "I often con-
template meaning and purpose to my life". The 
last variable is religiosity as moderation using the 
instrument adopted by the Mathur (2012) one of  
the items the question is "I am very religious" and 
"religion I profess very important for me".

Each variable has the following indicators: 
employee performance has six indicators with 
questions item number 6 statement, according to 
Salanova et al. (2005) is listen to the needs of  cus-
tomers, understand customer needs, positioning 
itself  on the customer, provide the best service, to 
do more for customers, and provide services that 
cannot be found outside of  the organization.Indi-
cators of  variable intelligence according to  Tirri 
and Nikelainen (2011) there are seven indicators 
with question number 7 statement items are: lin-
guistic or language, arithmetic intelligence, spa-
tial intelligence or space, musical intelligence, 
kinesthetic intelligence, intrapersonal intelligence 
and interpersonal intelligence.

Indicators of  spiritual intelligence variable  
according to Kirsi Tirri et al. (2006) there are four 
indicators with the item question number 4 state-
ments: the ability of  the circumstances, the ability 
to cope with everyday experience and the use of  
imagination, the ability to suppress as a measure 
of  appreciation and ability feels securee, love and 
responsibility to others. Then the last variable is 
an indicator of  religiosity by Mathur (2012) there 
are six indicators with the item question number 
6 statement that attendance at places of  worship, 
the importance of  religious beliefs, the impor-
tance of  religious values, believe in god, recog-
nize religiosity, and their sense that their country 
could become a better place

RESULTS AND DISCUSSION

This study uses data processing techniques 
with methods of  SEM-based Partial Least Square 
(PLS) to assess Outer Model as well as to evalu-
ate the reliability of  the construct variables in the 
model analysis. The following diagram outer lane 
PLS model.

Figure 2. Diagram Line Outer Model PLS
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Validity Test
Convergent validity test was measured us-

ing a loading factor value. If  the value of  the load-
ing factor> 0.70 then, the item is declared valid 
question. Here are the results of  convergent valid-
ity are presented in Table 1.

Table 1. Outer Model

IQ  SQ R P Statement

IQ 1 0868 valid

IQ 3 0874 valid

IQ 4 0788 valid

IQ 6 0787 valid

IQ 7 0732 valid

SQ 2 0829 valid

SQ 3 0823 valid

SQ 4 0840 valid

R 2 0736 valid

R 3 0760 valid

R 4 0833 valid

R 5 0839 valid

R 6 0786 valid

K 1 0830 valid

K 2 0820 valid

K 4 0761 valid

K 5 0731 valid

According to the research, there are 5 items 
of  questions that are not valid are 2 items state-
ment of  variable intellectual intelligence (IQ), 1 
item a statement of  spiritual intelligence (SQ), 
1 item declaration of  variables of  religiosity (R) 
and 1 item declaration of  performance variables 
(K). The statement so that 5 items were eliminat-
ed one by one from the model of  research and 
testing back. Thus, an increase in the value of  the 
indicator loading factor that is not eliminated so 
that all items of  questions have fulfilled loading 
factor> 0.70 then convergent valid.

Discriminant validity test is measured by 
the value of  cross loading and the ratio between 
the value AVE and roots AVE. The calculation of  
the value of  cross loading declared invalid if  the 
item concerned the question of  latent variables 
is greater than the other latent variables question 
items. Based on research results demonstrate the 
value of  cross loading of  all items each variable is 
declared valid question. While the value of  AVE 
can be declared valid if  the value of  the root AVE 
discriminant is greater than the value AVE.

Table 3. Square Root value AVE and AVE

Variables AVE The square root AVE

IQ 0658 0811

SQ 0690 0831

R 0627 0792

K 0619 0787

Based on Tables 2 and 3 show that all indi-
cators each variable is declared valid discriminant.

Reliability Test
Test reliability is used to measure the stability 

and consistency of an instrument for measuring a 
variable. Test reliabilias measured by looking at the 
value of Cronbach Alpha and composite reliability. 
If  the value of Cronbach's alpha and composite reli-
ability is more than 0.70. So, the question items to 
measure a variable is said to be reliable.

Table 4. Cronbach's Alpha and Composite Reli-
ability

Variables Composite Reliability

IQ 0906

SQ 0870

R 0893

K 0866

Table 2. Value Cross Loading

KI KS R K Statement

IQ 1 0868 0163 0184 0212 valid

IQ 3 0874 0177 0178 0196 valid

IQ 4 0788 0217 0216 0126 valid

IQ 6 0787 0198 0250 0148 valid

IQ 7 0732 0070 0231 0179 valid

SQ 2 0053 0829 0175 0202 valid

SQ 3 0180 0823 0205 0155 valid

SQ 4 0257 0840 0215 0213 valid

R 2 0155 0196 0736 0267 valid

R 3 0190 0249 0760 0325 valid

R 4 0175 0164 0833 0401 valid

R 5 0329 0198 0839 0345 valid

R 6 0162 0149 0786 0360 valid

K 1 0152 0271 0358 0830 valid

K 2 0217 0246 0364 0820 valid

K 4 0208 0123 0308 0761 valid

K 5 0103 0055 0336 0731 valid
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Based on Table 4 shows that all composite 
reliability contruct value of  more than 0.70, it can 
be said that all of  the construct reliable.

The Coefficient of Determination (R2)
Test the coefficient of  determination aims 

to measure how far the ability of  independent 
variables affect the dependent variables simulta-
neously. Following the results of  the test the coef-
ficient of  determination (R2).

Table 5. The R2

Variables R-square

Employee performance 0.268
	

According Table 5 shows that 26.8% of  the 
variation value of  the employee's performance 
can be explained by religiosity, intellectual and 
spiritual intelligence, while the remaining 73.2% 
is explained by other variables outside the model 
analysis.

Hypothesis Testing
Hypothesis testing results Inner Model 

(Structural Model) by taking into account the val-
ue of  the original sample, the t-statistic and p-val-
ue. Hypothesis testing is divided into two direct 
and indirect influence through bootstrapping test 
results. Rule of  thumb used in this study is the t-
statistic >1.96 with a significance level of  5% and 
the value of  the original sample (beta coefficient) 
is positive. The results of  hypothesis testing can 
be seen in the results of  path coefficient.

Effect of Intellectual Intelligence on Employee 
Performance

Based on the test results bootstrapping in 
Table 6 shows that intellectual intelligence positi-
ve effect on the performance of  employees, means 
that intelligence possessed by employees is high 

enough and capable produce a peak performan-
ce. High intellectual intelligence characterized by 
employees have a high enough reasoning power, 
able to plan and analyze an idea, have a good 
cognitive value, able to solve problems well and 
was able to speak well too. Thus, H1 accepted 
that intelligence positive influence on employee 
performance. The higher intelligence that emplo-
yees, then the resulting high performance as well.

In general, employees working in a con-
ventional bank branches Tegal City SOE feel that 
with their ability to understand others well then 
the employee will be easier to understand what 
is needed for both customers and co-workers so 
as to improve the employee's performance. This 
is also supported by previous studies which sta-
ted that intellectual influence positively on the 
success of  employee performance (Trihandini, 
2005; Rahmasari, 2012; Mahmood et al., 2015; 
Women, 2016). 

Effect of Spiritual Intelligence on Employee 
Performance

Bootstrapping test results in Table 6 indi-
cate that the spiritual intelligence positive effect 
on employee performance, so that H2 is accepted 
means that the conventional bank employees 
SOEs Tegal branch offices have a high enough 
spiritual intelligence which can improve the re-
sults of  its performance in office.

SOE conventional bank employees Tegal 
branch offices feel that if  each employee is able 
to reflect on the significance of  the purpose of  
life, life is filled with magic and willing to share 
their experiences to other employees, it will be 
able to improve its performance. This is because 
employees are suspected of  spiritual intelligence 
become one of  the factors that affect the level of  
employee performance. This research was sup-
ported by previous studies that claim that spiri-
tual intelligence has a positive effect on employee 
performance( Rani et al., 2013; Hasanuddin & 

Table 6.Results Path Coefficient

Variables
Original 
Sample (O)

Sample Mean 
(M)

Standard 
Deviation

T-Statistics P-Value

IQ – Performance 0042 0062 0097 0431 0667

SQ – Performance 0146 0146 0107 1,354 0176

Religiosity moderate IQ – 
Performance

-0108 -0111 0119 0907 0365

Religiosity moderate SQ – 
Performance

0210 0189 0099 2,123 0034

Religiosity – Performance 0396 0404 0080 4,959 0000
Sources: Primary data is processed (2019)



119

Andro Dewantara Noegroho & Nury Ariani Wulansari/ Management Analysist Journal 9 (2) 2020

Sjahruddin, 2017; Khandan & Koohpaei, 2017; 
Mandala & Dihan, 2018). 

Religiosity Relationship Moderate Intellectual 
Intelligence on Employee Performance

Bootstrapping test results in Table 6 shows 
that the variable of  religiosity was not able to 
moderate the relationship intelligence on the em-
ployee performance then H3 rejected. The results 
of  this study are supported by previous studies 
that claim that religiosity can moderate the rela-
tionship intelligence on employee performance is 
not proven (Mahmood et al., 2015). 

Based on the results showed that the va-
riables of  religiosity weaken the relationship 
between intellectual intelligence on employee 
performance. It means that matters relating to 
employees of  spiritual closeness to God, one's 
faith and obedience to someone on the religious 
affiliation of  cognitive abilities effect not owned 
by the employee. So, it does not impact also on 
the performance of  the resulting employee.

Employees working in a conventional 
bank branches SOE Tegal feel that to have in-
tellectual high capability does not need to have 
a high religiosity value to improve performance. 
In addition, employees suspect that intelligence 
and religiosity are two different things. Religiosi-
ty related to worship and obedience to one's faith. 
While the intelligence related to a person's ability 
to think logically. Therefore, to improve perfor-
mance results do not need their religiosity as mo-
deration (strengthen).

 
Moderate Religiosity Relationship Spiritual 
Intelligence on Employee Performance

Bootstrapping test results Table 4 shows 
that the variable of  religiosity able to moderate 
intelligence relationship spirituality to employee 
performance, the H4 is accepted. This means that 
a person is not enough to improve its performan-
ce have spiritual intelligence, but there should 
be moderation, namely religiosity to strengthen 
that relationship so as to produce a high perfor-
mance. The results of  this study are supported by 
previous studies that claim that religiosity mode-
rates the relationship of  spiritual intelligence on 
employee performance (Osman-gani et al., 2012; 
Mahmood et al., 2015). 

Employees working in a conventional 
bank branches SOE Tegal assume that spiritual 
intelligence is an highest intelligence fromt anoth-
er intelligences. Someone who has high spiritual 
intelligence that the person is able to interpret 
the meaning behind every event that occurs and 
treat everything that happens on the positive em-

ployee it self  to become wiser and able to produce 
a good performance. Then, the performance will 
be better if  employees also have high religiosity 
value to strengthen and maintain its performance. 
Employees feel religiosity and spiritual intelligen-
ce have in common is related to the spiritual,

CONCLUSION AND RECOMMENDATION

Based on the research that has been dis-
cussed that the intellectual intelligence positive 
influence on employee performance. That is, 
employees who have the cognitive ability of  a 
good employee will easily improve performance 
outcomes. Then, the spiritual intelligence positi-
ve influence on employee performance. That is, 
employees who have the ability to receive events 
that have occurred as a failure with positive thin-
king, understanding and taking positive values ​​
on every issue, the employee will grow up to be 
someone who is more wise in every action. The-
refore, a wise man in the act will result in a better 
performance than employees who do not have a 
good spiritual intelligence.

Religiosity is not able to moderate intellec-
tual relationship on the employee's performance 
or mean that weakens intellectual religiosity af-
fect the success of  the employee's performance. 
This is because employees of  a conventional bank 
branches Tegal find that religiosity are two diffe-
rent things and do not have relevance. To improve 
the performance does not need to add the value 
of  religiosity, because religiosity relates to faith 
and obedience people in God or about the spi-
ritual. While the intelligence related to cognitive 
ability in which a person is able to think logically.

Religiosity is able to moderate the relation-
ship of  spiritual intelligence on employee perfor-
mance. It has been suggested that religiosity st-
rengthen spiritual intelligence affects employee to 
improve performance. Employees conventional 
bank branches Tegal feel that the value of  religio-
sity and spiritual intelligence are the two things 
are related. When employees have a high spiritual 
value, obedient and faithful to the Lord, the emp-
loyee will be more positive thinking and accept 
gracefully any problems that occur and become 
someone more resolute and wise. Therefore, to 
improve the performance not only requires a high 
spiritual intelligence alone but there needs to be 
religiosity to strengthen that relationship.

This study provides suggestions for future 
research that is expected to further researchers 
were able to develop and modification indepen-
dent variables and moderating variables on the 
dependent variable. In addition, researchers can 
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further examine the different research objects 
such as education, insurance or hospitality sector.

For employees of  SOEs conventional bank 
branches in Tegal expected not only have intel-
lectual and spiritual intelligence alone but also 
emotional intelligence. Because when the time 
of  high stress level pressure or high workload ex-
pected of  employees to manage his emotions well 
in order to be able to perform well. In addition, 
employees are expected to maintain the level of  
intelligence and spiritual intelligence.

For banking management of  SOEs Tegal 
expected to management while maintaining the 
performance of  each of  its employees to comp-
ly with labor standards that has been set by the 
banks SOEs apply, as do the training & develop-
ment, providing support to subordinates so that 
employees are aware of  in the workplace and stay 
in communication free and good, it is necessary 
to be aware about the state's own employees and 
what employers expect from their employees.
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