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I. Introduction 
 

State Civil Apparatus (ASN) is a profession for Civil Servants and government 

employees with work agreements who work in government agencies. Discussion of ASN is 

part of state personnel management under the authority of the President as head of 

government (Article 4 paragraph 1 of the 1945 Constitution of the Republic of Indonesia). 

ASN is a state administrator found in all lines of government. The implementation of state 

administration activities is carried out by ASN as a human resource driving the 

government bureaucracy. Employee discipline is one of the main pillars in maintaining the 

efficiency and effectiveness of government administration at the local level. Discipline is 

also useful for educating employees to comply with and obey existing regulations, 

procedures, and policies so as to produce good performance (Sinambela, 2011). ASN in 

Mayang District occupy several agencies including in the Education, Health, Market 

Service, Water Service, Regional Revenue Service and others as well as in the District 

Office itself. Human Resources who become ASN in Mayang sub-district have different 

tendencies, both in terms of discipline and performance, this cannot be separated from the 

HRD owned by each ASN. Managers have a big role in directing people in the 

organization to achieve the expected goals, including thinking about how to have human 

resource management (HRD) that is able to work effectively and efficiently (Mu'ah, 2002). 

Human Resource Management (HRD) has a central role in managing factors that affect 

employee performance (Azhad et al., 2015). HRD is a series of activities that include 

planning, organizing, implementing, and supervising various aspects, such as recruitment, 

development, awards, integration, utilization and distribution of workers, with the aim of 

achieving institutional goals (A. A. P. Mangkunegara, 2018). Facing increasing 

competition, public sector services are also required to be able to provide maximum 

service. This maximum service is a benchmark that employee performance is good. 

Therefore, improving employee performance needs serious attention from the leadership of 
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an organization or company. Employee performance is the result of work in terms of 

quality and quantity achieved by an employee in carrying out his duties in accordance with 

the responsibilities given to him (A. A. P. Mangkunegara, 2018). Employee performance is 

very important in the company's efforts to achieve its goals (Qomariah, 2020). 

Performance in an organization can increase due to the imposition of sanctions and 

discipline from existing employees. 

In an organization, rewards and punishments are policies that are often implemented 

to motivate employees to work hard. Punishment is a threat of punishment or punishment 

that aims to improve employee performance, maintain applicable regulations and provide 

lessons to employees who commit violations. According to (Sardiman, 2011), punishment 

can be defined as a form of negative reinforcement that becomes a motivational tool if 

given appropriately and wisely in accordance with the principles of punishment. Sanctions 

against inappropriate behavior in the work environment are often an important part of 

management efforts to improve employee performance. The effect of sanctions on 

performance has a complex role and can affect various aspects of organizational 

productivity and effectiveness. Research by (Mulyati, 2024) on employees of the Fried 

Onion Factory UD. Sinar Tani Pagundan found that punishment had a positive and 

significant effect on employee performance. While other research, namely (Frimayasa et 

al., 2023) on employee performance at PT Askrindo (Persero) Jakarta, stated that the 

punishment variable had a positive and significant effect on employee performance. Other 

studies that also discuss the problem of the relationship between punishment were 

conducted by (Gunawan et al., 2023), (Sari et al., 2021), (Ikhsan, 2022), (Chairunnisa et 

al., 2022). Meanwhile, research from (Nainggolan et al., 2024), (Arief et al., 2024), (Suak 

et al., 2017) stated that punishment had no effect on performance. Discipline is also a 

factor that must receive attention in relation to employee performance. According to 

(Flippo, 2013), the definition of discipline is every effort to coordinate a person's behavior 

in the future using laws and rewards. The definition of discipline is an attitude of 

respecting and appreciating applicable regulations, both written and unwritten, and being 

able to carry them out and not refusing to accept sanctions if he violates the duties and 

authorities given to him (Hasibuan, 2016). According to (Zainal et al., 2018), the definition 

of discipline is an aspect of life that must exist in society. Therefore, this discipline 

problem must receive serious attention from all parties, both in institutions or 

organizations. By being disciplined, all tasks assigned by the leadership will be completed 

on time. By being disciplined, employee performance can also increase. This is proven by 

the findings of the research results. Research by (Sanjaya, 2021) on employees of PT. 

Kaltrabu Indah Tour & Travel Banjarmasin stated that work culture and work discipline on 

employee performance. Meanwhile, research from (Darmadi, 2020; Titisari et al., 2021), 

(Azis, 2021; Syahputra, 2021; Wiryawan et al., 2020), (Ekasari et al., 2022), (Saputri et al., 

2020), (Mu'ah et al., 2023), (Ingsih et al., 2021), (Qomariah & Utamy, 2023), (Anggrainy 

et al., 2017), (Muhsin & Arifa, 2018), (Hutajulu et al., 2020), (Munawaroh, 2019), 

(Istiqomah & Suhartini, 2015), (Widyawati, 2021), (Jumadil et al., 2023), (Jufrizen & 

Hadi, 2021), (Rosalina & Wati, 2020), (Fathurahman & Ahman, 2020), (Hutajulu et al., 

2020), (Arda, 2017), (Tilaar et al., 2017), (Rivaldo & Nabella, 2023), also stated that work 

discipline can improve performance. 

Based on the information obtained, it can be seen that the performance of ASN 

employees in the Mayang District, Jember Regency has not shown any improvement or 

achievement of targets, and there are still employees who have not conducted performance 

assessments. This indicates that the implementation of the main tasks and functions by 

ASN employees in the Mayang District, Jember Regency, Jember Regency is still not 

http://www.bircu-journal.com/index.php/birci
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optimal. Referring to these findings, the researcher attempted to identify several important 

factors that are relevant as solutions to improve performance and overcome the problems 

encountered in this study. This study focuses on 215 State Civil Apparatus (ASN) 

employees in Mayang District, Jember Regency. This study aims to evaluate how the 

imposition of sanctions and discipline improves ASN performance. 

 

II. Review of Literature 
 

2.1 Interest 

Every employee who violates the applicable regulations is given a punishment in 

accordance with the provisions in force in the agency or organization. The purpose of 

giving sanctions is so that employees have a sense of fear, so that it is hoped that they will 

not repeat their actions again. According to (A. A. A. P. Mangkunegara, 2018), the 

implementation of sanctions for disciplinary violations by giving warnings must be 

immediate, consistent, and impersonal. Indicators of sanctions given to employees who 

violate: 

1.  Warning 

Employees who do not comply with work discipline are given a first, second or third 

warning letter. This warning is given with the aim that employees understand the 

regulations that have been violated. 

2.  Sanctions are given immediately 

The imposition of these sanctions will adjust the policies contained in the organization 

or agency, with the aim that employees understand the sanctions for those who violate 

the regulations in the organization. 

3.  Sanctions are given consistently 

Employees who are not disciplined in carrying out their work must be given sanctions 

consistently, so that employees understand and can appreciate the policies that apply in 

the agency or organization. 

4.  Sanctions are given impersonally 

Sanctions for employees who are not disciplined in carrying out their work should not 

be differentiated between one employee and another, the imposition of these sanctions 

must also be based on the regulations in force in the organization or agency. This is 

intended so that employees are aware that work disciplinary actions apply to all 

employees who violate the policy. 

 

2.2 Discipline  

Discipline is a person's awareness to be willing and able to control themselves and 

obey the rules or values that have been agreed upon. Work discipline is an obligation of the 

office or agency where they work to pay attention to employee work discipline so that 

employee work improves more than before and employees do not do unimportant activities 

during working hours. Work discipline is a concept in the workplace or management to 

require employees to behave regularly. The definition of discipline is a person's behavior 

that is in accordance with regulations, existing work procedures or attitudes and behaviors 

and actions that are in accordance with the regulations of the organization, both written and 

unwritten (Sutrisno, 2015). Work discipline is a person's behavior that is in accordance 

with regulations, existing work procedures or discipline is an attitude, behavior, and 

actions that are in accordance with the regulations of the organization, both written and 

unwritten. Discipline refers to attitudes or behaviors related to work that comply with 

relevant work norms verbally or in writing. 
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2.3 Performance  

According to (Siagian, 2015), performance is the result of a person's job function or 

activities in an organization that is influenced by various factors to achieve organizational 

goals within a certain period of time. The definition of performance can be interpreted as 

the results of work that have been achieved by completing tasks and responsibilities that 

have been given within a certain period of time (Qomariah, 2020). According to (Rivai, 

2019), performance includes all actions or activities of an organization within a period with 

reference to standards such as efficiency, responsibility, and management accountability. 

 

 
Figure 1. Research Conceptual Framework 

 

2.4 Hypothesis developed 

H1: Punishment  has a significant influence on employee performance 

H2: Discipline has a significant influence on employee performance 

 

III. Research Method 

 
This study uses a quantitative method with a systematic, empirical, and critical 

approach to analyze the effect of disciplinary sanctions on ASN performance in Mayang 

District, Jember Regency. The study population included 215 ASN with a sample of 100 

respondents taken randomly using the simple random sampling technique. Data were 

collected through observation, documentation, interviews, and questionnaires, then 

processed through editing and coding processes. The main instrument of this study was a 

questionnaire that had been tested for validity and reliability. Observation and interview 

techniques were used to obtain accurate data on ASN discipline and performance. 

Documentation was used to collect secondary data from various official sources. Through 

systematic data analysis, this study aims to provide in-depth insight into the effect of 

sanctions and discipline on ASN performance in Mayang District, Jember Regency. 

  

IV. Result and Discussion 

 

4.1 Validity Test Results 

The validity test shows that each indicator is in accordance with the theories that 

define a construct (Solihin & Ratmono, 2013). Validation criteria are carried out using the 

loading factor value (cross-loadings factor) which must be more than 0.70. The results of 

the validity test analysis of this study for the variables of sanctions, discipline and 

employee performance are presented in Table 1 below. 
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4.2Validity and Reliability Test Results 

The validity test was conducted by looking at the ross loading value of the indicators 

used in this study. The reliability test was conducted by looking at the cronbach alpha 

value. The results of the validity test and reliability test are presented in Table 1 and Table 

2 below. 

Table 1. Validity Test Results 

Variable Indicator  Loading Factor 

Value 

Results 

Punishment (X1) X2.1 0,840 Valid  

X2.2 0,846 Valid 

X2.3 0,934 Valid 

X2.4 0,851 Valid 

Discipline 

(X2) 

Z1.2 0,804 Valid 

Z1.3 0,853 Valid 

Z1.4 0,843 Valid 

Employee 

Performance  (Y) 

Y1.1 0,815 Valid 

Y1.2 0,829 Valid 

Y1.3 0,782 Valid 

Y1.4 0,843 Valid 

 

4.2 Reliability Test Results 

Reliability testing aims to ensure that the research instrument used can measure the 

concept consistently without bias. The results of data processing using related to the results 

of the reliability test are presented in Table 2. 

 

Table 2. Reliability Test Results 

Variable Cronbach's 

Alpha 

Results 

Punishment (X1) 0,891 Reliable 

Discipline (X2) 0,780 Reliable 
Employee Performance  (Y) 0,834 Reliable 

 

4.3 Results of Calculation of Direct Influence Path Coefficient 

At this stage, the effect of sanctions (X1) and discipline (X2) on employee 

performance (Y) will be tested in Mayang District, Jember Regency. The path coefficient 

value can be seen in Table 3 below. 

 

Table 3. Direct Influence Path Coefficient Values 

Relationship Between Variables Path 

Coefficien

t 

P Values 

Punishment (X1) Employee 

Performance  (Y) 

-0,080 0,639 

Discipline (X2)  Employee 

Performance  (Y) 

0,560 0,000 
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4.4 The Effect of Sanctions (X1) on Employee Performance (Y) 

Based on the first hypothesis (H1) which states that sanctions have an effect on 

employee performance, a coefficient value of -0.080 is obtained with a ρ-value of 0.639. 

Because the ρ-value is smaller than α (0.639> 0.05), H0 is accepted. Thus, the hypothesis 

stating that sanctions have a significant effect on employee performance in ASN in 

Mayang District, Jember Regency is not proven true or H1 is rejected. This is because 

sanctions are ineffective in motivating employees to improve performance, possibly due to 

a lack of positive encouragement or inconsistency in their application. This supports 

research (Nainggolan et al., 2024), (Arief et al., 2024), (Suak et al., 2017) which states that 

sanctions do not have a significant effect on employee performance. Meanwhile, research 

(Gunawan et al., 2023), (Sari et al., 2021), (Ikhsan, 2022), (Chairunnisa et al., 2022) states 

that the imposition of sanctions has an impact on performance. 

 

4.4 The Influence of Employee Discipline (X2) on Employee Performance (Y) 

Based on the second hypothesis (H2) which states that discipline affects employee 

performance, a coefficient value of 0.560 is obtained with a ρ-value of 0.001. Because the 

ρ-value is smaller than α (0.001 <0.05), H0 is rejected so that employee discipline has a 

significant effect on employee performance at ASN in Mayang District, Jember Regency. 

Thus, H2 is accepted. This is due to employee discipline which increases work efficiency, 

punctuality, and compliance with regulations, so that it has a positive impact on employee 

performance. This study supports previous studies by (Azis, 2021; Syahputra, 2021; 

Wiryawan et al., 2020), (Ekasari et al., 2022), (Saputri et al., 2020), (Mu'ah et al., 2023), 

(Ingsih et al., 2021), (Qomariah & Utamy, 2023), (Anggrainy et al., 2017), (Muhsin & 

Arifa, 2018), (Hutajulu et al., 2020), (Munawaroh, 2019), (Istiqomah & Suhartini, 2015), 

stating that discipline affects performance. 

 

V. Conclusion 

 
1. Punishment (X2) does not have a significant effect on employee performance (Y) with a 

coefficient of -0.080 and a p-value of 0.639. This may be due to the ineffectiveness of 

sanctions in motivating employees to improve performance. 

2. Employee discipline (Z) has a significant effect on Employee Performance (Y) with a 

coefficient of 0.560 and a p-value of 0.000. High discipline increases efficiency and 

compliance with rules, which has a positive impact on performance. 
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