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Abstract 

Employee performance is one of the key factors that supports an organization in 

achieving its goals. One way to improve it is by implementing a reward and punishment 

system. Rewards are given as recognition of employees' achievements and 

contributions, while punishment is applied to strengthen discipline and compliance with 

company regulations. Initial observation at CV Sekar Wangi Jaya revealed ongoing 

discipline problems, with around 15% of employees arriving late and several employees 

leaving the workplace before working hours ended. This study aims to analyze the effect 

of reward and punishment on employee performance at CV Sekar Wangi Jaya. It uses a 

quantitative approach with a survey method. The population consisted of 57 employees, 

all of whom were taken as respondents through a saturated sampling technique. Data 

were collected using a Likert-scale questionnaire and analyzed through validity and 

reliability tests, classical assumption tests, multiple linear regression analysis, the t-test, 

the F-test, and the coefficient of determination (R²). The results show that reward has a 

positive and significant effect on employee performance (t = 6.046; p < 0.001), and 

punishment also has a positive and significant effect on employee performance (t = 3.216; 

p = 0.002). Simultaneously, reward and punishment have a significant effect on employee 

performance (F = 169.058; p < 0.001). The R² value of 0.862 indicates that reward and 

punishment explain 86.2% of the variation in employee performance, while the remaining 

13.8% is influenced by other factors outside this study. These findings suggest that a 

well-applied reward and punishment system can serve as one of the strategies to support 

better employee performance at CV Sekar Wangi Jaya. 

Keywords: Reward, Punishment, Employee Performance, Human Resource 

Management. 

http://creativecommons.org/licenses/by-sa/4.0/
mailto:asnawi@stekom.ac.id


 

2282 
IJEBIR, Volume 05 Issue 06, 2026 

 Copyright at authors some right reserved this work is licensed under 
a Creative Commons Attribution-ShareAlike 4.0 International License. 

INTRODUCTION 

Human resources are a strategic asset that plays an important role in determining 

whether an organization achieves its goals. Amid increasingly tight business competition, 

companies are required to manage their human resources effectively so that productivity, 

operational efficiency, and competitiveness can keep improving (Suyono et al., 2022). 

One indicator of successful human resource management is employee performance, 

namely the work results that employees achieve in line with the duties and responsibilities 

assigned to them (Sari & Ekowati, 2021). Optimal employee performance leads to better 

product quality, more effective work processes, and the sustainable achievement of 

organizational goals (Wahyuni et al., 2024). For this reason, companies need to apply 

human resource management strategies that can continuously encourage better 

employee performance (Budiono et al., 2026). 

One effort companies can make to improve employee performance is to implement 

a reward and punishment system. A reward is a form of recognition that the company 

gives to employees for their achievements, contributions, or work accomplishments, 

serving both as appreciation and as motivation to maintain good performance (Hakim et 

al., 2024). Punishment, on the other hand, is a corrective action in the form of sanctions 

imposed on employees who violate company rules, with the aim of strengthening 

discipline and responsibility at work (Rahmawati & Wahyu, 2023). A balanced application 

of reward and punishment is believed to shape positive work behavior, increase 

motivation, and lead to more optimal performance (Hustia & Rahmawati, 2024). In 

addition, a system of rewards and sanctions also helps build work motivation, which 

ultimately contributes to improved employee performance (Rizal, 2024; Siregar et al., 

2022). 

Various previous studies show that reward and punishment are closely related to 

employee performance. Studies by Wijaya et al. (2024), Selamet et al. (2023), and 

Afriansa et al. (2023) found that reward and punishment have a positive and significant 

effect on employee performance. These findings indicate that rewards matched to work 

achievement can raise motivation and productivity, while sanctions applied fairly and 

consistently can improve work discipline. However, Safitri et al. (2024) and Budiono et al. 

(2026) argue that the size of this effect may differ from one organization to another, since 

it is shaped by company characteristics, management systems, organizational culture, 

and the work environment. This suggests that the effectiveness of reward and 

punishment still needs to be examined in different organizational contexts. 

Although research on the effect of reward and punishment on employee 

performance is abundant, most previous studies have focused on banking, cooperatives, 

hospitals, retail companies, and service firms (Forbeshu & Edalmen, 2023; Utami et al., 

2024). Each sector has its own organizational characteristics, work systems, and 
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corporate culture, so the effectiveness of reward and punishment cannot be generalized 

to all types of companies. Wahyuni et al. (2024) and Siregar et al. (2022) also show that 

differences in industry characteristics can produce variations in how reward and 

punishment affect employee performance. Therefore, research on medium-sized 

manufacturing companies is still needed to obtain more comprehensive empirical 

evidence on this relationship. 

CV Sekar Wangi Jaya is a company engaged in the production of detergent and 

laundry oil, with a total of 57 employees. Initial observation by the researcher found that 

work discipline problems still occur, with around 15% of employees arriving late and 

several employees leaving the workplace before working hours end. This condition has 

the potential to disrupt the production process, reduce operational effectiveness, and 

affect the achievement of company targets. According to Suyono et al. (2022), low work 

discipline can lead to declining performance when a company has not yet implemented 

its reward and punishment system optimally. This view is supported by Hustia and 

Rahmawati (2024), who state that applying rewards and sanctions appropriately can 

improve discipline while also encouraging better employee performance. 

This study offers an empirical contribution by testing the effect of reward and 

punishment on employee performance at CV Sekar Wangi Jaya, a producer of detergent 

and laundry oil. Unlike previous studies, which were dominated by the banking, 

cooperative, hospital, retail, and service sectors (Budiono et al., 2026; Wahyuni et al., 

2024), this study focuses on a medium-sized manufacturing company that has different 

operational characteristics and is dealing with work discipline problems. By examining 

the relationship between reward, punishment, and performance based on the actual 

conditions of the company, this study is expected to broaden the empirical evidence on 

the effectiveness of both variables in the manufacturing industry and to offer relevant 

recommendations for improving the quality of human resource management (Rizal, 

2024). 

Based on this background, this study aims to analyze the effect of reward and 

punishment on employee performance at CV Sekar Wangi Jaya. Theoretically, the results 

are expected to contribute to the development of human resource management studies, 

particularly on the effect of reward and punishment on employee performance (Wijaya et 

al., 2024). Practically, this study is expected to serve as a consideration for the 

management of CV Sekar Wangi Jaya in formulating human resource policies that can 

improve employee discipline, motivation, and performance in a sustainable way (Selamet 

et al., 2023). 
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RESEARCH METHOD 

This study uses a quantitative approach with a survey method to analyze the effect 

of reward and punishment on employee performance. A quantitative approach is used to 

test hypotheses based on data that can be measured objectively (Sugiyono, 2019). The 

research was conducted at CV Sekar Wangi Jaya. The research subjects were all 

employees of CV Sekar Wangi Jaya, while the research objects consisted of reward (X1), 

punishment (X2), and employee performance (Y). The hypotheses tested in this study 

are as follows. H1: reward has a positive and significant effect on employee performance. 

H2: punishment has a positive and significant effect on employee performance. H3: 

reward and punishment simultaneously have a significant effect on employee 

performance. 

The population of this study consisted of 57 employees. Because the population 

was fewer than 100 people, a saturated sampling technique was applied, so the entire 

population was taken as the sample. The data consisted of primary data obtained through 

questionnaires and secondary data from books, scientific journals, and relevant company 

documents. The research instrument was a questionnaire using a Likert scale, which is 

used to measure respondents' attitudes, perceptions, and opinions toward each 

statement (Sugiyono, 2019). Each variable was measured with six statement items. The 

instrument was tested for validity using Pearson Product Moment correlation, with an item 

declared valid when r count > r table, and for reliability using Cronbach's Alpha, with a 

criterion of > 0.60 (Ghozali, 2021). 

The data were analyzed using IBM SPSS Statistics version 26. The analysis 

included validity and reliability tests, followed by classical assumption tests consisting of 

the normality, multicollinearity, and heteroscedasticity tests. Multiple linear regression 

analysis was then performed. The hypotheses were tested using the t-test and the F-test, 

while the coefficient of determination (R²) was used to measure the ability of reward and 

punishment to explain the variation in employee performance. 

 

RESULTS AND DISCUSSION 

The results of this study on the effect of reward and punishment on employee 

performance at CV Sekar Wangi Jaya are presented based on the analysis of data 

collected from the respondents. These results are then discussed in light of relevant 

theories and previous studies. 

Results 

1. Respondent Characteristics 

Respondent characteristics are presented to give an overview of the profile of the 

respondents who served as the research sample. These characteristics include gender, 
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age, latest education level, and length of service. The distribution of respondent 

characteristics is shown in Table 1. 

Table 1: Respondent Characteristics 

Characteristic Category 
Frequency 

(persons) 
Percentage (%) 

Gender Male 35 61.40 

 Female 22 38.60 

 Total 57 100 

Age 18-25 years 40 70.18 

 26-35 years 14 24.56 

 36-45 years 2 3.51 

 > 45 years 1 1.75 

 Total 57 100 

Latest Education 
Junior High School or 

equivalent 
12 21.05 

 
Senior/Vocational High 

School or equivalent 
45 78.95 

 Total 57 100 

Length of Service < 1 year 13 22.81 

 1-5 years 41 71.93 

 > 5 years 3 5.26 

 Total 57 100 

Source: Primary data processed (2026) 

Based on Table 1, most respondents were male, totaling 35 people (61.40%), 

while female respondents numbered 22 people (38.60%). In terms of age, most 

respondents were between 18 and 25 years old, totaling 40 people (70.18%), followed 

by those aged 26 to 35 years, totaling 14 people (24.56%). In terms of latest education, 

most respondents were senior or vocational high school graduates, totaling 45 people 

(78.95%), while 12 people (21.05%) were junior high school graduates. Meanwhile, in 

terms of length of service, most respondents had worked for 1 to 5 years, totaling 41 

people (71.93%), followed by those who had worked for less than 1 year, totaling 13 

people (22.81%), and more than 5 years, totaling 3 people (5.26%). This shows that the 

respondents were dominated by employees of productive age with secondary education 

and sufficient work experience, so they were able to assess the reward system, the 

punishment system, and employee performance at CV Sekar Wangi Jaya. 
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2. Validity Test Results 

The validity test was conducted to determine the ability of each statement item to 

measure the research variables. The test used the Pearson Product Moment method with 

57 respondents. The r table value was determined based on the degree of freedom (df) 

of n - 2, resulting in df = 55. At a significance level of 5% (α = 0.05), the r table value was 

0.261. A statement item is declared valid if its r count value is greater than the r table 

value (0.261). 

Table 2: Validity Test Results 

Item r count r table Description 

X1.1 0.679 0.261 Valid 

X1.2 0.794 0.261 Valid 

X1.3 0.640 0.261 Valid 

X1.4 0.461 0.261 Valid 

X1.5 0.718 0.261 Valid 

X1.6 0.322 0.261 Valid 

X2.1 0.752 0.261 Valid 

X2.2 0.672 0.261 Valid 

X2.3 0.806 0.261 Valid 

X2.4 0.643 0.261 Valid 

X2.5 0.634 0.261 Valid 

X2.6 0.586 0.261 Valid 

Y1 0.706 0.261 Valid 

Y2 0.689 0.261 Valid 

Y3 0.706 0.261 Valid 

Y4 0.623 0.261 Valid 

Y5 0.673 0.261 Valid 

Y6 0.650 0.261 Valid 

Source: Primary data processed (2026) 

As shown in Table 2, all statement items have r count values greater than the r 

table value of 0.261, ranging from 0.322 to 0.806. Therefore, all items for the reward, 

punishment, and employee performance variables are declared valid and suitable for 

further analysis. 

3. Reliability Test Results 

The reliability test was conducted to determine the consistency of the research 

instrument using the Cronbach's Alpha method. According to Ghozali (2021), an 

instrument is declared reliable if its Cronbach's Alpha value is greater than 0.60. 
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Table 3: Reliability Test Results 

Variable Cronbach's Alpha Description 

Reward (X1) 0.658 Reliable 

Punishment (X2) 0.770 Reliable 

Employee Performance 

(Y) 
0.755 Reliable 

Source: Primary data processed (2026) 

Based on Table 3, the reward variable has a Cronbach's Alpha value of 0.658, the 

punishment variable 0.770, and the employee performance variable 0.755. All of these 

values are greater than 0.60, so all research instruments are declared reliable and have 

good consistency. 

4. Classical Assumption Test Results 

Before the multiple linear regression analysis was carried out, classical 

assumption tests were first conducted to ensure that the regression model met its basic 

assumptions. The classical assumption tests in this study included the normality, 

heteroscedasticity, and multicollinearity tests. 

a. Normality Test 

 
Figure 1: Normal P-P Plot of Regression Standardized Residual (Dependent 

Variable: Employee Performance) 

Based on the Normal P-P Plot in Figure 1, the residual points are spread around 

the diagonal line, which indicates that the residuals are normally distributed. Thus, the 

regression model meets the residual normality assumption. 
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Table 4: One-Sample Kolmogorov-Smirnov Normality Test of Residual Data 

Variable N 
Test 

Statistic 

Monte Carlo 

Sig. (2-tailed) 
Description 

Unstandardized 

Residual 
57 0.101 0.159 

Normally 

distributed 

Source: Primary data processed (2026) 

Based on the results of the One-Sample Kolmogorov-Smirnov test, the number of 

samples (N) was 57 with a test statistic of 0.101. The significance value obtained through 

the Monte Carlo method (2-tailed) was 0.159. Since this value is greater than 0.05 (p > 

0.05), H0 is not rejected. It can therefore be concluded that the residuals in the regression 

model are normally distributed, so the normality assumption has been met. 

b. Heteroscedasticity Test 

 
Figure 2: Scatterplot for the Heteroscedasticity Test (Dependent Variable: 

Employee Performance) 

Based on the scatterplot between the residuals and the predicted values in Figure 

2, the residual points are randomly scattered around the horizontal line without forming 

any particular pattern. This shows that there is no sign of heteroscedasticity, so the 

regression model meets the homoscedasticity assumption. 

c. Multicollinearity Test 

Table 5: Multicollinearity Test Results 

Variable Tolerance VIF 

Reward (X1) 0.239 4.184 

Punishment (X2) 0.239 4.184 

Source: Primary data processed (2026) 
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Based on the multicollinearity test results in Table 5, all independent variables 

have tolerance values greater than 0.10 and Variance Inflation Factor (VIF) values 

smaller than 10. The reward variable (X1) has a tolerance value of 0.239 and a VIF of 

4.184, and the punishment variable (X2) also has a tolerance value of 0.239 and a VIF 

of 4.184. 

These results indicate that there is no multicollinearity between the independent 

variables in the regression model. Thus, the regression model meets the multicollinearity 

assumption, and the reward and punishment variables are appropriate to be used 

together to explain the employee performance variable. 

5. Multiple Linear Regression Analysis 

Table 6: Multiple Linear Regression Analysis Results 

Variable B 
Std. 

Error 
Beta t Sig. 

(Constant) 2.238 1.323 - 1.691 0.097 

Reward (X1) 0.586 0.097 0.624 6.046 < 0.001 

Punishment (X2) 0.347 0.108 0.332 3.216 0.002 

Source: Primary data processed (2026) 

Based on the multiple linear regression analysis in Table 6, the following 

regression equation was obtained: 

Y = 2.238 + 0.586 X1 + 0.347 X2 

The constant value of 2.238 shows the value of employee performance when 

reward and punishment are equal to zero. The reward coefficient of 0.586 means that 

every one-unit increase in reward will increase employee performance by 0.586 units. 

Meanwhile, the punishment coefficient of 0.347 means that every one-unit increase in 

punishment will increase employee performance by 0.347 units, assuming the other 

variable remains constant. 

6. Hypothesis Testing 

a. t-Test Results 

Table 7: t-Test Results 

Variable t count Sig. Description 

Reward (X1) 6.046 < 0.001 Significant 

Punishment (X2) 3.216 0.002 Significant 

Source: Primary data processed (2026) 

Based on the t-test results in Table 7, the reward variable (X1) has a t count value 

of 6.046 with a significance value of < 0.001. Since this value is smaller than 0.05, reward 

has a partially significant effect on employee performance. The punishment variable (X2) 

has a t count value of 3.216 with a significance value of 0.002. Since this value is also 

smaller than 0.05, punishment has a partially significant effect on employee performance. 
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b. F-Test Results 

Table 8: F-Test Results 

Model F count Sig. Description 

Regression 169.058 < 0.001 Significant 

Source: Primary data processed (2026) 

Based on the F-test results in Table 8, reward (X1) and punishment (X2) 

simultaneously have a significant effect on employee performance (Y), with an F count 

value of 169.058 and a significance value of < 0.001. 

7. Coefficient of Determination (R²) 

Table 9: Coefficient of Determination (R²) Results 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 0.929 0.862 0.857 0.825 

Source: Primary data processed (2026) 

The correlation coefficient (R) of 0.929 indicates a strong positive relationship 

between reward and punishment and employee performance. The R Square value of 

0.862 means that the independent variables explain 86.2% of the variation in employee 

performance, while the rest is influenced by other factors. The Adjusted R Square value 

of 0.857 reflects the contribution of the independent variables after adjusting for the 

number of predictors in the model, and the standard error of the estimate of 0.825 shows 

the level of deviation of the data from the model's predictions. 

 

DISCUSSION 

1. The Effect of Reward on Employee Performance 

The results show that reward has a positive and significant effect on employee 

performance. Based on the t-test, the reward variable has a significance value of < 0.001 

(< 0.05), so the first hypothesis (H1) is accepted. This finding shows that appropriately 

given rewards can improve employee performance at CV Sekar Wangi Jaya. 

Giving rewards is one way for a company to show appreciation for employees' 

contributions. Rewards in the form of bonuses, incentives, or non-financial recognition 

can increase work motivation, job satisfaction, and employee loyalty. When employees 

feel that their efforts and achievements are valued, they tend to improve the quality of 

their work and strive to reach the targets set by the company. 

This finding is in line with Reinforcement Theory, which explains that behavior 

followed by positive consequences tends to be repeated. In the context of this study, 

reward acts as positive reinforcement that encourages employees to maintain productive 

work behavior. Therefore, the better the reward system implemented by the company, 

the stronger the tendency of employees to improve their performance. 
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This result is also consistent with the studies of Wijaya et al. (2024), Selamet et al. 

(2023), and Afriansa et al. (2023), which found that reward has a positive and significant 

effect on employee performance. This similarity shows that reward is one of the effective 

human resource management strategies for increasing work productivity. For CV Sekar 

Wangi Jaya, this result suggests that the company should maintain and even strengthen 

its reward system. Rewards that are given fairly and based on work achievement are 

expected to increase motivation and encourage employees to work more optimally. 

2. The Effect of Punishment on Employee Performance 

The results show that punishment has a positive and significant effect on 

employee performance. Based on the t-test, the significance value of 0.002 (< 0.05) 

indicates that the second hypothesis (H2) is accepted. Thus, the appropriate application 

of punishment can have a positive impact on improving employee performance. 

Punishment in an organization is not intended merely to penalize employees, but 

rather to build work discipline and reduce behavior that does not comply with company 

regulations. Consistent application of punishment can increase employee compliance 

with work rules, allowing the company's operational processes to run more effectively. 

This finding is also in line with Reinforcement Theory, which explains that negative 

consequences can reduce undesirable behavior. In this study, punishment functions as 

a control mechanism that helps employees become more disciplined in carrying out their 

duties and responsibilities. 

This result supports previous studies stating that punishment applied 

proportionally and objectively can improve discipline and employee performance 

(Afriansa et al., 2023; Hustia & Rahmawati, 2024). This shows that punishment still plays 

an important role in human resource management as long as it is applied fairly and not 

excessively. For CV Sekar Wangi Jaya, this result indicates that punishment needs to be 

applied consistently while still upholding the principle of fairness. In this way, punishment 

is not only a form of sanction but also a means of guiding employees toward better work 

behavior. 

3. The Simultaneous Effect of Reward and Punishment on Employee Performance 

The F-test results show that reward and punishment simultaneously have a 

significant effect on employee performance, with a significance value of < 0.001 (< 0.05), 

so the third hypothesis (H3) is accepted. In addition, the coefficient of determination (R²) 

of 0.862 shows that 86.2% of the variation in employee performance can be explained 

by reward and punishment, while the remaining 13.8% is influenced by other factors 

outside the research model. 

This finding shows that improvements in employee performance are influenced 

not only by the rewards given, but also by the enforcement of discipline through 

punishment. The two variables complement each other in shaping the work behavior 
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expected by the company. Reward encourages positive behavior, while punishment 

reduces behavior that is not in line with organizational rules. 

This result reinforces Reinforcement Theory, which explains that behavioral 

change can be shaped through a combination of positive reinforcement and negative 

consequences. By applying reward and punishment in a balanced way, a company can 

create a work environment that encourages motivation while maintaining employee 

discipline. For CV Sekar Wangi Jaya, this result implies that the company needs to 

manage its reward and punishment system in an integrated manner. Rewards should be 

given based on objective performance achievements, while punishment should be 

applied consistently in accordance with company regulations. This approach is expected 

to improve productivity, discipline, and the quality of employee performance in a 

sustainable way. 

 

CONCLUSION 

Based on the results of this study, it can be concluded that reward and punishment 

have a positive and significant effect on employee performance at CV Sekar Wangi Jaya, 

both partially and simultaneously. Appropriate rewards can improve performance by 

recognizing employees' achievements and contributions, while appropriately applied 

punishment can encourage discipline and compliance with company regulations. 

Simultaneously, reward and punishment explain 86.2% of the variation in employee 

performance, while the remaining 13.8% is influenced by other factors outside the 

research model. Thus, a reward and punishment system that is applied appropriately and 

consistently can be one of the company's strategies to support better employee 

performance. 

Based on these results, CV Sekar Wangi Jaya is advised to maintain and improve 

the application of reward and punishment in a fair and consistent manner that reflects 

employee performance. Rewards can be adjusted to employees' achievements and 

contributions, while punishment can be applied firmly yet objectively to improve discipline. 

Future researchers are encouraged to consider other variables, such as work motivation, 

work environment, and work discipline, since 13.8% of the variation in employee 

performance is still explained by factors outside this research model. 
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