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 This research aimed to analyze and prove the effect and contribution 
of quotient to employee performance using dimensions of 
intellectual, emotional, spiritual, and adversity. This research was 
carried out for 5 months from February to June 2022 at the Subdistrict 
Office and District Office in the Kelapa Lima District, Kupang City. 
This research is classified as quantitative research. The research 
population was 120 employees who were determined by the sample 
of respondents using a saturated sample (non-probability sampling) 
so that the entire population became research respondents. The types 
of data used are primary and secondary data obtained by 
questionnaire, observation, and documentation techniques. Data 
analysis used multiple linear regression analysis. The results showed 
that the intellectual quotient variable had a positive and significant 
effect on employee performance because it had t-count > t-table (9,047 
> 1.98027) on Sig. Prob. 0.000 < α 0.05. Emotional quotient variable 
has a positive and significant effect on employee performance because 
the value of t-count > t-table (3,004 > 1,98027) in Sig. Prob. 0.003 < α 
0.05. The spiritual quotient variable has a positive and significant 
effect on employee performance because the t-count > t-table (2.953 > 
1.98027) in Sig. Prob. 0.004 < α 0.05, and the adversity quotient 
variable has a positive and significant effect on employee 
performance because the t-count > t-table (3.054 > 1.98027) on Sig. 
Prob. 0.003 < α 0.05. Simultaneously, the quotient variable with the 
lowest value on employee performance is intellectual quotient 
(54.3%), emotional quotient (20.3%), adversity quotient (19.7%), and 
spiritual quotient (16.7 %). 
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INTRODUCTION 

According to data, several institutions state that the performance of government employees in 
Indonesia is the worst in the world. The  Institute of PERC (Political and Economic Risk Consultancy) 
released the performance of government employees in Indonesia on a scale of 8.0 in the worst 
interval in the world (Haba Ora, 2022). The International Finance Corporation (IFC) in the “Doing 
Business Report" reports that the performance of government employees in Indonesia is the worst 
in the world in public services, which was ranked 123th in 2007 and increased to 128th in 2013 
(Riwukore, Marnisah, & Habaora, 2022). The Institute for Management of Development in 
Switzerland through the World Competitiveness Book reports that the performance of government 
employees in Indonesia is the lowest in productivity, ranking 59th out of a total of 60 countries 
surveyed (Riwukore, Habaora, & Marnisah, 2022). Riwukore et al. (2022) reported that the 
performance of ASN or government employees in Indonesia was the worst in Asia (46 out of 60 
countries in Asia), far behind other neighboring countries such as Singapore (1), Thailand (27), 
Malaysia (28), Korea (29), China (31), India (39), and the Philippines (49). Riwukore et al. (2021) also 
reported that ASN performance in the economic performance dimension was the worst in the world 
because it was ranked 60th out of 60 countries surveyed; ranked 59th out of 60 countries surveyed 
based on the business efficiency dimension; and ranked 55th out of 60 countries surveyed based on 
the government efficiency. These data explain that the performance of government employees in 
Indonesia is still less than optimal, convoluted in the bureaucracy, low motivation, low work 
discipline, weak organizational commitment and culture, and low-quality human resources 
employees. 

In 2019, Badan Kepegawaian Nasional Republik Indonesia (BKN RI) released the results of the 
performance evaluation of government employees that employees who performed well only reached 
20%, while ±80% were employees with poor performance (Habaora et al., 2021). This government 
employee performance evaluation shows a decrease in the quality of employee performance because 
in 2018, the employee performance evaluation conducted by the Kementerian Pendayagunaan 
Aparatur Negara and Reformasi Birokrasi Republik Indonesia (KEMENPAN RB RI) reported that 
there were 30% ( 1.35 million) government employees from the aspect of performance achievement 
is still in the very poor category (Riwukore, Alie, & Hattu, 2022). Based on existing data, it can be 
explained that the performance of government employees from year to year continues to decline in 
quality. 

This poor employee performance evaluation is likely to get worse in the climate of the Covid-
19 pandemic. Haba Ora (2022) explained that during the Covid-19 pandemic, the government's 
performance was increasingly unproductive, unprofessional, and more complicated. This statement 
is supported by a survey from R&D Kompas in 2020 that during the Covid-19 pandemic in 
Indonesia, changes in the organizational climate reduced the professionalism of government 
employees, increased ugliness in public services, increasingly complicated bureaucracy, and the 
slow processing of permits for the community (Harbowo, 2020). Likewise, what was reported by the 
KemenPAN RB RI was that during the Covid-19 pandemic, the public complained about the 
performance of government employees regarding public services. This is linear with the report of 
the Komisi Ombudsman Nasional Republik Indonesia (KON RI) that public satisfaction with the 
performance of government employees is very low due to low employee discipline, low morale, 
complicated bureaucracy, and lack of organizational climate support (Riwukore et al., 2022). 

Several experts, researchers, and practitioners state that the main factor causing the low 
performance of government employees has to do with the employee quotient. The quotient in 
question consists of the intellectual quotient (Farida & Khair, 2019), emotional quotient (Riwukore, 
Yustini, & Likur, 2022), spiritual quotient (Mukaroh & Nani, 2021), and adversity quotient (Anggara 
et al., 2021). These quotient are predictors of forming human resource capabilities. The success or 
failure of employees to resolve any service demands and public problems is largely determined by 
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the quotient possessed by employees, whether intellectual (Farida & Khair, 2019), emotional 
(Riwukore, Yustini, & Likur, 2022), spiritual (Mukaroh & Nani, 2021), and adversity (Anggara et al., 
2021).  

Based on the description above, it is very important to study further. One of the organizations 
that can be observed regarding the relationship between quotient and employee performance is in 
the organization of sub-district offices and district offices in Kelapa Lima District, Kupang City. The 
underlying thing is that in the organization there is still a decline in employee performance that is 
affected by changes in the organizational climate during the pandemic, undisciplined employees, 
decreased work spirit, and an unorganized work environment. The benefits of this research can be 
comprehensive scientific development and policy recommendations to stakeholders. 

RESEARCH METHOD 

This research was conducted for ± 5 months (February-June 2022) in the Sub-District Office and 
District Office in Kelapa Lima District, Kupang City Government. This research is quantitative in the 
discipline of human resource management. The design of this research consists of a framework of 
thinking that intellectual, emotional, spiritual, and adversity affect the performance of employees. 
The research hypothesis is the influence of quotient (intellectual, emotional, spiritual, adversity) on 
performance either partially or simultaneously. The research population was 120 employees, and 
respondents were determined by a saturated sample of 120 respondents. The types of data used are 
primary and secondary. Techniques for obtaining data were questionnaires (closed interviews using 
a Likert scale), observation, and documentation studies.  

To find out whether the questionnaire used can truly describe the research objectives (valid) 
and is consistent (reliable), it is necessary to test the reliability and validation of the instrument 
measurements that have been compiled. Then, the classical assumption test was carried out which 
consisted of a normality test, multicollinearity test, and heteroscedasticity test. Furthermore, the 
regression analysis test was carried out both partially (t-test) and simultaneously test (F-test) and at 
the same time looked for the coefficient of determination of the research variables. The analytical 
tools used are SPSS version 25. 

RESULTS AND DISCUSSIONS 
Validity Test 

The r-table value of this study is 0.1793 based on a sample of 120 respondents at df = 118. The 
decision-making of the valid research instrument is r-count > r-table. The results of the research 
validity test are presented in Table 2. Based on Table 2, all statement items in the research instrument 
show the value of r-count > r-table (0.1793), which means that all items are valid. 
 

Table 1. Result of validity test 

Index 
rtabel 

Quotient Variables 

Results Intellectual 
Quotient 

Emotional 
Quotient 

Spiritual 
Quotient 

Adversity 
Quotient 

Employee’s 
Performanc

e 

Item rcount Item rcount Item rcount Item rcount Item rcount  

0.1793 X1.1 0.85 X2.1 0.70 X3.1 0.74 X4.1 0.74 Y1 0.81 Valid 
0.1793 X1.2 0.83 X2.2 0.78 X3.2 0.49 X4.2 0.75 Y2 0.89 Valid 

0.1793 X1.3 0.84 X2.3 0.83 X3.3 0.77 X4.3 0.83 Y3 0.84 Valid 

0.1793 X1.4 0.85 X2.4 0.64 X3.4 0.68 X4.4 0.76 Y4 0.84 Valid 
0.1793 X1.5 0.79 X2.5 0.73 X3.5 0.77 X4.5 0.80   Valid 

0.1793 X1.6 0.83 X2.6 0.84 X3.6 0.79 X4.6 0.84   Valid 

0.1793 X1.7 0.83 X2.7 0.76 X3.7 0.69 X4.7 0.74   Valid 
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0.1793 X1.8 0.70 X2.8 0.84 X3.8 0.44 X4.8 0.65   Valid 

0.1793 X1.9 0.71 X2.9 0.70 X3.9 0.53     Valid 

0.1793 X1.10 0.74 X2.10 0.43 X3.10 0.46     Valid 

Source: SPSS output processed by researchers, 2022 

Reliability Test 

According to Bahri & Zamzam (2015), certain limits can also be used as a reference to determine the 
level of reliability, namely: not strong reliability (<0.50), less strong reliability (0.50-0.59), moderate 
reliability (0. 60-0.69), strong reliability (0.70-0.79), very strong reliability (0.80-0.89), and perfect 
reliability (0.90-0.10). The results of the questionnaire reliability test of the variables of intellectual 
quotient, emotional quotient, spiritual quotient, adversity quotient and performance are presented 
in Table 3. 

Table 2. Result of reliability test 
Variables Cronbach’s Alpha Criteria Results 

Intellectual Quotient 0.93 ≥ 0.60 Perfect Reliability 
Emotional Quotient 0.90 ≥ 0.60 Perfect Reliability 
Spiritual Quotient 0.83 ≥ 0.60 Very Strong Reliability 
Adversity Quotient 0.91 ≥ 0.60 Perfect Reliability 
Employee’s Performance 0.87 ≥ 0.60 Very Strong Reliability 

Source: SPSS output processed by researchers, 2022 

 
Based on Table 3, the reliability test results show the Cronbach's Alpha value of each research 

instrument item > 0.60, which means that all items are reliable 

Normality Test 
The decision-making criteria to pass the Kolmogorov-Smirnov test in the normality test is a 
significant value > 0.05. The results of the normality test of this study show a significance value of 
0.200 > 0.05, which means that the data is normal. 

Multicollinearity Test 
The criteria for passing the multicollinearity test are tolerance values > 0.10 and VIF < 10. The 
multicollinearity test results from this study are presented in Table 5. Based on the data in Table 5, 
none of the variables has a tolerance value < 0.10 and a VIF value > 10, meaning that no 
multicollinearity problem 

Table 3. Results of multicollinearity test 
Variables Tolerance VIF Results 

Intellectual Quotient 0.827 1.209 No Multicollinearity 
Emotional Quotient 0.656 1.525 No Multicollinearity 
Spiritual Quotient 0.927 1.078 No Multicollinearity 
Adversity Quotient 0.715 1.400 No Multicollinearity 

Source: SPSS output processed by researchers, 2022 

 
Heteroscedasticity Test 
Sekaran & Bougie (2020), the criteria for passing the heteroscedasticity test using the Glejser test is if 
the significance value of all variables is > 0.05. The results of the heteroscedasticity test in this study 
are shown in Table 6. Based on the data in Table 6, all variables have a significance value > 0.05 
which indicates there is no multicollinearity problem. 

 
Table 4. Heteroscedasticity test 

Variables Sig. Criteria Results 

Intellectual Quotient 0.213 > 0.050 No Heteroscedasticity 
Emotional Quotient 0.927 > 0.050 No Heteroscedasticity 
Spiritual Quotient 0.573 > 0.050 No Heteroscedasticity 
Adversity Quotient 0.267 > 0.050 No Heteroscedasticity 

Source: SPSS output processed by researchers, 2022 
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Hypothesis Test: Multiple Regression Analysis 

The results of the multiple regression test from this study are presented in Table 7. Based on the SPSS 
output in Table 7, the regression equation of this study is 

Y = 0.414 + 0.423X1 + 0.181X2 + 0.203X3 + 0.166X4 

 
Table 5. Multiple Regression Analysis 

Coefficientsa 

Model 
Unstandardized 

Coefficients 
Standardized 
Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) .414 .295  1.405 .163 

Intellectual Quotient .423 .047 .543 9.047 .000 

Emotional Quotient .181 .060 .203 3.004 .003 

Spiritual Quotient .203 .069 .167 2.953 .004 

Adversity Quotient .166 .054 .197 3.054 .003 

a. Dependent Variable: Performance 
Source: SPSS output processed by researchers, 2022 

 
Based on the regression equation in the research, it can be explained that (1) if intellectual 

quotient, emotional quotient, spiritual quotient, and adversity quotient are 0, then employee 
performance is 0.414; (2) if intellectual quotient increases by one unit, then employee performance 
will increase by 0.423 units; (3) if emotional quotient increases by one unit, then employee 
performance will increase by 0.181 units; if spiritual intelligence increases by one unit, then employee 
performance will increase by 0.203 units, and (4) if adversity quotient increases by one unit, then 
employee performance will increase by 0.166 units. 

The t-table value of the number of samples N=120, df=118 is 1.98027 at alpha (α) = 0.05. If t-
count > t-table on sig. < 0.05 indicates a positive and significant effect of the independent variable 
on the dependent variable. On the other hand, if t-count < t-table in sig. > α 0.05 then the independent 
variable has no effect and is not significant on the dependent variable. This hypothesis test is called 
a partial test. Based on the t-count value and significance in Table 7 shows that (1) the intellectual 
quotient variable has a t-count value > t-table (9,047 > 1,98027) on sig. 0.000 < α 0.05 which indicates 
that partially, the intellectual quotient variable has a positive and significant influence on employee 
performance; (2) the emotional quotient variable has a t-count > t-table (3,004 > 1,98027) at sig. 0.003 
< α 0.05 which indicates that partially, the emotional quotient variable has a positive and significant 
influence on employee performance; (3) the spiritual quotient variable has a t-count > t-table (2,953 
> 1.98027) at sig. 0.004 < α 0.05 which indicates that partially, the spiritual quotient variable has a 
positive and significant influence on employee performance; and (4) adversity quotient variable has 
t-count > t-table (3.054 > 1.98027) on sig. 0.003 < α 0.05 which indicates that partially, the adversity 
quotient variable has a positive and significant effect on employee performance. 

Based on the contribution of the independent variables to the dependent variable (performance) 
sequentially from the highest to the lowest are intellectual quotient (54.3%), emotional quotient 
(20.3%), adversity quotient (19.7%), and spiritual quotient (16.7%). The simultaneous test (F-test) of 
this study is presented in Table 8. The F-table value of the number of samples N=120, df=116 is 2.45. 
Based on the simultaneous hypothesis testing in this research, the F-count value was 55.076 with a 
significant value of 0.000. Simultaneous test (F-test), if the value of F-count > F-table at sig. p < 0.05 
then the independent variable simultaneously has a positive and significant effect on performance, 
on the contrary, if the value of F-count < F-table on sig. p > 0.05 indicates that the independent 
variables simultaneously have no influence and are not significant on employee performance.  

Based on Table 8, the F-count > F-table (55.076 > 2.45) at sig. 0.000 < α 0.05 which indicates that 
the independent variable (quotient) consisting of intellectual quotient, emotional quotient, spiritual 
quotient, and adversity quotient simultaneously has a positive and significant influence on employee 
performance. 
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Table 6. Simultaneous hypothesis test results (Test F) 

ANOVAa 
Model Sum of Squares df Mean Square F Sig. 

1 Regression 51.263 4 12.816 55.076 .000b 
Residual 26.760 115 .233   
Total 78.023 119    

a. Dependent Variable: Performance 
b. Predictors: (Constant), Adversity Quotient, Spiritual Quotient, Intellectual 
Quotient, Emotional Quotient 
Source: SPSS output processed by researchers, 2022 

Coefficient of Determination (R2) 

The value of the regression coefficient in this study is 0.811 which indicates the attachment between 
the independent variable to the dependent is in a strong category. The contribution of the intellectual 
quotient, emotional quotient, spiritual quotient, and adversity quotient variables to performance is 
0.657 units or 65.7%. While 34.3% is influenced by other factors outside of the independent variables 
in this study. The results of the coefficient of determination in this study are presented in Table 9. 

 
Table 7. Coefficients Determination 

Model Summaryb 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .811a .657 .645 .48238 

a. Predictors: (Constant), Adversity Quotient, Spiritual Quotient, Intellectual 
Quotient, Emotional Quotient 
b. Dependent Variable: Performance 
Source: SPSS output processed by researchers, 2022 

 
Discussion 
a. Effect of Intellectual Quotient to Employee’s Performance 

The relationship between the independent variable intellectual quotient on the dependent 
variable of employee performance in this study shows a positive and significant influence on the 
employee performance of sub-district offices and district offices in the Kelapa Lima District, Kupang 
City. The results of this study are the same as those reported by several researchers that there is a 
strong and significant attachment between intellectual intelligence and performance. 

Sitepu et al. (2020) reported that increasing intellectual quotient can have an impact on 
increasing employee performance. There is a positive relationship in improving employee 
performance if the quotient is cognitive. The increase in the intellectual quotient will have an impact 
on increasing the knowledge and specialization of each employee so that employees become more 
productive and contribute well to the organization. In general, intellectual intelligence is figure 
ability, verbal ability, and numeric ability. Kurniawan (2020) reports that there is a strong 
relationship between intellectual quotient and employee performance. The higher and better the 
intellectual quotient of employees at work, the higher the employee's performance. IQ has developed 
50% before the age of 5 years, 80% develops before the age of 8 years and only develops 20% until 
the end of adolescence. 

Yani & Istiqomah (2016) reported that there was a positive and significant influence of 
intellectual quotient on employee performance. The results of their research indicate that to improve 
employee performance, what must be done is to increase the intellectual quotient of employees 
which includes the ability to understand messages or readings, the ability to be able to communicate 
using language and words well, improve numeric skills, the ability to can recognize and solve 
problems at work, and have a strong memory. The results of this research are different from or not 
the same as the results of the research of Nilamartini et al. (2021) that intellectual quotient has a 
negative relationship to employee performance. The results of this study indicate that intellectual 
quotient is a variable that does not need to be studied because its implementation is good. This is as 
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stated by Nilamartini the intellectual quotient is not recommended to be studied if the intellectual 
quotient is factually good. This statement also supports the results of this study that almost all 
employees who work in the subdistrict office and district office generally have a bachelor's degree, 
which shows that intellectually employees have the ability. 

Based on the variable contribution, the intellectual quotient variable has the highest or largest 
variable contribution to improving employee performance. The results of the analysis show that the 
contribution of the intellectual quotient variable to performance is dominant. The results of this 
study are different from the research conducted by Yani & Istiqomah (2016), Kurniawan et al. (2020) 
and Nilamartini et al. (2021) that intellectual quotient is not the dominant factor affecting employee 
performance. Nevertheless, the intellectual quotient is the main predictor in forming employee 
performance variables. The intellectual quotient is an important factor in improving performance 
because the intellectual quotient is related to a person's ability to acquire knowledge, master and 
apply it in dealing with problems. According to Nilamartini et al. (2021), someone who is 
intellectually quotient looks good in (a) problem-solving skills, namely being able to show 
knowledge about the problems at hand, make the right decisions, solve problems optimally, and 
show clear thoughts; (b) verbal intelligence skills, namely good vocabulary, reading 
understandingly, intellectually curious, and showing curiosity; and (c) practical intelligence, namely 
knowing the situation, knowing how to achieve goals, being aware of the world around him, 
showing interest in the outside world. 

 

b. Effect of Emotional Quotient to Employee’s Performance 

The relationship between the independent variable of emotional quotient on the dependent 
variable of employee performance in this study showed a positive and significant effect on the 
performance of sub-district office employees and district offices in the Kelapa Lima District, Kupang 
City. The results of this research are in accordance with several research reports, as reported by Rauf 
et al. (2019) that emotional intelligence has a positive and significant relationship to employee 
performance. That is, if the emotional quotient is applied properly and appropriately, employee 
performance will increase, and vice versa if the emotional quotient is applied poorly, employee 
performance will decrease. 

Kurniawan (2020) reports that there is a significant relationship between emotional quotient 
and employee performance. The results of his research indicate that the higher and better the 
employee in controlling his emotional quotient at work, the higher the employee's performance will 
be. Nilamartini et al. (2021) reported a positive and significant influence of emotional quotient on 
employee performance. This is because a high emotional quotient in employees makes employees 
able to recognize their feelings for themselves and others, are able to motivate themselves, and are 
able to manage emotions well in themselves in relationships with others. This ability will be seen in 
self-awareness, self management, motivation, empathy, and relationship management. Purwanto 
(2018) reports that emotional quotient has a positive effect on employee performance. This shows 
that the higher the emotional quotient of an employee will have an impact on the higher the 
employee's performance. 

The results of this study are not to the research report from Oktariani et al. (2016) that emotional 
intelligence does not significantly affect employee performance. The difference in research results is 
because, in the organization, employees fail to manage emotional intelligence. This is by what was 
expressed by Oktariani that this phenomenon shows that individuals fail to understand, manage, 
and control their emotions. Based on this, it can be said that the individual employee lacks emotional 
intelligence. Supposedly, emotional intelligence is an equally important factor with a combination 
of technical and analytical skills to produce optimal performance. Employees who have high 
emotional intelligence will more easily control their emotions. Lansart et al. (2019) report that 
emotional quotient has a significant negative effect on employee performance. This means that 
emotional quotient has negative implications for improving employee performance. Factors that 
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influence it is the possibility that employees are not able to put their emotional quotient abilities well. 
Supposedly, an emotional quotient can put individual emotions in the right portion, sort out 
satisfaction, and set the mood for the day. The results of this research, the contribution of the 
emotional quotient variable is not the main predictor that affects employee performance. The results 
of this research are exactly the same as those reported by Nilamartini et al. (2021) dan Lansart et al. 
(2019) that the emotional quotient is not the dominant predictor that affects employee performance. 
The results of this research differ from Kurniawan (2020) report that emotional intelligence is the 
main or dominant predictor that affects the performance of employees. However, an emotional 
quotient is needed by employees to improve employee performance. 

 

c. Effect of Spiritual Quotient to Employee’s Performance 

The relationship between the independent variable of spiritual quotient and the dependent 
variable of employees in this research showed a positive and significant effect on the performance 
of employees at the sub-district office and district office in the Kelapa Lima District, Kupang City. 
The results of this research are in accordance with those reported by several researchers. 

Nilamartini et al. (2021) reported that there was a positive and significant relationship between 
spiritual quotient and employee performance. This positive and significant relationship is because 
employees who have a high spiritual quotient are able to be flexible (adaptive spontaneously and 
actively), high level of awareness, ability to adapt and take advantage of suffering, ability to face and 
overcome pain, and quality of life inspired by vision and mission, reluctance to cause unnecessary 
harm, tendency to see the relationship between various things (holistic view), tendency to ask 
questions, and dedicated and responsible employees. Purwanto (2018) reports that a spiritual 
quotient has a positive effect on employee performance. This shows that the higher the spiritual 
quotient of an employee will have an impact on the higher the employee's performance. 
Furthermore, Sitepu et al. (2020) reported that there was a positive and significant relationship 
between spiritual intelligence and employee performance. This can be interpreted that with spiritual 
intelligence people will behave honestly, and openly at work, recognize personality, and prioritize 
role involvement and non-dogmatic spirituality, it will increase performance automatically. 

The results of this study are different from the research report of Oktariani et al. (2016) which 
reported that spiritual intelligence had no significant effect on employee performance. According to 
him, the factor that causes the relationship is not significant because employees who work are still 
in search of stability. Employees are still working on the basis of wanting to find something and 
fulfill their needs. Employees who work in obedience to religion will work more sincerely, uphold 
honesty, and be able to face life's problems. Employees who have good spiritual intelligence will 
have an impact on better performance as well. Employees who have good spiritual intelligence will 
focus on their work, uphold honesty and be more careful in carrying out their work. The results of 
this research are also different from Mukaroh & Nani (2021) who reported that spiritual quotient 
had no significant effect on employee performance. This shows that the spiritual quotient has not 
been able to improve employee performance. According to Habaora et al. (2020), someone whose 
work spirituality is low indicates that he will work only for his own interests which can harm others 
and even find it difficult to achieve maximum results in his work. The results of this study indicate 
that the contribution of the spiritual variable is the lowest variable contribution. The results of this 
study are not in accordance with those reported by Nilamartini et al. (2021) and Purwanto (2018) that 
spiritual quotient is the dominant predictor that affects employee performance. Evaluation of the 
contribution of spiritual quotient to employee performance is more in line with the research results 
of Mukaroh & Nani (2021) and Sitepu et al. (2020) state that the spiritual quotient is not a dominant 
predictor affecting employee performance. 

 

d. Effect of Adverity Quotient to Employee’s Performance 
The relationship between the independent variable of adversity quotient on the dependent 

variable of employee performance in this study shows a positive and significant influence on the 
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performance of sub-district office and district office employees in the Kelapa Lima District, Kupang 
City. The results of this study are the same as what was reported by Anggara et al. (2021) that there 
is a relationship between adversity quotient and employee performance, meaning that the 
relationship between adversity quotient and performance is reliable. An employee who cannot 
respond to adversity well and performs poorly can only be minimally creative and is less productive 
than an employee who responds well to a difficulty. This is because individuals who respond well 
to problems will be able to build more constructive plans to solve the problem. His fighting ability 
will make him have a high work spirit and motivation, which will increase his competence and 
ability and of course, produce good and high performance. Utami & Dewanto (2013) reported that 
there was a positive and significant effect of adversity quotient on performance. That is, the higher 
the adversity quotient level, the better the nurse's performance will be. 

 

e. Effect of Quotient to Employee’s Performance 
The relationship between the independent variables of quotient consisting of an intellectual 

quotient, emotional quotient, spiritual quotient, and adversity quotient simultaneously on the 
dependent variable of employee performance in this study shows a positive and significant influence 
on the employee's performance of sub-district office and district office in the Kelapa Lima District, 
Kupang City. The results of this study are in accordance with those reported by several researchers 
that the quotient variables consisting of the intellectual quotient, emotional quotient, spiritual 
quotient, and adversity quotient have a strong relationship, positive and significant influence on 
employee performance. 

Sitepu et al. (2020) reported that intellectual quotient, emotional quotient, and spiritual quotient 
affect the dependent variable of employee performance. The emotional quotient variable is a variable 
that has a dominant influence on employee performance, which is different from this study which 
produces intellectual quotient variables that have a dominant influence on employee performance. 
Farida & Khair (2019) stated that to become a superior human being, it is necessary to improve the 
quality of quotient, both intellectually, emotionally, and spiritually, including adversity. Nilamartini 
et al. (2021) reported that intellectual quotient, emotional quotient, and spiritual quotient 
simultaneously have a positive and significant influence on employee performance. This shows that 
to improve employee performance, it is very important to pay attention from the organization and 
the leadership to further improve the quality of employee intelligence absolutely. 

The quotient is often understood by society as a person's ability to think. The thinking process 
here is done to gain deeper knowledge. The knowledge gained will be the basis for achieving 
individual and organizational success as indicated by employee performance. Many think that 
intellectually quotient people will succeed, however, a person's success is not only determined by 
the intellectual quotient, but also by the support of another quotient. These quotients are emotional 
quotient, spiritual quotient, and adversity quotient. These four quotients are present in every 
individual and will develop if they can hone them properly, although, in practice, these four bits of 
quotient have their respective advantages and disadvantages. The results of this study also show 
that the contribution of the variables of the intellectual quotient, emotional quotient, spiritual 
quotient, and adversity quotient is 65.7% to employee performance with a regression coefficient of 
0.811 which indicates that the bond between the variables is in a strong category. Chin (1998) and 
Alie et al. (2022) state that the R-Square value is categorized as strong if it is more than 0.67, moderate 
if it is more than 0.33 but lower than 0.67, and weak if more than 0.19 but lower than 0.33. The results 
of this study indicate that personality can be an organizational strategy to improve employee 
performance. 

CONCLUSION 

The results showed that quotient has a positive and significant influence on employee performance 
both partially and simultaneously. The quotient consists of variables of the intellectual quotient, 
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emotional quotient, spiritual quotient, and adversity quotient. The contribution of each variable 
based on the highest value to the lowest value on employee performance is the intellectual quotient 
(54.3%), emotional quotient (20.3%), adversity quotient (19.7%), and spiritual quotient (16.7 %). The 
implication of this research shows that the implementation of the intellectual quotient, emotional 
quotient, spiritual quotient, and adversity quotient by employee subdistrict office and district office 
in the Kelapa Lima District, Kupang City is in a good category. The relationship between these 
variables is in a strong category as evidenced by the regression coefficient value of 0.811 (strong 
category) 
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