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Abstract: This study aims to examine and analyze the effects of emotional intelligence,
communication, and teamwork on employee performance at PT XYZ. The population in this
study was 50 people. The sample used was 50 respondents. The sampling method used
saturated samples. Data collection Methods used survey, with the research instrument was a
questionnaire. Data analysis method used Structural Equation Model (SEM) with Smart-PLS
3.3.2 analysis tool. The results showed that the emotional intelligence variable had a positive
and significant effect on employee performance. Communication had a positive and
significant effect on employee performance. Teamwork had a positive and significant effect
on employee performance.
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INTRODUCTION

Human Resources are the most valuable assets owned by an organization, although
currently technology is increasingly advanced and the use of machines continues to increase,
HR still plays a role as a driving force for every activity in the organization. The quality of
human resources are the strength of an organization where employees provide the best results
for every job they do.

In this research, the problems faced by PT. XYZ is the decline of employee
performance. This company is professionally running its business as a retailer for export and
fashion products in Indonesia. The beginning of the establishment of PT. XYZ is by placing
itself in well-known deptstores in Indonesia, currently PT. XYZ have also independently
established as a provider of casual branded products in strategic locations and shopping
centers throughout Indonesia. The phenomenon occurs is that the decline of employee
performance influence on the decline of sales, to support the occurrence of this phenomenon,
the authors conducted a pre-survey of 15 employees, Where it can be explained that from
several indicators in the pre-survey that have been given, there are indications of problems in
employee performance, namely 9 or 60% of respondents disagree with the indicator of "I can
complete the work according to the time determined by the company". Meanwhile, 10 or
67% of respondents disagree with the indicator of "I am able to complete what is targeted by
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the company”. And 11 or 73% of respondents disagree with the indicator of "I am able to
maintain and improve the quality of work". Good performance can support the success of a
company. Because good performance increases productivity, so that company goals can be
achieved. On the other hand, if employee performance decreases, it will hinder the company
from achieving its goals.

The decrease in employee performance is shown in the following table:

Table 1. Sales Recapitulation of PT. XYZ in 2018 - 2019

2018 Sales 2019 Sales
Month Month

January 4,198 January 4,003
February 3,956 February 3,791
March 3,818 March 3,723
April 3,598 April 3,346
May 4,783 May 4,690
June 5,438 June 5,127
July 4,087 July 4,009
August 4,335 August 4,204
September 4,364 September 4,065
October 4,277 October 4,173
November 4,215 November 4,040
December 4,827 December 4,654
Total 51,896 Total 49,825

Source: Internal Data of PT. XYZ

Based on the table sales in 2018 amounted to 51,896 while in 2019 amounted to
49,825, this means that sales in 2019 have decreased compared with sales in 2018. The
decline of sales influence on losses for the company which means the company has not
maximally achieved its goals. Companies and employees work together to achieve goals, so
employees should maintain their performance, because optimal employee performance is one
of the assets for the company to achieve its goals.

In addition, there was a decrease in sales caused by a decline in employee performance
due to several factors that influenced it, including a decrease in attendance levels. The fairly
high level of employee absenteeism occurred at the level of illness, namely the total number
with a percentage of 18.2%, for permission 8.5% and for alpha 11.4%. The level of employee
absenteeism that continues to increase can affect on the performance of employees who are
considered not optimal, as a result, work that should be completed on time is hampered due to
employee absence.

From the results of the pre-survey the researcher found the fact that there are
indications of problems from the cause of the decline in employee performance at PT. XYZ,
one of the factors that influence employee performance is emotional intelligence, which is 12
or 80% of respondents disagree with the indicator of "I am able to recognize and feel the
emotions that are going on inside". Apart from emotional intelligence, communication is also
one of the factors that affect employee performance, where 11 or 73% of respondents
disagree with the indicator of "fellow employees have communicated well". Likewise with
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teamwork, there are 10 or 67% of respondents disagree with the indicator of "In carrying out
my duties I have collaborated with each other".

To make sure the factors that affect on employee performance based on previous
research found that employee performance is influenced by emotional intelligence, Yusuf
(2018) researches that an employee's emotional intelligence is an important element in
determining the results of his work. Without a well-ordered emotional stability, it is likely
that all of the individual's activities will be hampered.

Research conducted by Thamrin (2017) states that good and effective communication,
both vertically up and down as well as horizontal communication, will also achieve a high
level of performance. This is because employees can understand everything that is done on
the job. Eva's research results (2018) The first factor that can help an employee improve
performance is teamwork. The meaning of the concept of team lies in an expression that
describes the emergence of synergy among people who bind themselves in a group called a
team.

When solving problems faced in doing work, emotional intelligence is very important
for every employee because it will help employees relate to other employees to share
information and manage conflicts that arise in carrying out their work tasks, then
communication is well established among fellow employees and to superiors it is very
important to avoid communication errors that can hinder performance and build solid
teamwork, because the work is done not only by one division group but consists of other
groups, where each section has its respective roles in an effort to improve employee
performance so that it is well maintained and company goals can be achieved.

Based on the background above, the problems in this study are: (1) Does emotional
intelligence affect on performance of employees at PT. XYZ?; (2) Does communication
affect on performance of employees at PT. XYZ?, (3) Does teamwork affect on
organizational communication at PT. XYZ?

While the objectives in conducting this research are: (1) Knowing and analyzing the
effect of emotional intelligence on employee performance at PT. XYZ; (2) Knowing and
analyzing the influence of communication on employee performance at PT. XYZ; (3)
Knowing and analyzing the effect of teamwork on employee performance at PT. XYZ.

LITERATURE REVIEW
Emotional Intelligence

Emotional intelligence can play a role as moderating employee work stress. An employee
who has good emotional intelligence, is not only able to improve his performance, but also
can reduce work stress (Sanjaya, 2012). According to Robbin & Judge (2015) emotional
intelligence is a person’s ability to assess emotions in themselves and in others understand the
meaning of emotions, and regulate one's emotions regularly. Goleman (2015) suggests that
emotional intelligence is a characteristic of people who stand out in real life. Emotional
intelligence has the ability to motivate themselves, withstand frustration, control impulses,
regulate moods so that the burden of stress does not paralyze their thinking ability.

From some of the definitions above, it can be concluded that emotional intelligence is a
person's ability to recognize himself and others and to understand and regulate emotions in
himself and others in order to create a good and prosperous relationship with himself and
others.
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Communication

According to Mulyana & Rahmat (2009), communication is a process in which two or
more people form or exchange information among one another, which in turn results in deep
mutual understanding, through various channels that affect on each other. According to
Bangun (2012), communication is the process of conveying information from the sender to
the recipient of the message effectively. According to Mangkunegara (2013), argues that
communication is an activity that causes other people to interpret an idea, especially what is
meant by the conversation or writer.

It can be concluded that communication is a very important tool for conveying or
receiving information to or other parties.

Teamwork

According to Sopiah (2008) stated that a work team is a team whose individual efforts
produce a performance that is greater than the amount of individual input. Sinambela (2017)
revealed that team work is a group of employees who do a job assigned by the leader to them.
The implementation of this work promotes togetherness, mutual trust and support. With good
group performance will optimize group performance and provide satisfaction to their
superiors.

In addition, Robbins and Judge (2017) revealed that team work is a group that has
individual efforts that result in greater performance than the number of individual inputs. It
can be concluded that teamwork produces better performance than individual performance in
an organization or company.

Employee performance

According to Hasibuan (2012), performance is a result of work achieved by a person in
carrying out the tasks assigned to him based on skills, experience, and seriousness and time.
And according to Sudaryono (2017), performance is the result that a person achieves
according to the size that applies to the job concerned. A person's performance can be seen
through his activities in carrying out his daily work. This activity describes how he tries to
achieve the goals that have been set.

Meanwhile, according to Priansa (2018), performance is the result of work achieved by
employees in developing tasks and jobs originating from the organization. From some of the
opinions above, it can be concluded that employee performance is work performance or work
results, both quality and quantity achieved by human resources in carrying out their work
tasks in accordance with the responsibilities assigned to them.

Hypothesis Development
a. The Effect of Emotional Intelligence on Employee Performance

Goleman (2015) suggested that emotional intelligence is a characteristic of people who
stand out in real life. Emotional intelligence has the ability to motivate themselves, withstand
frustration, control impulses, regulate moods so that the burden of stress does not paralyze
their thinking ability.

Research conducted by Desy and Achmad (2018), Yusuf and Lisa (2018) and C.
Widayati (2016) found that there is a positive effect of emotional intelligence on employee
performance, employees who have high emotional intelligence tend to produce high
performance, and on the other hand, employees who have low emotional intelligence tend to
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produce low performance. Based on the above statement, the following hypothesis can be
formulated:
H1: Emotional intelligence has a positive effect on employee performance

b. The Effect of Communication on Employee Performance

According to Bangun (2015), communication is the process of conveying information
from the sender to the recipient of the message effectively. It can be concluded that
communication is a very important tool for conveying or receiving information to other
parties. From the research results of Thamrin (2017), Hamiruddin, et al (2019) and Puryatini
and Sariyathi (2017), communication has a positive and significant effect on employee
performance. This illustrates that employees with good and effective communication, both
vertically up and down as well as horizontal communication, will also achieve high
performance. This is because employees can understand everything that is done on the job.
Based on the above statement, the following hypothesis can be formulated:
H2: Communication has a positive effect on employee performance
c. The Effect of Teamwork on Employee Performance

Sinambela (2017) revealed that team work is a group of employees who do a job
assigned by the leader to them. The implementation of this work promotes togetherness,
mutual trust and support. With group performance and giving satisfaction to their superiors.
Research conducted by Andi, et al. (2017), Eva and Boge (2017) and Wahyuddin, et al.
(2017) that the variable teamwork has an effect on employee performance. Based on the
above statement, the following hypothesis can be formulated:
H3: Teamwork has a positive effect on employee performance

RESEARCH METHODS

The research process begins with the activity of identifying the problem in the place that
will be used as the research location, the formulation of the identified problems, the
collection of theoretical bases that strengthen the foundation in the variables, so that the
statistical testing techniques used are determined. The research object is PT. XYZ located in
North Jakarta. The research time began when the researcher made initial observations that
distributed pre-research questionnaires, namely November 2018 and this research was
completed during the field research in July 2019.

The research design used in this research is causal research, namely a causal relationship.
So there are independent and dependent variables (Sugiyono, 2013). While causality analyzes
the effect of the independent variables, namely emotional intelligence, communication and
teamwork on the dependent variable, namely employee performance. In this case the study
aims to determine the effect of emotional intelligence, communication and teamwork on
employee performance at PT. XYZ.

Population and Sample

The population in this study were employees who worked at PT. XYZ, totaling 50
employees. The sample of this research is part of the population taken as a data source and
can represent the entire population. Samples taken from this population must be truly
representative. If the sample is not representative, it will be difficult to make conclusions
from what is being studied. The sampling technique used in this study is a saturated sampling
technique in which the sampling process from the population makes all members of the

Available Online: https://dinastipub.org/DIJDBM Page 558



https://dinastipub.org/DIJDBM

Volume 2, Issue 3, April 2021 E-ISSN : 2715-4203, P-ISSN : 2715-419X

population used as the research sample. Then the number of samples used in this study were
50 respondents.

RESULTS AND DISCUSSION
Evaluate the Measurement (outer) Model
Convergent Validity

Table 2.The results of the Convergent Validity test

Variable Indicator Outer Loading Information
NUMBER 1 0.938 Valid
2ND 0880 Valid
TO 4 0.653 Valid
KE5 0.924 Valid
Emotional Intelligence KE6 0.913 Valid
8TH 0.918 Valid
KE9 0.883 Valid
KE10 0.721 Valid
K2 0.955 Valid
K3 0.949 Valid
K4 0864 Valid
Communication K5 0.975 Valid
K6 0.530 Valid
K7 0.952 Valid
K8 0.973 Valid
K9 0.970 Valid
T1 0.912 Valid
T2 0.980 Valid
Teamwork T3 0.972 Valid
T5 0.544 Valid
T6 0.972 Valid
KK1 0.964 Valid
KK2 0.960 Valid
KK3 0.910 Valid
KK4 0.956 Valid
Employee performance KKS 0.629 Val!d
KK6 0.971 Valid
KK8 0.506 Valid
KK9 0.791 Valid
KK10 0.902 Valid
KK11 0.582 Valid

Source: PLS Output (2019)
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Figure 1. Results of the PLS Algorithm
Source: PLS Output, 2019

The results of the modification of the convergent validity test in Figures and Tables, it
can be seen that all indicators have met the convergent validity because they have a loading
factor value above 0.70.

Discriminant Validity

Discriminant validity testing, namely a reflective indicator, can be seen in the cross
loading between the indicator and the construct. An indicator can be declared valid if it has
the highest loading factor for the intended construct compared to the loading factor for other
constructs.

Table 3.Test Results for Discriminant Validity (Cross loadings)

Emo_tlonal Communicati Teamwork Employee

Intelligence on performance
NUNIBER 0.938 0861 0.748 0.926
2ND 0880 0.765 0.543 0.742
TO4 0.653 0.574 0.577 0.632
KE5 0.924 0.905 0.763 0849
KE6 0.913 0.898 0.684 0841
8TH 0.918 0.966 0.596 0.825
KE9 0.883 0.728 0.752 0.706
KE10 0.721 0.573 0.704 0.536
K2 0.924 0.955 0.745 0.903
K3 0.900 0.949 0.699 0880
K4 0.788 0864 0.547 0750
K5 0.918 0.975 0.680 0.958
K6 0.465 0.530 0.434 0.413
K7 0.913 0.952 0.505 0.937
K8 0.926 0.973 0.518 0891
K9 0.927 0.970 0.506 0.943
Tl 0.571 0.626 0.912 0.704
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T2 0.633 0.752 0.980 0.652
T3 0.563 0.680 0.972 0780
T5 0.509 0.514 0.544 0.464
T6 0.709 0.527 0.972 0.727
KK1 0.898 0.932 0.789 0.964
KK2 0871 0.934 0.597 0.960
KK3 0.853 0817 0.520 0.910
KK4 0.877 0.929 0.522 0.956
KK5 0.525 0.549 0.581 0.629
KKG6 0.883 0.943 0.783 0.971
KK8 0.416 0.487 0.430 0.506
KK9 0.734 0.682 0.547 0.791
KK10 0811 0832 0.632 0.902
KK11 0.425 0.446 0.532 0.582

Source: PLS Output, 2019

From Table 3, it can be seen that the correlation of the emotional intelligence construct with
its indicators (KEL1 is 0.938, KE2 is 0.880, KE4 is 0.653, KE5 is 0.924, KEG6 is 0.913, KE8 is
0.918, KE9 is 0.883, and KE10 is 0.721) are higher than the indicator correlation. emotional
intelligence with other constructs, then the correlation of the communication construct with
its indicators (K2 is 0.955, K3 is 0.949, K4 is 0.864, K5 is 0.975, K6 is 0.530, K7 is 0.952,
K8 is 0.973, and K9 is 0.970) this means the indicators higher than the correlation of
communication indicators with other constructs, then the correlation of the teamwork
construct with the indicators (T1 is 0.912, T2 is 0.980, T3 is 0.972, T5 is 0.544, and T6 is
0.972) this means that the indicator is higher than the correlation of the teamwork indicator
with other constructs, as well as the correlation between the employee performance construct
and the indicators (KK1 is 0.964, KK2 is 0.960, KK3 is 0.910, KK4 is 0.956, KK5 is 0.629,
KK®6 is 0.971, KK8 of 0.506, KK9 of 0.791, KK10 of 0.902, and KK11 of 0.582) higher than
the correlation of employee performance indicators with other constructs.

Another method for seeing discriminant validity is by looking at the square root of
average variance extracted (AVE) value of each construct with the correlation between
constructs and other constructs in the model, so it can be said to have good discriminant
validity.

Table 4. AVE Test Results

Variable AVE
Emotional Intelligence 0.711
Employee performance 0.697
Communication 0.823
Teamwork 0.796

Source: PLS Output, 2019

Table 5.Test Results for Discriminant Validity (Fornell Lacker Criterium)
Employee

Emotional Communicat
. performanc . Teamwork
Intelligence e ion
Emotional
Intelligence 0.843
Employee 0.809 0.835
performance
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Communication 0.747 0.740 0.907
Teamwork 0.736 0.753 0.788 0.892

Source: PLS Output, 2019

From Table 5, it can be concluded that the square root of the average variance extracted

(/AVE Hfor each construct is greater than the correlation between one construct and the other
constructs in the model. The AVE value is based on the table above, it can be concluded that
the constructs in the estimated model meet the criteria for discriminant validity.

Table 6. Composite Reliability and Cronbach's Alpha
Cronbach Composite

Variable Alpha's Reliability Information
Emotional Intelligence 0.937 0.950 Reliable
Employee performance 0.946 0.957 Reliable
Communication 0.966 0.973 Reliable
Teamwork 0.929 0.949 Reliable

Source: PLS Output, 2019

Based on Table 6, it can be seen that the test results of composite reliability and
Cronbach's alpha show a satisfactory value, because all latent variables have a value of
composite reliability and Cronbach's alpha > 0.70. This means that all latent variables are said
to be reliable.

Structural Model Testing or Hypothesis Testing (Inner Model)

R-square value
Table 7. ValueR? Endogenous Variables
Endogenous Variables R-square
Employee performance 0.887
Source: PLS Output, 2019

In Table 7 above, it can be explained that the structural model indicates that the model on the
employee performance variable can be said to be strong because it has a value above 0.67.
Model of the influence of the independent latent variables (emotional intelligence,
communication, and teamwork) on employee performance gives an R-square value of 0.887
which can be interpreted that the variability of the employee performance construct which
can be explained by the variability of the constructs of emotional intelligence,
communication, and teamwork amounted to 88.7% while 11.3% was explained by other
variables outside the study.

Goodness of Fit Model
Testing the Goodness of Fit structural model on the inner model uses the predictive-
relevance value (Q?). The Q-square value is greater than 0 (zero), indicating that the model
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has a predictive relevance value. The R-square value of each endogenous variable in this
study can be seen in the following calculations:

The predictive relevance value is obtained by the formula:

Q? =1—(1—-R1)(1—Ry)

Q? =1-(1-0.887)

0% =1-(0.113)

Q% =0.8870

The results of the above calculations show the predictive-relevance value of 0.8870, which is
greater than 0 (zero). It means that 88.70% employee performance (dependent variable) is
described by the independent variable used. Thus the model is said to be worthy of having a
relevant predictive value.

Hypothesis Testing (Estimated Path Coefficient)

The estimated values for the path relationships in the structural model must be
significant. The significance value of this hypothesis can be obtained by the boostrapping
procedure. Seeing the significance of the hypothesis by looking at the value of the parameter
coefficient and the value of the T-statistic significance in the algorithm boostrapping report.
To find out whether it is significant or not, it is seen from the T-table at alpha 0.05 (5%) =
1.96, then the T-table is compared with the T-count (T-statistic).

Table 8. Hypothesis Testing Results
Original  Standard T- p

Sample Deviation Statistics Values Information
Emotional Intelligence - 0.284 0.124 2,289 0.001 P_05|_t|_ve -
Employee performance Significant
Communication - Employee 0.767 0.187 4105 0.000 Positive -
performance ' ' ’ ’ Significant
Teamwork = Employee Positive -
performance 0.302 0.101 3,041 0,000 Significant

Source: PLS Output, 2019
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Figure 2. Boostrapping Test Results
Source: PLS Output, 2019

Discussion of Research Results
1. The Effect of Emotional Intelligence on Employee Performance

Based on the hypothesis test in this study, the T-statistic value was 2.289, the original
sample value was 0.284, and the P Values value is 0.001. The T-statistic value is greater than
the T-table value of 1.96, the original sample value shows a positive value, and the P value
shows less than 0.05, these results indicate that emotional intelligence has a positive and
significant effect on employee performance.

Based on the results of the processed data, the results show that there is a relationship
between emotional intelligence and employee performance. In relation to the achievement of
high employee performance, it needs to be based on several approaches, one of which is the
psychological approach of the employees themselves and the organization. Psychological and
organizational approaches to performance include approaches to personality and emotional
intelligence from human resources in the company. Where, self-awareness will affect on
performance because determining the goals to be achieved requires knowledge of oneself.
Goleman (2015) suggested that emotional intelligence is a characteristic of people who stand
out in real life. This research supports research conducted by Desy and Achmad (2018) where
in their research it is revealed that there is a positive effect of emotional intelligence on
employee performance which shows that employees who have high emotional intelligence
tend to produce high performance, and vice versa employees who have intelligence. low
emotional levels tend to result in low performance.

2. The Effect of Communication on Employee Performance
Based on the hypothesis testing in this study, the T-statistic value was 4.105, the
original sample value was 0.767, and the P Values value is 0,000. The T-statistic value is
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greater than the T-table value of 1.96, the original sample value shows a positive value, and
the P value shows less than 0.05, these results indicate that communication has a positive and
significant effect on employee performance.

The results of this study prove that communication has a direct positive effect on the
performance of employees of PT. XYZ. John and Lay (2004) stated that in managing an
organization, it is necessary to take action from the leadership to make policies in
communicating with outsiders or external to the organization. Meanwhile, Novita et al.
(2002) found that effective communication between superiors and subordinates is very
influential on employee job satisfaction so that performance will be more optimal.
Communication fosters motivation by explaining to employees what to do, how they are
doing well and what to do to improve performance if it is below standard.

Based on the results of the study, the highest average item value answered by the
respondents was horizontal communication related to communication between colleagues.
The employees of PT. XYZ feels comfortable communicating with fellow division
colleagues. Employees can provide mutual support at work and are able to reconcile disputes
that occur between coworkers. So that this is considered by employees as one of the
important factors that encourage them to increase their productivity and performance.

The results of this study support the research conducted by Thamrin (2017) which
stated that communication has a positive and significant effect on employee performance.
This illustrates that employees with good and effective communication, both vertically up
and down as well as horizontal communication, will also achieve high performance. This is
because employees can understand everything that is done on the job.

3. The Effect of Teamwork on Employee Performance

Based on the hypothesis testing in this study, the T-statistic value was 3.041, the
original sample value was 0.302, and the P Values value is 0,000. The T-statistic value is
greater than the T-table value of 1.96, the original sample value shows a positive value, and
the P value shows less than 0.05, these results indicate that teamwork has a positive and
significant effect on employee performance.

Teamwork has an important role in achieving company performance because if good
teamwork is established and is able to complete each task and work program in a timely and
effective manner, it will certainly create good work results. Every employee must always
prioritize common interests so that they can provide maximum contribution between
superiors and subordinates and fellow colleagues. Good teamwork, of course, must be
maintained in a company because with good teamwork, every workload faced will be
resolved on time and effectively according to the objectives that have been planned. Good
teamwork will create and improve employee performance, therefore teamwork is very
important for the progress of a company. Teamwork really helps the work process of
employees at PT. XYZ are becoming faster and more focused, because the implementation of
teamwork that is getting better will increasingly have an effect on improving employee
performance. For the application of teamwork in the dimension of a strong team as a work
magnet, it is basically good, the indicators are that employees are able to work together, are
creative and have good work initiatives. But the teamwork dimension that still really needs to
be developed is the priority of attention and action where employees will be increasingly able
to work consistently both on assigned tasks and direct assignments from the leadership,
because sometimes employees find it difficult to maximize work, especially when there is an
assignment from the leader with different tasks. This researcher is in line with Andi, et al.
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(2017) where the teamwork, communication and work discipline variables that have a
dominant effect on employee performance is teamwork.

CONCLUSION AND SUGGESTION
Conclusion

This study tries to analyze the variables related with emotional intelligence,
communication, teamwork, and employee performance. The results of this study were
obtained from employees of PT XYZ. The following conclusions can be drawn:

1) Emotional intelligence has a significant positive effect on employee performance at PT.
XYZ. This means that employees who have high emotional intelligence tend to produce
high performance, and vice versa.

2) Communication has a significant positive effect on employee performance at PT. XYZ.
This means that employees with good and effective communication, both vertically up
and down as well as horizontal communication, will also achieve high performance.

3) Teamwork has a significant positive effect on employee performance at PT. XYZ. This
means that the higher the teamwork level in organization, the higher the level of
employee performance that will improve.

Suggestion
Based on the conclusions, several suggestions can be put into consideration for PT. XYZ

as well as for further researchers:

1) The company is expected to be able to determine the needs to trigger employees
responsibilities of their duties. Individual emotional intelligence must be considered so
that good social competence can be created and employee emotional intelligence can be
maintained and continues to increase performance.

2) The company is expected to continue to maintain and improve good communication with
employees, which can be done by the leadership by enforcing every rule to all employees
so that employees do not feel that the leadership discriminates against their employees.

3) The company is expected to evaluate the ability to cooperate with fellow employees so
that employees know how far they have been. Then the company also needs to form a
management team that is able to carry out job designs, decision-making processes and
problem solving related to the cohesiveness of employees in working together so that
their performance is also increased.

4) Companies are expected to always monitor the accuracy and precision of employees in
completing work, such as going down directly when employees finish work.

Suggestions for the next researcher, who will conduct on the research in the same field and
use this thesis as a reference, it is necessary to re-examine it because it does not rule out that
there are statements that are not appropriate, because | as a writer feel that there are still many
shortcomings and limitations in completing the thesis. We recommend that the next
researchers, re-develop other variables that affect employee performance such as job
satisfaction, leadership, workload, and work environment that have been done by previous
experts and researchers.
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