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ABSTRACT  

 
This study aims to examine and analyze the influence of discipline on the performance 

of employees of Bank XYZ Makassar. Using interviews and a set of questionnaire, data were 

collected. Data collection was carried out through interviews and questionnaires. Using siple 

random sampling, as many as 86 employees of XYZ were selected. The collected data were 

analyzed using SPSS version 24. The results reveal that level of discipline and employee 

performance are relatively high. Further assessment using regression analysis shows that 

employee discipline has positive significant influence on employee performance.  
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1. INTRODUCTION 

Work discipline is essential for maintaining productivity and achieving success in any 

professional environment (Adanan et al., 2021; Alimudin et al., 2020; Budiawan et al., 2019). It 

involves cultivating habits that promote efficiency, focus, and a strong work ethic (Agussalim et 

al., 2022). Understanding the importance of punctuality, meeting deadlines, and maintaining a 

positive attitude towards work are all fundamental aspects of work discipline (Cen et al., 2024). 

Additionally, being organized, managing time effectively, and adhering to company policies and 

procedures are crucial in demonstrating dedication and responsibility in the workplace. 

Developing a strong work discipline not only benefits individual employees, but also 

contributes to the overall success and productivity of a team or organization (Aprilia et al., 2023). 

By maintaining a high standard of work discipline, individuals can establish themselves as reliable 

and valuable assets within their respective fields (Easterby-Smith, 1997). Furthermore, it creates 

a work culture that prioritizes accountability, professionalism, and excellence, ultimately leading 

to positive outcomes for both employees and the company as a whole. 

Maintaining strong work discipline provides several benefits for both individuals and the 

organization as a whole (Sampe, 2013). One of the key benefits is increased efficiency and 

productivity (Alam et al., 2020). When employees adhere to a disciplined approach to their work, 

they are able to accomplish tasks in a timely manner and with a high level of quality. 

Furthermore, work discipline fosters a positive work environment (Austin et al., 2024). 

Employees who demonstrate discipline in their work habits often serve as positive role models 

for their colleagues, creating a culture of accountability and professionalism within the 

organization. 
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2. THEORETICAL REVIEW 
2.1. Employee discipline  

Employee discipline and employee performance have attracted many researchers to 

investigate the two variables (Alimudin et al., 2020; Gaol et al., 2020). The next section will be 

discussion about theories those embrace employee discipline and performance.  

2.1.1. Employee discipline theories 

Employee discipline theory is a critical aspect of organizational management (Kafila et al., 

2020). Understanding the principles and concepts behind employee discipline is key to 

maintaining a productive and harmonious work environment.  

One of the fundamental theories of employee discipline revolves around the concept of 

progressive discipline, which emphasizes a series of increasingly severe consequences for 

repeated violations (Iskamto et al., 2020). This approach aims to correct employee behavior 

through a systematic and fair process, ultimately leading to either improved performance or, in 

some cases, termination. 

Another important theory of employee discipline is the reinforcement theory, which suggests 

that behavior can be shaped by the consequences that follow it (Blagoev et al., 2022). Positive 

reinforcement, such as rewards or recognition, can encourage desired behaviors, while negative 

reinforcement, such as reprimands or penalties, can discourage undesirable behaviors and 

promote compliance with organizational rules (Astuti et al., 2022). The theory of employee 

discipline highlights the role of organizational culture and leadership in shaping and enforcing 

discipline. 

Reinforcement theory, also known as operant conditioning, is a key concept in behavioral 

psychology (Cui et al., 2024). It focuses on the idea that behavior is influenced by the 

consequences that follow it. According to this theory, behavior that is followed by positive 

consequences is more likely to be repeated, while behavior followed by negative consequences is 

less likely to be repeated. 

Reinforcement can take the form of positive reinforcement, where a desirable stimulus is 

presented to increase the likelihood of a behavior, or negative reinforcement, where an 

undesirable stimulus is removed to increase the likelihood of a behavior (Avramelou et al., 2024). 

Punishment, on the other hand, involves presenting an undesirable stimulus to decrease the 

likelihood of a behavior, while extinction involves removing a desirable stimulus to decrease the 

likelihood of a behavior. Reinforcement theory operates on several key principles, including the 

schedule of reinforcement, which determines how often and under what conditions the 

reinforcement is delivered, and the magnitude of reinforcement, which refers to the strength or 

intensity of the reinforcement. 

In the workplace, reinforcement theory is widely used to motivate employees and shape their 

behavior (van Steenbergen et al., 2023). Managers often employ positive reinforcement, such as 

providing praise, bonuses, or promotions, to encourage desirable employee behaviors. Negative 

reinforcement may be used by removing an unpleasant task or condition when an employee 

achieves a certain goal. Punishment, in the form of reprimands or demotions, may be used to 

discourage behaviors that are detrimental to the organization (Qiu et al., 2024). It's essential for 

managers to understand how to effectively apply the principles of reinforcement theory in the 

workplace to foster a positive and productive work environment. 

Understanding the application of reinforcement theory in the workplace can help managers 

and organizations improve employee performance, motivation, and job satisfaction (Kastius & 

Schlosser, 2022). By leveraging the principles of reinforcement theory, organizations can create 

a culture that supports and reinforces behaviors that align with their goals and values. By using 

reinforcement effectively, individuals can shape and modify behaviors to achieve desired 

outcomes. 
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Another crucial aspect of employee discipline theory is the role of effective communication 

and conflict resolution (Ahmed et al., 2021). Understanding how to address disciplinary issues in 

a constructive and respectful manner is essential for both managers and employees. By 

implementing clear communication strategies and conflict resolution techniques, organizations 

can better handle disciplinary matters while preserving positive working relationships. 

Implementing effective employee discipline strategies is crucial for maintaining a positive 

work environment and ensuring organizational productivity (Astriani et al., 2023). One key 

strategy is the use of clear and well-communicated performance expectations. By setting clear 

standards and communicating them to employees, organizations can establish a framework for 

measuring performance and addressing disciplinary issues when necessary. 

Another important strategy is the creation of a fair and transparent disciplinary process 

(Alimudin et al., 2020). A well-defined process for handling disciplinary issues, including 

investigations, hearings, and appeals, can help ensure that employees are treated equitably and 

that decisions are based on evidence and fairness (Gaol et al., 2020). Additionally, providing 

consistent and ongoing training for managers and supervisors in handling disciplinary matters is 

essential. Equipping leaders with the skills and knowledge to address issues promptly and 

effectively can help prevent conflicts from escalating and contribute to a more positive work 

environment. 

 

2.1.2. Key Concepts in Employee Discipline 

There are at least three aspects in managing employee discipline (Alimudin et al., 2020; 

Arizavi & Choubsaz, 2021). The aspects are accountability and Fairness, due process, and 

continuous feedback and coaching. 

Accountability and fairness are two fundamental concepts in employee discipline (Kafila et 

al., 2020). Employees must be held accountable for their actions and behavior, and the 

disciplinary process should be fair and consistent across the organization (Astriani et al., 2023). 

This ensures that all employees are treated equitably and that there is transparency in the 

enforcement of disciplinary measures. 

Due process is another key concept in employee discipline, emphasizing the importance of 

following established procedures when addressing disciplinary issues (Aprilia et al., 2023). This 

includes providing employees with the opportunity to present their perspective, gathering relevant 

evidence, and ensuring that decisions are based on thorough and unbiased investigations. 

Employee discipline should not be solely punitive in nature (Astuti et al., 2022). It should 

also involve continuous feedback and coaching to help employees understand their shortcomings 

and support them in improving their performance. This approach fosters a culture of continuous 

learning and development within the organization. 

In details, there are six aspects of discipline (Alexandri & Pragiwani, 2019). The discipline 

aspects are:  

1. Purpose and ability, the goals to be achieved must be clear and set in ideal. Jobs that 

are charged to employees must be in accordance with the ability of the employee 

concerned, so that employees work earnestly and discipline in doing it (Alimudin et 

al., 2020). However, if the work is beyond its capabilities, the seriousness and 

discipline of employees will be low. 

2. Exemplary Leadership plays a role in determining employee discipline because leaders 

are role models and role models by their subordinates (Benevides, Sampe & Kamase, 

2014). Leaders must set a good, disciplined, honest and fair example. With good 

leadership, the discipline of subordinates will also be good. If the leader's example is 

not good (less disciplined), the subordinates will be less disciplined. 

3. Remuneration in form of salaries and other employee benefits also influence the 

discipline of employees because remuneration will provide satisfaction and enjoyment 
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of employees for their work (Kulikowski & Sedlak, 2023). If employees love their 

work, their discipline will be better. To realize good employee discipline, the company 

must provide remuneration for those who receive less of their living needs and their 

families. So, remuneration plays an important role in creating employee discipline. 

4. Justice contributes to the realization of employee discipline, because of the ego and 

human nature that always wants to be treated the same as other human beings (Iskamto 

et al., 2020). Managers who are competent in the lead always try to be fair to all their 

subordinates. With good justice will create good discipline too. 

5. The assertiveness of the leader in taking action will affect employee discipline (Sampe, 

2020). The leader must be brave and firm, acting to punish any employee who is not 

disciplined. Leaders who dare to act decisively in applying penalties for disciplined 

employees will be respected by their subordinates. Thus, the leader will be able to 

maintain the discipline of company employees. 

6. Harmonious human relations among fellow employees contribute to good discipline in 

a company (Abuzaid et al., 2022). Relationships both vertical and horizontal which 

consist of direct single relationships, direct group relationships, and cross relationships 

should be harmonious. Company managers try to create a harmonious atmosphere of 

human relations among all their employees. The creation of a harmonious human 

relationship will create a comfortable working environment and atmosphere. This will 

motivate good discipline in the company. So, employee discipline will be created if 

human relations in the organization are good. 

 

2.2. Employee Performance 

Employee performance is a critical factor in the success of any organization (Abdelwahed & 

Doghan, 2023). High-performing employees not only contribute to the achievement of company 

goals but also set a standard for others to follow. Understanding the importance of employee 

performance involves recognizing that it has a direct impact on productivity, customer 

satisfaction, and overall business growth (Abbasi & Zamani-Miandashti, 2013). By continually 

striving to improve employee performance, organizations can create a culture of excellence and 

drive success in today's competitive business environment. 

Organizations that prioritize employee performance often experience higher levels of 

employee engagement and retention (Abdelwahed & Doghan, 2023). When employees feel 

recognized and valued for their contributions, they are more likely to remain dedicated and 

motivated in their roles. Additionally, strong employee performance can lead to increased 

innovation and creativity within the organization, as employees are encouraged to think critically 

and offer new ideas to drive the business forward. 

Moreover, a focus on employee performance encourages ongoing professional development 

and training, as organizations seek to provide their employees with the tools and resources to 

excel in their roles (Cen et al., 2024). This not only benefits the individual employees but also 

strengthens the overall skill set of the workforce, leading to a more competitive and adaptable 

organization. 

 

2.1. Employee Performance theories 

There are three main theories in employee performance (Budiawan et al., 2019). The theories 

are expectancy theory, goal-setting theory and equity theory. 

One of the prominent theories of employee performance is the Expectancy Theory. This 

theory suggests that an individual's motivation to exert a certain level of effort is influenced by 

their belief that their efforts will lead to a certain level of performance, and that this performance 

will lead to specific outcomes (Iskamto et al., 2020). In other words, employees are motivated to 
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perform well when they believe that their hard work will result in a desirable outcome, such as a 

promotion, recognition, or a bonus. 

Another significant theory is the Goal-Setting Theory, which emphasizes the importance of 

setting clear and specific goals to drive employee performance (Cen et al., 2024). According to 

this theory, setting challenging yet achievable goals can motivate employees to work towards 

them, leading to higher levels of performance (Abidi et al., 2023). This theory also highlights the 

significance of providing regular feedback and support to employees as they strive to accomplish 

their goals. 

Equity Theory is another essential perspective in understanding employee performance 

(Blagoev et al., 2022). This theory focuses on the concept of fairness in the workplace. Employees 

compare their inputs (such as effort, experience, and skills) and outputs (such as salary, 

recognition, and benefits) with those of their colleagues. If they perceive an imbalance, it can 

negatively impact their motivation and performance. Therefore, organizations must strive to 

maintain a sense of fairness and equity to enhance employee performance. 

 

2.2. Key Benefits of High Employee Performance 

High employee performance brings a multitude of benefits to an organization (Astuti et al., 

2022). Firstly, it contributes to the achievement of company goals and objectives. When 

employees consistently perform at a high level, they play a significant role in driving the business 

forward and achieving desired outcomes. This not only enhances productivity but also fosters a 

culture of excellence within the organization. 

High employee performance positively impacts customer satisfaction (Blagoev et al., 2022). 

Employees who excel in their roles are better equipped to deliver exceptional service and meet 

the needs of customers effectively. This, in turn, leads to increased customer loyalty and 

satisfaction, which are crucial for the long-term success of any business. 

High employee performance is closely linked to increased innovation and creativity. When 

employees feel valued and recognized for their contributions, they are more likely to proactively 

engage in problem-solving and idea generation (Abuzaid et al., 2022). This fosters a culture of 

continuous improvement and innovation, which is essential for staying competitive in today's 

dynamic business environment. Organizations benefit from higher levels of employee 

engagement and retention when they prioritize and recognize high performance (Abdeldayem et 

al., 2022). Engaged employees are more committed to their work and are likely to stay with the 

organization, reducing turnover costs and maintaining institutional knowledge and expertise 

within the company. 

 

2.3. Influence of Employee Discipline on Performance 

Employee discipline plays a critical role in shaping employee performance within an 

organization (Gaol et al., 2020). When employees adhere to a set of rules and regulations, it 

creates a structured and conducive work environment that fosters productivity and efficiency. 

Discipline also helps in minimizing instances of absenteeism, tardiness, and misconduct, leading 

to a more focused and dedicated workforce. 

Effective discipline measures can positively impact employee morale and motivation 

(Iskamto et al., 2020). When employees feel that the organization is fair and consistent in 

enforcing discipline, they are more likely to be engaged and committed to their roles. This, in 

turn, can lead to improved job satisfaction and overall performance. By implementing a fair and 

transparent disciplinary system, organizations can create a culture of accountability and 

responsibility among their employees (Abbasi & Zamani-Miandashti, 2013). This can contribute 

to a more harmonious work environment and ultimately lead to enhanced individual and collective 

performance. 
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Discipline in the workplace not only sets the stage for improved employee performance but 

also directly impacts productivity (Kafila et al., 2020). When rules and expectations are clearly 

communicated and consistently enforced, employees are more likely to stay focused on their tasks 

and contribute to the overall goals of the organization. 

Consistent discipline also fosters a sense of fairness and trust among employees (Agussalim 

et al., 2022). Knowing that everyone is held to the same standards can boost morale and create a 

positive work culture where employees feel valued and supported. 

Effective discipline can help identify areas for improvement and provide opportunities for 

coaching and development (Alimudin et al., 2020). By addressing issues promptly and 

constructively, employees can grow and enhance their skills, ultimately leading to higher levels 

of performance. 

 

3. RESEARCH METHODS 

The study used descriptive quantitative method. It was intended to assess quantitative 

relationship between employee discipline and employee performance. 

 

3.1. Variables of the study 

The definition of variables used in writing this essay are as follows: 

1. Work Discipline, work discipline is the awareness and willingness of someone to obey 

all applicable company rules and social norms and realize their duties and responsibilities. 

Measured using a Likert scale, with the weight score strongly disagree = 1, disagree = 2, 

doubt = 3, agree = 4, and strongly disagree = 5. 

2. Employee performance, employee achievement is the result of work achieved by 

someone in carrying out the duties and responsibilities given to him. Measured using 

scale which is the weight of the score strongly disagree = 1, disagree = 2, doubt = 3, agree 

= 4, and strongly agree = 5. 

 

3.2. Method of collecting data 

The data collection method used to obtain the best information and data is by using a 

questionnaire (Abutabenjeh & Jaradat, 2018). The type of data used in this study is qualitative 

data which is transformed into quantitative by giving weight to each respondent's answer and the 

data source that will be the material of analysis in this study is primary data which is data obtained 

directly from the respondent's response to the item statement submitted in questionnaire. 

The population in this study were employees at Bank XYZ Makassar. The whole employees 

were 110 employees. Using simple random sampling techniques, 86 employees were selected to 

be the study respondents. 

 

3.3. Analysis Method 

The Analysis Method used is Descriptive Analysis, Validity Test, Reliability Test, Simple 

Regression Analysis, and hypothesis test. 

 

 

 

 

 

 

 

 

 



 

 

 

83 
 

JManagER 

Journal of Management, E-Business & Entrepreneurship Research 

Vol. 03 No. 02, 2024 

4. RESULT AND DISCUSSION 

This section will be started with descriptive statistics prior to validity and hypothesis test.   

 

4.1. Descriptive statistic 

Nine indicators were used to measure work discipline. Descriptive results for the employee 

discipline are presented in table 1 below. 

  

Table 1: Descriptive result for employee discipline  

No Variables / Indicators Mean   Std. Dev 

 Work Discipline 

1 Always present on time to the office 3.572 0.873 

2 Always actively working during working hours 3.590 1.078 

3 Use office inventory for service purposes solely 3.536 0.812 

4 Always pay attention to the neatness of clothes 3.241 0.918 

5 Always maintain behavior at work 3.253 0.716 

6 Trying not to delay completing additional tasks 3.535 1.211 

7 Feel comfortable working when following the rules 

that apply in the company 

3.412 0.618 

8 Always follow the leader's instructions to work 

carefully 

3.495 0.916 

9 Always strive to follow the rules that apply in the 

company 

3.308 0.819 

Source: Analysis of collected data 

 

The table 1 reveals that mean range for employee discipline are between 3.241 and 3.59. In 

1 to 5 point scale, the mean reveal relatively high intensity of employee discipline. Variations of 

respondent’s response are between 0.618 and 1.211. The results indicate low variations of 

respondence response. 

 

Similar to employee discipline, nine indicators were used to assess employee performance. 

The results are presented in table 2 below.   

Table 2: Descriptive results of employee performance 

No Variables / Indicators Mean   Std. Dev 

 Employee performance 

1 Every work given is completed on time 4.072 0.685 

2 Have the skills needed to complete each job 4.059 0.816 

3 Has initiatives to develop the company 4.001 0.916 

4 The work is neat and clean 4.241 1.217 

5 Trying to be professional at work 3.993 0.919 

6 Produce reliable quality work 4.035 1.977 

7 Customers feel satisfied with the services provided 4.012 0.908 

8 Amount of Bank XYZ customers increase every 

year 

4.095 0.913 

9 Credit distribution increases every year 4.308 1.318 

Source: Analysis of collected data for the study 

 

The table 2 reveals that mean range for employee performance are between 3.993 and 4.308. 

In 1 to 5 points scale, the mean reveal relatively high intensity of employee performance. For the 
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employee performance, variations of respondent’s response are between 0.685 and 1.977. The 

results indicate low variations of respondent’s response. 

 

4.2. Validity and reliability 

4.2.1. Validity Test 

Validity testing is used to measure the validity or validity of a questionnaire and examine the 

extent to which the accuracy of the grating device can reveal the concept or symptoms being 

measured. Validity test is done by comparing the value of r count with r table for the significance 

level of 5%. If r count> r table, the question or indicator is declared valid, and vice versa, count 

<r table, then the question or indicator is declared invalid (Ghozali: 2005). The rabel value with 

degree of free or df = n-2 where n = 86 is 0.2120.  

 

4.2.2. Reliability Test 

Reliability test is used to determine the consistency of the measuring instrument, whether the 

measuring instrument used is reliable and remains consistent if the measurement is repeated. The 

method used to test reliability is the Cronbach's Alpha method found in the SPSS program. The 

Cronbach's Alpha method is very suitable for using scales in the form of scales (eg 1-5). In 

reliability testing, the variable is said to be reliable if the value of Cronbanch's Alpha is> 0.60 

(Ghozali: 2005). The results of the reliability tests for each variable can be seen in table 5.5 below: 

        

             Table 3: Reliability analysis 

   Variabel Cronbach’s Alpha Decision 

Work Discipline 0,687 Reliable 

Work performance 0,663 Reliable 

             Source: Analysis data for the study 

 

The reliability test results show that all variables have a pretty high Alpha coefficient which 

is above 0.60 so that it can be said that all measuring concepts of each variable from the 

questionnaire are reliable so that the items in each variable are then feasible and reliable used as 

a measuring instrument. 

 

4.2.3. Simple Regression Analysis and Correlation 

Regression analysis is an analysis that aims to measure the extent of the influence of work 

discipline (X) on work performance (Y) according to , while correlation analysis aims to see how 

far the relationship of work discipline (X) to employee performance (Y ) The following results 

from SPSS can be seen in table 4 below. 

 

Table 4: Regression Coefficients 

Model 

Unstandardized Coefficients Std Coefficients 

t Sig. B      Std. Error Beta 

1     (Constant)    15,709 2,293  6,850 0,000 

 X 0,597 0,062 0,724 9,607 0,000 

Source: Data analysis 

 

In table 4 can be seen the value of tcount of 9.607 and a significance value of 0.000. This 

means that the significance level of tcount of 0,000 is smaller than 0.05 which means that Ho is 
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rejected and Ha is accepted. This means that work discipline has a significant influence on work 

performance. 

 

4.3. Discussion 

The study support the previous study results that discipline positively impact employee 

performance (Astriani et al., 2023; Cen et al., 2024). When employees feel that the organization 

is fair and consistent in enforcing discipline, they are more likely to be engaged and committed 

to their roles. This, in turn, can lead to improved job satisfaction and overall performance. By 

implementing a fair and transparent disciplinary system, organizations can create a culture of 

accountability and responsibility among their employees. This can contribute to a more 

harmonious work environment and ultimately lead to enhanced individual and collective 

performance. 

Discipline in the workplace not only sets the stage for improved employee performance but 

also directly impacts productivity. When rules and expectations are clearly communicated and 

consistently enforced, employees are more likely to stay focused on their tasks and contribute to 

the overall goals of the organization. Consistent discipline also fosters a sense of fairness and trust 

among employees. Knowing that everyone is held to the same standards can boost morale and 

create a positive work culture where employees feel valued and supported. Effective discipline 

can help identify areas for improvement and provide opportunities for coaching and development. 

By addressing issues promptly and constructively, employees can grow and enhance their skills, 

ultimately leading to higher levels of performance. 

 

5. CONCLUSION 

This study found that the discipline of employees at Bank XYZ is quite high. This can be seen 

from the responses of respondents who on average agree or strongly agree with statement items. 

Thus the work performance of employees, the study found that the work performance of 

employees was quite high. From the results of regression analysis and the t test with the SPSS 

program, it can be seen that there is a significant positive influence of employee discipline on 

work performance.  

Based on the research findings, it is suggested that the company should enforce work 

discipline to improve work performance of its employees. For future studies are expected to be 

able to add other variables that can affect employee performance in order to help companies 

achieve their goals.  
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