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ARTICLE INFO ABSTRACT

This study seeks to confine the effect of the work environment relationship on im-
proving employee performance and the impact of performance evaluation on em-
ployee performance. The variables of this study consist of the independent varia-
bles, namely work environment and performance evaluation, and the dependent
variable, namely employee performance. This study uses a method in the form of a
quantitative approach, with the data collection tool used as an online question-
naire—a sample of 101 respondents using a non-probability sampling method.
Data analysis in this study used Partial Least Squares (PLS) with SmartPLS v.3.3
software. The study's outcomes reveal that the work environment variable positively
affects employee performance. At the same time, performance evaluation does not
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involve improving employee performance.
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1. Introduction

Of the many companies that exist, each com-
pany inevitably has its way of conducting training
and developing its assets, namely its human re-
sources. So, all activities or activities that exist
within the organization, especially to achieve
goals and missions, depend on HR because only
humans can manage the organization itself.
Therefore, human resources are significant and
must be handled in such a way as to be effective
and efficient in achieving the set mission and
organizational goals (Sweis et al., 2020).

Human resources are also the central ele-
ment in the organization compared to other re-
source elements, such as technology and capital,
because humans regulate and control other fac-
tors. Organizational human resource manage-
ment (HRM) must carry out appropriate activities
to develop human resources so that knowledge,
abilities, and skills match what they do. HRM is
tasked with planning, organizing, maintaining,
and terminating employment relationships, which
help to achieve the goals of the organization,
individuals, and society (Tanjung, 2020).

The work environment is a space we create
where people gather to carry out their work and
achieve results. A good work environment comes
from the role of the organization so that employ-
ees are more productive; with productive em-
ployees, the organization will get an increase in
profits. In companies that have a good work envi-
ronment (employees) will get a deep impression
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of the organization or company, and in the end,
the employees will also give a deep impression of
the organization; if the image of employees is like
this, then employees will also perform their best
and Employees will also be able to complete their
tasks by the targets set by the company. Con-
versely, if an organization or company has a
lousy work environment, it will make employees
easily stressed, not enthusiastic about work, and
often late when they come to work; in this way,
the company will find it difficult to achieve targets
and goals. Of the several factors found, one way
to improve employee performance is to pay atten-
tion to work environment factors (Utami et al.,
2021).

Performance refers to the quantity and quality
of work results, which includes performance and
work results. Performance reflects the capabilities
and opportunities of employees concerning the
work targets that have been set. These attributes
can be observed through the correlation between
workforce efficacy and overall organizational suc-
cess, as they are interdependent. Employee con-
tribution is an integral part of achieving high and
low-performance levels. The development of
knowledge, which is a reference for increasing
expressive productivity in companies, requires
performance considerations as a fundamental
assessment in the company's organizational op-
erating system. In addition, performance is a fac-
tor that involves the formulation of applications
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through the escalation of optimistic work targets.
Consequently, it can influence organizational
goals by encouraging innovation and improving
work performance (Agmarina et al., 2020).

Performance appraisal is a managerial task
that involves assessing the behavior of employ-
ees in terms of their job performance and estab-
lishing subsequent policies. Evaluating or as-
sessing behavior includes evaluating various
aspects such as loyalty, honesty, leadership,
cooperation, dedication, and employee participa-
tion (Davidescu et al., 2020). The importance of
performance appraisal lies in its ability to assess
the individual contribution to the achievement of
assigned tasks and responsibilities. Professional
and formal performance evaluations can increase
employee loyalty and motivation. Thus, the antic-
ipated achievement of organizational goals is
also feasible. Performance appraisal facilitates
effective corporate decision-making, ensuring the
most competent individuals occupy prominent
positions (Park & Choi, 2020).

Performance evaluation is a systematic ap-
proach to assessing the performance of individu-
als, groups, or work units within an organization
against predetermined performance standards or
goals. Performance evaluation serves as the ba-
sis for decision-making processes related to em-
ployee achievement, termination, training re-
quirements, placement, and improvement of job
descriptions (Prasetyo & Dwikurnaningsih, 2020).

Work environment problems and perfor-
mance results are one of the problems that affect
employees in a textile company. Based on the
author's observations, the company has 167 em-
ployees, of which 130 are daily employees, and
37 are monthly employees. There are still some
employees whose performance results could be
better for the company; this could be due to a
lack of work environment for the layout of the
blower fan facing the road where the factory and
canteen roofs use zinc so that the work environ-
ment feels very hot. Then in the production room,
namely the production of cotton raw materials
that become yarn, there is a lack of cleanliness,
so a lot of pieces of cotton are scattered in the
production room that the cotton sticks to the em-
ployees' clothes, so when break time comes,
employees must clean their clothes first and only
then can break for lunch, this can result in the
employee's break time being cut short. Then on
the performance results, many employees still get
a performance value below 3 (scale 1-6) even
though the performance standard requires em-
ployees to get a minimum performance value of
3. In this way, companies and employees need
performance evaluations to create good perfor-
mance results. With good employee perfor-
mance, the company will quickly reach its targets
and goals.

2. Literature Review
2.1 Work Environment

The environment is an ecosystem with as-
pects of social, cultural, economic, and geograph-
ical elements with various characteristics and
differences in carrying capacity. Human activities
can influence the carrying ability of this environ-
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ment (Kukuh et al., 2022). The work environment
is everything around the worker and can influ-
ence him in the tasks given. Elements of the work
environment are words between workers, such as
attitudes of helping each other, attitudes of ad-
monishing and correcting mistakes, and attitudes
of kinship between workers. An environment
conducive to work fosters positive relationships
among colleagues and between managers and
their subordinates. It also provides satisfactory
physical work arrangements and ensures the
availability of necessary work equipment. In addi-
tion to providing a conducive working atmos-
phere, the work ethic also plays a vital role in
increasing employee productivity. Achievement of
organizational goals can be accelerated with a
strong work ethic, while deficiencies can hinder
progress. Disciplinary activities are carried out to
encourage employees to follow various standards
and rules so that irregularities can be prevented
(Basem et al., 2022).

The work environment is the physical condi-
tions and atmosphere that support employees in
completing their work. In addition, the work envi-
ronment can be defined as the space we create
where people come together to do their job and
achieve results. The company's work environ-
ment will affect employees' attitudes and way of
working. An organization will face severe prob-
lems if management ignores the work environ-
ment (Radjawane & Darmawan, 2022). The im-
portance of the work environment in the company
should be addressed. It includes all the factors
surrounding employees and can affect their ability
to carry out assigned tasks, such as cleanliness
and auditory ambiance. The impact of the work
environment in an organization is significant in
facilitating efficient production and employee sat-
isfaction. A conducive work environment can im-
prove employee performance and job satisfaction
(Saputra, 2021).

The environment always has a significant in-
fluence on anyone, including companies. Com-
panies will only develop well if the surrounding
work environment is conducive; a good work en-
vironment determines employee performance.
Unhealthy working conditions can make employ-
ees easily stressed, not enthusiastic about work,
and arrive late, and vice versa. If the work envi-
ronment is healthy, then, of course, employees
will be passionate about working, not easily sick,
and easy to concentrate so that work can be
done well and can be completed quickly accord-
ing to the target; employee performance will not
be maximized if the work environment is not
pleasant (Badrianto & Ekhsan, 2019).

An optimal work environment facilitates em-
ployees in expending their energy and cognitive
resources to achieve optimal work performance.
The quality of the work environment is considered
satisfactory when employees can carry out their
duties efficiently, maintain health and safety, feel
comfortable, and foster positive interpersonal
relationships among colleagues at work. The
work environment includes all aspects of the
workplace, including tangible and intangible fac-
tors that may directly or indirectly impact employ-
ees and their colleagues. A positive work envi-
ronment is believed to increase employee motiva-

91



Wahyu Kurniawan, Suhartini, Andriyastuti Suratman

tion and comfort, leading to increased work per-
formance (Mahendra et al., 2022).

Today, work environments can be designed in
such a way as to foster cohesive working rela-
tionships among employees. The workplace has
turned into a secondary household setting for
employees. Typically, employees anticipate work
arrangements that are safe, quiet, hygienic, quiet,
well-lit, and without obstructions or distractions
that hinder productivity. Degradation of the work
environment is evidenced by environmental pollu-
tion, substandard living conditions, and unhealthy
workspaces (Chaniago, 2021). Providing a com-
fortable work environment can increase employ-
ee satisfaction and productivity. Conversely, a
non-conducive work environment can cause a
decrease in employee performance and sub-
optimal work results, ultimately reducing organi-
zational quality (Christin et al., 2019).

2.2 Performance Evaluation

An employee's performance is determined by
the quality and quantity of work completed while
fulfilling the responsibilities assigned to them.
Therefore, it is essential for human resource per-
sonnel in organizations to have the capacity to
improve the quality of employee performance
(Wokas et al., 2022). Performance evaluation is a
review based on individual job performance and
assigned tasks; this involves supervisors usually
looking at employees' skills and achievements
over time and tracking whether employees have
met expectations, exceeded them, or failed to
meet the desired results (Odunayo, 2022). Per-
formance evaluation is the final phase in work
management. This assessment aims to measure
the growth rate of job responsibilities, progress,
and abilities of employees. Through the perfor-
mance evaluation process, organizations can
implement specific steps aimed at increasing
employee satisfaction and advancing the overall
improvement of the company in the long term
(Yusuf, 2022).

Performance evaluations can serve as goals
or objectives, as standard measurement practic-
es, and as data employees can use to guide their
efforts toward a specific set of priorities. Perfor-
mance appraisal or evaluation aims to identify
individual training and development needs. The
assessment shows the expertise and capabilities
of the workforce in the company. Evaluation of
employee performance on performance appraisal
is used as a metric to assess the effectiveness of
training and development. The evaluation pro-
cess provides feedback to employees regarding
the organization's perception of their perfor-
mance. In addition, performance evaluation is
also used as a basis for distributing incentives
(Utama et al., 2019).

Typical employee performance for most jobs
includes quantity, output quality, results, timeli-
ness, attendance, and the ability to work togeth-
er. Evaluation and assessment of work perfor-
mance by the company mainly depend on the
performance of its employees. The significance of
employee performance in a company is crucial
because it is directly correlated with the ability
and competence of the organization's human
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resources. These human resources function as
the company's leading intellectual capital and are
essential in realizing company goals (Yusuf,
2022). Implementation of employee work evalua-
tion is what the company and its employees want.
Assessment is carried out from an organizational
point of view to improve work results, mainly to
increase company profits. From an employee's
point of view, job evaluation serves as a basis for
self-improvement, achieving incentive goals, and
increasing work efficiency (Arfan & Ambartiasari,
2020).

Performance evaluation is a systematic pro-
cess of conducting performance appraisals to
assess employees' daily work responsibilities,
determine whether there has been an increase or
decrease in performance, and provide supportive
motivation to improve future performance. It is
better if this activity is carried out routinely to find
the right solution (Zulkarnaen et al., 2020). Per-
formance evaluation is a systematic assessment
to ascertain employee performance and organi-
zational effectiveness. In addition, it is essential
to appropriately determine the need for job train-
ing, allocate functional responsibilities to employ-
ees to improve their future performance, and use
this as a basis for establishing promotion and
salary determination policies. Performance eval-
uation is the recommended approach to enhance
the performance of individuals who do not meet
the standards expected in the organization. The
ultimate purpose of this process is to allow all
employees in the organization to achieve perfor-
mance standards according to the organization's
wishes (Norman et al., 2022).

2.3Employee Performance

Performance refers to an individual's actual
job performance or work performance. The ver-
sion in the context of work achievement relates to
the results of an employee's efforts, both in quali-
ty and quantity, because they fulfill the responsi-
bilities given. Performance refers to the level of
achievement achieved by individuals over a cer-
tain period concerning benchmarks, goals, and
criteria that have been previously set and agreed
upon (Kurniawan et al., 2019). Employee perfor-
mance refers to individuals who have fulfilled
their respective duties and obligations. Every
company needs employees as workers to im-
prove the quality of its products and services. The
importance here of employees is a valuable asset
for the company to advance by contributing to
good performance (Arista & Nurlaila, 2022). The
performance is the result of each employee com-
pleting their duties and work. Therefore, the or-
ganization needs a performance improvement
strategy to improve employee performance so
that organizational goals can be achieved. An
employee can be said to have good performance
if the results of his work can be performed well or
if the realization of his work is higher than what is
set by the organization (Subarto et al., 2021).

The performance of human resources is an
essential aspect of organizational development
and is a real effort the organization makes to
achieve its goals. Timely completion and quality
of assignments are one of the factors that can
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affect employee performance. Employee motiva-
tion to fulfill their duties to an organization is a
variable that can affect their overall job perfor-
mance. In addition, other factors of employee
performance can be obtained from sources of
motivation that can facilitate the emergence of
innovative concepts to achieve organizational or
business goals, as well as from personal attrib-
utes that can stimulate creative thinking aimed at
realizing revolutionary ideas.

The results of their work execution will pro-
vide constructive criticism to both employers and
employees, enabling them to maintain their pro-
active efforts and deliver high-quality results. The
proposed actions have the potential to generate
mutual benefits for the organization and its em-
ployees, as they can contribute to the cultivation
of a positive self-image among the workforce,
which is characterized by high commitment and
loyalty to the company (Primawanti & Ali, 2022).
The level of performance an individual shows
depends on their capacity to complete a particu-
lar task or job, as well as their level of motivation.
The individual must have the required level of will
and the appropriate level of ability.

The efficacy of individual will and capacity
depends on a comprehensive understanding of
the task at hand, including a clear understanding
of the steps and procedures required. The ability
to measure employee performance is a factor
that significantly determines a company's suc-
cess. The drive of this research is to determine
whether the predetermined goals set by the or-
ganization have been successfully achieved.
Employee performance may only sometimes
meet the expectations of their superiors or the
organization they work for because various fac-
tors can influence it. It is advantageous for a su-
pervisor to know the variables that affect the
productivity of his subordinates. The work envi-
ronment in which employees operate is a signifi-
cant factor affecting their performance. The sig-
nificance of the work environment is noteworthy
in the work context. According to research find-
ings, more than 50% of employees resign be-
cause the work environment is unsatisfactory or
unsupportive (Sunarsi et al., 2020).

2.4The Work Environment's Influence Toward
Employee Performance

Sihaloho & Hotlin (2019) said the work envi-
ronment positively and significantly influences
performance. The above phenomena can be as-
sociated with an adverse physical and non-
physical environment, which leads to decreased
employee productivity as evidenced by mistakes
in completing tasks, irregular working hours, re-
duced attendance rates, and lack of collaboration
between employees. According to research by
Josephine & Harjanti (2017), employee perfor-
mance is positively influenced by the work envi-
ronment. This suggests that an effective organi-
zational system can ensure employee productivi-
ty, enabling companies to achieve favorable atti-
tudes and behaviors conducive to success. Effi-
ciently contribute to the organization's goals in a
way that produces profitable results and profits
for the company. Kusumastuti et al. (2019) also
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stated, the work environment positively and sig-
nificantly influences employee performance, so a
cozy and facilitative work environment will opti-
mize employee performance. The work environ-
ment substantially affects employee performance
which is mediated by employee job satisfaction,
so job satisfaction causes the work environment
to become more conducive and influences em-
ployee performance more optimally.

2.5Performance Evaluation's Influence on

Employee Performance

The results of the research conducted by
Masirete (2015) stated that job evaluation partly
has a positive and significant effect on worker
performance because employee performance is
the result or measure of a person's process,
achievement, or achievement concerning the
tasks assigned to him. While performance evalu-
ation is a job assessment, so from the results of
the review, there is an increase in compensation
that will increase employee performance. Perfor-
mance evaluation is the fairest way of rewarding
or rewarding employees.

Trisabekti (2014) also states that employee
performance evaluation at Bank BPRS Margirizji
Bahagia Yogyakarta has a significant influence
on employee performance; this is because the
performance evaluation carried out has been
practical, this is due to the performance evalua-
tion carried out already effective. Having a per-
formance evaluation means that employees get
approval from superiors, thus encouraging em-
ployees to be excited to work and improve their
performance.

3. Methods

The data collection tool used is an online
questionnaire. Data analysis was carried out us-
ing SmartPLS 3.3 software and structural equa-
tion modeling. Content validity is used to deter-
mine the validity of the measuring instrument,
meaning that the tool (questionnaire) is suitable
for measuring the concept being measured (re-
search variable). Significance and its relationship
to research variables and Cronbach's alpha coef-
ficient are used to calculate reliability (Oktorada &
Soediantono, 2022).

Table 1. Data Collection Results

Kategori Total Percentage
Questionnaires )
distributed 167 100%
Returned. question- 101 60.47%
naires
Eligible question- 101 60.475%
naires

Source: Data Processed 2022

Questionnaires were distributed to 167 peo-
ple, of which 130 were daily employees, and 37
were monthly employees but only returned 101
responses (60.47%). This analysis was carried
out after the authors obtained findings by observ-
ing the work environment and evaluating employ-
ee performance.
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Table 2. Classification by Gander
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Table 5. Cronbach's Alpha and Composite Realibity

Description Total Percentage Values

Male 83 82.2% Cronbach’s  Composite
Female 18 17.8% Alpha Reliability

Jumlah 100 100% Work Environment 0.979 0.982

Source: Data Processed 2022 Performaat::)cne Evalu- 0.979 0974

In table 2, which is grouped according to gen- Employee Perfor-
. 0.979 0.983
der, it can be concluded that out of 101 respond- mance

ents, there were 83 male respondents with a per-
centage of 82.2% and 18 female respondents
with a percentage of 17.8. Therefore, seeing from
this classification, male gender is the majority of
respondents in this study.

Table 3. Classification of Respondents by Age

Description Total Percentage
< 30 age 25 24.8%
30 -40 age 47 46.5%
41 — 50 age 25 24.8%
> 50 age 4 3.9%
Jumlah 101 100%

Source: Data Processed 2022

In table 5, it can be seen that the test results
on composite reliability and Cronbach's alpha are
greater than 0.70, so the conclusion that can be
drawn is that this research has declared all indi-
cators reliable.

Table 6. R-Square Value

R Square
R Square Adjusted
Employee Perfor- 0.810 0.806

mance

Source: Data Processed 2022

In table 3 which contains respondent data
classified by age. It can be concluded that of the
101 respondents, ages < 30 years were 25 with a
percentage of 24.8%, ages 30-40 years were 47
respondents with a percentage of 46.5%, ages
41-50 years were 25 respondents with a percent-
age of 24.8%, and ages > 50 years were 4 re-
spondents with a percentage of 3.9%. Therefore,
in this study, 30-40 years old is the majority of
respondents for age group classification.

Source: Data Processed 2022

Table 6 above explains that, the R-Square
value on user interest is 0.810 which means that
the employee performance construct is explained
by the work environment construct and perfor-
mance evaluation with a percentage of 81% and
the remaining 19% is explained by other con-
structs outside this study.

Table 7. Hypothesis Test Results of Path Coefficient
(Mean, STDEV, T-Statistic, P Values)

Variable Work Performance
Table 4. Initial Item Loadings and AVE Independent Environment Evaluation
Variables erti?#sn Loczll:jti?]rgs AVE D\e/gﬁggf:t Employee Performance
LK1 0,906 Original
LK2 0.917 sample (0) 0.929 -0.057
LK3 0,900 Sample
Work Emi LK4 0,936 Mean (M) 0.650 0.225
ronment LK5 0,959 0,856 Star)dard
LK6 0,938 Deviation 0.442 0.423
LK7 0,911 T(gTD_E\_/)
LK9 0,959 tatistics
LK10 0.899 (lO/STDEV)) 2.100 0.135
EK1 0,901 P-Values 0.036 0.893
EK2 0,943 Description supported Not supported
EK3 0,932 Source: Data Processed 2022
Performqnce EK4 0,897 0.825
Evaluation EKS 0,891 ’ The t-table and t-statistic show the results that
EES 83(7)‘21 with the comparison that has been made from
EK10 0924 table 7, the research results can be read as fol-
KK1 0,937 lows. The significance of the results is seen from
KK5 0,964 the t-statistic value> t-table (Ghozali, 2014). The
ngoeﬁéii e KK6 0,977 0,921 research that has been §tudied shows a value of
KK7 0,963 1.65 on the t-table. To find out whether the con-
KK8 0,958

Source: Data Processed 2022

In table 4 more than 0.60 the outer loading
value of all construct indicators and 0.50 AVE
value. So it can be concluded in this study that
the overall construct entirely meets the validity
(convergent validity).
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structs have a direct relationship, it can be seen

in the explanation below:

1. The work environment in employee perfor-
mance obtained an original sample value of
0.929, amounting to 2.100> 1.65 obtained in
the t-statistic value, this value explains that
the results are supported. So, the conclusion
that can be drawn is that the work environ-
ment has a positive effect on employee
performance.

2. Performance evaluation on employee perfor-
mance obtained an original sample value of -
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0.057 and a t-statistic value of 0.135 < 1.65
which explains that these results are not
supported. So, the conclusion that can be
drawn is that performance evaluation has
no effect on employee performance.

4. Discussion

4.1 Effect of Work Environment on Employee
Performance

When employees get a pleasant work envi-
ronment, it will provide a sense of comfort to em-
ployees, which can affect increased employee
performance. Suppose the employee feels com-
fortable with the work environment where the
employee works. In that case, the employee will
feel at home at work, and the employee's produc-
tivity will increase so that work time is used effec-
tively and efficiently. A comfortable work envi-
ronment, physical or non-physical, such as ade-
quate facilities for workers, security in every
workplace, and having harmonious co-workers
can support employee performance will lead to a
sense of satisfaction for workers in the company.
With a comfortable work environment, employees
can feel at home and loyal to the company.

These results are supported by research con-
ducted by Sihaloho & Hotlin (2019), Josephine &
Harjanti (2017), and Kusumastuti et al. (2019),
which states that the work environment affects
employee performance because basically, the
work environment is one of the most frequent
places for employees to carry out their daily activ-
ities. Therefore, the results obtained are that the
work environment can improve employee perfor-
mance with a comfortable work environment,
adequate facilities, good security around the
workplace, and harmonious relations between
employees influence employee performance in
the company.

4.2 Effect of Performance Evaluation on Em-
ployee Performance

The processing that has been done; the re-
sults say that the effect of performance evalua-
tion on employee performance gets a negative
value. It is shown from the t-statistic value of
0.135 <1.65. These results contradict previous
research conducted by Masirete (2015), and
Trisabekti (2014) different ways of doing some-
thing, so not all performance evaluation activities
will impact every employee.

Sari et al. (2020) mentioned this and said that
personality influences a person's thoughts, feel-
ings, and behavior. This indicates that a job or
position must be assigned to a worker with an
ideal nature and thinking to complete the job sat-
isfactorily and perform well. Character shows a
condition or attitude that exists in employees to-
wards company rules and regulations. Thus, if
the employee carries out the work within the
company until it is completed, following the ex-
pectations of the superior, then the employee is
considered responsible for the assigned task and
company goals. In this way, it will be easy to
achieve increased employee performance. In
other words, if an employee has a personality
that is the opposite of what was said above, per-
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formance evaluation for employees to improve
employee performance is likely ineffective.

5. Conclusion

Seeing the many complaints about employees
because of the difficulty of competition in the
company to get a career path or position at work,
it is possible to change the thoughts and attitudes
of employees who previously wanted to get a
good career path or situation but their hopes
were closed due to the difficulty of competing with
other employees. As a result, employees work
only to get their rights, namely salary, because of
their ignorance in improving their performance in
the company. If the employee's thinking is like
that, then it is likely that the enthusiasm and mo-
tivation of the employees to work harder will be
less. That way, when employees get a perfor-
mance appraisal that is unsatisfactory for the
company, the company must carry out a perfor-
mance evaluation and hope that employees per-
form better than before. Still, if the thinking and
attitude of employees' morale have changed,
then the assessment will not affect employees
because they work only to get their right, that is,
salary every month.

Companies must also involve employees
when conducting performance appraisals. Pratiwi
& Adrie (2022) mentioned this, who said that
leaders must conduct consultations and provide
opportunities for employee involvement in making
decisions. Employees must know the perfor-
mance appraisal based on various points, such
as attendance, attitude or work behavior, disci-
pline, cooperation in doing work, work initiative,
work quality, work quantity, worker knowledge,
and work skills. Employees must know these
points. With employees knowing how perfor-
mance appraisal works, employees will have an
idea of how to work. That way, it allows employ-
ees to get good performance. When there is an
HRD evaluation, they must also tell where the
weaknesses are so that employees understand
what needs to be improved in themselves for the
company.

This study shows that improving employee
performance can be done by creating a comfort-
able work environment for employees, so in this
study, the influence of the work environment on
employee performance has a positive impact on
employee performance. This study has the result
that performance evaluation does not affect im-
proving employee performance, so in this study,
the effect of performance evaluation does not
affect employee performance. Companies must
prioritize a physical or non-physical work envi-
ronment to make employees feel comfortable and
safe. Companies must involve employees when
evaluating employee performance so that em-
ployees understand their shortcomings. The vari-
able that influences performance evaluation on
employee performance is still tiny, so it is hoped
that further researchers can conduct this re-
search using a method that is different from this
research
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