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This research is quantitative with an explanatory 

research method. There are two independent 

variables, namely Happiness at Work (X1) and 

Workplace Spirituality (X2), a mediating variable 

in the form of Job Satisfaction (Z), and a dependent 

variable in the form of Employee Performance (Y). 

The data analysis used is descriptive statistics and 

inferential analysis (path analysis and hypothesis 

testing) using SPSS 25 software. The population in 

this study is 120 employees at PT Sidogiri Mandiri 

Utama Pasuruan. This research uses a non-

probability sampling method with purposive 

sampling technique, resulting in a sample of 108 

respondents. The research findings reveal the 

influence of happiness at work and workplace 

spirituality on employee performance through job 

satisfaction, with a case study on the employees of 

PT Sidogiri Mandiri Utama Pasuruan showing a 

positive and significant effect both directly and 

indirectly. The limitations of this study are, first, 

that it focuses only on one object, namely PT 

Sidogiri Mandiri Utama Pasuruan. Second, this 

study only utilizes 4 variables: happiness at work, 

workplace spirituality, job satisfaction, and 

employee performance 
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INTRODUCTION  
Aligning work objectives with organizational capabilities and meeting 

employee requirements and the need for qualified staff both depend on effective 
human resource management (Mappamiring et al., 2020). One important element 
that affects an organization's or business's success is performance (Laily & 
Nurmayanti, 2024). Performance is defined as the results or achievements 
attained by a person while carrying out activities or work in compliance with 
preset standards and criteria (Fitriyani et al., 2024). Every business uses different 
tactics to improve performance. By putting their satisfaction first, some 
businesses increase employee performance (Awada et al., 2019). According to 
Astuti et al. (2020), incorporating spirituality into the workplace may help reduce 
behavioral aberrations among employees, maintaining or even improving 
performance.  

A key component of employee productivity and a major driver of 
performance improvement is workplace happiness (Galván Vela et al., 2022). 
Fisher (2010) defines happiness as a result of how well an individual's ingrained 
dispositions and actions coincide with external events and situations. Employee 
commitment, productivity, and job satisfaction are all increased when workplace 
happiness is prioritized (Awada et al., 2019). Another important influence is 
workplace spirituality (Garg et al., 2019). The idea demonstrates ideals that 
combine workers' personal and professional life, showing that they always aim 
to achieve their goals and find fulfillment and significance in their job (Labetubun 
& Dewi, 2022). Achieving performance development requires a spiritual 
connection between the person and the company (Jena, 2022). These two aspects 
are good traits of workers that might influence their emotions and attitudes. 
According to the notion of emotional events, events that occur in an organization, 
whether good or bad, have an impact on behaviors like performance and work-
related attitudes like job satisfaction (Junça-Silva et al., 2021). According to 
Carlson et al. (2011), the fundamental idea behind the theory of emotional events 
is that people respond to everything that happens in the workplace, which in turn 
influences their attitudes and actions. 

One important element that might enhance worker performance is job 
happiness (Sinambela, 2018). Positive or negative, an employee's view on their 
job is characterized as such (Devyanti & Satrya, 2020). Because it stems from 
workers' beliefs, which in turn influence their attitudes and actions at work, job 
satisfaction is vital to firms (Hendri, 2019). According to equity theory, attaining 
high work satisfaction and improving employee performance within firms 
depend on fairness, alignment, or balance between employee expectations and 
actual incentives (Mira et al., 2019). 

Some previous research on happiness at work, workplace spirituality, and 
job satisfaction in relation to employee performance has shown inconsistencies. 
These studies then became a research gap for this study, making it important and 
interesting to investigate. 
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Table 1. Gap Research 
The Influence Between 

Variables 
Results are influential Results Do Not Affect 

Happiness at work towards 
employee performance 

(Awada et al., 2019; 
Bataineh, 2019; Tunsi & 
Bhalla, 2023) 

(Agustien & Soeling, 2020) 

Workplace spirituality towards 
employee performance 

(Nwanzu & Babalola, 
2021); (Labetubun & 
Dewi, 2022); (Mousa, 
2020)  

(Astuti et al., 2020; Miñon, 
2017) 

Job satisfaction towards 
employee performance 

(Edward & Kaban, 2020; 
Hendri, 2019) 

(Faradila et al., 2020; 
Syahputra, 2019) 

Source: Data Processed, 2024. 

 

The bottled drinking water business (AMDK) is one of the sectors that has 
grown and is also essential for everyone. Everyone's propensity to drink 
packaged water has led to the worldwide bottled drinking water industry 
growing into a significant sector with estimated sales between $215 and $260 
billion (Pacheco-Vega, 2019). There are four different kinds of bottled drinking 
water companies in Indonesia, according to the Food and Drug Supervisory 
Agency (BPOM): dew water, demineralized water, mineral water, and natural 
mineral water that meet Indonesian National Standards (SNI). Additionally, 
1,032 registered businesses in Indonesia that are listed with BPOM have around 
7,780 packaged water goods (BPOM, 2020).  

The bottled water sector is very competitive, according to statistics from 
Vega and the Food and Drug Authority in 2020. In Pasuruan, East Java, PT 
Sidogiri Mandiri Utama is one of the businesses that manufactures bottled 
drinking water (AMDK) and is the focus of the study. The business manufactures 
AMDK under the "SANTRI" trademark. There are around 120 workers in PT 
Sidogiri Mandiri Utama, including 20 daily workers.  

According to the comments from the pre-research interviews, the 
organization has made a number of attempts to increase employee performance 
in a way that would last over time. However, the reality on the ground indicates 
that around fifty employees—both managerial and non-managerial—have had 
delays in finishing their assignments or occupations between 2022 and 2024. 
Additionally, five workers had their contracts not extended at the end of each 
year throughout this time owing to ineffective and inefficient performance, 
which includes frequent absences, noncompliance with processes, and poor 
collaboration. Additionally, the business has brought up the workers' lack of 
professionalism. In this context, professionalism refers to both horizontal and 
vertical communication between workers as well as suboptimal employee 
collaboration. 
 
  



Ghoni, Pratikto, Syihabudhin 

900 
 

METHODOLOGY   
This study uses an explanatory research approach and is quantitative in 

nature. One definition of quantitative research is a positivist-based research 
methodology. Dependent variables, mediating variables, and independent 
variables make up this set. Workplace spirituality (X2) and happiness at work 
(X1) are the two independent variables; job satisfaction (Z) is the mediating 
variable; and employee performance (Y) is the dependent variable. In testing, 
each variable includes indications that serve as precise measures. Task 
performance, contextual performance, and counterproductive performance are 
the three indications of the IWPQ (Individual Work Performance Questionnaire), 
which is the employee performance variable in the research by Koopmans et al. 
(2014). According to Fisher (2010), there are three ways to measure pleasure at 
work: contentment with one's job, contextual aspects of the job, and the 
organization itself. The study by Milliman et al. (2003), which highlights three 
indicators—meaningful work, a feeling of community, and congruence between 
corporate and individual values—is referred to as workplace spirituality. And 
job satisfaction relates to the study by Rialmi et al. (2020), which enumerates a 
number of job satisfaction factors, such as pay, working conditions, colleagues, 
prospects for advancement, and supervision. 

Using SPSS 25 software, descriptive statistics and inferential analysis (path 
analysis and hypothesis testing) are the methods of data analysis used. 
Interviews, questionnaires, and documentation are used to meet the standards 
for data gathering. PT Sidogiri Mandiri Utama employs around 120 people, who 
make up the study's population. According to the sample size calculator 
calculations, this study combines a non-probability sampling approach using 
purposive sampling procedures, yielding a sample of 108 respondents. 
 

 

 

 

  

  

               

 

 

 

Figure 1. Conceptual Framework 
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RESULT AND DISCUSSION 
Inferential Analysis 

 Path Analysis 
Table 2. Path Analysis Model I 

Model Unstandardized 
coefficient Beta 

Standasdized 
Coefficients 

Significance 

Employee Performance 8,852  0,099 
Happiness at Work 0,405 0,238 0,010 
Workplace Spirituality 0,278 0,310 0,004 
Job Satisfaction 0,323 0,321 0,001 

Source: Processed Data, 2025. 

 

The following path model equation is known: 

Y = 8,852 + 0,238 X1 + 0,310 X2 + 0,321 Z 

 The path analysis model's constant value (a) of 8.852 shows that the 
baseline value of employee performance stays at 8.852 when both independent 
variables—workplace spirituality (X2) and pleasure at work (X1)—are equal to 
zero. The predicted level of employee performance in the absence of both 
predictors' effect is represented by this constant, which acts as the regression 
equation's intercept. There is a positive correlation between employee 
performance and job satisfaction, as shown by the path coefficient for this 
variable (β1 = 0.238). In particular, a 0.238 increase in employee performance is 
linked to a one-unit rise in job satisfaction while maintaining workplace 
spirituality at the same level. 
 Likewise, there is a direct and beneficial effect on employee performance 
shown by the path coefficient for workplace spirituality (β2 = 0.310). This 
suggests that a rise of one unit in workplace spirituality results in a 0.310 
improvement in employee performance, provided that job satisfaction stays 
constant. Furthermore, with a path coefficient value (β5) of 0.321, the variable 
work satisfaction (Z) also favorably influences employee performance. This 
suggests that employee performance should improve by 0.321 for every unit 
increase in work satisfaction, while holding X1 and X2 constant. The importance 
of psychological and spiritual well-being in improving job results is shown by 
these studies taken together. 

 

Table 3.Improving Job Results 
Model Unstandardized 

coefficient Beta 
Standasdized 
Coefficients 

Significance 

Job Satisfaction 14,834  0,003 
Happiness at Work 0,355 0,211 0,018 
Workplace Spirituality 0,551 0,618 0,000 

Source: Processed Data, 2025. 

 

   Know the equation of the following path model: 

Z = 14,834 + 0,211 X1 + 0,618 X2 
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 The path analysis model's constant value (a) of 14.834 indicates that the 
baseline level of job satisfaction is 14.834 when both workplace spirituality (X2) 
and happiness at work (X1) are at zero. When neither independent variable has 
any impact, this intercept represents the starting state of job satisfaction. It offers 
a point of reference for comprehending the impact of modifications to the 
predictor variables, X1 and X2, on job satisfaction levels. 
 There is a positive correlation between job satisfaction and happiness at 
work, as shown by the path coefficient for happiness at work (β4 = 0.211). In 
particular, assuming workplace spirituality stays the same, a one-unit rise in job 
satisfaction results in a 0.211-unit increase in job satisfaction. Similarly, the path 
coefficient for workplace spirituality (β4 = 0.618) shows a greater impact, 
indicating that a one-unit rise in workplace spirituality leads to a 0.618 increase 
in job satisfaction, assuming that pleasure at work stays the same. These findings 
demonstrate that workplace spirituality has a bigger influence on workers' job 
satisfaction than job satisfaction alone. 
Hypothesis Testing 
T Test 

The results of the testing can be determined by comparing the significance 
value with the significance level of 5% or by comparing the calculated t value 
with the table t value. If the significance value of each variable is < 0.05 or the 
calculated t value > table t value, then Ha is accepted. 

 

Table 4. Results of Model I t Test 
Dependent 

variable  

Independent 
variable T Count T table 

Significanc
e 

Descriptio
n 

Employee 
Performance 

Happiness at Work 2,641 1,659 0,010 Significan
ce 

 Workplace Spirituality 2,904 1,659 0,004 Significan
ce 

 Job Satisfaction 3,276 1,659 0,001 Significan
ce 

Source: Processed Data, 2025. 

 

 The t-test findings show that employee performance (Y) is positively and 
significantly impacted by job satisfaction (X1). The crucial t table value of 
1.659 is surpassed by the t count of 2.641 for the happiness at work variable. 
Furthermore, the significance value is 0.010, which is less than the 0.05 cutoff. 
These findings support the alternative hypothesis (Ha), which states that a 
higher level of job satisfaction has a major positive impact on worker 
performance. 
 Employee performance is also significantly and favorably impacted by 
workplace spirituality (X2). The alternative hypothesis is once again accepted 
with a significance value of 0.004 < 0.05 and a t count of 2.904, which is higher 
than the t table value of 1.659. Furthermore, with a t count of 3.276 and a 
significance value of 0.001, job satisfaction (Z) has the greatest influence 
among the three variables. It may be inferred that work happiness 
considerably improves employee performance since the t count is higher than 
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the t table value and the p-value is much below 0.05. The significance of 
psychological and emotional elements in promoting increased worker 
productivity is shown by these studies. 
 

Table 5. Results of t Test Model II 

Dependent 
Variables 

Independent 
Variables 

T Count T table 
Significanc

e 
Descriptio

n 
Job Satisfaction Happiness at Work 2,407 1,659 0,018 Significan

ce 
 Workplace Spirituality 7,059 1,659 0,000 Significan

ce 

Source: Processed Data, 2025. 

 

 The t-test findings demonstrate that job satisfaction (Z) is strongly and 
favorably influenced by job satisfaction (X1). The critical t table value of 1.659 is 
exceeded by the computed t value of 2.407 for the contentment at work variable. 
Furthermore, the significance value falls below the 0.05 cutoff at 0.018. The 
alternative hypothesis (Ha) is accepted as a result of these results, which show 
that happier workplaces significantly boost workers' job satisfaction. 
Furthermore, there is a robust and noteworthy positive correlation between 
workplace spirituality (X2) and job happiness. The associated significance value 
is 0.000, much below the 0.05 cutoff, and the t value for workplace spirituality is 
7.059, significantly higher than the t table value of 1.659. The alternative 
hypothesis is therefore accepted, demonstrating that workplace spirituality is a 
significant factor in raising workers' job happiness. These findings imply that 
important factors influencing employee well-being in the workplace include both 
psychological and spiritual aspects. 
R Square 
 According to Chin (1998) in (Aziz Wahyudi et al., 2023), there are three 
categories for interpreting the value of R square, namely:  

1. An R2 value is considered good (0.67)  
2. An R2 value is considered moderate (0.33 – 0.67)  
3. An R2 value is considered weak (0.19 – 0.33)  

 
Table 6. Results of the Coefficient of Determination Test 

Variables R Square 

Employee performance 0,606 
Job Satisfaction 0,608 

Source: Processed Data, 2025. 
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Employee performance is known to have an R2 value of 0.606, or 60.6% as 
a percentage. This value makes it clear that job contentment, workplace 
spirituality, and pleasure at work may all have an impact on employee 
performance. Other factors not included in this research may account for the 
remaining 39.4%. Subsequently, the job satisfaction variable had an R2 value of 
0.608, or 60.8%, indicating that workplace spirituality and job satisfaction can 
both be explained. The contributions of other factors not included in this study 
discussion account for the remaining 39.2%.  
Sobel Test 
 Thezcalculated t value will be compared with the table t value with a 
significance level of alpha 5% (0.05). If the calculated t value > table t value or the 
probability value is less than 0.05, then an indirect or mediating effect can occur 
(Baron & Kenny, 1986).  

 The effect of happiness at work on employee performance through job 
satisfaction. 

Source: https://www.danielsoper.com/statcalc/calculator.aspx?id=31 
Figure 2. Sobel Test X1-Z-Y 

 

The results show that the Z variable value is 4.868 > the two-tailed table t 
(1.9821), with a significance value of 0.000 < 0.05. Thus, the job satisfaction 
variable can mediate the effect of happiness at work on employee performance. 
This can be interpreted that the intervening variable in this study is partially 
mediated. 
  

https://www.danielsoper.com/statcalc/calculator.aspx?id=31
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 The effect of workplace spirituality on employee performance through job 
satisfaction. 

Source: https://www.danielsoper.com/statcalc/calculator.aspx?id=31 
Figure 3. Sobel Test X2-Z-Y 

 
 The results show that the value of variable Z is 3.695 > t table two-tailed 
(1.9821), with a significance value of 0.000 < 0.05. Thus, the variable job 
satisfaction can mediate the effect of workplace spirituality on employee 
performance. It can be interpreted that the intervening variable in this study has 
a partial mediation status. 
 
DISCUSSION 
The Direct Influence of Happiness at Work, Workplace Spirituality, Job 
Satisfaction, and Employee Performance  

 The Influence of Happiness at Work on Employee Performance 
According to the study's analytical test, PT Sidogiri Mandiri Utama 

Pasuruan employees' performance is directly, favorably, and significantly 
impacted by their level of job satisfaction. This fits with the equity theory 
premise that Adam put forward. According to equity theory, workers 
essentially look for an exchange that is aligned, which means that their 
contributions and the benefits they get from their work are balanced (Gates & 
Reinsch, 2022). Since anything that happens at work, whether positive or 
negative, will have an impact on a person's emotional and personal state, it 
also aligns with the Effective Events theory's viewpoint that positive 
workplace factors influence employee happiness (Ashton-James & 
Ashkanasy, 2007).  

The findings of this study are supported by some earlier studies, such 
as Tunsi & Bhalla (2023), who contend that highly motivated workers who 
find joy in a variety of activities will perform at their best. This finding is 
corroborated by study from (Bataineh, 2019), which also found that employee 
performance is influenced by job satisfaction. According to the Awada et al. 
(2019) research, conducting regular surveys on the requirements, wants, and 
concerns of workers is one strategy for raising employee satisfaction. Giving 

https://www.danielsoper.com/statcalc/calculator.aspx?id=31
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workers the chance to communicate with their supervisors fosters a healthy 
vertical connection. 

 The Influence of Workplace Spirituality on Employee Performance. 
 According to the study's findings, PT Sidogiri Mandiri Utama Pasuruan 
employees' performance is favorably and substantially impacted by workplace 
spirituality. This is consistent with the Affective Events Theory, which postulates 
that a person's traits may affect how they feel (Wiess & Cropanzano, 1996). This 
outcome is also in line with other studies that found that spiritual experiences 
that are accompanied by good employee experiences (recognition, implications 
of social support) result in better employee performance (Nwanzu & Babalola, 
2021). Better employee performance will come from high workplace spirituality 
values that are internalized by staff members, such as a feeling of community, 
good values within companies and society, and other positive values (Labetubun 
& Dewi, 2022). The results of this study are also supported by other research, 
such as that conducted by Mousa (202). 

 The Influence of Job Satisfaction on Employee Performance  
 Employee performance at PT Sidogiri Mandiri Utama Pasuruan is 
positively and significantly impacted by work satisfaction, according to this 
study. According to Kollmann et al. (2020), the equity theory explains that 
workers' job happiness is determined by their accomplishments as well as the 
inputs they put into their work.  The findings of this study are supported by a 
number of earlier studies, including one by Edward & Kaban (2020), which found 
that job satisfaction positively affects employee performance when the company 
provides effective supervision and consistently encourages teamwork in 
reaching objectives. Additionally, Hendri's (2019) study indicates that employee 
performance will increase in proportion to work happiness. 

 The Influence of Happiness at Work on Job Satisfaction. 
 The study's findings show that contentment at work at PT Sidogiri 
Mandiri Utama Pasuruan has a favorable and substantial influence on job 
satisfaction. This supports the idea of the Affective Events Theory, which holds 
that favorable circumstances and sentiments result from favorable workplace 
occurrences, impacting attitudes about work like job satisfaction (Junça-Silva et 
al., 2021). This result is in line with other studies by de Guzman et al. (2014) and 
Erselcan & Özer (2023), which found a positive correlation between job 
satisfaction and pleasure at work. According to Rosdaniati and Muafi (2021), a 
strong feeling of unity and gratitude from superiors would promote employee 
contentment and encourage helpful comments.  

 The Influence of Workplace Spirituality on Job Satisfaction. 
 According to the study's findings, PT Sidogiri Mandiri Utama Pasuruan 

employees' job happiness may be impacted by workplace spirituality. According 
to the effective events hypothesis, every kind of workplace incident has an impact 
on how workers see themselves, which in turn affects how they approach their 
jobs and, in this example, how well they perform. Positive emotions (Affective 
Events) are evoked by spirituality in the workplace (Wiess & Cropanzano, 1996). 
This result is consistent with other research, such as the Zaidi et al. (2019) study, 
which suggests that elements of workplace spirituality—such as meaningful 
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work, spiritual orientation, compassion, and value alignment—can improve 
employee happiness. According to similar findings, workplace spirituality 
significantly improves job satisfaction (Astuti et al., 2020; Sony & Mekoth, 2019). 
The Indirect Influence of Happiness at Work, Workplace Spirituality, Job 
Satisfaction, and Employee Performance 

 The Indirect Influence of Happiness at Work on Employee Performance 
Through Job Satisfaction 

 Following investigation, it was discovered that at PT Sidogiri Mandiri 

Utama Pasuruan, job satisfaction may operate as a mediator between employee 

performance and workplace happiness. According to Wiess & Cropanzano's 

(1996) Affective Events Theory, workplace events have an impact on workers' 

positive sentiments about their employment. Employee happiness is a kind of 

positive response that influences their attitudes (job satisfaction) and conduct 

(employee performance). The study's findings are consistent with other studies 

showing that when workers are happy at work, job satisfaction rises overall, 

which in turn impacts worker performance (Çalik et al., 2023; Laily & 

Nurmayanti, 2024; Wijaya & Shiva, 2024). 

 The Indirect Influence of Workplace Spirituality on Employee 

Performance Through Job Satisfaction 

 After conducting analytical testing, the research comes to the conclusion 
that, at PT Sidogiri Mandiri Utama Pasuruan, job satisfaction serves as a positive 
and substantial mediator in the relationship between workplace spirituality and 
employee performance. The Affective Events hypothesis, which claims that 
workers have pleasant spiritual experiences at work, also explains this. 
According to Junça-Silva et al. (2021), spirituality in the workplace is a work 
event that generates good responses (Affective Events), which undoubtedly have 
a beneficial impact on attitudes (job satisfaction). As a result, employment 
performance is significantly predicted by high job satisfaction.  
The study's findings are consistent with other research showing that job 
satisfaction significantly and favorably mediates the impact of workplace 
spirituality on worker performance (Br Tarigan et al., 2022; Ricky Saputra et al., 
2024). It is said that spirituality in the workplace has to be properly controlled 
because it will help people regulate their behavior and find fulfillment, which 
will enhance their performance (Ricky Saputra et al., 2024). 
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CONCLUSION AND RECOMMENDANTION  
 The findings of the study on the relationship between job satisfaction and 
workplace spirituality and employee performance, using PT Sidogiri Mandiri 
Utama Pasuruan employees as a case study, demonstrate a favorable and 
noteworthy direct and indirect effect. These findings have consequences for the 
science of human resource management, specifically for the variables of job 
satisfaction, workplace spirituality, and pleasure at work. This study is based on 
Adam's Equity Theory and Weiss & Cropanzano's (1996) Affective Events 
Theory. According to the Affective Events Theory, both happy and bad 
workplace experiences will cause employees to feel emotionally about their jobs. 
Adam's Equity Theory, on the other hand, emphasizes that a high degree of 
employee happiness and performance inside the organization will be ensured by 
striking a balance between employee expectations and contributions.  
 These findings have practical ramifications for the business, considering 
elements associated with job satisfaction, such as the establishment of a pleasant 
and productive work environment and the implementation of work welfare 
initiatives (flexibility, family get-togethers, etc.). pertaining to spirituality in the 
job, such as maintaining moral principles (honesty, loyalty, integrity, and human 
empathy). Next, in terms of work happiness, such as offering employees fair and 
open career prospects. These elements may be attempts to raise worker 
productivity inside the organization. 
 
FURTHER STUDY 

This study has limitations, which could worry and be taken into account 
by researchers in the future. First off, PT Sidogiri Mandiri Utama Pasuruan is the 
only subject of this study. Second, there are just four factors included in this 
study: job satisfaction, workplace spirituality, employee performance, and 
happiness at work. In order to produce findings with a better degree of 
generality, it is intended that future research would be able to broaden the scope 
of the objects, study participants, samples, or other analytic techniques used. 
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