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Abstract

At this time work discipline of public servant Begawai Negeri Sipil(PNS) is very less and it can be seen from
the various problems identified in the Regional Womnits or Satuan Kerja Perangkat Daergl$KPD) Banjar
City government, especially work discipline of wamatructural officials which lack of discipline. &be
ultimately bad impact to achievement of organizaiogoals. Low levels of work discipline of persehn
become one cause in the ineffectiveness of thermsysf rewards and punishments that make persdariey.
Populist actions such as sudden inspectiongpeksi MendadakSIDAK), does not guarantee orderliness
personnel’s who are often absent or leave of ffieedbefore time to become effective, becauser SI®AK
completed, there are many returnees absent froyn @bots, the problem of enforcement of work disciplof
PNS was serious attention which affects the wonrarctsiral apparatus officers in Banjar City goveamn

The method used in this research is descriptivéysisawhich describe an ongoing situation at tineetiof the
research carried out. The research results inditdkiat the work discipline of woman structurali@éls seen
from the dimensions of the presence in Banjar Gdyernment, views good enough and this suggeststa
managerial leadership in the organizational stinectsi always committed to the tradition of the tagkich it is
responsible, because they feel that duty, respititisdkand functions may affect the implementatimocess of
daily work in completing any work in the Banjar government. Work discipline of woman structurfiloials
seen from the dimensions of consciousness in thi&imgat Banjar City government, keep putting ie tliork
supervision in order to maintain conditions conglacivorking environment. In addition to their exeamyl
leadership to employees or subordinates. Laboipdiise structural official women in view of the densions of
regulatory compliance in the Banjar City governmismot in doubt for the woman structural officialBanjar
City government, and has proven its role in a wialgge of government activities. Empirically theerdhey are
the human resource which potential and be seeodanf fpr continuous improved the position and il ro

Keywords: work discipline, civil servant, woman structuraficifal, gender.
1. Introduction

Implementation of regional autonomy needed humaouwees or civil servants &egawai Negeri Sipi{PNS)
reliable as one of the key achievement of goodoregdiautonomy in order to support the achievemégood
governance. To realize the employees a reliabtdegsional and moral as government administrattis apply
the principles of Good Governance, and as an eleafghe state apparatus in the demand loyal aediebt to
the Pancasila the Constitution of 1945, the Homeland, the gowent and be disciplined, honest, fair,
transparent and accountable in carrying out tHe tas

Discipline is a condition to correct or punish anptoyee who violates the provisions or procedustalgished
organization. Additionally, discipline is a form obntrol that execution of the work by an emplogeefficer is
always in the corridor legislation (Sedarmayari0?2: 381).

Government Regulation No. 42 Year 2004 About CaagiVental Corps and the Code of Conduct for Civil
Servants, Government Regulation No. 53 of 2010 meipline of Civil Servants, had arranged Obligatand
Prohibition of Civil Servants (Articles 3 and 4amely there are 17 Obligations of Civil Servants] there are
15 Restrictions that must be avoided by Civil Saetsaand West Java Governor Decree No. 860.5 /11348-
BKD /2010 October 7, 2010 on the steering commifte the Civil Service Discipline.

At this time employee discipline is very less ahd¢an be seen from the various problems identifiethe
Regional Work Units oiSatuan Kerja Perangkat Daergl$KPD) Banjar City government especially women
working discipline of structural officials, persairack of discipline ultimately adversely affebetachievement
of organizational goals. Low levels of employeecifisne one cause is the ineffectiveness of theesysof
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rewards and punishments that make employees laRiogulist actions such as unannounced inspections o
Inspeksi MendadafSIDAK) does not guarantee enforcement officialovalne often absent / home office ahead
of time to become effective, because after thedgaspn is completed, there are many returnees afreen duty.
Thus the problem of enforcement of labor disciptiiemployees was time for serious concern whitéctd the
officials women structural apparatus in Banjar Goyernment.

The embodiment of good governance through the eafoent of labor discipline employees within the
government apparatus, in general have not touchguogee discipline regulations that hamper govemime
efforts to manage regional development. Thereforerder to increase the success of the organizatgoals,
the structural apparatus officers woman work digogp of Banjar City government, is one of the daucratic
apparatus that need to be optimized on an ongaisig land consistently implemented.

2. Literature Review

2.1 The Concept of Work Discipline

Discipline is very important for the growth of tbeganization, used primarily to motivate employ&ebe able
to discipline himself in carrying out the work edthindividually or in groups. Besides, the helpdidcipline and
educate employees to adhere to please the rulesequres, and policies that exist, so as to produgeod
performance. Lack of knowledge of the rules, praced and policies that no disciplinary action is tause.
One effort to overcome this part of the princigabgld provide orientation programs to employeeshair first
day of work, because employees can not work prgpemd dutifully, if the regulations or policies thes
unknown, unclear, or not executed as it shouldrbaddition to providing orientation, the leadeoshd explain
in detail the rules are often violated, followingrational and consequences. Similarly, rules oicied are
changed or updated, should be communicated tothraffigh active discussion. Disciplinary actiord@ne, if
given education efforts have failed, because no isngerfect. Therefore, individuals are allowed niake
mistakes and to learn from those mistakes. Dig@pli action should be carried out in a prudent \vay
accordance with the principles and procedures domprto the level of violations and classificatid@®iswanto
(2002: 291) argues discipline is an attitude opees, appreciate comply with and obey the regutatio force,
whether written or not, and able to run it, andrebd swerve to accept sanctions if it violates tied and
authority given to him. Discipline is a mental titie that is reflected in the actions and behaviondividuals,
groups or communities in the form of obedienceh tegulations set by the government or ethicanapand
rules which apply in the community for a particufurpose. Understanding discipline according tariSut
(2009:85) discipline indicates a condition or comihat is in the employee against the company rales
regulations. According to Robert and John (200R4)3hat labor discipline is a form of training tha to
enforce the rules of the company; Dessler (1998) 8%tes that discipline is a procedure to comegiunish a
subordinate for violating the rules or proceduitdanihuruk (2003: 32) states that labor disciplisdghe ability
of a civil servant to obey all laws and officialgtdations applicable to obey official orders givieyn superior
authorities, as well as the ability to not violdbe prohibition specified; According to Sinungar®9b: 46)
indicators of labor discipline are: Bttendance. It is the employee attendance data collectiorctviis also a
tool to see the extent to which the employees cpmyith the regulations within the company; &jtitude and
Behavior. Is the level of adjustment to an employee in graning all the duties of his superiors; 3)
Responsibility. It is the result or consequence of an employedhentasks assigned to him; According to
Sedarmayanti (2007: 381) that discipline is a ctowlito correct or punish to employee violation the
provisions or procedures established organizafaidlitionally, discipline is a form of control thakecution of
work employees /officials are always in the corr&of legislation in force; Meanwhile, according Fathoni
(2006: 172) to measure the level of employee dise@pcan be done using the approach: 1) Preserjce; 2
Awareness in the works;3) Obedience with regulation

Based on the opinions of the above can be explainaddiscipline is a form of activity undertakey the
management of both companies, government agencig$vate so that employees can work in accordavitte
applicable regulations and their performance agebgul and could reach the goals of the compangdass the
above, it can be described the sense of laborpdiiseilabor discipline is a state order in whicle tate of a
person or group of persons who are members of than@zation wishes obey and execute rules of the
organization/company both written and unwritten sioengthen guidelines for organization based on the
awareness and conviction will be the achievemerat obndition between desire and reality, and #&xgected
that the employees have high discipline in the waarkhat productivity is increased.

2. 2 Purpose, Function and Work Discipline Development
Generally the primary purpose of work disciplineiis the continuity of the organization or compamny i
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accordance with the organization concerned madtiifeeitoday or tomorrow. According to Siswanto (2062)
the purpose of employee discipline, among othejsinlorder for employees observe all regulationsl an
employment policies as well as regulations andcpasdi in force, both written and unwritten, and perf
command with good management; 2) Employees cag oatrthe work as well as possible and able to igev
maximum services to certain parties with an inteieshe organization according to the area of wgitken to
him; 3) Employees may use and maintain the fagditind infrastructure, goods and services of thanization
as well as possible; 4) The employee can act anitipate in accordance with the norms prevailingttie
organization; 5) Employees are able to produce pigiductivity in accordance with the expectatiorish®
organization, both in the short and long term.

The specific function of labor discipline can besclibed as an important role in life. Because btiegnendous
positive impact that can be felt in the work enmiment. Especially for someone whose leadership edatu
give an example for their employees. First, theiglse can improve the quality of character. Thalgy of the
characters will be seen in one's commitment to Gwdanization, self, others and work. The highligtft
commitment will be visible on high integrity andatg. Such an attitude can support the processfoving

the quality of character, attitude, and work. Tikisvhere the quality of attitudes (commitment amiggrity) are
supported, supported, developed and realized lityrg@ommitment and integrity will be visible in@nsistent
performance. Second, producing quality code infa dharacterized by their strong character of eweey
including the leaders and subordinates. If the @ndeader in a highly disciplined attitude to l&fed work, will

affect subordinate to disciplined and making figure the process, the discipline can be illustrabgdthree
comparisons. One, discipline like a lighthouse timatkes the captain will remain idle condition fariand
remain alert to face the realities of life and woilwo, the discipline can be described as the rivater
continues to flow from the mountains to the vald continue to bring freshness and clean the mrivky.

Third, disciplined like a “dynamo” which saves powe start the engine. When the ignition key is rogmb
energy flow andturn on the machine that creatagater thrust and running consistently.

Objectives work discipline is very important. Eveayployee has a distinctive motif in the work, afthost no
employees with the same motif. This has led tcediffices in reaction to the entire workload for ezmiployee.
Therefore, none of the techniques and strategigsrerthat every employee morale and discipline laille high
employment. Some employees work only to earn mameyyork for reasons of prestige and there is vimmikg
attracted to the job. There may even be some emptowho do not know what the motive of their wdrke
main motive of employees at this time may be chdrfge tomorrow. Changes in working patterns canuocc
anytime after the motif fulfilled so well that otheotives will replace it. Old motif that has besatisfied will

be abated so will reduce the willingness of empdgy® act and behave when compared with new magires
still not satisfied. Motif employees always subjerthange if the motive one had fulfilled theitgtial effects

on labor discipline employees. The impact of charigghe motive of this work should get a portidrcoaching
with a top priority of management. According to v&sito (2003:69) the purpose of fostering employee
discipline are:1) In order for employees to obéytte rules and labor policy, both written and uitten, and to
implement management commands; 2) Able to carryasutvell as possible and able to provide maximum
services to certain parties with an interest in ahganization according to the area of work giverhim; 3)
Being able to use and maintain the facilities arfdastructure of goods and services of the compaitty the
best; 4) Ability to act and behave in accordanci wie norms prevailing in the organization; 5) Eogpes are
able to produce high productivity in accordancehviite company's expectations, both in the shom &md in
the long term.

2.3 Formsof Work Discipline

The forms of work discipline by Siagian (1999:37yuwes that the forms of work discipline in an origation
divided in two forms, namely: 1Breventive Discipline. Action that encourages employees to be obediaht an
submissive to the various applicable regulatiors @nide by the standards that have been set. $htirough
the explanation of patterns, attitudes, actions desired behavior of each member, the organizattmmpted
prevention employees not to do negative things.ttd the attitude of discipline was firm and persis
individuals, companies need to consider three thingmely: a) The company must instill a senseetdriging
to the organization in every employee, because#digione can not damage his own; b) The employest fve
given an explanation of the provisions that musbbeyed and standards that must be met; c) Theogew®l
must be able to discipline his own in order to chmpith rules / regulations in force in the orgaatinn
/company.2) Corrective Discipline: is the discipline that takes place whenever thera real employee in
violation of the applicable provisions or fail toest the standards that have been set then he wais tjie
disciplinary sanction. Heavy or light a sanctioaws of offense what it does
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The purpose of discipline goes smoothly accordifagi@n (1999:37), then sanctions must be doneagest
from the lightest to the heaviest, for exampleMé&jbal warning by supervisor; 2) A written warnifrgm the
boss; 3) Delays periodic salary increases; 4) Befapmotion; 5) Exemption from office; 6) Suspensi@)
Termination own request; 8) Dismissal with respeatthis own request; 9) Termination with respect.

Imposition of sanctions applied corrective memptkaan three things, as follows: 1) Notify error whazas
been done; 2) Provide opportunities for self-defei33 In the dismissal, the need for an explanatiowhy the
management was forced to take such action.

2. 4 Implementation of Sanctionsto Work Discipline Violations

According to Rival (2005: 450-451) sanctions forrk@iolations is the punishment meted out discipliad

organization to employees who violate the ruledis€ipline that has been set up leadership of tharozation.
The level and type of sanctions for violations afrkvthat is generally applicable in an organizatiescribed by
Rival (2005: 450-451) is as follows:1) Sanctionslgtions of Light, with the type: a) verbal warnjig written

warning; c) The statement did not settle in the ntewn. 2) Sanctions Violations Medium, with thepéy a)

Delays Salary Increase; b) Decrease Salary; cpBosiment of promotion. 3. Sanctions Violations wgighe

type of: a) Demotion; b) Exemption From Positiop;discharge; d) Dismissal.

Since on June 6, 2010 has been enacted by Menkumh&mvernment Regulation No. 53 of 2010 Concerning
the Discipline of Civil Servants in lieu of Goveremt Regulation No. 30 Year 1980 About the Civil\@aits
Disciplinary Regulations. PP is a refinement of finrevious rule was deemed very outdated. Many tiondi
that are not covered in Regulation 30 of 1980,ipaletrly the provisions on rules of civil servant$ie issuance
of PP has also been mandated in Law No. 43 Yea® t68cerning the Fundamentals of Human Resournes. |
the year 2010 there were 53 PP rules on the inippgf disciplinary punishment to officials who dot impose
disciplinary action against subordinates who vildte rules. In addition, the imposition of distiply action
against civil servants and the examination shogldibne by the direct supervisor of civil servardaaerned,
for example lecturers immediate boss is the heatth@Department, in accordance with the authornity the
type of disciplinary offenses committed.

The problem of working hours is also a very inténgsdiscussion on the socialization event. PNS mgrwith

the provisions of working hours, according to pifedsl rules. Disciplinary punishment meted out tailc
servants under the Ministry of National Educatieroften caused by the violation of obligationsaviag the
task. To answer the needs and problems of develapinethe field of employment, the Government has
replaced the Government Regulation No. 30 Year 188Government Regulation No. 53 of 2010 on Disa#pl

of Civil Servants and the application of disciplipaanctions for employees who violate the oblmatio come

to work and conditions of working hours.

Table 1. The Disciplinary Punishment For civil sams Provisions Violate Hours

Absent from |[Leve .

No work Penalties Type of Penalties

1 |5 Working days Light Verbal warming

2 |6 —10 Working Light Writing warming
days

3 11 — 15 Working | Light Statement is not satisfied in writing
days

4 |16 — 20 Working [ Medium Delay periodic salary increases for 1 (one) year
days

5 |21 - 25 Working Medium Postponement of promotion for 1 (one) year
days

6 |26 — 30 Working Medium Demotion lower level for 1 (one) year
days

7 |31 -35Working |Weight Demotion lower level for 3 (three) years
days

8 |36 — 40 Working Weight Displacement in order of decreasing lower-levekran
days

9 |41 - 45 Working Weight Exemption from office for civil servants holdinggitions of certain structural or
days functional

10 |> 46 Working days | Weight Weight dismissal with respect not his own requestismissal with respect as

public servant (PNS)

Source: Government Regulation No. 53 df®20
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Government regulations such as the new book bec#usse thick consists of 51 chapters are fat while
Government Regulation No. 30 Year 1980 consist82fchapters that lean so thick her no quarter. This
because in this new government regulation per enaythis itemized to detail. New things that resbars have
found in this regulation are: 1) Any violation tiet obligations and prohibitions specified the tgp@unishment
that include disciplinary punishment mild, moderatel severe. It is not regulated in Government Reign so
long. (Article 8 ff.); 2) In Part Four is startirtg Article 15 set by rigid and detail any competanthority to
punish anyone; 3) There is an additional chapterAdministrative efforts against employees who act¢ n
satisfied with the sentences that have been imposdtle form of complaints and administrative appea
Previously only a short section of the objectioth® Disciplinary Sanctions.

The things above are fundamental changes, whilerdtfings that are specifically addressed in the R®,
presumably there are some interesting points igcldd Part of the obligation of civil servants thexre new
points of which are utter the oath and the oatlfife, explicitly mentioned. Also the interestipgints that
achieve the goals specified employee that kind wiighment specified in the description achievernant
employment must be above 75%, under the sanctiaivibfservants will be disciplined; 2) Part of than for
civil servants plus points working in foreign comjes, and the most crucial is the ban on the iremlent of
civil servants in the bearing support of politigarties and individuals as well as a couple of @hatds in the
election. This causes no gap anymore for civil @ety to actively participate in campaign activifiesny form.
In practice so far often incumbent utilize execetpower to force the bandwagon in this activityutiio not
openly. All civil servants already know lah thisoptem, the difficulty is the fact that penindakaanfor
committing this offense are usually people in povight?; 3) Then the provisions on working hours sethat
civil servants are not freely ditching work. Inghiew rule mentioned PNS 50 consecutive days alfisemt
work for no apparent reason may be removed. Ciiivants who are absent from work 5 days get lighter
disciplinary punishment in the form of a reprimaidhsent from work and late for work appropriate tgoaf
work set forth here is accumulative so this alldarsSKPD to strictly calculate how many times amvtmany
hours a person delays and after reaching the mmirfimit of 5 working days PNS may be subject to
disciplinary action; 4) Bosses who are eligiblebt disciplined if negligent not impose penaltieaiagt civil
servants who are real offenses related officialdcctace disciplinary level with the violations conitted by his
subordinates. (Article 21); 5) Monitoring / exantioa of civil servants suspected of committing loteaf
discipline not only at the level of the Inspecterar the personnel management of the agencies alanean
also be attached to SKPD where PNS shelter. In piyian, during this second last point is rarely edoy the
leadership of SKPD, what happens is attributingoadlblems nor the discipline to BKD inspectoratensany
problems that should have been able diseselaik&KRD was brought to BKD. Because of this inhetacik of
supervision could result in a breach that wouldeptlise have been sentenced to mild or moderateubeaat
the length of the violation took place could basciglinary offense with severe penalties category.

Rules have been made good but enforcement depentieecexecutor, if the enforcement of the rulesiare
conflict with the interests that are not alignedasotightly as any rule will not be useful, nonétke sought
loopholes to be broken.

2. 5 FactorsAffecting Work Discipline
The existence of work discipline in the organizatigill make the employee can perform the tasksgass to
him well. Employees were disciplined and obedientttie norms applicable in the enterprise can imgrov
productivity and work performance of employees @meerned basically functions that affect the lewél
employee discipline of a company include:
1. Purpose and ability
Interest and ability to influence the level ofigoyee discipline. Goals to be achieved must barb} defined
and ideal and challenging enough for the abilityeofployees. Objective (workers) were charged tdeac
employee must be in accordance with the abilitgaxth employee, if the employee beyond the capabiliif
the employee or the employee's ability is far befbaseriousness of employee discipline is low.
2. Exemplary leaders
Exemplary leadership was instrumental in deteimgi discipline employees for leadership as a moael a
role model by his subordinates or employees / eygglo With a good example of leadership, employee
discipline will also be good but if exemplary leest@p unfavorable (lack of discipline), employeed e
less disciplined or undisciplined.
3. Remuneration
Remuneration is instrumental to creating empdogiscipline which means the greater the betteursmation
and otherwise discipline an employee if the emptagiscipline small remuneration to be  low.
4. Justice
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Justice has encouraged the establishment ofogempldiscipline, because ego and human naturevés/alself-
important and have treated the same as other hbeiags. With justice that will either create a ¢tioe
that good anyway.

5. Thesupervisory Attached (Pengawasan MeleKat

Waskata real and effective measures to prevent / knawntistakes, correct errors, maintaining discipline,
improve work performance in supporting the realmatof objectives of the company, employees and
community.

6. Sanctions punishment

Penal sanctions are instrumental in maintaiingployee discipline, under penalty of increasingiavy and
the employee will be more afraid of breaking compauies and attitudes, behavior or discipline ingline
will be reduced.

7. Assertiveness

Assertiveness leadership to rebuke and punigheamployee indiscipline or lack of discipline wikalize that

good discipline in the company. Assertion of a kxdd needed in every organization.
8. Relationshumanity

The creation of a harmonious human relationshifisoring about an environment and a comfortabtarking

atmosphere. Employee discipline will be achieve@nvhuman relations within the company either.

2.6 Gender Concepts

Actually, studies of gender in various aspects erspectives have long done. Gender differencesobn |
orientation or work values and intrinsic and exiin job characteristics has been conducted dihiadast half
century. Herzberg et.al reported that females vhbwrinsic job characteristics more than malesmafo, on the
other hand, desired to work with congenial assesjavanted ample time away from the job and desorebrk
for superiors they respected (Frankel, 2006:194iddustanding the concept of gender differentiatetivéen
gender with the word sex. Sex or gender is an pné¢ation or the division of the two sexes is bipbally
determined human being attached to a specific gefd&ih (2006: 8) Biologically genitals betweennmand
women are not interchangeable, it is the naturepaodsion of God.

In general, the notion of gender is apparent difiees between men and women when seen from thesvaha
behavior; Fakih (2006: 71) argues that gender isnharent nature of men and women who are socaily
culturally. Changes in the characteristics andsttiiat occur from time to time and from place lacp so-called
concept of gender. Furthermore Santrock (2003: 36fi)es that the terms gender and sex differentarnims of
dimensions. Fill sex (gender) refers to the biatagidimension of man and woman, while gender referhe
socio-cultural dimensions of a man and a womanaddition, the term gender refers to the charasttesi and
social characteristics associated in men and woRahmawati (2004: 19) says tha the characteriaticstraits
that are associated not only based on biologidtdrdnces, but also on the social and culturalrpregations of
what it means to be male or female; Gender is ddfims sociocultural constructions that distinguigsculine
and feminine characteristics. Moore in AbdullahQ2019) argues that gender is different from the aed
gender of men and women who are biologically. Genelens put forward by social scientists with awit
explaining the differences between women and mee ha innate nature (God's creation) and the foomantf
culture (social construction). Gender is the défdrroles, functions, and responsibilities betwessn and
women are socially constructed and can change diogpto the changing times. There is a phenomeron o
gender discrimination in employment. Morever, thelpem of discrimination towards women in the wddqe
is still significant. Woman are assigned to pragje@quiring less knowledge and their salaries @ge than men
when comparable and equal work is considered (letagR06:196)

From some explanations about sex and gender ialibee, it is understood that sex is the sex digfiob is
based on the biological dimension and can not bagéd, while gender is the result of human contstrivased
on socio-cultural dimensions of the male or female.

2. 7 Definition of Gender

There are several definitions of the notion of gandamong others presented by the following experts
According to Baron (2000: 188) means that gendears of the self-concept involves identifying tineividual

as a male or female; Santrock (2003: 365) argussiie terms gender and sex difference in ternasneénsions.
Fill sex (gender) refers to the biological dimemsaf man and woman, while gender refers to theosouitural
dimensions of a male and female. After reviewingdg definitions suggested by experts, it is urtders that
the question of gender is characteristic of men w&othen based on socio-cultural dimension that sdewofie
value and behavior. in general have a tendencgroffe workers in the work, namely that woman, endther
hand, desired to work with congenial associatesitechample time away from the job and desired tdkvior
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superiors they respected (Frankel, 2006:194).

2. 8 Social Adjustment for Gender

The organization is a miniature social benefits éonployees, then the organization has an obligadioch
responsibility to establish a social environmennducive to constructive and employees, so that the
organization is able to anticipate the socio-psiaiical deviations employees. In the organizatiberoployees

not only have the physical and intellectual devalept, but also requires a conducive environmesbtialize

in order to achieve social maturity in preparinméelf to become adults who have inadequate sodjasament
capabilities.

Gender in the study is limited to the charactaréstif men and women as the cornerstone of behdidplayed.
Senyshyn et. al (2009: 6) argues that ... maleg weore satisfied and confident and had fewer tleamafes
difficulties, The process of adjustment appearsb#® gradual: Schneiders (1964: 454-455) states Isocia
adjustment signifies the capacity to react efettiead wholesomely to social realities, situatiand relations
so that the requirements are fulfilled for sociainly in acceptable and satisfactory manner. Saaiflistment
indicates the ability or capacity of the individualreact effectively and reasonable on socialityealituations,
and social relations in a way that is acceptabte satisfactory in accordance with provisions in soeial life.
Schneiders (1964: 454) argues adjustment is alfioedeas a process that includes mental and befsvio
responses in addressing social demands upon himeapdrienced in the relationship with the social
environment. Moreover, Fauziah (2004: 30) defirest tsocial adjustment as a continuous interactigth w
ourselves, others, and the world or the environméfganwhile, according to Mu'tadin (2002: 3) social
adjustment is the ability to comply with the norarsd social rules. Based on some social adjustmeditition,

it is understood that the definition of social aljuent is the ability of individuals to react teetdemands of
social right and reasonable.

Social adjustment ability of employees/officerstlis study were compared based on gender diffeseribe
gender question in this research is gender. Thepagsons concerning aspects of an employee's yalbdlit
establish friendly relationships with other empleyein the organization, the ability of employeeshb®
respectful to superiors / managers and other eraplkyactive participation employees work in officewl
employees to be respectful and willing to acceetrtiies of the organization.

3. Research M ethods

The method used in this research is descriptivlysisavhich is a method to describe an ongoingasiu at the
time of the research carried out. This method edu® analyze the data in ways description or desdhe
collected data as it is without intending to getigr@ccepted conclusions or generalizations.

3.1 Variable Operational of Research

Table 2. Variable Operational of Research
No Dimension Indicators
1 Attendance 1. Attendance for work
2. The presence following the official meetings
3. The presence of the invitation
4. The presence of the handle and face the problefiicial

2 Awareness for work 1. Give priority to the interests of the organiaati State
2. Carry out duties in accordance with the respdlitsl
and authority
3. Working honestly
4. Carry out the duties and work in an orderly manne
5. Carry out the duties and work closely
6. Maintaining and improving the cohesiveness bibsdinates
7. Creating a conducive working atmosphere
8. Being a role model for subordinates
9. Guiding subordinates in carrying out their dsitie
10. Encourage subordinates to improve its perfooman
11. Respect each employee
12. Give examples of well services
13. To encourage subordinates to develop theingtiate
14. action firmly and fairly
15. Pay attention and resolve any reports which #ine responsible
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No Dimension Indicators

3 Compliance with Regulation{ 1. Faithful to the ideological foundation of the

2. Obey and execute the orders of superiors aagwufficial
3. Complying with working hours

4. Pay attention to and implement any rules set

5. Avoid actions that harm the institution

6. Maintain good name and honor of the institution

Source: Fathoni, 2006. Processed Researcher, 2014.

3.2 Population Research

Researchers taking research location in Banjar @ityernment. The determination of the members ef th
population who seek respondents use purposive gagrtpichnique that all women who have structuraltmns

in Banjar City government of many as 136 people.

3.3 Types and Sour ces of Research Data

Types of data consisting of research and primatg dad secondary data. Umar (2005:42) states thegyr
data is the data obtained and the first sourceritidividuals or as the result of interviews oesgtionnaires
results. The source of the data in this studyéshthman element that researchers directly invoivedteractive
discussions or Focus Group Discussion (FGD) inclwdenen who have a structural position in Banjary Cit
government apparatus.

3.4 Data Callection Technique
1. Study Documentation namely data collection techedagtinrough the study of literature
and other written material that has nothingdowith the research undertaken.
2. Observation, through direct and indirect observatibthe research object.
3. Interview / interview of data collection by condimgf a question and answer verbally
with women who have a structural position imfga City government.
4. The questionnaire through the deployment of eolisjuestions/statements to the respondents (rasjdeith
the hope of providing a response to your questiat@sent.
5. Focus Group Discussion (FGD) through interactisedssions involving women
who have a structural position in Banjar Cioygrnment.

3.5 DataAnalysis Technique

The instrument used to measure the structuralesffigsciplined work environment Banjar City goveemhin
the perspective of gender approach. According thdf (2006: 172) that the presence, awarenetiseofvork
and compliance with regulations. The questionnaias first tested validity and reliability. Validityst is done
to determine whether the research instrument has lsempiled able to measure what is being measured.
Validity test is done by using Corrected Item-ToGarrelation, which is a way of measuring the \vigfidby
correlation or score point statement by the totake of the construct or variable. Significancd teslone by
comparing the valuedy. with rye for degree of freedom (df) = n-2, in this casis the number of samples. If
reount greater thangye and is positive then the item or questions oraattirs are declared invalid. Reliability test
is performed to determine the consistency of méagunstruments if the measurement is repeatedndasure
the reliability of statistical test used Cronbadpha (a). A construct or a variable value said earddiable if the
Cronbach alpha> 0.60 (Nunnally, 1967) cited by Giiq2006: 42).

4. Resultsand Discussion

Representative Bureaucracy gender as a public ben@ay that ensure community representation insthee
bureaucracy and connects between the bureaucracthanconcept of democracy. Formulate a policydgen
representation bureaucrats heavily influenced bdmakground. Moreover, under conditions of a glstia
society, group sentiment sometimes be a sensitggeei Public support in receiving and forwarding an
implementation of the law at the grassroots lewelpretty much influenced by how they perceive the
implementors. Bureaucrats must master the "landuaigpublic service recipients and services. Thamefthe
bureaucracy must be representative.

Representative Bureaucracy gender studies is trasgecially in communities with high levels of mlity.
Aspects of ethnicity, race, religion, educatiomaldl, and so become a measuring tool determinprésentation
of communities in the public bureaucracy. If tridgnored, then the bureaucracy often become &tidrgender
representation in more details its society. Disius®f labor discipline of structural official B City
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government in the gender perspective is as follows:

4.1 Dimensions Presence

The results of the analysis of a presence indidgatorwork depicted in the chart at 56.5% of wonsénictural

officials strongly disagree with the statement thaid attendance entry less labor is needed, becsisan
important structural officials can control subomties and carry out tasks according to the targewedl as 43 ,
5% other structural officials. Opinion officialgstturally women above suggests that they assumprétssence
of incoming work is needed although there was aslibate, but as structural officials they must aje be
present, because in addition to reflecting the-disifipline of structural officials the woman thexevironment
administration Banjar City goevernment, also in pleespective gander can seen as a motivator fardinates
to always work on time. Reflection of disciplinetrmmly in regards to the timely presence in thekptace, but
more appropriately defined as an attitude, behawiod act in accordance with applicable laws agdlegions.

Therefore, discipline in the bureaucracy can bereef if a majority of its rules adhered to by mesiployees.
Woman structural work discipline officials not orlhave a positive impact subordinates, but will ictpthe

enforcement of organizational discipline. In a gemperspective, presence into work is the impleatent of a
disciplined and responsible for all aspects of jthite which means it will also increase the effeatiess and
efficiency of work, and the quality and quantitywbrk. Awareness in attendance to come to work lagjiaal

consequence to comply with all government regutetiand social norms that apply. Awareness in attiecel to
come to work is the attitude of employees who vttty comply with all regulations and are awaretloé

duties and responsibilities. While the presencéingihess to come to work is the attitude, behagiwd actions
of employees in accordance with the laws and réiguls applicable in the civil service.

Discipline of women structural officials in Banj@ity government is an attitude of respect, respaioey and
abide by the rules that apply both written and utten, and able to run and do not swerve to acsapttions if
he violates the duties and authority given to Baxsed on the above understanding, the understaditige
discipline of woman structural official Banjar Cigovernment in a gender perspective is an awaremass
willingness of every employee to obey the ruleshaf bureaucracy in the government and do not swirve
accept sanctions when the abuse she violates theadd authority given to him. So it makes evenplayee is
responsible for all aspects of your work while gasing the effectiveness and efficiency of work tnedquality
and quantity of work. Aspects of the indicatorsttod importance of attendance following the offigiaeetings
showed the amount of approximately 80.6% of the wwrstructural officials Banjar City government agre
when it is said that that presence is very impartarfollow the official meetings, although it mustave the
daily tasks but 0.9% others expressed doubtfulabeve statement even 15.7% of the women strucpurall
officials said they do not agree when it is saidttthey have to follow the official meetings witbalving
everyday tasks. Official meetings should be hetdraivork, this is done in order to avoid leavinglace or
daily tasks because of the frequent official megtim working hours will be accumulated daily wodkitine is
implemented and can hinder the performance of sliates. In perceptive of this, the importancettdradance
to attend official meetings for women structurdiails Banjar City government seen from the datacpssing
very significant that they agree, but of courses tiititude should not sacrifice the more importairigs that
leave the public service that it was his duty apil&ted legislation. Every act of government progsahat will
be implemented by structural officials this woméris very possible when the program should beettimer by
first officials meeting, but can be sorted whicheigepositioned first, and not all can be officeséen as strategic
as it is very in touch interests with the wider liubAs long as it can be divided toward the mailc services
such as why not designed as to not disturb ofthin task of the bureaucracy. That is, their cdficheetings
should not necessarily abandon the task of seteice more strategic, if it is deemed service hansslic
services as the ultimate goal of any state appardtoe importance of official meetings follow a ggace, at
least should seen content for women structuratiaf. Maturation of official meetings should be deaas
efficient as possible and positioned so as nobdad ldisruption services and performance of the s, which
has been since the work description. Make somettaeigs with discipline and professional responisybin
every action in their daily work, so that it caradndish its performance in achieving organizatiogadls. In the
research results on the indicator chart attendtec@vitation of 86.1% envisaged structural offlsiof women
in government circles Banjar agree to the termwluth states that the invitation of the communiged to be
considered as a structural officials require comication with the community and even 0.9% officialay
strongly agreed to the statement despite the alffidd.2% undecided, while 2.8% of women structoftitials
stated that they did not agree when they are reduio follow the law of the community, even as ctnual
officials require communication with the community

Things need to be done as a part of society, eweman structural officers in Banjar City governmestill
must fulfill the law of each component of socidbgcause they are the object of the service is ntediday
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legislation. However, the current remains selecitivehoosing the invitation and as long as it doesinterfere
with official duties, and become part of the appasasocialite consideration to decide the invitatay not. In
this context, it will not change the basis of thscipline of structural officials when the preserafevomen at
the invitation of each component of society. Liviwiglon right time and not dated obligations astates
apparatus. That is, the performance is maintaineidsacialite obligation as human beings remain Ifiiéal for
the establishment of active communication and gouds. While the presence indicator in the handie face
the problem of the office, it can be seen from ghaph that 63% of women structural officials agreeda
statement saying that the presence in the handlefare the problem of official could be delegated t
subordinates in accordance with its authority. Anted to 36.1% officials said they did not agreethat
statement.

Each role performed may cause the logical consemgueaimilarly, the presence in the handle and thee
problem of official is a task that must be compdepeoperly. Not everyone can solve the problem,douas not
to contaminate the other parts, especially the thegalomino effect.It is necessary to frequent transfer of
functions so that problems can be minimized andesal real problem. Therefore, by building a whoéavn
communicates with coworkers can simplify the wagttthe issues can be resolved and was immediatieént
decisions correctly and appropriately.

4.2 Dimensions of Consciousnessin the Works

On the dimension of consciousness there are fiftedinators and when viewed indicators prioritine tnterests

of the state organization. The result of analysiat t50.0% of women structural officials in BanjaityC
government agreed to the statement that says thatractural officials statement institutional mgsts is an
obligation that not can abandoned although the itiond are very needed her family and officials 148.
disagreed with the statement. Whereas 1.90% dficigho are skeptical of consciousness in the works
awareness. As a professional attitude of local gowent officials, so any official capacity discipdi of women

in government structures of Banjar City governnstduld be able to sort out the interest to takeqatence. As

a consequence, the apparatus must have underst@odamctions if the obligation was abandoned, witheo
clear and rational argument then it can not begeized and accepted by the relevant authoritiesa A®man
structural officials, of course, can be understadeen to family interests and institutions, so thatakes self-
awareness that is more proportionate when put leetvabligation and personal responsibility, familyda
institution. On the indicator carry out duties ttardance with the responsibilities and authorftthe results of
the analysis of that 89.8% of women agreed strattofficial when it is said that in carrying outtis in
accordance with the responsibilities and authasitghe institution and may be represented if there other
activities that require them although there als80% that disagreed with such requirements. Giving
responsibility and authority to the person is okaypeople who are given these beliefs, not againgtority.

That is not a problem as women structural offigididegation some tasks to those who believed, Wkeamas at

a time there is a hitch to carry out its duties anthorities, so as to not be able to perform hised within a
certain time. In the context of the difficulty ofovking in an honest indicator, based on the grapictfon in on
that there are 30.6% of women officials in Banjity @overnment, states strongly disagree with gwguirement
which states that a woman structural officials, kirog honestly difficult to implement because thstsyn in the
current government bureaucracy is not conduciv@%7do not agree to those terms and only 2.8% of evom
structural officials who agreed to the difficultitr working honestly. The issue of work honesitlys hard to
apply in total, because honesty is synonymous wWith attitude and morale, hence honesty in work must
continue to be built and fostered by the motivaibthe person who is deemed capable of providingrco
discipline to the world of work is believed thatrfesty is the key to success in any field.

Based on the analysis on the indicator carry caitalsks and duties in an orderly manner that thiex&0.7% of
women answered structural officials strongly disggwith the statement that says that as struatffielals, not
easy to carry out tasks and work in an orderly rearbecause the working environment is less sup@orti
48.1% responded not agree to that statement, &lGké of the female structural officials feel agte¢he above
statements. Responding to the task and work inrderly manner of course not always go smoothly, rimit
infrequently lead to internal conflict when in irephenting the tasks and work in an orderly mannecognized
or not carrying out basic tasks in an orderly mardwes require discipline where not everyone ingai. In
addition, on the side of a conducive working enwinent will also support the work to be completedt th
became routine.

Based on the graph of the function of the indicatry out tasks and work carefully/accurate séean 44.4%
of structural officials of women strongly agree lwihe statement that says that implementing thestasd work
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carefully or accurately is a must because the dlamee system in the city government of Banjavésy tight,
43.5% as well as other officials stating that tlagyee to that statement, and only 2.8% official wloes not
agree with the statement above. As a logical caresseg into the apparatus in carrying out the taskthe work
should be done carefully or accurate, it is nothetsg in order to minimize mistakes when decidingsaue in
the field. The goal is nothing else, how the conitpms of the organization's agenda can be achiasdarly
plan objectives through the tasks and duties ieffattive, efficient, careful, intelligent, and acate.

Based on an analysis indicator maintaining andeimsing the compactness of subordinates can betisaen
50.0% of women stating structural officials disagweith the statement that says that maintain armgdwe the
cohesiveness of subordinates is not the respoitgilof a structural officials but the responsihilibf all
employees and 49.1% officials agreed to the abtatersent. In organizational cohesiveness amongnak
become important organization. In organize all hamesources both called subordinate or superiadéeship)
is a potential that must be built and nurtureddpsit, so as to provide the best for the orgaioratvith the
same goal which is to achieve organizational goals.

Based on the analysis of indicators of creatingradacive working atmosphere shows that 55.6% oftcgiral
officials of women agreed with the statement thatssthat creating a conducive working atmospherines
responsibility of an official of the structural, asstructural officers in accordance with the duaed authority
given, the statement addressed with 39.8% disagyreficials. Creating a conducive working atmosghis a
common task because the work environment will bafoaable. The workings of the leader or officifitiis
not supported by a subordinate, do not expect tgdieg well. That is why, with the creation of andocive
working atmosphere, then the organization's wodndg will run as expected goals.

The results of the analysis can be a model foiinttlizator subordinate not the main thing seen 8&0% of
women structural officials do not agree to theestant that says tha&xemplary is not the main thing, the
important thing is to complete the tasks and dutiesccordance with the orders and regulationsEsetmplary
attitude is something that should be possessed Bader, exemplary created by a leader can affeet t
performance of the subordinates or employees byidirg good role models and to establish a harmanio
working relationship. Exemplary through this, sy amovement in the organization's performance ieetqn to
be going according to plan the organization, st ttia attitude exemplary for the subordinate bentiaén thing

if done mindfully.

Based on the results of the study as outlined é& graph of the indicator does not have a duty tmegu
subordinates in carrying out its duties are 95.484ctural officials disagree with the statementisgythat as a
woman structural officers have no duty to guide sobordinates. Because they already have the danids
standard procedures in accordance with their réispeduties. An official structural have an obliget to guide
subordinates even if they already have the dutiesstandard procedures in accordance with thepertive
duties, but with the good cooperation they cregténtal results and in accordance with time. Eack ta a
shared responsibility, meaning that there mustdmrdination dynamically interrelated, so any leghligate
leaders provide direction and guidance to subotémwithin each performing its duties and obligasio

Based on an analysis of indicators encourage sinatesd to improve work performance reached 93.5% of
women structural officials agreed to the statentkat says that they have a duty to encourage sinaded to
improve its performance so that they can perforgirtduties optimally. In improving work performanae
carrying out its tasks should be a continuous eygadraining, so that they are able to produce #unguseful

for themselves and the organization. For the guidait can be separated from their position asmamubeing
who can not be separated from the needs, abititidspersonality can be developed. Therefore, thehing job
performance of employees must be able to touclasgects of both originating from inside or outsttle
organization environment.

Based on an analysis of indicators of respectinth eamployee can be seen in 88.9% of women felt the
structural officials disagree with the statemeratt thays that they will continue to honor their vativho also
respected as structural officials. An official withsocial creature who among each other woods respect
each other even though it was among officials amdieemployed, so as to create harmony of the nation
achieve a common goal. Each officer is also redquiceactively participate in various social relagbips with
employees, officials arrogance in the eyes of egyg#e will greatly affect the conductivity employéecause it
was mutual respect of each employee must be catstiby the leadership as a form of devotion. Hsellts of

the analysis of the indicators do not need to gimeexample service demonstrated that 58.3% of women
structural officials do not agree to the statembat says that they do not need to give an exaofdervice to
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the subordinates, because they have been givemdastl operating procedure (SOP) to provide caren$ of
service to the community is not just simply theaalz® of SOP and is technically different from eatter. A
service is considered as an excellent serviceeifddsign and procedures adhere to several priscipamely,
customer focused, is an effective system, servk witonscience, continuous improvement, and empogver
customers. That is, every leader still obliged teegimpulse or passion as the purpose of the agency
organization.

Based on the analysis of indicators do not encausafpordinates to develop their potential showedt 58.3%
of structural officials woman does not agree witle statement that says that they do not need touesge
employees to develop their potential, because ithegovernment already has a training program teettep the
potential of the apparatus, even 39.8 % statedhglyodisagree with the statement. A structural cgifs are
required to encourage employers in developing thetiential though in this case the municipalityealty has a
training program to develop any potential appardius without the encouragement of the officersnira
program that is not going to produce quality humesources optimally. The need for a boost in depetpthe
potential of every employee is to improve the gyaspects of the organization, so with considerglaitential,
the role of the organization will be better agait,lines will be filled by qualified Human Resoes: Thus, it
will support the excellent service of good gover&an

The results of analysis of indicators act decisivaid fairly amounted to 74.1% of structural ofisi of women
disagreed with the statement that says that thélyaati firmly to all subordinates who break theesileven if
contrary to the element of humanity, this is reinéa by the 15.7% official very agree to the abstagements.
In the sphere of organization of course relatethéoconsequences of the regulations made and rausibdyed
by every personal organization. Therefore, violai@against its organ need to be enforced strittigt is, any
firm action is needed for employees who violaterilles must be fair and impartial, but the act@aken must be
in accordance with humanity and justice prevailm@anjar City government.

Based on the results of the study as outlined éngttaph of the results of the analysis of the s leaders
resolve any reports of its responsibility to suleates showed there was 88.0% of structural officiléssagreed
with the statement that says that they may bestmh eeporting agency of its responsibility to swliaates in
accordance with each field, only 3.7% official wagree even 2.8% officials stated strongly agred wie

statement above. As a leadership course are requireomplete the report itself, it is in accordamdth the

official context of its responsibility even thouglke has the right to delegate its authority to asdibate report
but still have to carry out duties in accordancéhwieir respective the principal task of the itsdtion. As a
leadership course, should set an example in cgeatireport accompanied by accountability can besrgtdod

together. In addition, he must provide the besheta in all aspects, including the making of theamt.

4.3 Dimensions Regulatory Compliance

Dimensions of regulatory compliance is a furthanelsion or parameter of the work discipline of ctual
officer within Banjar City government. This dimeaosiis represented by six indicators, the firstéatbr relates
to loyalty to the ideology and country basis. Theults of analysis of indicators loyal to the nadibideology
and principles contained 47.2% structural officielsvomen agreed with the statement that saysldlyatty to
ideology and country basis is a necessity thaincarbe replaced as well as the 45.4% official, wbeeed to the
statement and only 3.7% official who does not agvite the statement above.

Loyalty to the ideology and the foundation of thate is a necessity that can not be replaced becasis
Indonesian citizens docile and obedient to his tgubasis, the pattern of everyday life must refléoe
country's ideology and principles. Therefore, idggl should be developed and harmonized with theidt to
life and the life of the nation. As government affls who are committed to the ideology of theestigt an
attitude that absolutely must be done and exedoyedach of the state apparatus, as well as figuraif the
ideology of this nation. Based on an analysis dfdators to obey and execute the command duty pérears
authorized, although not in line with the visiordamission are 52.8% of structural officials of wam&ho no
government environments of Banjar who disagree wWith statement that says that they will carry datirt
duties and orders from superiors albeit less ia ith the vision and mission of the organizatied,|41.7%
officials stated that they were hesitant to théestent.

A structural officials should be able to place amit out the part where one orders from superioustrbe
carried out should not, as a task which must bariglénstructed to subordinate duties, goals, aigsion of the
task. It needs to be underlined that obey and egemders from superiors authorized agencies, afthaot in
line with the vision and mission should not be ddné if it is in line with the interests of thegamization, must
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be done without their personal tendencies. Adtiluge in the organization is elegant so that antgrest can be
seen its context to preliminary public interestthe realm of government bureaucracy heed theest®rof its
people.

Based on an analysis of indicators did not neeatiteere to working hours is 86.1% of women stating
structural officials disagree with the statemerait thays they do not need to arrive on time is igmbrto carry
out duties in accordance with the targets and ediguls that have been set. As a structural offitrak is
important to obey the self-discipline to organiaail commitment and oath of office. So come on timman
exemplary leader because by example will encousadgmrdinates to remain loyal and committed to the
institution that became part of his life. That éxemplary and discipline is an effective way ofldhnig the
organization in the future. Based on the graphhef function on the analysis of indicators of aftemtand
implement any rules that have been set at 47.2f8teodtructural official women feel hesitant to stagént saying
they will pay attention and carry out duties in @clance with the regulations if the task is in limih the
wishes of the leader or supervisor, 45.4 % othieialfs disagreed with the statement above.

Each completed a job required a cooperation orweaknbetween the various parties so that there is
no conflict in the settlement, in addition to detaif information on the objectives, vision and sis of the task,
the most important is to pay attention and implenaary rules that have been set so that in accoedaith the
commitments that must be run. Noting and implenamt rules set organization is the commitment of the
government apparatus so that no one in their stsdethat it can carry out duties in accordanceh wlite
applicable the principal task of the function ircledield and conducted by continuing to apply assenf
discipline in the organization.

Based on an analysis of indicators to avoid acttbhas harm the institution can be seen that 89.8% o
women structural officials agree to a statement sags that they will refrain from any actions tharm the
institution, although contrary to the boss. Goalac¢hieve optimal results is a task for all inval\e® everything
must go hand in hand to achieve a common goal.efdye, in the understanding to institution musthblot
properly, while avoiding actions that harm the itagion is committed apparatus that seeks to prenibe
institution of everything because they feel thdifngon is a part of life that should be defended real and
should not be sacrificed for any reason.

The results of the analysis of the last indicalat fnaintain the good name and honor of the ingtiilby 90.7%

of women agree to structural official statementisgythat they will continue to maintain the goodnmeaand
honor of the institution although operational woekvironment is less supportive. The commitment in
maintaining the good name of course the obligatibeach apparatus, because the institution thakeipot life

so it is appropriate that the credibility of a gooaime at stake in every aspect of life, nurturediegted and
championed at a strategic point favorable, esdgdiaé institution is moving in the realm publicténest that
should be defended to the death.

1.16. Obstacles encountered

The study results revealed that in applying theigime and performance of officials, including
woman structural officials in Banjar, Banjar Govesxent still faces a number of obstacles detectedqaite
substantive, among others:

First, sociologically still emerging notion that womere astill positioned as inferior to men in many
aspects of life, including within the governmenheTemergence of this kind of perception, then thygications
for the psychology of women within portray himsa#f an officer and public services. In other wotls,role of
women in a specific position in the government iemmment regarded as still "limited”. Conditionshias this,
then compounded by the views of Sunda stressed Hva¢we mah pondok lengkéali the women of short step).
That term, often used as an excuse to alienatetéef women in various strategic positions, sat the role of
women drowned in the grip of men who had been ssea leader for women. Various sociological facthis
kind, directly or indirectly can be a barrier tosputhe level of discipline and structural perforeauwof officers
and officials of women, especially in governmentissnment of Banjar.

Secondly, the influence of the environmental aspects ofi@itin government bureaucracy. Cultural
aspects directly or indirectly perceived has sigaiit influence on the level of work discipline thereaucratic
apparatus of government at various levels, botlrakand local levels, including in the GovernmehBanjar.
Inaccuracy time in the line of duty, or still noptomal awareness of officials in performing theirtids as a
public service is one phenomenon that needs toxaenieed seriously by the various stakeholders. Such
conditions indicated that the bureaucratic cultha had been seen as less supportive of the ggosuture of
discipline, is still one obstacle in promoting lakliscipline officers and ranking officials.

Third, understanding of the use of information techngld@ge aware that the presence of information
technology is sufficiently massive leap accomparbgda very rapid development has driven the grooftia
new culture in the community, including within tgevernment bureaucracy. Conditions such as thes gave
birth to a dilemma because there is no doubt tiaptesence of information technology so quicklytlwa one
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hand to help the acceleration in implementing #kd and jobs. The speed with which the informatieeded
by the community as well as the ease of the praeeiduaccessing public services today is shoulddggeciated
as a contribution to the implementation of inforimattechnology task of government bureaucracy. Heaneon
the other hand the presence of this technologyait cause problems if users are not or less "wise" i
operationalizing. Flourishing mostly officials / feaucrats who "like playing games" during officeuts or
playing twitter and the like rather than performitite task and work is one example of how informmatio
technology has undermined the character of officiabureaucrats who then interrupt to the increaseck
discipline officers.

Fourth, the assertiveness led to reprimand and punisteamployee disciplinary or discipline is one
important part in realizing the discipline in theyanization of government, including in Banjar. ég®on of the
top leadership is needed, both in order to edwmadecoercive to employees and structural officsalghat they
are willing and able to implement their duties at@rdance with the vision, mission and goals set.

Conclusion

Based on data analysis that has been describée iprévious chapters, it can be concluded fronrekalts of

this study as follows:

1. Discipline of women structural official analysisdimensions of the presence is considered quaite. This
shows that the managerial leadership in the orgéinizal structure is always committed to the tiaditof
the task which it is responsible, because theytfeslthe basic tasks and functions can influehegptocess
implementation of the daily work in completing angrk in the government of Banjar City.

2. Discipline of woman structural official seentdhe dimensions of consciousness keep puttingenatork
supervision in order to maintain conditions conglecivorking environment. In addition to their exeayl
leadership to the employees or subordinates.

3. Discipline structural official working women imiew of the dimensions of environmental regulatory

compliance in Banjar City Government is not in do@fficials of women in governance structures Bartjas

proven its role in a wide range of government digtiempirically their role is a potential humarsoeirce and
nice deemed to be improved the position and role.

Recommendation

In order to improve the discipline of women struatwfficials in the Government of Banjar, theuks of this

analysis recommends three things, namely as follows

1. Application of the presence in the aspect of latiscipline officials deemed structurally better wanm and
the application of labor discipline that is firmdathorough action is conducted objectively. Howekegp in
mind is the managerial capacity of structural édlicvomen should continue to be developed in otder
better again so well established in every deciaiah policy.

2. In order to better respond to the awareness ofwitik, as a woman in the context of structural ddfic
creation of a conducive working environment whigeds to be built exemplary better. Besides it$s #he
attitude and the performance should be highlightede an example for subordinates which will be
motivation in the work.

3. Compliance with the official regulations of strucl woman is not in doubt but it takes a greater
commitment of Banjar City government supporteddgyslative in the form of local regulations, satlhe
whole range of woman structural officials can legitte scope of work thoroughly in building admirésion
of Banjar City government in the future.
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