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Abstract

This study aims to identify and analyze spiritual leadership and rewards on employee performance through
job satisfaction as an intervening variable at L Sidoharjo Health Center. The sample used was 43
respondents. Research data obtained from the results of questionnaires, direct observation and
documentation. The data analysis technique uses the PLS (Partial Least Square) test, namely the Outer
Model (Measuarent Model), Inner Model (Structural Model) and Hypothesis Testing. The results showed
that the spiritual leadership variable had a positive and significant effect on employee performance, the
reward variable had a positive and significant effect on employee performance, the spiritual leadership
variable had a negative and not significant effect on employee performance through job satisfaction as an
intervening variable, the reward variable had a negative and not significant effect on employee performance
through job satisfaction as an intervening variable, spiritual leadership and reward variables have a positive
and significant effect on employee performance and spiritual leadership and reward variables have a
negative and not significant effect on employee performance through job satisfaction as an intervening
variable.
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1. Introduction

Puskesmas L Sidoharjo is one of the effective organizations in the health sector, its vision
and goal is to improve Human Resources with high morale. Employee participation is
needed to achieve goals, then organizational performance is influenced by Human
Resources, because Human Resources actions will be part of every Puskemas activity.
Employee performance is very important because it reveals how capable they are of
completing the tasks that have been given to them. Performance is a term used to describe
how effective an activity, program, or policy is in carrying out its intended objectives in
relation to the organization's mission, vision, and other strategic objectives. Fahmi (2017).
Leaders who instill spiritual values in their employees will contribute to improving their
performance. Spiritual leadership is a set of leadership qualities that are based on the
belief that God has given authority to govern life. Strecker et al (2018). Puskesmas has
various options to improve employee performance, including offering rewards or giving
rewards to employees. Reward / reward is a form of appreciation from superiors to
subordinates who have invested time, energy, and ideas to move forward to meet
predetermined goals. Efendy et al. (2017). Job satisfaction is satisfaction achieved by
receiving praise for one's performance, placement, handling of situations, equipment, and
work environment. Maulana (2016). Job satisfaction is also a factor that must exist in
employees because it aims to create optimal performance.
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2. Literature Review

The results of Azlimin, Juslan's (2021) research and Riane Johnly Pio's research, Johny
Revo Elia Tampi (2018) stated that spiritual leadership affects employee performance.
Added by the results of research by Ifah Finatry Latiep, Reski Fausia Putri, Drianus
Aprilius (2022) stated that rewards affect employee performance. But on the contrary, the
results of Padmayuda Tri Rachmawan's research, Dwi Nita Aryani (2020) which
concluded that spiritual leadership has no effect to employee performance through job
satisfaction as variable intervening. In essence, job satisfaction is a personal matter
because everyone will experience job satisfaction at different levels depending on the
values that apply to him. Situations, conditions and work environments such as interesting
job topics, complete and adequate infrastructure and well-established relationships
between employees are also determining factors for employee job satisfaction. My
observation also saw that the number of visitors per day at Puskesmas L Sidoharjo was
not too crowded, making employees feel that the topic of work was less interesting,
coupled with the inadequate facilities, tools and infrastructure that support employee
work and there was still a lack of supportive relationships between employees, making
job satisfaction in employees not optimal.

3. Research Method

The design in this study is a quantitative method research design with an associative
approach. Quantitative methods aim to test established hypotheses by collecting data
using research instruments, analyzing data quantitatively or statistically, and examining
specific populations or samples. The purpose of associative research is to find out the
relationship between two or more variables. (Sugiyono, 2016). Population is a broad
category consisting of objects and subjects with certain qualities and characteristics that
researchers have determined to investigate and then draw conclusions. (Sugiyono, 2016).
The population in this study were all ASN and non-ASN employees at Puskesmas L
Sidoharjo, totaling 75 people. The sample is part of the population in terms of size and
certain characteristics. (Sugiyono, 2016). Determination of the sample using puposive
sampling which is a sampling technique with certain considerations. (Sugiyono, 2013).
The sample in this study were all ASN employees at Puskesmas L Sidoharjo, totaling 43
employees.

4. Findings and Discussions

To determine the structural relationship between latent variables, hypothesis testing must
be carried out on the path coefficient between variables by comparing the p-value with
alpha (0.005) or a statistic of (>1.96). The amount of P-value and also the t-statistic are
obtained from the output in SmartPLS using the bootstrapping method. The results of this
test get 3 hypotheses that are valid because they have a p-value <0.05 or with a t-statistic>
1.96 and there are also 3 hypotheses that are invalid because they have a p-value> 0.05
or with a t-statistic <1.96, the conclusion of the results can be seen from the explanation
below:

Table 1. Hypotesis

Hypothesis Hypothesis Conclusion
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Hypothesis 1 There is an influence of Leadership Accepted

Spirituality to Employee Performance

Hypothesis 2 There is an effect of Reward on Accepted

Employee Performance

Hypothesis 3 There is no effect of Spiritual Leadership on/Accepted
Employee  Performance  through  Job
Satisfaction as a Variable

Intervening

Hypothesis 4 There is no effect of Reward on Employee/Accepted
Performance through Job Satisfaction

as Intervening Variable

Hypothesis 5 There is an influence of Leadership Accepted
Spirituality and Reward on Employee
Performance

Hypothesis 6 There is no effect of Spiritual Leadership andAccepted

Reward on Employee Performance through
Job Satisfaction as a variable.

Intervening Variable

Spiritual leadership has a positive and significant effect on employee performance (H1).
This means that the development of spiritual leadership at Puskesmas L Sidoharjo has a
good impact on employee performance because employees will always contribute
through work improvement brought by leaders who instill spiritual values in their
leadership which is in line with the results of research by Azlimin, Juslan (2021) and the
results of research by Riane Johnly Pio, Johny Revo Elia Tampi (2018) stating that
spiritual leadership affects employee performance.Reward has a positive and significant
effect on employee performance (H2). This means that when employees feel that their
work is recognized and appreciated properly and fairly, they will also show their
performance well, which is in line with the results of research by Ifah Finatry Latiep,
Reski Fausia Putri, Drianus Aprilius (2022) which states that rewards affect employee
performance.Spiritual leadership has a negative and insignificant effect on employee
performance through job satisfaction as an intervening variable (H3). This means that the
spiritual leadership system in Puskesmas L Sidoarjo is not optimal in increasing job
satisfaction on employee performance, which is in line with the results of Padmayuda Tri
Rachmawan's research, Dwi Nita Aryani (2020) which also concluded that spiritual
leadership has no effect on employee performance through job satisfaction as an
intervening variable.

Reward has a negative and insignificant effect on employee performance through job
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satisfaction as an intervening variable (H4). This means that the provision of rewards is
not good which results in job satisfaction on employee performance not being optimal
either. Spiritual leadership and rewards have a positive and significant effect on
performance (HS5). This means that leadership that applies spiritual values and if the
leader plays a role in providing incentives, bonuses or other awards to employees will
create job satisfaction and improve performance in employees.Spiritual leadership and
rewards have a negative and insignificant effect on performance through job satisfaction
as an intervening variable (H6). This means that spiritual leadership and rewards have not
met the level of job satisfaction in employees which makes employee performance not
good because if an organization with employees who are not satisfied in their work will
make the level of employee performance low.

5. Conclusion

The conclusion of this research is : Spiritual Leadership has a positive relationship and a
significant effect on Employee Performance as evidenced by a p-value of 0.000 <0.05 or
with a t-statistic of 13.767> 1.96. Reward has a positive relationship and a significant
effect on Employee Performance as evidenced by a p-value of 0.005 <0.05 or with a t-
statistic of 2.983> 1.96. Spiritual Leadership has a negative relationship and has no
significant effect on Employee Performance with Job Satisfaction as an Intervening
Variable as evidenced by a p-value of 0.121> 0.05 or with a t-statistic of 1.582 < 1.96.
Reward has a negative relationship and has no significant effect on employee
performance with job satisfaction as an intervening variable as evidenced by a p-value of
0.782> 0.05 or with a t-statistic of 0.279 < 1.96. Spiritual Leadership and Reward have a
positive relationship and significant effect on Employee Performance as evidenced by p-
value 0.007 < 0.05 or t statistic 2.847 > 1. 96. Spiritual leadership and Reward have a
negative relationship and have no significant effect on Employee Performance with Job
Satisfaction as an Intervening Variable as evidenced by a p-value of 0.261> 0.05 or t-
statistic 2.847> 1.96.
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