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Abstract: This study aims to examine the implementation of Government Regulation No. 94 of 2021
concerning Civil Servant Discipline from the perspective of Siyasah Dusturiyah, using a case study
at the Subdistrict Office of NA IX-X in Labuhanbatu Utara Regency. The research employs a nor-
mative-empirical method with a juridical-sociological approach through interviews and document
analysis. The findings indicate that the enforcement of the regulation remains suboptimal due to
the dominance of kinship-based organizational culture, limited legal comprehension among lead-
ers, and the absence of an objective reward and punishment system. From the standpoint of
Siyasah Dusturiyah, such leniency violates the principles of administrative justice and leadership
accountability. Therefore, it is necessary to strengthen legal discipline training, implement a digital
attendance system, and establish a structured mechanism of sanctions and incentives grounded in
the values of maqasid al-shar1'ah, in order to build a disciplined, just, and recognized bureaucracy.
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1. Introduction

In the modern government system, Civil Servants (PNS) hold a strategic position as a
core element in the implementation of public policy.(Arsal, 2009),(Raimah & Irawanto,
2020)They are not only administrative implementers, but also the driving force behind
dignified bureaucracy and public service. In this context, professionalism and discipline
are the primary foundations for building good governance.(Putra et al,
2025),(Burhanuddin, nd)The Indonesian government, through Government Regulation
Number 94 of 2021 concerning Civil Servant Discipline, seeks to strengthen the ethics
and integrity of state officials by providing a firm legal basis for employee disciplinary
violations (Government Regulation No. 94 of 2021).(Abenta et al., 2025),(Polii, 2024).

This PP was issued as an update to PP No. 53 of 2010, with a number of strength-
ening administrative sanctions and moral obligations for every civil servant.(Zahra,
2019),(SARI, nd)Article 4, letter f, of the PP states that every civil servant is required to
"come to work and comply with the provisions of working hours." Meanwhile, Article 5
prohibits actions that could harm the integrity of civil servants, such as abusing authority
or failing to carry out duties without a valid reason. However, in the reality of bureau-
cracy, there is a significant gap between legal norms and their implementation in the
field. This is reflected in the numerous findings of employee indiscipline in various
government agencies, both central and regional.(Kusudarmanto, 2024),(Setiawan, 2024).

Furthermore, from an Islamic legal perspective, disciplinary violations are not
merely a technical administrative issue, but rather involve betrayal of the trust given by
the state and society.(Caniago, 2021),(JINAYAH & WALISONGO, nd). God's Word in
QS. Al-Anfal verse 27: o
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Meaning: "O you who believe, do not betray Allah and the Messenger (Muhammad)

and (also) do not betray the mandates entrusted to you, while you know." (Indonesian
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Ministry of Religion, 2011).

This verse emphasizes that every trust must be maintained with full awareness and
responsibility, including when carrying out duties as a government employee. Within the
framework of Siyasah Figh, especially Siyasah Dusturiyah, leaders are obliged to uphold
the law and organize the affairs of the people based on the principles of justice, order and
benefit. The relevant figh rules in this case are:

"atial ey e 4 5 b i JdaTiag

which means: "Every leader's policy towards his people must be based on public

welfare" (Al-Zuhaili, 1986: 221). In this context, the sub-district head's actions in ne-

glecting to enforce disciplinary sanctions means he has abandoned his obligation to

maintain public welfare and administrative justice.(Mulhayat, Sh, & Adab, 2023),(Djafar
& Sune, 2025).

Imam Al-Mawardi in Al-Ahkam As-Sulthaniyyah stated that:

"y Wpda N Nanlymdse, Vo 0 S5alaa I

This means: "Leadership policies must be directed towards governing the people
and managing the public interest." (Al-Mawardi, 1996: 37). This means that policies to-
wards employees should not be merely administrative formalities, but should have a
direct impact on improving work ethics and public service.

In research(Ramadhan & Lestari, 2023), it was found that the implementation of
Government Regulation No. 94 of 2021 at the Meulaboh Sharia Court was ineffective
because sanctions were limited to verbal warnings, even though violations of working
hours occurred repeatedly. Meanwhile, Kinanthi Puspitaningtyas (2022) stated that
structural constraints and weak oversight instruments were the main causes of the inef-
fective implementation of disciplinary regulations in various regional
agencies. MUHAMMAD & Wahab, 2025),(Hay & Wulandari, 2025)This reinforces the
urgency to view this PP not merely as a formal regulation, but rather as a political in-
strument of state administration that carries moral values and social responsibility.

2. Materials and Methods

This study uses a normative-empirical approach, combining a normative approach (a
study of applicable laws and regulations, particularly Government Regulation No. 94 of
2021) with an empirical approach (observation of the reality of implementation in the
field). Normatively, this study examines the legal provisions regarding Civil Servant
discipline as stipulated in the regulations, while empirically, this study collects data
through in-depth interviews with the Sub-district Heads and Secretaries of the
Sub-district Heads of NA IX-X in North Labuhanbatu Regency. This approach was cho-
sen to determine the extent to which the legal norms for civil servant discipline are actu-
ally implemented in local bureaucratic practices and to identify the social, structural, and
cultural obstacles that influence their implementation.

The approach used in this study is juridical-sociological, meaning that law is un-
derstood not only as written norms (law in books) but also as a lived reality in society
(law in action). In this approach, law is seen as a social phenomenon influenced by be-
havioral patterns, organizational cultural values, and interactions between policy actors.
Data collection techniques were carried out through in-depth interviews with the
Sub-district Head and Sub-district Secretary of NA IX-X, as well as documentation of
circulars, attendance records, and reports of employee disciplinary violations. In addi-
tion, secondary data was obtained from personnel literature, administrative law journals,
and other personnel regulatory documents. The analysis was conducted descriptively
and comparatively, namely by outlining field facts and comparing them with the results
of previous research to identify general patterns or deviations unique to the study loca-
tion (Sugiyono, 2017: 142; Nazir, 1998: 91). Thus, this method allows researchers not only
to describe the situation in one region but also to provide a comprehensive picture of the
effectiveness of the implementation of PP No. 94 of 2021 in a national context. At the
same time, this comparative approach enriches the analysis by considering the social,
legal, and political dimensions that accompany bureaucratic practices in Indonesia. This
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approach aligns with the principles of progressive legal research, which focuses on social
change and substantial justice.(Al Arif, 2019),(Ariefiani, 2024).

3. Results and Discussion

3.1 Civil Servant Regulations and Regulations No. 94 of 2021

Legal provisions regarding Civil Servants (PNS) in Indonesia are a crucial part of
bureaucratic reform, which aims to create a clean, effective, and responsive government
system to the needs of the community. In this context, the government issued Govern-
ment Regulation No. 94 of 2021 concerning Civil Servant Discipline as a legal instrument
to regulate the ethics, integrity, and behavior of civil servants to ensure they align with
public service values. This regulation replaces Government Regulation No. 53 of 2010,
which was deemed insufficiently comprehensive in addressing the challenges of a mod-
ern bureaucracy that prioritizes accountability and openness (PP No. 94 of 2021). The
primary objective of this PP is to enforce discipline by strengthening the oversight system
and imposing more detailed and stringent administrative sanctions for violations com-
mitted by civil servants across all government agencies.

Article 4 of Government Regulation No. 94 of 2021 explicitly states that every civil
servant is required to adhere to working hours, attend morning and evening roll calls,
maintain integrity, refrain from abusing their authority, and regularly report their assets.
Meanwhile, Article 5 stipulates various prohibitions on civil servants, such as accepting
gratuities, engaging in extortion, and engaging in discriminatory behavior in service.
These provisions demonstrate the state's strong commitment to bureaucratic morality
and the professionalism of its civil servants. This law not only clarifies the rights and ob-
ligations of civil servants but also aims to establish high standards of behavior and ethics
to ensure effective and equitable public service (Ministry of Administrative and Bureau-
cratic Reform, 2021).

In addition to obligations and prohibitions, this PP also divides disciplinary sanc-
tions into three levels: mild, moderate, and severe. Mild sanctions include verbal warn-
ings, written warnings, and written statements of dissatisfaction. Moderate sanctions in-
clude a reduction in performance allowances for 6 to 12 months, while severe sanctions
include demotion, dismissal from structural positions, and honorable dismissal not at
one's own request (PP No. 94 of 2021, Articles 8-12). The purpose of this classification is to
ensure that sanctions imposed are proportional to the severity of the violation and to
encourage a deterrent effect and legal compliance in the performance of duties.

This strengthening of the disciplinary system is also supported by Circular Letter of
the Head of the National Civil Service Agency (BKN) Number 10 of 2021, which instructs
all government agencies to integrate attendance records with the State Civil Service In-
formation System (SIASN). This integration makes the process of monitoring civil serv-
ant behavior more accurate and accountable because attendance data is directly recorded
electronically and can be audited periodically (BKN, 2021). This technology prevents
manual attendance manipulation, which often occurred in some agencies previously, and
strengthens the internal oversight system to make it more transparent and data-driven.

However, the reality on the ground shows that there is still a significant gap be-
tween written legal norms and their actual implementation. Many agencies, especially in
the regions, have not fully implemented sanctions in accordance with statutory provi-
sions, particularly in imposing penalties for serious violations. A study by Puspitan-
ingtyas (2022) found that the main obstacles to the implementation of Government Reg-
ulation No. 94 of 2021 were the low supervisory capacity of leaders and the existence of a
bureaucratic culture that is permissive towards minor violations such as lateness or un-
excused absence (Puspitaningtyas, 2022, p. 93). This is exacerbated by the lack of tech-
nical training for structural officials in understanding the procedures for imposing sanc-
tions objectively and structured.

Furthermore, the multiple interpretations of legal phrases in Government Regula-
tion No. 94 of 2021 also pose a challenge. For example, the terms "loss to the work unit" or
"moderate level of violation" are often interpreted subjectively by direct superiors with-
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out standardized evaluation guidelines. Consequently, in practice, there are disparities in
the imposition of sanctions between one agency and another, even when the violations
are similar. This situation contradicts the principle of equality before the law, which
demands equal legal treatment for all employees regardless of position or personal affil-
iation (Indrati, 2011). Therefore, standardization of violation evaluation and strength-
ened supervision are needed to ensure that sanctions are implemented proportionally
and non-discriminatory.

From the perspective of state administrative law, the successful implementation of
such regulations depends not only on their normative substance but is also greatly in-
fluenced by three key elements: clear regulations, competent implementing officials, and
a supportive legal culture (Asshiddiqie, 2006). Without these three elements, even the
best regulations will have no significant impact. Therefore, improving legal literacy and
providing regular training to civil service officials is an urgent step to ensure that every
action has a strong legal basis and accountability.

Compared to international practice, several ASEAN countries, such as Malaysia
and Singapore, have adopted more rigid and measurable disciplinary systems. In Ma-
laysia, for example, the civil service system is regulated through the Public Services
Commission Regulations, which grant the internal disciplinary unit strong authority to
prosecute violations. Singapore even implements a meritocratic annual performance au-
dit system that ensures rewards and punishments are implemented consistently without
the influence of subjectivity (Loganathan, 2018). This comparison demonstrates that In-
donesia still needs to improve its oversight system and clarify indicators of violations to
ensure a more effective and reliable implementation of Government Regulation No. 94 of
2021.

Therefore, Government Regulation No. 94 of 2021 should not be viewed merely as a
legal document but should serve as a guideline for bureaucratic ethics that demands
behavioral transformation. Its implementation must be supported by exemplary leader-
ship, comprehensive outreach, and an independent reporting and oversight system.
Furthermore, a balanced incentive mechanism is needed to ensure that employees who
demonstrate high levels of discipline receive appropriate rewards. In this way, a culture
of discipline will no longer be seen as an administrative burden, but as part of a state of-
ficial's moral and professional commitment to serving the community and maintaining
public trust in the government.

3.2 Geographical Location of the NA IX-X Sub-district Office

The NA IX-X Sub-district Office is a sub-district-level government institution that has
a strategic function as an extension of the district government to regulate, coordinate, and
supervise the implementation of general government affairs and public services in its
area. Based on Law Number 23 of 2014 concerning Regional Government, sub-districts
are part of the regional apparatus that have an important role in maintaining continuity
between central government policies and the social dynamics of local communities. In
carrying out their duties, sub-district heads are directly responsible to the regent or
mayor and are assisted by a secretary and several section heads who are in charge of
services, government, and development (Law No. 23 of 2014, Article 221).

Administratively, the NA IX-X Subdistrict oversees four villages spread across North
Labuhanbatu Regency, North Sumatra. The number of civil servants (PNS) in this sub-
district office is relatively small, around 15 people, consisting of the Subdistrict Head,
Subdistrict Secretary, general and personnel subdivision staff, and several functional
technical staff. With a small and relatively simple structure, relationships between em-
ployees tend to be informal and close, but on the other hand, it has the potential to create
a permissive work culture if not controlled by firm rules. This is in line with research by
Sihombing (2022) which states that the small organizational structure at the subdistrict
level causes supervision of disciplinary behavior to often rely on social relations, rather
than formal legal procedures (Sihombing, 2022, p. 117).
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In practice, the NA IX-X Sub-district Office uses a combination of a manual attend-
ance system (daily attendance form-based recaps) and a digital fingerprint system.
However, field findings indicate that not all employees consistently use fingerprints due
to technical reasons such as power outages, the lack of backup devices, and minimal
training. This creates the potential for inaccuracies in attendance recording, which di-
rectly impacts employee disciplinary evaluations. This is despite BKN Circular Letter
Number 10 of 2021 requiring agencies to use a digital attendance system integrated with
the SIASN to ensure data validity and administrative accountability (BKN, 2021).

An internal report compiled by the Head of the NA IX-X Sub-district stated that in
the first quarter of 2025, approximately five employees were recorded as being late to
work several times and three employees were absent without explanation for more than
two days. Although these violations are classified as minor to moderate disciplinary vi-
olations, the sanctions imposed are still limited to verbal warnings without documenta-
tion in employee reports. This indicates that the implementation of PP No. 94 of 2021 has
not been fully internalized as part of formal procedures. This lack of firmness weakens
the employee development system and has the potential to reduce overall discipline lev-
els.(APPLICATION & AP, 2024).

One of the biggest obstacles to enforcing disciplinary rules at the sub-district office is
the lack of preparedness to translate legal provisions into consistent administrative ac-
tions. Sub-district heads, as Personnel Development Officers (PPK) at the sub-district
level, do not always understand the formal mechanism for imposing sanctions under
Articles 10-12 of Government Regulation No. 94 of 2021, including how to assess viola-
tions based on minor, moderate, or serious categories. This creates uncertainty in deci-
sion-making and encourages officials to prefer informal resolutions, such as mediation or
direct warnings without administrative record-keeping.(Deseano, Putra, & Gusthomi,
2025).

The local work culture in NA IX-X District also influences the implementation of
bureaucratic discipline. The community in this area upholds family values and social
tolerance, which indirectly creates moral pressure on superiors to refrain from openly
imposing sanctions on employees who violate these norms. In the study of legal sociol-
ogy, this phenomenon is referred to as legal pluralism, where formal legal norms com-
pete with local social norms that prioritize harmony and compromise.(RESPONSIVE,
2024)As a result, the law does not always function as a behavioral control mechanism,
but is instead subject to cultural considerations that are not always in line with the prin-
ciples of good governance.

This disparity is even more pronounced when compared to other institutions that
have successfully implemented Government Regulation No. 94 of 2021 in a more strin-
gent and structured manner. For example, in a study conducted by Ramadhan (2023) at
the Meulaboh Sharia Court, a digital attendance system was strictly used, and attendance
violations were directly recorded in the monthly performance report that served as the
basis for granting benefits. This suggests that the primary factors for success were not the
number of employees or geographic location, but rather the commitment of leadership
and a structured reporting system (Ramadhan, 2023, p. 65).

Nevertheless, the potential for improvement at the NA IX-X Sub-district Office re-
mains wide open. With a smaller organizational structure, sub-district heads have greater
room to conduct direct supervision and develop a personal performance-based evalua-
tion system. Furthermore, a training approach to ethical discipline and conflict man-
agement could be a solution to building a work culture that is not only humane but also
compliant with regulations. In this regard, a strategy to strengthen institutional capacity
is urgently needed so that regulations become not merely legal texts but also practices
that are lived out amidst the dynamics of local bureaucracy.

Therefore, strengthening the implementation of Government Regulation No. 94 of
2021 at the NA IX-X Sub-district Office must be carried out systematically through three
main approaches: first, improving understanding of disciplinary law through regular
training for officials and staff; second, establishing a well-documented violation report-
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ing system; and third, implementing objective rewards and punishments based on em-
ployee performance and attendance. When these steps are implemented consistently, the
sub-district office, as the leading institution of village government, will become a living
example of an orderly, responsive, and trustworthy bureaucracy.

3.3 Discipline and Sanctions

Discipline in the context of government administration is not merely formal com-
pliance with regulations, but also a form of moral responsibility and professionalism in-
herent in every civil servant. The meaning of discipline must be understood holistically,
namely as consistent behavior in carrying out obligations, maintaining integrity, and
complying with work norms and applicable legal provisions. In the context of ASN, dis-
cipline also embodies the social contract between employees and the state that demands
loyalty, dedication, and exemplary behavior. This is in line with Article 3 of Law Number
5 of 2014 concerning the State Civil Apparatus, which emphasizes that ASN must uphold
the basic values of integrity, professionalism, accountability, and compliance with laws
and regulations (Law No. 5 of 2014).

Discipline for civil servants goes beyond simply showing up on time and not skip-
ping work. Discipline reflects a positive mental attitude toward assigned duties and a
readiness to align oneself with organizational goals. According to Robbins (2015), disci-
pline is an individual's ability to act in accordance with regulations without the need for
constant supervision, and this is an indicator of a person's professional maturity. In
government bureaucracy, discipline serves as the glue that binds a productive and re-
sults-oriented work culture. Disciplined civil servants tend to demonstrate high perfor-
mance, uphold ethical values, and maintain the reputation of the institution where they
work. Therefore, discipline not only impacts the individual but also concerns the image
of government institutions in the public eye.

In studies of public sector organizations, discipline is also a key indicator of institu-
tional effectiveness and efficiency. A study by Wahyudi and Santosa (2022) shows that
high levels of employee discipline directly impact the quality of public services, particu-
larly in terms of service speed, information accuracy, and public satisfaction (Wahyudi &
Santosa, 2022, p. 33). On the other hand, low discipline leads to delays in services, irreg-
ularities in administrative processes, and diminishes government credibility. Therefore,
discipline management must be a priority in human resource management in govern-
ment agencies, both central and regional.

Field research findings at the NA IX-X Sub-district Office in North Labuhanbatu
Regency reinforce this view. Direct observations revealed that many employees still do
not consistently adhere to work hour regulations. Of the 15 employees observed, six were
routinely late more than three times a week, while three were absent without valid ex-
planation for two or more days a month. When asked about the reasons for their lateness,
most cited personal matters or a lack of direct supervision from their superiors. Some
were even unaware that repeated lateness constitutes a disciplinary violation as stipu-
lated in Government Regulation No. 94 of 2021 (Observation Data, 2025). These findings
confirm that an understanding of the meaning of discipline has not yet been substantially
ingrained in the work culture at the sub-district level.

Lack of awareness of the importance of discipline often stems from a managerial
approach that focuses solely on administrative output and neglects the development of
work values. Employee discipline should be instilled from the outset, during recruit-
ment, basic training, and annual performance evaluations. When discipline is ap-
proached solely from an external oversight perspective, without fostering intrinsic
awareness, rules tend to be viewed as an administrative burden rather than a profes-
sional necessity. In this context, a value internalization approach is crucial, emphasizing
discipline as part of personal beliefs and commitments, rather than simply compliance
for fear of punishment (Winardi, 2011).
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Furthermore, the meaning of discipline in Islam also holds a central place. Discipline
is not only a social ethic, but also part of a moral responsibility to God and society. In the
Quran, Allah says in Surah Al-Anfal, verse 27:

s uall 1l ¥ 158545 AT 0T 1585455 2Kl il il

"0 you who believe! Do not betray Allah and the Messenger (Muhammad), and (do not) be-
tray the mandates entrusted to you, while you know.”

This verse emphasizes that violating a mandate, including indiscipline in carrying
out duties, is a form of betrayal against Allah and His Messenger (Ministry of Religion of
the Republic of Indonesia, 2011). Therefore, discipline for a Muslim civil servant is not
only a constitutional obligation, but also a religious responsibility that has the value of
worship.

From the perspective of Islamic jurisprudence, civil servant discipline is part of the
mandate and principles of justice. Imam Al-Mawardi, in his book Al-Ahkam
As-Sulthaniyyah, states that one of the requirements of a leader is his ability to regulate
the affairs of the people and uphold the mandate of his office. This aligns with the fol-
lowing Islamic jurisprudence principle:

i eyl o Fie 0 iy

" A leader’s policy towards his people depends on their well-being.”

Thus, in terms of fostering discipline, an agency leader is obliged to enforce regula-
tions fairly and proportionally because it concerns the public interest. Discipline is part of
the government's strategy to improve public welfare through an orderly and efficient
bureaucracy (Al-Zuhaili, 1986).

Practically, the meaning of discipline must also be linked to incentive and develop-
ment systems. Disciplined employees should receive rewards, whether in the form of
promotions, performance recognition, or other incentives. Conversely, employees who
violate regulations should be subject to fair and consistent sanctions. When rewards and
punishments are implemented properly, a healthy and competitive organizational cul-
ture is fostered. This has been demonstrated in an empirical study by Nugroho (2021),
which found that a system of reinforcing positive behavior through incentives increased
daily discipline by up to 32% in a single quarter (Nugroho, 2021, p. 78).

Thus, discipline is not merely a formal act of following working hours or existing
regulations, but also an integral part of ethical, legal, and spiritual values in the perfor-
mance of public duties. Discipline must be instilled as a value, fostered as a habit, and
enforced as an obligation. Regional governments, including sub-district offices as the
vanguard of the bureaucracy, need to formulate a holistic discipline development strat-
egy that combines legal, moral, and work culture approaches so that the bureaucracy is
truly capable of serving the public fairly, quickly, and responsibly.

3.4 Implementation of PP no. 94 of 2021 from the Siyasah Dusturiyah Perspective

Under the concept of Islamic governance, the government has a constitutional and
sharia-compliant responsibility to uphold justice, streamline administration, and create
public welfare through legitimate public policy instruments. One manifestation of this
principle in Indonesia is the issuance of Government Regulation Number 94 of 2021
concerning Civil Servant Discipline. This regulation is not merely a product of adminis-
trative law but also part of the government's strategy to build a clean, effective, and dig-
nified bureaucracy, in accordance with the spirit of Islamic governance, which empha-
sizes morality, justice, and social order.

From a legal perspective, regulations such as Government Regulation No. 94/2021
can be positioned as a form of taqyid al-mubah (restrictions on administrative behavior
that are initially permissible) for the sake of achieving sharia objectives (maqasid
al-syari'ah). The most relevant principles are:

i eyl e e 3 Lo daliaaly

"All actions of a leader towards his people must be based on their well-being"
(Al-Zuhaili, 1986). Therefore, enforcing discipline towards civil servants is a mandate of
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authority (wilayah) that must be carried out to ensure that public services continue to run
optimally without being hampered by negligence, absence, or irresponsibility on the part
of state officials.

However, field research at the NA IX-X Sub-district Office indicates that the imple-
mentation of this PP still faces serious obstacles. These include the continued dominance
of a family-like work culture that tolerates disciplinary violations, as well as inconsistent
sanctions for minor and moderate violations. Interviews with the Sub-district Head and
Sub-district Secretary revealed that the primary reason for not imposing formal sanctions
was fear of damaging the work atmosphere and social relationships within the office
(Interview Data, 2025). This demonstrates that the law has not yet become the com-
mander-in-chief of the sub-district bureaucracy.

In fact, within the framework of Siyasah Dusturiyah, one of the fundamental princi-
ples is administrative justice. As emphasized by Ibn Taymiyyah in Majmi' al-Fatawa,
justice is the foundation of a state, even if its citizens are not believers, while injustice will
destroy a state, even if its citizens are Muslim. Therefore, if disciplinary violations are not
sanctioned according to the rules, administrative injustice can occur, eroding public trust
in state institutions. As an academic reinforcement, Sudirman Suparmin in his article en-
titled "The Role of Maqasid Syari'ah in Social and National Life", emphasized that:

“Magqasid syari'ah not only functions as a moral principle in Islamic law, but also as a
framework for assessing the effectiveness of public policies in improving the welfare of
the people and improving governance.” (Jurnal Al-Mashlahah, STAIA Al-Hidayah Bo-
gor, 2022).

Furthermore, in his thesis research at UIN North Sumatra, Suparmin stated that: “A
new policy will reflect maqasid if its implementation upholds the principles of justice,
accountability, and provides legal certainty for both the community and the implement-
ing apparatus.” (UINSU Repository, 2016). These two quotes reinforce that the imple-
mentation of PP 94/2021 must be seen not only as procedural compliance, but as a means
to realize justice, legal certainty and bureaucratic professionalism. If maqasid values are
not realized in public policies such as civil servant discipline, then its function as a
siyasah instrument will lose its syar'i legitimacy.

Based on observations, the irregularity in disciplinary reporting at the NA IX-X
Sub-district Office also reinforces that this regulation has not been internalized in the
local personnel management system. The absence of quarterly reporting, manual absence
data not synchronized with the SIASN, and the absence of rewards for disciplined em-
ployees are evidence that the principle of reward and punishment has not been imple-
mented properly. This is despite BKN Circular Letter No. 10/2021 emphasizing that every
agency is required to use digital data to support objectivity in the imposition of disci-
pline-based sanctions and incentives (BKN, 2021).

From a political perspective, failure to implement a reward and punishment system
will undermine the hierarchical structure of justice within government. This is not merely
a technical issue, but a moral and public role model issue. Therefore, corrective measures
must start from the top (top-down), with strong examples from agency leaders.

Suggested strategic steps include: (1) strengthening training and coaching on disci-
plinary law and magqasid siyasah for all employees; (2) full digitalization of attendance
and performance reports based on the SIASN system; (3) creating SOPs for reporting vi-
olations and a measurable sanctions enforcement system; and (4) providing concrete in-
centives for employees who have a good disciplinary record for 1 consecutive quarter.

Thus, the implementation of PP No. 94 of 2021 can be revived within the framework
of Siyasah Dusturiyah: as part of the legal order, as well as an instrument of justice, bu-
reaucratic morality, and dignified public service.

4 Conclusions

Based on the results of research conducted at the NA IX-X Sub-district Office, it can be
concluded that the implementation of Government Regulation Number 94 of 2021 con-
cerning Civil Servant Discipline has not been fully effective and in accordance with the
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regulation's normative expectations. Although structurally, the Sub-district Head and
related officials understand the contents of this regulation, in practice, informal and
family approaches still dominate in handling disciplinary violations, thereby weakening
the legal force and certainty of administrative sanctions. It was found that disciplinary
violations such as tardiness, unexcused absence, and failure to participate in morn-
ing/evening roll calls were not addressed firmly according to the regulations, but were
instead resolved through verbal warnings without documentation. This indicates that the
reward and punishment system mandated by Government Regulation No. 94 of 2021 is
not implemented consistently and tends to be ignored. The lack of integration of the dig-
ital attendance system with the SIASN and the absence of regular disciplinary reporting
also exacerbate the weakness of the oversight system at the sub-district level.

From the perspective of Siyasah Dusturiyah, the implementation of these regula-
tions still does not fully reflect the maqasid sharia, particularly in terms of administrative
justice and public welfare. The leaders' indecisiveness in enforcing sanctions against dis-
ciplinary violators deviates from the basic principles of siyasah: that power is a trust, and
its use must be in favor of justice, public welfare, and social stability. Therefore, Gov-
ernment Regulation No. 94 of 2021 should not be merely a normative document but must
be actualized through exemplary moral conduct, managerial governance, and an objec-
tive evaluation system.

This study also confirms that the maqasid syari'ah-based discipline approach as
proposed by Sudirman Suparmin is highly relevant to implement. The integration of Is-
lamic values into bureaucratic governance will strengthen the intrinsic awareness of ASN
to carry out their duties professionally, honestly, and responsibly, not solely out of fear of
sanctions, but as a form of devotion and faith. Thus, the implementation of PP No. 94 of
2021 at the NA IX-X Sub-district Office requires a transformational approach: not only in
the regulatory aspect, but also in work culture reform, strengthening value-based lead-
ership, and a transparent and accountable supervisory system in order to realize a just
bureaucracy according to the principles of Siyasah Dusturiyah.

To encourage organizational cultural change from permissiveness to discipline
without sacrificing social harmony, strategies based on maqasid syari’ah that can be ap-
plied include internalizing Islamic ethical values in civil servant training, leadership roles
as moral examples, implementing fair and proportional reward and punishment systems,
and using deliberative mechanisms for conflict resolution. Meanwhile, for PP No. 94 of
2021 to function as a tool for moral transformation of the bureaucracy and not merely as
an administrative regulation, steps such as integrating the principles of siyasah dusturi-
yah in its implementation, using performance indicators that reflect maqasid values,
ethics-based civil servant training, utilizing technology for public accountability, and
strengthening ethical leadership at the local level are required. This overall approach
aims to make discipline part of spiritual and social responsibility, while creating a more
just and morally meaningful bureaucratic governance system.
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