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This study aims to analyze and examine the effect of transformational leadership style, 
work discipline, and work motivation on the performance of employees of PT. 
PUTRA FILE INDAH Son. The method of determining the sample using saturated 
sampling, so that all the population is used as a sample of 90. Data collection using a 
questionnaire. The data test technique uses Data Feasibility Test, Classical 
Assumption Test, influence test, hypothesis test, and coefficient of determination test 
which will be analyzed using SPSS version 23.0 program. The results showed that 
transformational leadership style had a positive and significant effect on employee 
performance by 45.5%, work discipline had a significant effect on employee 
performance by 56.4%, and work motivation had a positive and significant effect on 
employee performance by 109.5% 
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INTRODUCTION 
The industrial world is getting stronger. The 

number of businessmen in Indonesia is mutual 
healthy competition in improving and producing 
quality products highly competitive. Human 
resources are the most important factor in achieve 
this goal. According to Hillebrandt et al. (2017), 
resource management Humans have a great impact 
on the achievement of the final goal the company 
they work for, that is, the company can do an 
assessment regularly once a month to see if 
employees work according to work 
procedures,which will certainly not harm the 
company. 

Humans are a strategic factor in all 
organizational activities, because humans have 
business ideas and plans, and humans will too make 
it happen. Human resources are one of the driving 
and determining factors the course of an organization 
to achieve organizational success or goals. Every 
organization will always expect resources that can 
work effectively and fficiently in order to facilitate 
the goals of the organization can be achieved 
according to what is expected. Human resources are 
all capabilities that have the possibility to be 
developed or possessed by humans that can be 
donated/given to society for produce goods/services 
(Sedarmayanti, 2017). A company said forward and 
succeed not only in terms of the amount of profit 
earned by company, but one of the supporting factors 
is the quality of resources human owned by the 
company. What is meant by resources the human 
being itself is an employee who tries hard to make it 
happen expectations from the company. 

Success in achieving the company's goals can 
be seen from performance that has been achieved by 
its employees. Employee performance is level of 
success in carrying out duties and responsibilities 
contribution to company. Improving employee 
performance will bring progress to the company to 
survive in a competitive business. Employee 
performance improvement can This is due to several 
factors, including style transformational leadership, 
work discipline, and work motivation. 

The existence of human resources in a company 
holds very important role. The workforce has great 
potential for carry out company activities. The 
potential of every existing human resource in the 
company must be utilized as well as possible, so as 
to be able give maximum results. 

 
Companies and employees are two things that need 
each other. If employees succeed in bringing 
progress to the company, the profits are obtained will 
be picked by both parties. For employees success is 
the actualization of self-potential as well as 
opportunities to meet needs his life. As for the 
company, success is a means to company growth and 
development. Human resources are the only one who 
has sense, will, knowledge, drive, the power and 
work of an employee is the most valuable investment 
in organization which is a key asset that is valuable 
and must be recognized its existence as the main key 
is even a determining factor for the top the success of 
an organization in carrying out its vision, mission 
and goals organization. That is why the role of 
humans is very influential as a driving force and as 
an agent of change (Agent Of changes). 

Development of existing human resources 
within the scope of the organization is a process of 
improving the quality or ability of humans in in order 
to achieve the company's goals. Organizational goals 
can be achieved as much as possible if supported by 
good performance from the employee. To get good 
performance from employees it must a structured and 
effective direction is sought. Company on the way 
Motivate employees to want to work more 
productively with established company goals. 

Motivation can be seen as a change in energy 
within a person which is marked by the appearance 
of a feeling, and preceded by a response for a 
purpose. Motivation is the basic drive that moves 
someone or the desire to devote all energy because 
of something aim. As stated by Mangkunegara 
(2009:61) motivation is a condition or energy that 
drives self-directed employees or directed to achieve 
organizational goals of the company. Employee 
mentality The positive attitude towards the work 
situation strengthens the motivation to work to 
achieve maximum performance. Three elements 
which are the key to motivation, namely effort, 
organizational goals, and needs. So motivation in 
terms of it is actually a response to an action. 
Motivation comes from within human self because 
of encouragement by the existence of an element of 
a goal. this goal Regarding the matter of needs it can 
be said that there will be no motivation if you don't 
feel a need. 

In this case humans have a tendency like that 
disclosed by Mc. Gregor in Gomes (2003:192) that 
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humans are like theory X and theory Y. Theory X 
which basically states that humans tends to behave 
negatively, whereas theory Y is basically human tend 
to behave positively, it is necessary to motivate 
employees. From this opinion it can be concluded 
that managers must be able to understand the 
characteristics of its employees before giving 
motivation to the employees his employees. Thus 
managers can motivate their employees with look at 
the characteristics of one employee with another in a 
different way motivated him. Therefore, it is to 
achieve the expected performance companies need 
motivation in employees. With motivation and 
performance appraisal, organizational goals can be 
achieved and also chieved goals personal. Giving 
motivation to someone is a link in the chain starting 
from needs, generating desires, causing actions, and 
come up with a decision. Of the various stages of 
giving motivation, the main factor namely the need 
and the direction of behavior. Giving motivation 
must be directed for achieving organizational goals. 
Only with clarity of purpose then all personel 
involved in the organization can easily understand 
and carry it out. 

 

METHODS 
To obtain the data needed to support research, 

data collection techniques used in this study are as 
follows: 

Observation: Observations were made by 
researchers by means of observation and recording 
of the performance of employees of PT. Putra File 
Indah  

Literature study: Literature study in this 
research the writer collects own data from the 
theoretical basis and related journals. 

Questionnaire: This questionnaire was 
distributed to employees of PT. Putra File Indah uses 
a list of submitted statements to respondents to 
provide answers regarding statements about 
leadership style transformational, work discipline, 
work motivation and performance employee. 
Analysis Method 

Data analysis in this study is an interpretation 
for research used to answer the questions to reveal 
phenomenon in this research. 

The analytical method used to interpret as well 
analyze the data according to the model developed in 
this study is multiple linear regression. This research 

uses several steps in conducting data analysis, 
namely: 
Validity test 

In general, the validity test works to see if the 
item the statement used is able to measure what you 
want to measure. A questionnaire is declared valid if 
the statement on the questionnaire being able to 
express something to be measured by the 
questionnaire (Ghozali, 2018). According to Ghozali 
measure validity can be done by doing a correlation 
between statement item scores with the total score of 
constructs or variables. That is done by comparing 
the calculated r value (corrected value Item – Total 
Correlation on Crondbach Alpha output) with value 
r table for degree off reddom (df) = n-2. Analysis is 
done by correlating the item score with the total item 
score by calculating the PearPutra Product Moment 
Correlation. In this is the correlation coefficient 
which has a significant value of less than 0.05 means 
that these items are valid as constituents indicator. To 
find out the score of each statement item valid or not, 
then the statistical criteria are set as follows. 

If r count > r table and is positive, then variable 
it is valid 

If r count < r table and is negative, then the 
variableit is not valid. 
Reliability Test 

Reliability test is used to measure the 
questionnaire is an indicator variable. The 
questionnaire is said to be reliable or reliable if each 
statement is answered by the respondent consistent 
or stable over time. A questionnaire said reliable if 
the Cronbach Alpha value is greater than 0.7 
(Ghozali, 2018). 

The reliability test in this study was carried out 
by measurement just once or the one shot method 
which is a measurement that done only once and then 
the results will be in compare with other statements 
or measure the correlation between answer. 
Measuring reliability with the Cronbach Alpha 

statistical test (α). 
Normality test 

The normality test aims to find out whether the 
regression models, confounding variables or 
residuals have a distribution normal or not. As it is 
known that for the t test and f test assumes that the 
residual values follow a normal distribution. Test 
normality is usually tested based on histograms, 
plots, and one sample kolmogorof-smirnov, but 
researchers only use analysis the one sample 
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Kolmogorof-Smirnov test using a level significance 
0.05. The data is declared normally distributed if 
significance greater than 5% or 0.05. 
Multicollinearity Test 

According to Ghozali (2018) on this 
multicollinearity test aims to find out whether the 
regression model is found correlation between 
independent variables or independent variables. For 
find out whether or not multicollinearity exists in the 
regression model can be known from the tolerance 
value and the value of the variance inflation factor 
(VIF). The tolerance value measures the variability 
of the independent variables selected that cannot be 
explained by other independent variables.so a low 
tolerance value is the same as a high VIF value, due 
to VIF = 1/tolerance, and shows that there is high 
collinearity. The cut off value used is for a tolerance 
value of 0.10 or VIF value above 10. 
Heteroscedasticity Test 

The heteroscedasticity test aims to test whether 
it is in the model regression occurs variance 
inequality of the residual one observation to another 
observation. If the variance of the residual one 
observation to other fixed observations, it is called 
homoscedasticity and if different is called 
heteroscedasticity. The method used for detect the 
presence or absence of heteroscedasticity in this 
study, by looking at the plot graph between the 
predicted values of the dependent variable 
(dependent) namely ZPRED with the residual 
namely SRESID. Detection whether there is 
heteroscedasticity can be done by looking whether 
there is a certain pattern on the scatterplot graph 
between SRESID and ZPRED where the Y axis is 
predicted and the X axis is studentized residual (Y 
predicted –Y real). Basic analysis used to detect 
heteroscedasticity are as follows 

a. If there is a certain pattern, such as the dots 
that form a pattern certain regular (wavy, widened 
then narrowed), then indicates there has been 
heteroscedasticity, so that the model is not suitable 
for use. 

b. If there is no clear pattern, the dots spread 
over and below the number 0 on the Y axis, then it 
doesn't happen heteroscedasticity so that the model 
is feasible to use. 
Multiple Linear Test 

Multiple linear regression analysis was used for 
measure the effect of more than one independent 
variable on dependent variable. In the journal 

Marsoit et al (2017) to find out that the multiple 
linear regression model in this study can called a 
good model. Then this model should be tested with 
tests for normality, multicollinearity, and 
heteroscedasticity, in order it can be seen whether the 
multiple linear regression model is deep This 
research has been freed from the assumptions of 
classical statistics. Multiple regression analysis is 
used to find out influence between two or more 
independent variables with one the dependent 
variable is displayed in the form of an equation 
regression (Priyatno, 2016:92). 

The multiple regression equation formula is as 
follows: 
information: 

Y=a+b1X1+b2X2+b3X3+e 
Y = The dependent variable studied. 
a = Constant. 
b = Regression Coefficient. 
X = Independent Variable examined. 
T test 
The t statistical test is basically used for testing 

one direction and intended to determine the 
relationship between the independent variables (X) 
to the dependent variable (Y) partially. Testing by 
following the t distribution for degrees of freedom n-
5 (fiani and Japarianto. 2012).  

The t table value is calculated by the formula: 
(df) = N - K, N is the number of samples and K 

is the number of dependent or dependent variables 
added with independent or independent variables, so 
you get degrees freedom (df) = 90 – 4 = 86, so we get 
t table = 1.66277 to find out whether each variable is 
independent has a significant effect on the dependent 

variable partially with α = 0.05.  
The t test criteria are as follows 
a. Ho is accepted and Ha is rejected if the value 
of tcount < ttable or if sig value > 0.05. 
b. Ho is rejected and Ha is accepted if the tcount 
> ttable or if the sig value < 0.05. 
Determination Coefficient Test (R2) 
The coefficient of determination is the value 

used for measure the magnitude of the contribution 
of the independent variable (X) to variation 
(increase/decrease) the dependent variable (Y) 
(Imron 2019). In other words , variable Y can be 
explained by variable X of r2% and the rest 
explained by other variables. 
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With the following conditions: 
1. If the results are closer to 0, it means that the 

ability of the independent variables to explain the 
variable variation is very high limited. 

2. If the results are close to 1, it means the 
independent variables provides almost all the 
information needed to predict the variation of the 
dependent variable. 
In general, the coefficient of determination for cross 
data is relatively low 
Due to the large variation between each observation, 
whereas for time series data usually has a coefficient 
value 

high determination. 
Validity Test Results 

Validity test is used to measure valid or whether 
or not a measuring instrument used in a study. The 
questionnaire is said to be feasible if it contains each 
item question or statement able to reveal something 
conditions felt or experienced by respondents who be 
a sample in research. In this study test validity 
conducted by researchers to determine relevance 
questionnaire which is a research measuring tool, 
feasible or not for use in collecting data from 
respondents or employees of PT. Putra File Indah. In 
doing the test the validity of the requirements of this 
instrument researchers first distributing 90 
questionnaire data to respondents, this is done to 
minimize the results of the validity of the data from 
tests conducted on each variable independent namely 
Transformational Leadership Style (X1), Work 
Discipline (X2), and Work Motivation (X3) and 
variables dependent, namely Employee Performance 
(Y). Data validity test results This has been done by 
researchers using assistance SPSS version 23.0. Can 
be seen in the tables below: 
Results of the Validity Test of Transformational 
Leadership Style (X1) 

Based on the data in the calculation performed, 
namely the results test the validity of the data related 
to the Transformational Leadership Style variable 
(X1), the results of the tests carried out by the 
researchers obtained the results of all rcount values 
greater than rtable values (0.207) and significantly 
less values than alpha values (0.05). It can be 
concluded that the data obtained from the 
respondent's answer questionnaire are related. 

 

Work Discipline Validity Test Results 
(X2)Based on  the calculation performed are the 
results test the validity of the data related to the Work 
Discipline variable (X2), the results of the tests 
conducted by the researchers obtained the results of 
all rcount values greater than rtable values (0.207) 
and significantly less values than alpha values (0.05). 
It can be concluded that the data obtained from the 
respondent's answer questionnaire related to factors 
regarding the Work Discipline variable (X2), that all 
of the statement items are said to be valid and 
appropriate to be used for data collection in this 
study. 
Work Motivation Validity Test Results (X3) 

Based on the data in the calculation performed 
are the results test the validity of the data related to 
the variable Work Motivation (X3), the results of 
tests conducted by researchers obtained the results of 
all rcount values greater than rtable values (0.207) 
and significantly less than alpha values (0.05). It can 
be concluded that the data obtained from the 
respondent's answer questionnaire relating to the 
factors regarding the Work Motivation variable (X3), 
that all of the statement items are said to be valid and 
feasible to used for data collection in this study. 

Based on  the calculation performed, the results 
of the data validity test related to the Employee 
Performance variable (Y), the results of the tests 
conducted by the researcher obtained the results of 
all rcount values greater than rtable values (0.207) 
and significantly smaller values than alpha values 
(0.05). It can be concluded that the data obtained 
from the respondent's answer questionnaire related to 
factors regarding the Employee Performance 
variable (Y), that all of the statement items are said 
to be valid and feasible to be used for data collection 
in this study. 
Reliability Test 

The reliability test was used to determine a 
questionnaire using the SPSS program version 23.0 
showing that all variables have a Cronbach's alpha 
value > 0.7, so that it can be said that each 
respondent's answers to the statement items are 
consistent (reliable). The following is a table of 
results from the questionnaire by research as follows: 
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Transformational Leadership Style Reliability Test 
Results (X1)  

Based on the calculation performed, the 
Cronbach Alpha value of the reliability test 
calculation is 0.740 > 0.70, the research instrument 
for the Transformational Leadership Style variable 
(X1) is declared reliable so that it can be used for data 
collection in measuring the transformational 
leadership style variable. 
Work Discipline Reliability Test Results (X2) 

Based on the calculation performed the alpha 
calculation cronbach value reliability test of 0.930 > 
0.70, then the research instrument is variable Work 
Discipline (X2) is declared reliable so that it can be 
used for data collection in measuring work discipline 
variables. 

Work Motivation Reliability Test Results (X3) 
Based on the calculation performed, the Cronbach 
alpha value for the reliability test calculation is 0.862 
> 0.70, so the research instrument variable Work 
Motivation (X3) is declared reliable so that it can be 
used to collect data in measuring Work Motivation 
variables. 
Employee Performance Reliability Test Results (Y) 

Based on the calculation performed, the 
Cronbach alpha value for calculating the reliability 
test is 0.936 > 0.70, so the research instrument for the 
Employee Performance variable (Y) is stated to be 
reliable so that it can be used for data collection in 
measuring employee performance variables 
Normality Test  

This normality test was carried out using One 
Sample Kolmogorof-Smirnov Test. The data test is 
normally distributed if the resulting AsympSig (2-
tailed) value is greater than the alpha value, which is 
0.05 (5%). 
Normality Test Results  

Based on the data the calculation performed, the 
results of the normality test are known to have a 
significance value of 0.06> 0.05, it can be concluded 
that the residual values are normally distributed. 
Multicollinearity Test Results  

This test should not have multicollinearity 
between variables or a high relationship between 
some or all of the explanatory variables. In addition 
to these methods, multicollinearity symptoms can 
also be identified by using VIF (Variance Inflation 
Factor) values. If the VIF value is more than 10 then 
there are symptoms of multicollinearity, while the 
element (1-R²) is called Collinierty Tolerance, 

meaning that if the collinearty tolerance value is 
below 0.1 then there are symptoms of 
multicollinearity. Based on the data testing carried 
out, the results are as shown in the table below 

Multicollinearity Test Results 
Based on the calculation performed, it is known that 
the tolerance value for Transformational Leadership 
Style, Work Discipline, and Motivation > 0.10 and 
the VIF value <10 and then the data does not have 
multicollinearity. 
Heteroscedasticity Test Results 

Heteroscedasticity is used to test whether in the 
regression model, there is an inequality of variance 
or residual of another observation. If the residual 
variation from one observation to another 
observation remains, then it is called 
homoscedasticity, and if the variance is different it is 
called heteroscedasticity. A good model is that there 
is no heteroscedasticity. 

Basis of taking the decision is that if a certain 
pattern, such as the existing dots form a certain 
regular pattern, then heteroscedasticity occurs. If 
there is no clear pattern, and the points spread below 
and above the number 0 on the Y axis, then 
"heteroscedasticity does not occur" in the regression 
model 

Based on the data calculation performed, it 
shows that the dots spread randomly, do not form a 
clear/regular pattern, and are spread both above and 
below the number 0 on the Y axis. Thus, this research 
data is free from heteroscedasticity. 
Multiple Linear Regression Test 

Multiple linear regression analysis is used to 
measure the effect of more than one independent 
variable on the dependent variable. 
Multiple Linear Regression Test Results 

From the the calculation performed, a multiple 
linear regression equation model can be compiled 
based on column B. The multiple linear regression 
model of the research results is as follows: 

Ŷ = 4,390 + 0.155X1 + 0.456X2 + 0.672X3 
The multiple linear regression equation model of the 
results of the analysis can be interpreted as follows: 
1. A constant value of 4.390 means that if the 
variables of transformational leadership style, work 
discipline and work motivation are zero, then work 
discipline is 4.390. 
2. The value of the beta coefficient on the 
transformational leadership style variable is 0.155 
which means that any change in the transformational 
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leadership style variable (X1) of one unit will result 
in a change in performance (Y) of 0.155 units. 
Conversely, a one-unit decrease in performance (Y) 
will decrease the transformational leadership style by 
0.155 with other assumptions being the same. 
3. The value of the beta coefficient on the work 
discipline variable is 0.356 which means that any 
change in the work discipline variable (X2) of one 
unit will result in a change in performance (Y) of 
0.356 units. Conversely, a decrease in one unit of 
performance (Y) will reduce work discipline by 
0.356 with other assumptions being the same. 
4. The value of the beta coefficient on the work 
motivation variable is 0.672 which means that any 
change in the work motivation variable (X3) of one 
unit will result in a change in performance (Y) of 
0.672 units. Conversely, a decrease in one unit of 
performance (Y) will reduce work motivation by 
0.672 with other assumptions being the same. 
T test results 

In the results of data analysis using SPPS 
version 23, several results were obtained to find out 
whether the independent and dependent variables 
had a normal distribution or not, test the regression 
analysis to find out how much influence the 
independent variables had on the dependent variable, 
test the hypothesis to find out the truth of the 
hypothesis in this study by means of comparing t 
count with t table, the following results of the 

analysis include: α = 0.05 , dk = n – k – 1 = 90-3-1 
= 86 so t table = 1.987. 
Test Results T Test Results (Partial) 
1. Hypothesis test of transformational leadership 
style on employee performance 

The results of the t-test statistics for the variable 
obtained a t-value of 4.390. With a total of 90 data, 
where t table at a = 10% : 2 = 5% with degrees of 
freedom (df) n-k-1 = 86, then we get t table = 1.987. 
The results show that t count is greater than t table 
(4,390 > 1.987), with a significant value of 0.072 less 
than 0.05 (0.072 <0.05), and the regression 
coefficient has a positive value of 0.155, the 
hypothesis which states that transformational 
leadership style significant effect on employee 
performance can be accepted. These results also 
prove the first hypothesis "that transformational 
leadership style influences employee performance. 
2. Test the work discipline hypothesis on employee 
performance 

The statistical results of the t test for the 
discipline variable obtained a t value of 3.536. With 
a total of 90 data, where t table at a = 10% : 2 = 5% 
with degrees of freedom (df) n-k-1 = 86 then 
obtained t table = 1.987. The results show that t count 
is greater than t table (3.536> 1.993), with a 
significant value of 0.001 less than 0.05 (0.001 
<0.05), and the regression coefficient has a positive 
value equal to 0.356, the hypothesis which states that 
work discipline has a significant effect on employee 
performance is acceptable. These results also prove 
the first hypothesis "that work discipline affects 
employee performance. 
3. Hypothesis Test Work motivation on employee 
performance.  

The statistical results of the t-test for the 
variable Work Motivation are obtained t count value 
of 4.145. with a total of 75 data, where t table at a = 
10% : 2 = 5% with degrees of freedom (df) n-k-1 = 
86 then obtained t table = 1.987. The results show 
that t count is greater than t table (4.145 > 1.993), 
with a significant value of 0.000 less than 0.05 (0.042 
<0.05), and the regression coefficient has a positive 
value of 0.672 so the hypothesis states that work 
motivation has an effect significant effect on 
employee performance is acceptable. These results 
also prove the first hypothesis "that work motivation 
influences employee performance. 
Test of the Coefficient of Determination (R2) 

The coefficient of determination aims to 
measure how far the model's ability to explain the 
dependent variable. Based on the results of the 
calculation of the coefficient of determination test 
(R2) using the SPSS v 23.0 program, it can be seen 
in the following table: 
Test Results for the Coefficient of Determination 
(R2) 

Based on the results of the calculation 
performed, it can be seen that the coefficient of 
determination (r square) is 0.748, so the contribution 
of the influence of the independent variables 
transformational leadership style (X1), work 
discipline (X2), and work motivation (X3) on 
employee performance (Y) is 74.9% while the 
remaining 26.1% is influenced by other factors not 
examined in the study. 
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RESULTS AND DISCUSSION 
The discussion the influences between 

variables, namely the effect of transformational 
leadership style on employee performance, the 
influence of work discipline on employee 
performance and the effect of work motivation on 
employee performance 
The Influence of Transformational Leadership Style 
on Employee Performance 

The results of the influence test using a simple 
linear regression test show that there is a positive 
influence between the transformational leadership 
style on the performance of employees of PT. Putra 
File Indah. Then the results of testing the hypothesis 
using the t test of this study produce tcount values 
greater than ttable. In this case it can be concluded 
that the transformational leadership style at PT. Putra 
File Indah has an effect on employee performance. 
Effect of Work Discipline on Employee Performance 

 The results of research conducted by 
researchers regarding the work discipline variable on 
employee performance through a simple linear 
regression test get results if work discipline affects 
performance, while the results in the t test show that 
the tcount value is greater than the ttable value which 
can be interpreted as having a significant influence 
on employee performance . It can be concluded that 
work discipline has a positive and significant 
influence on the performance of employees of PT. 
Putra File Indah. 
The Effect of Work Motivation on Employee 
Performance 

The results of the influence test using a 
simple linear regression test which shows that there 
is a positive influence between work motivation on 
the performance of employees of PT. Putra File 
Indah. Then on the results of hypothesis testing using 
this research test the tcount value is greater than 
ttable. It can be concluded that work motivation at 
PT. Putra File Indah has an effect on employee 
performance 
 
 
 
 

CONCLUSION 
Based on the results of the analysis and 

discussion above and the purpose of this study, 
namely to determine the influence of 
Transformational Leadership Style, Work Discipline 
and Work Motivation on Employee Performance at 
PT. Putra File Indah will then be concluded as 
follows: 

Transformational Leadership Style influences 
the performance of employees of PT. Putra File 
Indah, where these results are supported from the 
results of hypothesis testing that there is an influence 
between transformational leadership style on the 
performance of employees of PT. Putra File Indah. 

Work discipline has a positive and significant 
effect on employee performance in accordance with 
the results of the hypothesis test, namely the t test 
that there is a positive and significant influence on 
the performance of employees of PT. Putra File 
Indah. 

Work motivation has a positive and significant 
effect on employee performance in accordance with 
the results of the hypothesis test, namely the t test 
that there is a positive and significant effect on the 
performance of employees of PT. Putra File Indah 
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