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been estimated that internal locus of control would also amplify. This study examined the drivers of personal
quality of corporate managers based on the examination of intelligence, emotional, and spiritual quotients
(IESQ) and mediated by internal locus of control. Data were collected from 237 stated owner enterprises
managers via questionnaires. The analysis produced structural models of personal quality predicted by IESQ
and mediated by internal LOC. It shows that hypothesized model created three significant positive direct
(IESQ) and indirect (internal LOC) impacts of predictors to personal quality of managers. For mediating effect
of internal LOC on each hypothesized path, this study found partial mediating effects of internal LOC. The
structural model achieved the highest SMC (R?), explaining 65.6% of internal locus of control and 76.2%
variance of the personal quality of managers. This study confirmed a significant positive direct relationship
between the harmonies of IESQ to personal quality. This study found most of managers have a good standard
of EQ and SQ rather than IQ. In this case, the application of EQ in a workplace depended on the person,
whether he or she could place him or herself in gathering with others. Spiritual quotient seemed placed
highest portion when mediated with locus of control. As we know that internal LOC is a strong feeling that
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Abstract - Intelligence, emotional, and spiritual quotients
(IESQ) has been predicted to escalate with the increase of
personal quality of corporate managers. In line with the
enhancement of personal quality, it has been estimated that
internal locus of control would also amplify. This study
examined the drivers of personal quality of corporate
managers based on the examination of intelligence, emotional,
and spiritual quotients (IESQ) and mediated by internal locus
of control. Data were collected from 237 stated owner
enterprises managers via questionnaires. The analysis
produced structural models of personal quality predicted by
[ESQ and mediated by internal LOC. It shows that
hypothesized model created three significant positive direct
(IESQ) and indirect (internal LOC) impacts of predictors to
personal quality of managers. For mediating effect of internal
LOC on each hypothesized path, this study found partial
mediating effects of internal LOC. The structural model
achieved the highest SMC (R?), explaining 65.6% of internal
locus of control and 76.2% variance of the personal quality of
managers. This study confirmed a significant positive direct
relationship between the harmonies of IESQ to personal
quality. This study found most of managers have a good
standard of EQ and SQ rather than IQ. In this case, the
application of EQ in a workplace depended on the person,
whether he or she could place him or herself in gathering with
others. Spiritual quotient seemed placed highest portion when
mediated with locus of control. As we know that internal LOC
is a strong feeling that pushes someone to do something
correctly. By the data gathered, it shows that most of
managers are Moslem. As a good Moslem, most managers
practice religion tightly, they pray, spells the good name of
God (Dzikiny which is thought by the Quran. A spiritually
managers will apply good attitudes and behaviors in
organization to enhance their personal quality in the
organization and the society surrounds. The findings are
discussed in the context of personal quality and IESQ among
state owned enterprise managers in South Sumatera Province
of Indonesia.

Keywords . personal quality of managers, intelligence
quotient, emotional quotient, spiritual quotient, locus of
control,

[.  INTRODUCTION

ntelligence quotient or 1Q as an ability to solve an
objective problem alone, can be used to make a
person to be competent enough (Brody and Brody,
1976). Besides, there are other tools in assessing
people competencies, emotional quotient and spiritual
quotient. Still, emotional quotient refers to an ability
understand our emotions and other people (Goleman,
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1995). Spiritual quotient refers to an ability to access our
deepest meanings, values, purposes and motivations
(Zohar and Marshall, 2004). Both of these quotients are
the important elements to create a person to be a
competent employer (Boyatzis, 1982; Spencer and
Spencer, 1993; Goleman, 1995; Zohar and Marshall,
2004).

It means that, managers are the backbone of
the companies; and as the powerful people in the
organizations, and people who have power to do
everything in order to make profit for their workplaces
(Mealiea and Latham, 1996; Williams, 2002; Giriffin,
2006; Montana and Charnov, 2008). It is difficult to be a
good manager who could take over every task
burdened on. Most managers feel that they are boss in
their workplaces (Caruso and Salovey, 2004). They
manage the process of getting things done through
others to perform activities necessarily to achieve
personal and organizational goals only sometimes
(Mealiea and Latham, 1996). It means that good
management that performed by managers bring a
successful business at the top, to fulfill satisfaction for
stockholders, but not pay much attention to the whole
levels of the organization (Mealiea and Latham, 1996;
Montana and Charnov, 2008). Employers in this case,
managers of public companies in South Sumatera
insisted to make profit for their organization through
products and services. Managers have to apply and
practice an integral and combination of intelligence even
intellectual, emotional and spiritual quotients together, in
thinking, decision making and motivating, then
behaving. If it is success, they become emotionally
intelligent managers. It is mentioned by Malhi (2004) that
emotional quotient as EQ or emotional intelligence as El,
in term of being able to monitor and regulate self-
owned feeling and others, and used that feelings to a
guidance in thinking and acting. This opinion supported
Goleman’s idea (1995) that emotional intelligence is the
capability for recognizing our feelings and others, to
motivate and manage emotions of ourselves and others.

There is no detail research on the influence of
competencies as intelligence quotient or 1Q, emotional
quotient or EQ, and spiritual quotient or SQ to personal
quality or PQ, especially on managers’ level in public
companies, even in Indonesia or other countries. Only
some research conducted related to IQ or EQ or SQ
separately to performance or success, combined with
self — efficacy or other mediator variables. This research

© 2013 Global Journals Inc. (US)

Global Journal of Management and Business Research (A ) Volume XIII Issue III Version I ' Year 2013



Global Journal of Management and Business Research ( A) Volume XIII Issue III Version I H Year 2013

conducted to share the influence of 1Q, EQ and SQ to
the personal quality of managers. This assessment fulfill
the space of knowledge of personal quality of managers
and support knowledge related to the function of 1Q, EQ
and SQ in achieving personal quality of high level of
managers. There is a theoretical gap within theories that
exploring working competencies and personal quality.

Literature reviews pointed out that conceptual
models of competencies as 1Q, EQ and SQ applied
separately, especially to working performance (Salmiah,
2004; Catano, 2001; Zohar, 2000), but not to personal
quality of managers. As we known that there is a strong
and tied relation between 1Q, EQ and SQ (Agustian,
2002; Zohar, 2004; Wilding, 2007 and Malhi, 2004), that
means working competencies must be also consisted of
IQ, EQ and SQ. The achievement of high personal
quality of managers has a strong relation with the stage
of competency their (managers) intelligence, emotional
and spiritual quotients. By recognizing and under-
standing the relation of competency of 1Q, EQ and SQ
and personal quality managers, we could create an
adjustable competency framework model for exploring
personal quality. Literature review even not pointed out
an assessment or research that using those three
integrated competencies together.

[I.  UNDERPINNING THEORY

According to UNIDO (2002) competencies
theory content of two item as essential competencies
and core values. Essential competencies are
managerial, generic, technical and functional. Core
values are integrity, professionalism and cultural
sensitivity. Further, the core values become important
because the way employees behave in the workplace is
a reflection our personal and organizational values. Core
values are essentials because they need to be
permanently lived in the heart of everyone and must
integrate in our daily interaction with colleagues, clients
and society at last. The integrated competencies are the
combination of essential and core as the working
competencies which famous as intelligence, emotional
and spiritual intelligence (Goleman, 1995, Zohar and
Marshall, 2004, and Wilding, 2007).

a) Intelligence Quotient (1Q)

Intelligence quotient refers to an ability of
thinking in solving problems. Intelligence quotient is the
label that supposed to predict whether a person will be
able to do a certain work; whether that work is reading,
writing or creating such business plan. Intelligence is
about the skills that enable a person to read, write or
create a perfect technical business plan. The whole
concept relating intelligence quotient to life achievement
is misguided, because 1Q is pretty miserable predictor
of life achievement. According to Sternberg (1996) that
Binet (in 1904) introduced the theory of intelligence
consists three distinct elements as direction, adaptation
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and criticism. Direction concerns to knowing what has to
be done and how to do it. Adaptation includes
customizing a strategy for performing task, and criticism
refers to the ability to critique thoughts and action.
According to Sternberg (1994), the entire concept
associating 1Q as human life achievement in misguided,
because 1Q can be used as predictor of life
achievement. This idea supported by Wildings (2007)
that IQ is only connected to logical and analytical
reasoning ability; linguistic skills and spatial orientation.

b) Emotional Quotient (EQ)

The terms of emotional quotient used for the
first time by Salovey and Mayer (1990), which referred to
intelligence in what people recognize feelings, motivate
and manage emoations in life. Relating to management,
Goleman (1995) mentioned that a person with high 1Q
makes a brilliant teacher of financial analyst, but high IQ
combined with high EQ creates us to be the leader of it.
It seemed that IQ consisting verbal, numerical, and
thinking skills important for effective leadership.

However, EQ has more specific function to
control negative things. According to Wilding (2007) that
emotional quotient or EQ is very important to human
being as one solution for them to be success with other
people. It is because emotional quotient or EQ contents
of “high quality of soft skills”. Further, Goleman (1998)
noted that, more emotionally intelligent persons are
categorized as succeed at communicating whether
interesting and affirm ways, that could others feel better
in the job circumstances. Then, Bar-On (1997) pointed
out that, El is also useful for group development since
that large group of smooth and effective workers,
knowing each other’s strength and weaknesses and
always strong influence whenever possible.

c) Spiritual Quotient (SQ)

At the end of the 1990s, research on neurology
found that brain has another “Q” or other kind of
intelligence (Zohar and Marshall, 2004). This new
intelligence with which we have access to deep
meaning, fundamental values, and a sense of abiding
purpose in our lives, and the role that this meaning,
values and purpose plays in our lives, strategies, and
thinking process. Then, this newest intelligence is
famous named by “spiritual quotient.” Spiritual quotient
comes from the Latin word “spiritus,” and the meaning
is “the vitalizing principle of an organism” (Zohar and
Marshall, 2004: 97). Besides, the alphabet “S” in SQ
also derived from Latin “Sapientia” means “wisdom
intelligence,” embracing all that we traditionally mean by
wisdom as opposed to mere knowledge acquisition or
to a rather mechanistic talent for solving problem (Zohar
and Marshall, 2004). A person may have high SQ but
have no faith in his or her religion or belief, and
inversely, others may have low SQ although very
religious. Religion based on, particular set of custom,
beliefs and values, and usually depends on culture, and



up bringing (Zohar and Marshall, 2004). However,
spiritual quotient is hereditary capacity of the human
brain, based on structures in the brain that gives us
basic ability to form meanings, values, and beliefs in the
first place; it means that, spiritual intelligence is “the
soul’s intelligence.”

ad) Personal Quality (PQ)

Malhi (2004) mentioned that personal quality is
“the bedrock of organizational quality”. It means that
people as an important source, who run, carry out,
manage and develop the organization entirely. So, the
good performance of the organization is really mirrored
of the good performance of its personal quality as a
whole. In simply word, we say that people because
every quality happened. Further, personal quality itself,

refers to the grade to which individuals are expressed
positive personal attributes, practices good human
relations and displayed superior work presentation.
However, people manage and create process and do
the systems; and is that why we can say that “quality is
the expression of human excellent”.

[II.  METHODOLOGY

Figure 1 proposed the final hypothesized
structural model for the study. It consists of three
exogenous variables (intelligence, emotional and
spiritual quotients) and two endogenous variables
(internal locus of control and personal quality). Internal
locus of control is hypothesized to act as a mediator
between all relationships of exogenous and behavior.

Personal Quality
(Malhi, 2004)

Figure 1. Hypothesized Model

Table 1 summarizes the operation definition of
final latent variables used in this study. Afterwards, eight

hypotheses (Table 2) are derived from the hypothesized
model for the study.

Table 7. Operational Definition of Variables

Intelliggnce Intelligence quotient is an ability of thinking in problem solving, which is not Stenberg (1985)
Quotient | adequate to make a worker to be competent.
Emotional | EQ is an ability of a person in knowing and understanding him or herself
Quotient | and other people. People’ emotional quotient and spiritual quotient might be | Goleman (1995)
a greater predictor of success rather than intelligence quotient.
Spiritual Spiritual quotient as SQ refers to the ability of a person to understand life Zohar and
Quotient more, and as an important element of labor competency Marshal (2004)
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Internal Locus of control is an individual's generalized prectations concerning
Locus of vyhere control over subsequenlt that Ievelnt.s. regde. Internal locus of control Rotter (1966)
Control figured by habit of hard - working, high initiatives, always try to solve

problems, always thinking effectively and having high perception.
Personal Personal quallity refers to Ithe positive personal attributes showed and Malhi (2004)
Quality mlar;gger exhibited superior work performance and presented good human

relations.

Table 2 : Hypothesis Formulation

H1 | Intelligence Quotient has a direct positive influence to the Personal Quality

H2 | Emotional Quotient has a direct positive influence to the Personal Quality

H3 | Spiritual Quotient has a direct positive influence to the Personal Quality

H4 | Internal Locus of Control has a direct positive influence to the Personal Quality

H5 | Internal Locus of Control has a positive mediation influence in the relationship between Intelligence
Quotient to the Personal Quality

H6 | Internal Locus of Control has a positive mediation influence in the relationship between Emotional
Quotient to the Personal Quality

H7 | Internal Locus of Control has a positive mediation influence in the relationship between Spiritual Quotient
to the Personal Quality

H8 | Internal Locus of Control has a positive mediation influence in the relationship between Intelligence,
Emotional and Spiritual Quotient to the Personal Quality

a) Sampling and Instrument

A total of 265 managers from various levels of
department and units were requested to complete a
questionnaire that contained measures of the constructs
of concern. The questionnaires were distributed to the
respondents by using proportionate stratified random
sampling method. Out of the desired sample size of
265, 255 were returned. This gives a response rate of
96.22%. However, according to Mintzberg (1996), for
managerial survey, a response rate of over 50% is
reliable. As such, the response rate for this study is
favorable and 255 questionnaires received, 237
questionnaires were subsequently used for analysis.

Measurement tools used in this study must valid
and reliable where to test each variable will provide
some statements that have to choose by the
respondents. After that, result taken from the list of
questionnaires will be scaled by Likert’s scale to find the
answer of the respondents through the score from 1 as
strongly disagree to 5 as strongly agree. A summary on
the profile of respondents is tabulated in Table 3.

b) Data Screening and Analysis

The 255 dataset were coded and saved into
SPSS version 16 and analyzed using AMOS version 7.0.
In this study, a test for multivariate outliers is conducted
using the techniques described by Tabachnick and fidell
(2007). Using the 255 data from a set of 7 items of 1Q,
12 items of EQ, 8 items of SQ, 6 items of ILOC and 10
items of PQ, the Mahalanobis distance was calculated
based on a total of 43 items. The criterion of p < 0.001
and critical value of x2 = 73.402 is used. The tests
conducted identified 18 cases with Mahalanobis values
above 73.402. The Mahalanobis distance succeeded in
identifying the multivariate outliers Several statistical
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validity tests and analysis were then conducted such as
reliability test and composite reliability tests, validity
tests using confirmatory factor analysis (CFA) for
construct validity, discriminate validity for multi-
collinearity treatment, descriptive analysis, correlation
and structural equation modeling analysis. The step in
SEM analysis were CFA analysis, measurement
exogenous and endogenous analysis, discriminate
analysis, composite reliability analysis and direct indirect
impact analysis (mediating effect), testing the fit for the
hypothesized and re-specified model.

V. RESULTS

a) Demographic Profile of Respondents

Based on gender category there were 91.1% or
216 respondents were male while 89% or 21
respondents were female. In terms of religion
background, 94.1% or 223 are Moslem, 3.4% or 8 are
Christian, 1.7% or 4 are Catholic, 0.8% or 2 are Hindu. In
terms of education, 5.1% or 12 have high school
education, 11.8% or 28 possessed their diploma
education, 67.9% or 161 possessed bachelor degree
education, 14.8% or 35 possessed their master degree
and 0.4% or only 1 possessed their PhD degree. Most
managers 40.1% or 95 have served the company for
more than 21 years, 22.4% or 53 have worked between
16 to 20 years, 18.1% or 43 have worked between 11 to
15 years, and 11.0% or 26 have worked between 6 to 10
years. 8.4% or 20 have served less than 5 years. There
are 13.5% or 32 have served their current position for
more than 5 years, 35.9% or 85 for a period of between
2 to 5 years, 35.9% or 85 for a period of between 1 to 2
years and 14.8% or 35 have been in their current



position less than 1 year. In terms of position, 14 or 5.9%
are Chief of Department, 10 or 4.2% are General
Manager of the company respectively. 111 or 46.8% are
Chief of Units and 35 or 14.8% indicate in other
category. Based on the department, there are 24.5% or
58 serve in administration agencies, 19.8% or 47 serve
in services agencies, 33.8% or 80 serve in technical
agencies and 21.9% or 52 categorize as others units.
Based on number of subordinate in their organization,

there are 12.7% or 30 has more than 100 employees,
11.4% or 27 has 51 to 100 employees, 32.9% or 78
has11 to 50 employees and 43% or 102 has employee
less than 10 person. Based on training frequency in the
past 2 years, there were 6.8% or 16 managers has more
than 10 times, 16.5% or 39 managers has 6 to 10 times,
71.3% or 169 has 1 to 5 times and 5.5% or 13 managers
never joined to the training in the past 2 years (Table 3).

Table 3 : Profiles of Respondents (N=237)

Gender

Male

Female

Religion

Islam

Christian

Catholic

Hindu

Budha

Education Level
High School
Diploma Degree
Bachelor Degree
Master Degree

PhD

Present Position
Chief of Department
General Manager
Chief of Unit

Others

Years in Current Structure Level
Less than 1 year

1 -2 years

2 — 5 years

More than 5 years
Length of Service
Less than 5 years

6 — 10 years

11 — 15 years

16 — 20 years

More than 21 year
Training in the past 2 years
Never

1-5Times

6 — 10 Times

More Than 10 Times

No of Sub Ordinary in Organization
Less than 10 Employees

11 — 50 Employees

51 — 100 Employees

More Than 100 Employees
Education Background

Public Administration/Politic/International Relation
Economic/Management
Finance/Banking/Accountancy

Law

Mechanical/Engineering

Medical

Linguistic

Information Technology
Agriculture

Others

N %
216 91.1
21 8.9
223 94.1

8 3.4

4 1.7

2 0.8
12 51
28 11.8
161 67.9
35 14.8

1 0.4
42 17.7
31 13.1
129 54.4
34 14.8
35 14.8
85 35.9
85 35.9
32 13.5
20 8.4
26 11.0
43 18.1
53 22.4
95 40.1
13 55
169 71.3
39 16.5
16 6.8
102 43.0
78 32.9
27 11.4
30 12.7

8 3.4
44 18.6
47 19.8

5 21
83 35.0

2 0.8

2 0.8

5 21
12 51
29 12.2

b) Descriptive Analysis of Variables

The research framework consists of three
exogenous and two endogenous variables (Table 4).
Each construct shows Cronbach’s alpha readings of
acceptable values of above 0.60 (Nunnally, 1970).
However, the composite reliability also confirmed the
reliability of the variables.
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