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ABSTRACT

' Personnel Administration plays an essential role in
any organisation for it determines its efficiency and effectivee
ness, A good personnel administration paves the way toward the
uplifting of the quality of the personnels, In the study, only
certain aspects of the personnel policy in the Treagganu Civil
Service are being considered.

Chapter II describes the role and structure of the
T.Ce85, Certain aspects of the structure have defective elemonts
which play a part in deteriorating the quality of the perscnnels
in the T.C.5,

: Chapter III deals with the recruitment system. The
nethod and procedure of recruitement also act as defects which
also affect the quality of the personnels rocruito(.

Chapter IV ranalyses the promotion policy in the T.Cuds
The basic of promotion which give undue heavy weight to seniority
is defective ap it affect the Service im both the direct and ine
direct monners There are other problems in the promotion policy
which can also be remedied so as to eshance the guality of the
personnels prometeds

Chapter V deals with training in the 7.C.5., It reveals
the two major types of training programmes, that is, local or
domestic training and overseas training, Relevant training given
to the porsonnels will have positive effect to improve the quality
of the T,0.5, :

The concluding chapter brings to focus the many problens
or defects with the certain T.C.S5, personnel policies, Sugges=
ted so that such an unhealthy phenomena could be

T ’ Eoﬁ?% % o0 produce a sound personal administration in the
-



TRANSLATION

Pentadbiran Personil memainkan peranan penting dalam
mena? pertubohan kerana ianya menentuken sema ada pentubohan itu
chekap dan berkesan, Pentabiran Personil yang baik akan merintis
jolan untuk meninggiken kualiti personil? (pegawai2), Didalam
kajien ini hanya sebahagian saja daripada @spek2 polisi personil
daleam T,C.S. mm 1

Bab Kedua mengambarkan peranan dan struktur T.C.S.
Didalam beberapa aspek struktur terdapat unsur? yang tidak sihat
yang juge memberi sumbangen dalam meruntuhkan kualiti personil2,

Bab Ketiga membinchangan tentang sistem penganbilen
pegawai2 dalam T,C.5. Chara dan gaya pengsmbilan pegawai2 Jjuge
membawa kesan kepada kueliti personil2 yeng dipileh,

Bab Keempat pula chuba menganalisakan tentang desax
kenaikan pangkat dalam T.C.S. Dasar kenaikan pangkat yang memberi
keutamaan kepada kekananan seseorang pegawai itu membawa kesan yang
tidak baik. Deri segl kenaikan pangkat terdapat beberapa kekurangan
lain yang, juge, boleh diperbaiki supaya kualiti personil yang die
naikan pangkat itu terjemin. :

Bab Kelima membinchangkan tentang latihan pegawai-pegawal
dalam T.C.5. Bab ini membentangkan dus jenis latihan, iaitu, latihan
tempatan dan latihen sebarang laut, Latihan yang sejajar akan meme
beri faedah positif kepada personilepersonil dalam memperbaiki kueliti
mereka,

Bab penuntup memperlihatkan beberapa masaslah ateu kee
kurengen dalam beberapa polisi personil dalam T.C.S. ~Chadangene
chadangan juga dishorken supaya gejelaegejala tidak sihat ini
dapat dierawat untuk mengadakan pentadbiran personil yang bijak
dan memuaskan, '

iv
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CHAPTER 1

INTRODUCTION

Good personsel administration is significantly important
in any orgasnisation, whatever their goals are. Ferscnnel adminise
tration, whether in private or public crganisation, caannot be
simply treated 1ightly for 'bad’ perscnnel administration can have
disastrous effects on the orgsnication., The succeas or failure of
any organisaticn depends tremendously cn personnel administrationy
it is the persouncls in the organisation whc form the instrument
in 'running' the crgenisation toward achleving or attaining the
specified goals of the organisation.

Thie beings us to foocus attention on personnel adminioe
tration. But what 4o we really mean by personnel administration?
 Lawrence Appleby soems to regard personnel adninistration as
synonymous with managenent; management being the development of
pecple and not the direction of things. However Thomas Spates
views perscunel sduinistration as "a code of the ways of organie
sing and treating individuals at work so that they will each get
the greatest possible realization of their intrinsic abilities,
thue attaining mawioun efficiency for themselves and their group,
and thereby giving to the enterprise of which they are a paqt its
determining competitive advantage and its optimun results".

Thus that is why Jigors and Myers are of the opinion that "good
personnel administraticn helps viduals to utilise their
capacities %o the fulleseeess™” However the scciety for FPersocunnel
Administration produces its *Code of Ethics for Perscanel Aduinise
tration' and define personnel adsinistration as "the art of acquire
ing, developing, and maintaining a competent workforce in such a
manner as to accomplish with maxinmum efficiency and Qe?'goq the
functions and ﬂhjﬁeﬁ“' of the ormiutinn..n.n s

Vs o guoted from Pigors and Myers, W
s&%‘ﬁ&- bth ed., New York, McGraweBill Book Coey inc., 1961,
Pe .

aﬁrma and Myers, scnnel Administration, 4th ed.,
New York, MoeGrawsilill Book COes 4DCe 1961, p.is.

31“" s Delle



1e Research Objec e

One of the main objectives of this research is to identify
and examine the existing defects and problems of some aspects of
personnel administration in the Trengganu Civil Service. The study
is being limited to the aspects of recruitment, promotion and
training. The research also attempt to examine the structure of
the service and the defects potrayed. The research, therefore,
will concentrate on some of the personnel policies and methods
adopted by the T.C.S. and the weaknesses or defects and as such
try to bring out suggestions or recomsendations to that effect.

The basic hypothesis of the study is that the personnel
policies with regard to recruitment, promotion and training
affect the "quality' of the T.C.S. officers, which, in turn,
affect the efficiency of the officers in the Service. The method
and procedure of recruitment affect the Service negatively.

The promotion policy also cause a certain amount of dissatis-
faction in the service. Training policy in the Service also
affect the guality of the Service.

2. Scope, Methodology and Limitation

The study is made over a period of two months {(that is,
in March and April) mostly at the State Secretariat, Trengganu.
The study is based, not only on the assembling of ,raw data at
the State Secretariat, but also on questionnaires and interviews
with certain personnels in the 7.C.S. ;

5

The study undertaken by the writer confronts a nunber of
limitations. The major problem accouutered.-lie on the inavaile
ability of any single text or book written on the Trengganu Civil
Service which can help as a guide to the writer. The study is
also delimited by the lack of data, the confidential nature of
some of the datas to be covered, and the inavailability of some
of the specific data. The 'data limitation® is mainly due to the
lack of proper system of filing and keeping of records on certain
aspects of the Service. FYor instance, there is no whatsoever sort
of gompilation of the number of the T.C.S. who attended training
courses each year. There is also no proper record-keeping of the
officers promoted in the Service. So the writer had to examine
the various files and from the raw data collected she had to
compile in an orderly manner for the purpose of the study.

N e Tyes
See Appendix IX.

“See Appendix Xe



CHAPTER 1I
ROLE AND STRUCTURE OF THE TRENGGABU GIVIL SERVIGE

The organisational set-up of any organisation, be it
an administrative or exccutive body, perforas an important 1
function in achieving the goals of the organisation. Pre. Tyagi
recognises the significance of this element in organisational
efficiency and its effectiveness. He quotes Professor Appleby
as viewing that, MeseecsccssssStructure determines where respone
sibility lies, how and to what extegt responsible and controllable
delegation takes plaC@sescessssess™ o And in order to evaluate
the role of the Trengranu Civil Service (T.C.8.), an examination
into the structure of the service is a very necessary step.

A. Structure of the T.C.S5.

in organisational structure with a specified authority
and responsibility pattern, will allow for efficiency and effecs
tiveness in sn organisation; whether private or public one.
The structure of the T.C.3. can be viewed in two perspectives;
vertically and functionally. Vertical stratification views the
various ‘classes’ in the T.C.5. On the other hand, Tunctional
stratification views the T.C.S. in terms of the functions they
perfors at the various state departments and offices.

The T.C.S5. is hierarchically structured in a broad-
based time scale posts, above them are thoBDivision,l posts
followed by a limited nuumber of superscale” posts. The highest
posts are occupied by the staff posta. Down in the hierarchial
tier are positioned the probationary T.0.8. officers who are only
confirmed after passing the departmental examinatign within the

three-year probationary period. Presently in 1972, the T.C.S5.
is composed of forty-three officers. In the past years, the

1pr. Tyagi was & prfioqoi‘of Public Adsinistration,
Wational Academy of Administration, Musscorie.

»

i AGS O L 5 5.3 : ¥ | { " * L4 - 2 o

o o pe. Tyagly MMMW'
1st ed., Delhi, Sterling Publishers (P Ltd., 1969, p.l16.
_38upere;nlo posts are comprised of Superscale IA and

Superscale IB.

“Qst Jamaary, 1972.



composition was less than this number. For instance in 1948

and 1949, there were only 22 officers in the T.C.S. However in
1950, the composition increased to 27 officers in the Service.

In 1951 and 1952, the composition in the T.C.S. further increased
up to 31. In 1955, the number of officers in the T.C.S5. remained
unchange (that is, 31 officers) but in 1956 and 1957, there was
an increase of 2 more officers into the Service. However in 1958,
the composition of the Service was 36 while in 1959 and 1960 was
37. In the years 1969 and 1970, the T.C.5. was composed of 41

officers, while in 1971 and 1972 was 43. This is illustrated in
Table 2sle -

TABLE 2.1

GENERAL COMPOSITION orswnz *.0.8.,
1948 - 1972

===3==82=====:======:=z:‘-zr‘—‘-':::-':i:======‘=-‘-’=======:======3========88=='t
fear f Composition | Year % Composition
1948 e 36
1949 22 -t 1959 i 37
1950 . 271 o] 1o 196001 37
1951 3 G S | W
1952 | 31 | 1970 | ]
1955 31 ‘ 397hapssl 1972 N3
1956 AW - () e 43
1957 | 33 ‘ = -

Source: Compiled from the Seniority Lists
of the T.C.B. officers.

Table 2.1 reflect the increasing ton@ency of the expansion
of the Service. This implies that the role of the Service is also

5Only certain relevant years are taken into consideration.



expanding. This table illustrate the general composition of the
T.C.S. but Table 2.2 illustrate the exact composition of the
various 'classes' in the T.C.5. in 1972. This table can be
represented diagrammatically illustrative in Diagram 2.1.

TABLE 2.2

COMPOSITION OF T.C.S. OFFICERS
ACCORDING TO SALARY GRADES, 1972

STz ST NI IRES ZESrETaSsSoouISEREZSEs
Posts 1 Humber of Officers
Btaff Appointments 2
Superscale IA L, T
Superscale IB 6
Division 1 6
Division IIX 13
Probationary Posts 13
Total _ , 43

Source: Compiled from Semiority List , 1972.

DIAGRAM 2.1

COMPOSITION OF THE T.C.S.
ACCORDING TO SALARY GRADES, 1972

Staff

Superscale IA

Superscale IB
POSTS

Diviiion I

DPivision IX

Probationary
Posts |

Number of officers
Scale: 0.3 inch to 1.



In the recent years, that is, in 1969 to 1971 the.pattern
of the organisational structure 1is reflective as that of Diagram
2¢1. This can be geen %to be reflected in Table 2.3.

TABLE 2.3

COMPOSITION OF THE T.C.S. OFFICERS
ACCORDING TO SALARY GRADES, 1969-1972

EEmEEsmEnEEEESs LSS EENEEE RS SNSNSNEEEESESsIssnSEISSSssssss
Posts 1969 1970 1971 1972
Staff 4 3 2 1 2
Superscale IA 2 3 3 3
Superscale IB 11 7 7 6
Division I 6 6 8 6
Division II 15 14 12 13
Probationary 6 9 11 13
Total 41 b1 43 .= .03

Source: Compiled from Seniority Lists of T.C.S.
Officers, 1969 - 1972.

This form of organisational structure was not so in the
past. For instance in the 1950's, appointment into the T.C.S.
are divided into Class 1B €State Civil Service A), Class II (State
Civil Service B), Class III, Class IV and Class V and finally,
cadets. 7T.C.8. officers recruited during this period were re-
numerated on the following salary scheme:=

Class IB 1 836 x 28 - 1,032
Class II 3 738 x 25 =~ 813
Class III 1 619 x 29 = 715
Class IV : 478 x 25 .- 516
Class V : 324 x 21 - 450

In the year I955;, there were 31 T.C.3. officers in the
Service. Out of these number, & officers were in Class IB, &4 in
Class I1, 6 in Class V and 17 were cadet officers. In 1956, there

GOrgtniaationnl structure on vertical viewpoint.



were an increase of 2 more officers recruited into the service -
there were 4 officers in IB, 3 in Class II, 2 in Class III1, 2 in
Class IV, 5 in Class V and 17 were cadets. However in 1957, there
were 4 officers in Class 1B, 3 in Class II, 3 in Class III, one in
Class IV, 10 officers in Class V and 12 officers were cadets. In
1959, there was the introduction of the staff post, and the IA
post. And in this year, there was one Staff Officer in the
Service, one officer on IA post, & in IB, 2 4in Class II, § in
Class I¥, 13 in Class V and 12 cadets. To put this in a clearer
perspective, Table 2.4 can be an example.

TABLE 2.b4

COMPOSITION OF T.C.S. OFFICERS
" ACCORDING TO SALARY GRADES, 1955-1957

‘===z=3;=a::=$$3==$$ =:ﬁ-ﬂ===z=z=== =z=z=:=======:=3:35::3:::::::::2

Posts 1955 1956 1957
Class I8 Y4 4 L
Class II 4 > 3
Class III s 2 3
Class IV i 2 1
Class V 6 5 10
Cadets 17 17 ‘12
Total o5 ¢ 33 33

Source: Compiled from Seniority Lists of the
T7.C.8. Officers, 1955 - 1957

Recently however, this clagsification has changed;
there is no longer Class III, IV or V and the words cadets is
changed to probationary officers. However, it should be visualised
that in whatever way the claamsification was done or is being done,
the bagic fact remain that the structure has a broad-based 'lower
class'‘posts.

7In the past this imply the combination of Clasgs V and
Cadets while presently comprised of Division II and Probationary
Officerse.

“ %=



were an increase of 2 more officers recruited into the service -
there were 4 officers in IB, 3 in Class II, 2 in Class III1, 2 in
Class IV, 5 in Class V and 17 were cadets. However in 1957, there
were 4 officers in Class 1B, 3 in Class II, 3 in Class III, one in
Class IV, 10 officers in Class V and 12 officers were cadets. In
1959, there was the introduction of the staff post, and the IA
post. And in this year, there was one Staff Officer in the
Service, one officer on IA post, & in IB, 2 4in Class o G ok
Class I¥, 13 in Class V and 12 cadets. To put this in a clearer
perspective, Table 2.4 can be an example. e

TABLE 2.4

COMPOSITION OF T.C.S. OFFICERS
* ACCORDING TO SALARY GRADES, 1955-1957

SrasnssgsasEassmzass =:a:z==x=z==ﬁ =33=3=:=2::‘::::3:3833::223“

Posts 1955 1956 1957
Class I8 L 4 i
Class II 4 3 3
Class III s 2 3
Class 1V 5 2 1
Class V 6 5 10
Cadets 17 17 12
Total 31 33 33

Source: Compiled from Seniority lLists of the
T.C.8. Officers, 1955 - 1957

Recently however, this clagsification has changed;
there is no longer Class III, IV or V and the words cadets is
changed to probationary officers. However, it should be visualised
that in whatever way the classification was done or is being done,
the ba,ic fact remain that the structure has a broad-based ‘lower
class'‘poats.

7In the past this imply the combination of Class V and
Cadets while presently comprised of Division II and Probationary
Officerse.

- -



Besides the vertical stratification of the T.C.S.,
the Service can be stratified functionally. This functional
stratification can be viewed through the state departments or
offices in which T.C.S5. officers exist as administrative officers.
This merely imply that the distribution of T.C.S. personnels can
be looked at from the aspect of the function they perform at the
state departments and offices. These state departments and offices
include the State Secretariat, State Financial 0Office, State Trea-
sury Office, Settlement Collector Office, State Development Office,
Land and Mines Office, State Service Commission Office, Town Council,
State Religious Department, and Menteri Besar's Office.

The State Secretariat, which is the nerve-centre of the
administrative machinery, has the State Secretary as the head.
Excluding the State Secretary, there are 7 T.C.S. officers in this
State department and there is one T.C.S. officer in the Menteri .
Besar's Office. The organisational chart of the State Secretariat
is illustrated in Chart 2.l1.

~

CHART 2.1.

GHGA&ISATIONAL CHART OF THE STATE SECRETARIAT

Y.A.B.Menteri Besar

-

l : Y.5. State Secretary
|

I l - i

koSo .V s
se:;:t;§§.t° A.S5.8.{Service) gfg?gf (Locil :gr;:::z
; Govern- Council
ment)
= 1
A.B.8. A.S5.8. (Economi I) | [ A.S.8.
(Protocal) (Bconomi II)

Source: State Secretariat

Notes: ¥.B. = Menteri Besar
A.5.8. = Agsistant State Secretary



Relatively, the nusber of T.C.S. officers in the State
Secretariat is small ‘%0 that of T.C.S. officers serving in the
land and District Offices-in the various districts of the state.
For instance in the lLand and District Office of Kuala Trengganu,
there are 7 officers while there are only 5 officers in the
District Office of Besut at Kampong Raja. The District Office at
Kemaman is comprised of 4 T.C.8. officers while there exist only
3 officers in the District Office of Ulu Trengzanu {or Xnala
Brang). In the Marang area, there are only 2 officers in the
District Office, one District O0fficer and one Agsistant District
Officer; However in the district of Dungun, there are & T.C.S.
officers in charge of the district administration there. Hence it
can be visuaslised that there are altogether 25 T.C.5. officers
serving in the various District officea in the various six districts
of the State. To put this in a clearer perspective, an organisational
chart of the various District Officers is illustrated in Chart 2.2.

In the State Financial Office, there is only the State
Financial Officer who is a T.C.S. personnel. The same apply for
the State Treasury Office and the Settlement Collector Office
where the State Treasurer and the Settlement Collector respectively
are T.C.8. officers. In the State Development Office, the State
Development Officer is a Federal Officer (that is, an Adainistra-
tive and Diplomatic Service Officer) while the Assistant State
Development Officer is a T.C.5. personnel. An A.D.S. (Adminis-
trative and Diplomatic Service) officer also heads the Commissioner
of Land and Hines Office, and the poat as Deputy Director of land
and Mines is being filled by a T.C.S. officer. This is not an
unugual phenomena for though land is a state matter, land are dealt
by the National land Council for the sake of uniformity in the
whole of the Federation. Another post in the CLM {Commissioner
of Land and Mines) office filled by a T.C.8. officer is in the
post as Executive Officer or Pegawai Penguat Kuasa. The Commissioner
of Religious Affairs heads the Religions Department and he is a
T.C.3. officer who is appointed from the Service at the pleasure of
the Ruler of the State. In the Town Council, Kuala Trengganu, the
post as President of the Town Council is being filled by a T.C.S.
officer., Finally, at the State Service Commission office; the
Secretary of this Commission is a T.C.8. officer; being responsible
to the Commission as well as to the State Secretary who acts
in capacity as head of the Service in general. For clearer illuse
tration, a distribution of the T.C.S5. personnels in the various
State departments and ofiices in the State is shown in Table 2,.5.

Table 2.5 reflects the distribution of T.C.8. officers
in the various State departments and offices.. It can be visunalised
that the lLand and District Office have the most number of T.C.5.
officers in service, that is, 25 officers out of the total 43
officers in T.C.8. This mean that approxiuately 53 percent of all
officers in the Service are serving in the District offices.
However, at the State Secretariat, only about 19 percent



CHART 2.2

ORGANISATIONAL CHART OF THE VARIOUS DISTRICT OFFICES
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TABLE 2.5

DISTRIBUTION OF T.C.S. PERSONNELS IN 1972

Total number of officers

Office/Department in 6ffice or department

State Secretariat 8
State Service Commission Office . . 1
Menteri Begar's Office
Religious Department

State Treasury Office
State Financial Office

State Development Office

P I I R

Settlement Collector Office

Commissioner of Land and Mines Office |

Town Council, Xuala Trengganu

Land and District Office, Kuala freagganu
Land and District Office, Marang

Land and District Offiée, Dungun

Land and District Office, Kemaman

Land and District Office, Besut

5 SRS R et A g ol R o R

Land and District Office, Ulu Trengganu

Total

=
Wi
1

Source: Compiled from Seniority List, 1972.
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of the T.C.S. officers serve in this important department.

It is important to note that the State Secretary heads both
the State Secretariat and the Service in general. The organie-
sational chart of the T.C.S. could be illustrated in Chart 2.3;
this represent a simplified one.

The Chart 2.3 potrays the significance position held
by the State Secretary as the officer co-ordinating the adminise
trative operations in the State. He has to formulate policies
in the administration of the State within the 'boundary' as set
by the Mentri Besar, who is the political figure in the adminis-
trative scene. The structure:of the T.C.8., is thus characterised
of 'Rank Clagsification' system, which is in contrast to the
position-clasgification system. The positione-classification
systen is based on the nature of duties and responsibilities
appertaining to a post or position. This form the system in
Canada, U.S.A. and many others. In the ranke-classification
system, the position is not important; it is the person that
hold the post that is important. In the T.C.S., an officer is
qualified to hold a series of positions classified in the same
level; although the work may of a different nature.

The ©.C.S. is also featured as an administration
with line of authority kept intact and that every officer is
tied to a single command that is controlled by the State Secre-
tary and the Mentri Besar, through the departmental heads.
But not all T.C.S. officers possess unity of responsibility.
For instance the Commissioner of Religious Affairs is appointed
at the pleasure of the Sultan; he is responsible to the Ruler
as head of Religious matters in the state and also responsible
directly to the State Secretary. Another case is the Secretary
to the Mentri Besar; he is directly responsible to the political
head and also responsible to the State Secretary. Another is.
the Secretary to the State Service Commission. This officer is
directly responsible to the Commission and also responsible
indirectly to the State Secretary. The Assistant State Develop-
ment Officer is directly responsible to the A.D.S. officer while
also responsible to the State Secretary. The Director of Land
and Mines and the Executive officer also face this dilemma of
having two 'bosses'; in case of conflict of command, to which
officer should they obey?

B. The Role of the T.C.S. Today

The civil service, as'an administrative organ in
state administration, should be an effective instrument to
serve the state. An efficient and impartial civil service is
essential to the smooth adminictration and progress of the
states, Dr. Tyagi quotes, "e.ssss.ecivil service may make or
mar the efficiency of the machinery, a machinery so vital for
the peace and progress of the country. A country without an
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CHART 2.3

ORGANISATIONAL CHART OF THE T.C.S.

EXECUTIVE COUNCIL
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efficient civil service, cannot make progress in spite of the 8
earnestness of the people at the helm of affair in the country.”

The T.C.S. have an expanding role today. During the
era in which the British Adviser prevailed, the T.C.S. played
a very limited role, that is merely to assist the Britigh
Adviser in the administration of the State. However today,
the role of the T.C.5. flow into every stream of life of the
people of the state so that it will not appear to be over-
estimating to say that the service is indispensable; that is,
not the officers. The T.C.8. fulfill a variety of roles;
political, social, economic, cultural and religious, and most
important of all, the administrative role. The most elementary
of the role of the T.C.S5. is the adninistrative role =
administration in most of the state.departments and offices.
The Service carry out the day-to-day administration of the
State Secretariat, District Office, Land &nd Mines Office,
Settlement Collector Office, State Financial Office, State
Treasury Office, State Service Commission Cffice, Mentri Besar's
Office, Kuala Trengsanu Town Council and State Development
Office.

The T.C.S. perform political role in terms'of its’
advisory role {through the State Secretary) to the government
on policy matters. As 'positive' personnels, the T.C.S. officers
also enlighten the government of any problems expected to arise
if certain policy lines are taken. Besides this advisory role
to the political 'body' in the state, the T.C.S. also have the
role of executing or implementing of policies forammlated by
the State Government and also enforcement of existing laws and
resulations as being enacted by the State Legislative Agsembly.
It is expected that 'positive' officers should perform the
policies as set down by the government even though they may
feel negatively about the so-policy. This is due to the fact
that civil servants are expected to be a neutral instrument
of the government in the administrative arena of the state.
The impartiality should be maintained at any time and hence
they should, at all times, try not to get deeply involved in
policy so as to enhance political neutrality.

The political role is also reflected in the duties
of the Secretary to the State Council -~ he deals with matters
relating to ggglgnggggggg%g_ggggjg;g (Government Conference
- Council) and Dewap Negeri (State Council) and election. The
Head of the Assistant State Secretary deal, among other thingc.
with mattor- pertaining to citizenship and security.

8”!. T,‘s’.' opocito' po%.
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Economic roles are also performed by the T.C.S.
For instance the District Officers act in their capacities
as Collectors: of land revenue of that district and the A.D.O.
as the Agsistant Collectors of land revenue. The District
Officers deal with matters relating to land administration,
licences, Rural and National Development with land, land laws
under Section 60 in land laws of Trengganu, reversion of state
land, TOL,Collectors Rights of Ways, registration of temporary
grants, Mukin grants, invalidation of any mistakes in grants,
issue of temporary and permanent titles. The ‘economic role
is also reflected in some of the duties of the Assistant State
Secretary (Economy II) who deal with matters relating to padi
mill licences, Malay participation in the field of commerce
and housing, Departmental duties toward co-operative societies,
MARA, FAMA, and fishery. It cam alsc be seen that the Assis-
tant State Secretary (Local Governngnt) also deal with dutics
c¢oncerning land and mines. .

The role of the Executive Officer a2t the Commigsioner
of Land and Mines Office is also reflective of the economic
role of the T.C.S. This post is only introduced this year
(1st January 1972). This unit was formed as it was found that
landowners in the state did not represent a complete picture
of their lanéd as required in express condition or condition of
alienated land. Without a government agency to have a control
on this will result in landowners not being able to attain
satisfactorily income from the land-use. This may also involve
the village structure which is not arranged properly and un-
hygienic. For the past five years, the state had encouraged
investors to apply for land for small-scale industries like
wood factory = on condition that a certain percentage of the
skilled and unskilled employees are from local people. The
unit wag also aimed at seeing that this condition is fulfilled.
The post was also established to deal with the problem of
mining land situated in rural areas which are of limited
accessability. In these lands, one of the conditions imposed
on the Mining Certificate is that a certain percentage of the
skilled and unskilled workers should be of local people and
Malays. This post is also set-up as an agency to operate in
the whole state to deal with illegal occupation of land. The
state have experienced illegal occupation of state land from
as far back as 1961. Actions to solve this illegal occupation
of land has been going on and for the past 7-8 years with the
limited existence of force; only 15,000 acres of land was ree
covered from the illegal occupiers of land. This unit was
hoped to control the illegal occupation of land as had been
done by the Johore administration in 1967.

The State also faced with a large amount of accumula-
tion of land revenue. This arise due to landowners not being
able to pay as the land are not being utilised. And these lands
are difficult to be traced so that reversion can take place,
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So this unit perform the role to trace these lands with the
accumulation of land revenue, and to take suitable course of
actions. By such actions, the landowners may be motivated to
pay their annual land revenue. Hence this T.C.5. post was
establighed with a purpose to play the role as a contrel and
supervision over alienated and mining land, aid in solving the
accumulation of applications for land, and aid in solving
illegal occupation of state land, to trace and take action
against landowners who did not pay the rent due.

The T.C.5. also play an important role in the
development of the state. This can be seen in the case of
the Assistant State Development Ofiicer ( a T.C.S. Officer) —
he is to assist the Btate Development Officer in his task on
the development of the state. The State Development Officer
is to function in planning, co-ordination, advisory and imple-
mentation of development projects in the State. Not all func-
tions can be performed by the 85.D.0., so some of the functions
are allocated to the A.5.D.0. The A.S5.D.0. is to perform
function of co-ordination and implementation of development
Plans while the 5.D.0. to perform his role in planning and
advising the State government so that the State policy conform
with federal policy. Hence the Agsistant Development Officer
(a T.C.5. officer) carries out such tasks as office administra-
tion, effecting of development meetings, investigation of pro-
blems bound to arise, supervision of development projects,
investigation of the number of shop workers and industries, and
such other tasks as being directed from the State Development
Officer. ,

In social aspects, the role of the T.C.S. can be
reflective in its public welfare duties or functions. This can
be visualised in the duties of the Head Assistant State Secre-
tary who deal with such matters as state security and public
calanity. However the Assistant State Secretary (Local CGovern-
ment) deal with departmental duties toward education and social
welfare. Another Assistant State Secretary (Protocol) deal
with road security, donation collection, medical and health,
vost and telecommunication and aborigines while another ASS
(Economy II) deal with Trengganu foundation (scholarship funds
called 'Yayasan Trengganu') housing programmes and library.
And the District Officers also deal with district security and
safety and civil marriage registration.

With regard to cultural and religious aspect, the
T.C.8. do not fail to play their role. For instance, the
Commissioner of Religious Affairs is a T.C.8. officer who is
the administrative head at the Religious Department. He is
appointed at the pleasure of the Ruler (HH the Sultan) and so
he is responsible to the Ruler who is the Head of Religious
Affairs in the whole of the State (as being stated in the lLaw
of State of Trengganu). This T.CiS. officer also act in the

- 16 -



capacity as President of Islamic Coungil and Malay Custom, and
also Controller of "makat and fitrah"s This role is also
reflected in some of the duties of the Agsistant State Secre-
tary (who deal with Local Government) dealing with departmental
duties in religious affairs. On the other hand, the Assistant
State Secretary (in charge of Protocol) deals with matters
relating to celebration, and duties pertaining to audience with
Ruler, Museum and antiques, Muslim pilgrimages, and also youth
anc culture.

The T.C.S. is also concerned with goodwill of the
citizens of the state. T.C.S. posts such as Secretary to the
State Council and District Officers carry out such responsibi-
lities toward attainment of goodwill among the multi-racial
people of the State.

Hence the role performed by the T.C.S5. officers is
wide. It enter such realm as political, social, economic,
culture and religion, and the most important administrative
role. Its role venture even as far as to the fostering of
goodwill among the people of the State. Its role also expand
into the realm of the development of the State, a role performed
by the Assistant State Development Officer.

Ce Defects and Problems in the $.C.8.

In the T.C.S., the principle of 'generalist' is still
effective., The generalist, no doubt, has the place in the
scheme of things, so has the specialist. In our state which is
still committed to socio-economic development, the administra-
tion has to be good so as to be effective. And, an effective
administration is a pre-requisite for development. To the
attainment of such a purpose require the services of both the
generalist and the specialist. In the T.C.S., up to lst January
1972, most of the graduates recruited were either Bacholor of
Arts graduates or law graduates. Economic graduates have yet
to be included in the recruitment policy. To positivefy this
negative situation, a practical solution could be taken so as
to increase the efficiency of the T.C.S. One such step is to
have a balanced guota of the officers recruited, that is, a
certain percentage allocated to the recruitment of the Genera-
lists and another to the Specialist. Thus they can join hands
in the objective of improving the administration of the State.

9Evory abled Muslim have to give away 1/40th of his
property as ‘zakat'. According to Muslim law, an abled Muslim
who has reached puberty has to pay this 'fitrah' once a year
toward the end of the fasting month. For the minor:, this
responsibility is shouldered on the parents.
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The Generalist or 'all-rounder' principle is also
reflective in the transfer . policy in the T.C.S. We can find
officers being frenquently transferred from one post o another
and most transfer do not involved related jobs at all. For
instance there were two officers in the capacities as A.D.O.'g
in 1969 being transferred to Assistant State Secretary (ASS)
in 1970 while there were two ASS's being transferred t» A.D.O.*g,
Another officer who was a A.D.0. was transferred to Deputy’
Conmigsioner of Land and Mines in 1970 and an officer who was
a District Officer (D.0.) in 1969 became a ASS in 1970. 1In
1971 there were 20 transfers. There was two cases of ASS being
transferred to being District Officers. There was the two cases
of District Officers being transferred to being ASS. There was
an officer who was a D.0O. in 1970 but in 1971 he was transferred
to be a State Financial Officer. There were 3 officers who were
Agsistant Digtrict Officers in 1970 but one became Assistant
State Secretary (Local Government), another State Treasurer,
and another Secretary to the State Service Commission. And there
were three officers who were Assistant State Secretaries in
1970 but in the next year, one of them was transferred to be
Secretary to the State Council, another Secretary to the Mentri
Besar, and the other was transferred to being A.D.O., in 1971.
Another officer who was Secretary to the Mentri Besar, and °
State Gouncil-hecame*a»A.D.Ge~ig-1971.i, PF3

This year, there are 21 transfers. An officer who was
a Commissioner of Religious Affairs in 1971 is transferred to
the post of Settlement Collector, and vice-versa. Three Assig-
tant District Officers 'in 1971, one is transfer=»ed to be an
Executive Officer at the CLM Office, another to be Assistant
State Secretary (Local Government) while another became Secre-
tary to the State Service Commission. Another office who was
a D.0. in 1971 is posted to be an Agsistant State Development
Officer. And the officer who hold the Deputy CL¥ in 1971 became
a Digtrict Officer in 1972 té take the place of the Deputy CLM
vacated by the former officer. An officer who was a ASS (in
charge of Local Government) in 1971 is appointed that post.
Another $.C.S5. officer who was a Secretary to the Service
Commisgsion in 1971 became Assistant State Secretary (Protocol).

Transfefa for the past years havioreflected that more
than half of the transfers were irrelevant™ ones. Table 2.6
can partially illustrate this point.

101 regard irrelevant transfer as one in which
trangfer is not within the same state department and state
office.
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TABLE 2.6

TRANSFERS OF ¥.C.S. OFFICERS, 1970-1971

L2t 2-F 3 3 30 F P 3 St 3 f -3 22 a2 p 3 D i Sttt A R

Total Number of Officers |Number of Officers
iy b° - $ Involved In Involved In
Year: ' o . e; ¥ Relevant - Irrelevant
L P4 e Transfers . Transfers
1970 8 2 - 6
1971 20 Vs 13
1972 21 12 ‘ 9

Efficiency may be further enhanced if these transfers
are made with due regard to personnel skills and disciplines.
The frequent transfers do not make way for due development of
the officers! and knowledge in any one of the department or
office works. The frequent transfers will not aid in enhancing
the efficiency and effectiveness of the officers in the T.C.S.

Another defect in the T.q*s.,ia the irregularities
with regard to pay classification. This mean that officers
will get salaries according to which post divisions they are
in, and not remumerated according to which posts they are in.
There is such concept as 'equal pay for equal work', that is,
similar duties, responsibilities and qualifications would get
similar salary. But in the T.C.S. this is not so as the case
of officers on Superscale IA and IB. 1In 1972, for instance,
those officers on Superscale IA are drawing Sl.ﬁgo per month
while those on iB are drawing #1,700 per month.

1174 should be noted that there is the classification
of T.C.S. officers into grades like Superscale IA, IB, Division
I, Division II and probationary posts. And that monetary re-
ward (or salary) is basically determined by the grade the
officer is in and not according to his individual capabilities
and performances. Incentive is bound to diminigh as officers
feel that however hard they work, however efficient they are,
they would only get the salary as depicted according to the
Divigion they are in; not the posts they are in.

12There are 5 officers on Superscale IB drawing $1,700
while another one drawing only $1,500.
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Most of the officers in Division 1 are receiving
#1,250 with the exception of two; one, who is receiving lesser
amount of $1,200 and another receiving only $1,000. Among
the 13 officers on Division II, only 4 draw $1,000 of salary,
the other draw lesser amount ranging from $640 to $920 per
month. Those under probation, one officer draws $840 per
month, one $680 per month, 2 draw salary of $640, 2 draw $600,
5 draw $560, and 2 officers draw salary of $520 per month.
It can be seen that among the District Officers, there is a ;
disparity in salary. For instance there are 6 Digtrict Officers,
and because they are on different salary ‘class' each get dif-
ferent scale. In this year, there are 3 District O0fficers who
are on Superscale IB (with salary of $1,700 per month) and the
other three on Division I grade with salary of $1,250. It
should be realised that officers of similar qualification,
seniority, and doing same task or duties, should have similar
salary. When disparity arise in this case, dissatisfaction
is bound to ensue among the officers who are at a disadvantage
in the salary aspect. Thus these officers may not feel moti-
vated in their work —— this affect their efficiency and their
'output' service is negatively affected.

Another defect in the T.C.S. lie in the fac¢t that
there is no proper distribution and mobilization of officers
in the various departments. More often than not the head of
a department or office is reluctant to relieve their officers
for training due to the pressure of work. If in each depart-
ment or office, there are more than 2 officers at least, this
may enable the head to let go of one officer to go for training
while the remaining officers can take over his work task.
Hence, I feel that in the various state departments or offices
like the Settlement Collector Office, State Financial Office,
State Treasury Office, State Service Commission Office, Mentri
Besar's Office, Religious Department, CLM Office, should ine
¢rease the T.C.S. personnels in the staff. This is to enable or
to be make avail easier mobilization of officers for training
without affecting the efficient and effective running of the
administrative machinery.

A defective element in the structure of the T.C.S.
is that it is not related to the development of the career
pattern of the officers. We may visualised the present set-up
as illustrative in Diagram 2.2(a) —— a simplified one. Each
block represent a state department or office. As already been
mentioned, transfers are frequently been irrelevant ones.
Such inter-departmental transfers and also inter-departmental
promotion has negative rsults. An officer, posted in a certain
post in a department for a certain period is tlhen transferred

13There are 6 officers in Division I.
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or promoted to another post which is not with the saume
department, then the skill and knowledge he has gained and
accumulated is partially lost when he is posted to another
inter-departmental post. For example, an officer is presently
in departuent 'A', he is 'irrelevantly' transferred to departe
ment 'C'; 'A? dopartmont deals with State Finance while 'C*
deal with religious matters. Then a few years later, the
officer concerned is transferred to department 'D' which deal
with duties in Settlement Collector Office. This represents

a waste or a 'loss' to the services; the skill and knowledge
gained when serving in departuent 'A' can seldom be used when
he workes in 'C' or 'D'. Contrary to this, if an officer is
put in a specific department and given ample information on
the career prospects in the department if he remains in that
department will be more motivated to servedin that department,
The structure of the T.C.S., thus should be modified such

that there are ample opportunities of reaching the 'top' in
the various departwents. This will definitely help in improving
the efficiency of the service. The officer, by remaining in
one gpecific department or office, have greater possibility

of developing their proficiency in their lines of job relating
to the departmental tasks. This leads to a suggestion that
the structure be modified as typified in Diagram 2.2.(b).
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CHAPTER IIIX
RECRUITMENT

Recruitment policy plays a-‘positively significant
role in any organisation, be it a public or a private one.
Recruitment policy determines the quantity as well as the
quality of entering personnels into the organisation; and it
is these personnels who 'run' the organisation to achieve its
specific goals. As Pigors and Myers have commented, "ececces
essseerecruitment procedures can be designed to attract a
suitable number of candidates for employment who have the
necessary qualification to meet the standards for work and
for conduct. Careful judgement made in selection can be con-
firmed ( or if necessary invalidated) by techniqueq used
during orientation, induction, and traininge..c..”

A balance should be attained between the number of
personnels recruited and the organisation's current expec-
tation as to the recruitment needs in the near future. This
is important for if the number of personnels recruited exceed
the recruitment needs of the organisation, them it will re-
present a 'loss' to the organisation. Thus a situation of
'more workers; less work' arise in the organisation which is
not conducive toward optimum utilization of personnels in
the organisation.

A, Method of Recruitment

Candidates eligible for recruitment into the Trengganu
Civil Service (or T.C.S.) are those who can fulfill the requir-
ments as specified in the Federation of Malaya Scheme of Ser-
vice, 1956.

Recruitment of the T.C.8. officers are based on two
methods or ways. The first one is the direct one, that is to
refer to racinitmcnt through selection. The other method is
the indirect® one which refer to the recruitment of T.C.S.

1

Pigors and Myers, zs.mmu%nmn%. 4th ed.,
New York, McGraw Hill Book Company, Inc., 1961, p.258.

ZTho principle behind this indirect mebhod of re-

cruitment is to recruit man of experience regardless of whate
ever gqualification he has.
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officers from serving officers. The officers recruited by
direct method are either graduates or those with H.S5.C.
qualifications. Officers who are indirectly recruited are
those personnels recruited from the service branch; and these
serving officers have at least 8.C. (or M.C.E.) qualification.
They usually have 5 to 8 years of experience in the State
public service, either as clerks, teachers, or police, etc.
In theory, recruitment from the service branch is given prio-
rity to serving officers in the land and district offices.

It is also regulated that these serving officers who apply
for T.C.8. posts should be of age not exceeding 35 years and
not less than 17 years of age. :

It is worthy to note that recruitment into the
T:CiS.:, whether by direct or indirect method, preference is
indisputably given to citizens of the State of Trengganu.
This is contrary to the case of the Johore Civil Service, in
which citizens from other states are eligible to apply and be
recruited into the Johore Civil Service.

Presently, this system of recruitment (that is
through direct and indirect method) is still prevalent in the
T.C.S. There is no such policy as setting of specifie¢ quota
between these two methods of recruitment. This means that
the State Service Commission, in capacity as 'selector' of
recruits into the T.C.S5., are free to decide whether to have
more recruits from the service branch or to have more from
the direct recruitment. It can be visualised that past prac-
tices indicate that the State Service Commission has given
more emphasis to indirect method of recruitment. Such a
phenomena can be seen to prevail within a ten-year period of.
1962 to 1971. During this period, more than half of the
recruited personnels are from the service branch. Table 3.1
is 2 better reflection of the situation.

Table 3.1 potrays that in certain years, more
officers are directly recruited and in other years, more are
recruited through indirect method of recruitment. For instance,
in the year 1966, 1968 and 1970, more of the T.C.S. officers
are directly recruited. But for the rest of the other 7 years,
more officers are recruited through indirect method of recruit-
ment. This indicate the unsystematic pattern of recruitment
in the service which has also been prevalent in the past.

The unsystematic patterm of recruitment prevails because the
State Service Commission do not adopt a specific quota system
between the two methods of recruitment; direct and indirect
method. The recruitment situation in the past years also
reflect the unsystematic method of recruitment. This is re-
flective in Table 3.2. It can be vigualised that between the
years 1922 to 1946, most of the T.C.S. officers recruited are
through indirect method of recruitment. In the past, such a
policy is justified and feasible as personnels of 'high'
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TABLE 3.1

RECRUITMENT OF THE T.C.8., OFFICERS, 1962-1971

e L T T T T T TP TP P AP
: Total Number Number of | Humber of
Yonr of 7.C.8. Officers ~ Officers
Officers - Directly Indirectly
Recruited Rocrqitod Recruited
1962 5 1 4 T
1963 7 Q 7
1964 L 1 3
1965 2 0 2
1966 6 & a-
1967 ; 3 & :;
1968 3 2 1
1569 b 2 3
1970 3 3 0
1971 8 2 6 -
Total 50 18 32
Percentage 19081104 fhon tneIaie .. 6%

Source: Compiled with SBecretary to the
State Service:Commission and from
Seniority Lists.
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TABLE 3,2

RECRUITMENT OF THE T.C.S. OFFICERS IN THE PAST®

t- 23453343 2 F 3 F-F-§-3- u:::z:s:::za:zx:z:::rza::n::::x:::a::szazn:nsazu:aaaz::==
Total Number Number of Number of

¥ of T.C.S. OrficCrB orfie."

o0%; Recruited Directly Indirectly
S Recruited - Recruited

1922 3 0 1

1926 1 0 1

1928 2 0 2

1933 1 0 1

1934 1 0 b ¥

1935 d. 0 y

1937 1 0 1

1938 1 0 1

1939 P\ 0 dad

1940 3 0 3

1946 2 0 2

1948 d. h ! 6

1949 3 2 1

1950 5 1 b

1951 1 0 1

1953 6

195‘& L Nefl o Mleflo

1955 1

1956 b |

1957 1 0 +

1958 5 -} I

1959 2 1 1

1960 4 1 3

Source: Compiled from the Seniority List
of all these yeara.

Note ¢! n.a. = not available

30n1y relevant years are cdnaidcrod.
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qualification were not available. But at present times, such
a system is no longer valid considering that personnels with
better gualification than before are available in the state.

The prevailing method of recruitment calls for a
change so as to improve the 'quality' of the officers recruited.
A positive step should thus be directed to the complete eli-
mnination of the indirect method of recruitment. Such a step
or policy would mean that future recruits into the T.C.8. are
of 'better guality' than from the usual indirect method of
recruiting T.C.8. officers whose higheat academic qualifica-
tions is Senior Cambridge qualification. Table 5.3, is
illustrative of such a phenomena where within the teneyear
period, more than half of the officers recruited are those
with only 8.C. qualification and only about 30 percent of
them with degrees. :

In the past, the situation was worst when even thoge
with Standard VII gualification were recruited. For instance
in 1951, among the T.C.S. officers; 7 of them only have Standard
VII gqualification, one with Junior Cambridge (or J.C.), 20 with
8.C, gualification and only one with a degree. Table 3.4 tend
to potray this in a clearer perspective. In the 1950's,
therefore, most of the T.C.S5. officers comprised of personnels
with low# gualification. The existence of personnels with
degrees can only be seen in certain years; in fact from 1954
to 1960, there was none at all. The trend in the 1950's was
that of the increasing numbers of officers recruited with 35.C.
qualification and decreasing of officers with only Standard
VII and J.C. qualification.

Hence a step toward the direct method of recruitment
in recruitment policy can do a lot to improve the quality of
the officers in the T.C.S. When the quality is improved, it
means that the 'output' service will also impraved. It is
important also to remember that such a policy of direct method
of recruitment should mean that the gualification of the
recruited personnels should no longer be lowj in fact the
trend should divert to recruitment of only those with degrees
into the service.

B... Procedure of Recruitment

The procedure regarding recruitment is laid down in
Chaptéer A of the General Orders. It follows that the head of

51 define personnels with 8.C. qualification and
below as of having low qualification in capacity as adminig-
trative officer.
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TABLE 3.3

RECRUITMENT OF THE T.C.S. OFFICERS ACCORDING
TO QUALIFICATION, 1962 - 1971

R L NN N N N N R N N N N S N SN NI E I IS E N
; Total Number | Number of Number of Number of
Yeir | of Officgra Officers Officers Officers

. Recruited With With With

‘ Degrees H.S.C. S.C.
1962 5 1 - N
1963 7 0 - 7
1964 | 4 1 : 3
1965 | 2 - : 5 2
1966 f 6 b - 2
1967 = | 7 3 - 4
1968 | 3 3 - -
1969 | 5 - | 2 3
1970 | 3 3 - -
1971 | | 8 2 2 N

|
Total | 50 17 4 29

e

Source:?

Compiled with the Secretary to

State Service Commission and
Seniority Lists.



TABLE 3.4

RECRUITHMENT IN THE T.C.S. AlD

QUALIFICATION 1951 - 1960

3::&822;:: -3 -3 F 5 3-8 3-4-3-3-2-2-3-% S-S5 23 23 anz:ﬁ:::ﬂ:szaszazzzzzq 3343 3. &% 3
Total Number of |Number off Number of
Wumber of | Officers |Officers| Officers gg::::rot
Year Officers With Std. |With S.C.| With H.8.C. With 8
in the VIiI Quali-|Qualifi- | Qualifi- D
2.Gi8: fication |cation cation REreey
1951 29 7 20 1 1
1952 29 9 18 1 1
1954 28 6 21 1 0
1955 31 9 25 1 0
1956 33 L 28 3 - 0
1957 z3 L 28 1 0
1958 36 4 31 1 0
1959 37 L 32 1 0
1960 37 & 32 1 0

Source: Compiled from Seniority Lists of
the various years.

5Dat; for 1953 is not available.
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department will notify the Secretary of the State Service
Commission when there is a vacancy in the department. The
head of department will also forward to the Commission the
draft advertisement with the following informationi:-

a) that there is no Treasury objection to
the filling of the vacancy.

b) a list of vacancies with the dates on
which they occur — with salary attached to
the postse. :

¢) a statement of the number of reserves
required (these reserves are meant as a
surety in case of a candidate who has been
offered the post reject it, his place can
be filled by candidates taken from this
reserve list).

d) a statement of the academic, professional
and other qualification and experience required
as approved by the governuent where these are
not specifically embodied in any scheme of
services.

e) a statement of duties and responsibilities
.attaching to the vacancy posts.

Thus the head of department will send to the State
Secretary the draft advertisement consisting of all these
information, and the State Secretary will, in turn send to
the Secretary of the State Service Commission. On receipt of
this letter from the State Secretariat, the State Service
Commission will analyse the advertisement sent by the State
Secretary. The State Service Commission will take action in
advertiging the vacancies. The advertisement should appear
in one local newspaper and in the government gazette. The
advertisement issued must include title of post with the
salary scale, qualification required for the post, duties of
the post, closing date of applications, and the address to
which application should be sent or from which further infor=
mation can be attained. In cases where serving officers were
to apply for the post, they must do so through their heads of
departuent who, in turn, will sent the applications to the
Commission with up-to-date confidential report on the officers
concerneds (This confidential report is also accompanied by
a statement of service or Record of Service Book).

After the State Service Commission have received all

the applications on the closing date for application, these
applications will be short-listed by a Board called the Pre-

T



liminary Board (or Lembaga Penapis). This fulfill the laws of
the Constitution of Trengganu (First Part), Section (56) (12)
19 The Preliminary Board consist of the Chairman of the Com-
mission and only one member of the Commission. On the absence
of the Chairman due to ill-health or other reasons, the Vice-
Chairman will preside the Board. The short-listing is carried
on according to the qualifications of the candidates. The
Board decides on which applicant are qualified in accordance
with the terms of advertisement or the scheme of services.
This Preliminary Board confirms all applicants who are gualified
for consideration and those who are not, that is, those appli=-
cants whg are recommended for rejection. The Board thus write
a report which contain a statement of the total number of
applications received, the basis on which short-listing was
conducted, a statement of the total number cf qualified applie-
cants, the number recommended for interview, and the number
recommended for rejection. This report is sent to the Intere
view Board.

The Interview Board consist of again the Chairman
of the Commission, and the two members of the State Service
Commigsion. If the Chairman is not available due to some
reason or other, he can delegate his power to the Vice~Chairman
of the Commission to preside the Board. Instructions are
issued to the candidates (who are selected by the Preliminary
Board) to attend the interview to be conducted by the Intere
view Board. The candidates whese applications are rejected by
the Preliminary Board are also informed of the rejection.
During the interview, the Board will consider the candidates
based on personality, intelligence, aptitude and suitability,
general knowledge and behaviour. The 'marking system' of the
Interview Board is illustrative in Appendix II. Those candi-
dates with the highest'marks' is thus regarded as suitable and
qualified for the post. After the interview, the Interview
Board will recommend the results of the selection of the suit-
able candidates for recruitment at the full meeting of the
State Service Commission, that is, the meeting of all the
members of the. Commission. This Commission meeting will consi-
der the report7 of the Interview Board. :

The list of the aalected candidates are then sent to
the State Secretary. The State Secretary will then send the
letter of offer to the successful candidates concerned. In the

6800 Appendix I.

7See Appendix III.
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letter of offer, it states the appointment, salary scale,
probationary period and all the provision in which the success-
ful candidates are to undergo medical examination. After the
medical report is sent to the State Secretary and proved
satisfactory, the State Secretary direct® the candidate concerned
to report at the particular office.who - is hence governed

under the General Orders.

In the T.C.S., the probationary period for officers
recruited through direct method, is 3 years. On the other
hand, those officers recruited from the service branch have to
undergo one year probationary period. However, an officer can
appeal to the Service Commission for extension of the probat-
ionary period. During the probationary period, the T.C.S.
officers (whether directly or indirectly recruited) are supposed
to go through departmental examinations; if failed, they are
to be terminated of their service. An officer who can pass the
prescribed examination during the probationary period or after
given extension, can be put for confirmation and pensionable
by the Trengganu State Service Commission.

Ce Function and Responsibility of the te Service
Comm in Recruitmen

The Trengganu State Service Commission (or 'Surohan-

aya Pepkhidmatan Nezeri Trengzanu') is made of four members
who are appointed by the Ruler on the Mentri Besar's recom=-
mendation. Presently, the Trengganu State Service commisaion
constitutes the Chairman, Vice-Chariman and two members.
Hence, on the policy side, this Commission play a significant
role in recruitment policy into the public service in the state.
It is the body which selects personnels into the T.C.S. Hence
this body détermines which candidates (who apply for T.C.S.posts)
should enter the service and who should not, Hence these are
the 4 figures which select personnels into the T.C.S5. and they
are the ones to decide whether to select more from the service
branch or more from direct method. Thus a positive step

toward raising the quality of the personnels in the T.C.S5. is
toward getting a quota” as between the two methdds of recruit-
ment policy of the T.C.S. officers. The system no longer need
to depend on the discretion of the Commission in the choice of
method of recruitment.

8

The numbers of the members can be between 2 to 4.

9’Tlm‘quoi:a set should give heavierweight: to the
direct method.
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On the administrative side, a T.C.85, offiicer act in
capacity as Secretary to the Commission. This officer is
responsible toward the administrative aspects in the Commission.
This Secretary to the Commission has a Chief Clerk, Correspon-
dent Clerk, typist and an office boys :

It may be of interest to note that the salary allo-
cated to the Chairman is $1,000, while his deputy is renumerated
with $750 and the other members is given salary amounting to
$250, To maintain the efficiency and effectiveness of the
body, a positive step should be one toward giving of equal
salary to all members, that is, the salary of all the members
should be equal to that of the Chairman. This may help in
eliminating any tendency toward acceptance of 'outside' money
in their operative activities of recruiting personnels into
the T.C.8. ar other public service.

In the attempt toward making the State Service Com-
mission an impartial body, it is set down that no one c¢an be
appointed into the Commission if he is a member of any of the
public service, or if he is an officer or employee of any
local authority or of a body corporate or autaority established
by law for public purposes. Members of trade unions or bodies
or associations affliated to trade unions cannot become members
of the Commission. Subject to the above restriction, there
are no special gqualification which renbers of the State Service
Coumission must haves MNevertheless they are appointed by the
Ruler for their broad experience, mental outloock, and their
knowledge of matters relating to the Services A member of
the Commission is allowed to serve for a term of 5 years but
under certain circumstances the Ruler can shorten the teram.

And if a member of the 83C.is'unable to continue his service
due to health reason or other reasons, then the Euler can
appoint another to take his place. A public servant can serve
in the SSC when he is on leave before retirement. A member

of the SSC can resign but cannot be removed on slight grounds.

Before lst May 1968, the SSC performed the function
of appointment to all posts in the State — from T.C.S. to
labour and IMG. It also function to confirm and emplace: on
permanent or persionable establishment, prouote, transfer and
exercise disciplinary control over public servanis including
the T.C.8. officerss, However, after 1968, the 85C is only
left with the functions of recruitment and as. Appeal Board
for promotion and disciplinary action. Presently, promotion
and disciplinary matters are now under the jurisdiction of
the Promotion Board and the Disciplinary Board respectively.

The position of the 8SC in the recruitment system

is an important one. Hence, if 'wrong' personnels are put
into the 83C, the 'quality' of personnels recrui #d into T.C.S.
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would also deteriorate. Havoc can ensue in the Service if

the SSC is one in which members are not impartial in their
dealings. If nepotism and favouritism develop in the SSC,
most of the recruited personnels entering into the service
will not be those with calibre but in fact those, with certain
ties with the members of the SSC, are liable to be recruited.
Thus to attain personnels of quality in the Service require
the essentiality of the SSC to be a body with members of
intergrity, honesty and most of all impartiality.

Ds Trend of Future Recruitment in the T.C.S.

Relating to recruitment policy, it is very useful
to show the trend of future recruitment into the service based
on the number of vacancies which will arise in the future.
It is note worthy to realiae that only vacancies occuring due
to age « limit retirement™ will be considered. Other types
of retirement like medical retirement or optimal retirement
is excluded in this study. It is very useful to potray the
trend of future recruitment into the Service for the major
reagson that it can be determined at what future period are
most of the present officers be leaving the Service. It will
be a good sign if the officers who will be leaving the Service
are mainly composed of those recruited through indirect method,
then it is feasible for a change of policy in recruitment.
It is clear that in 20 years time, the service can start afresh;
to start recruiting officers only by direct method. This play
an important part in improving the ‘'quality' of the officers.
It can be visualised that in 20 years time, out of the 26
officers who will be leaving the Service, 22 of them are those
who had been recruited from service branch. This is a healthy
sign for these vacancies can be gradually filled by personnels
recruited by direct method; priority should be given to those
with degrees.

Table 3.5 can put this in a clearer perspective.

This table potrays the number of officers who will be leaving
the Service in 20 years time. So by 1992, out of the present
T.C.S. officers, there will only remain 17 officers. Out of
this, 5 are with degrees, 4 with H.S.C. qualification, and 8
with 8.C. qualification. So if a policy of only recruiting
officers by direct method prevails immediastely on the arrival
or appearance of a vacancy or vacancies, then in time, these
8 officers with S.C. qualification will disappear out of the
picture.

1°With the Suffian Report coming into effect, the

age-limit retirement is 55 years.
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TABLE 3.5

AGE-LIMIT RETIREMENT OF THE T.C.S. OFFICERS
BETWEEN 1972 - 1992

23 3-F- 34 33 FF 333301322 2 21 22 22 22 22 2 3t 22322235 2 £ 133 F 3 3 35 33 F 0

Rurber of Number of

g‘;‘;‘;::r:f 1. "ofticers Officers

fear Eaavifieans Recruited Recruited

sorvicf By Indirect By Direct

- Method Method

1972 - b s
1973 1 1 ¢
1974 - - b
1975 1 B »
1976 - -y -
1977 > ? 3
1978 - > ¢
1979 > - »
1980 - - ”
1981 - 8 i
1982 - 4 ¢
1983 1 - ¢
1984 - - T
1985 - 42, £
1986 3 3 -
1987 2 1 -
1988 6 ) | 1
1989 3 b g
1990 L L -
1991 3 3 -
1992 3 2 -
Total 26 22 b

Source: Compiled from Seniority Lists.
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A policy of direct method of recruitment also mean
that mostly young personnels will be recruited, This imply
that their length of service in the T.C.8. is much longer than
that of those recruited from the service branch who are already
5 to 8 years in the public service before entering the T.C.S.
Training for the young recruits (who are recruited by direct
recruitement) is beneficial to the service for the training
provided for them will not be wasted as they still have a long
period of service before retirement. If recruitment is still
being based on indirect method, training provided for them
can represent a 'loss' as their service are only limited; they
can only serve for only about 25 years more before retirement
at 55, Most of the officers recruited from the service branch
enter the service in the late 20's or early 30's or middle
30's. This mean that they have barely about 25 years to be in
the Service. Relative to this, the directly recruited officers
are usually in the early or middle 20's who have 30 to 35 years
to -sexve - in the Service before retirement.

E, Defects and Problems in the Recruitment System in the T.C.S.

A defective factor in the recruitment system relate
to the method of recruitment via tq’ indirect method. Such a
policy not only affect the quality = of the entering personnels
but also have other negative results. Recruitment of T.C.S.
officers from the service branch give rise to problems of
age-gap in the T.C.S., Officers recruited from the service branch
are normally of age, relative to those directly recruited.
Table 3.6 can illustrate this phenomena in a clearer perspective.
And Table 3.7 further illustrate that officers(in 1972) within
the age of 20 to 34 are mostly recruited through the direct
method, On the other hand, officers whose age fall within
35 to 55 are mostly recruited by indirect method, that is,
from the service branch. There is the tendency to arise cone-
flict of ideas between these two 'camps'. Some of the directly
recruited officers, most of them with acgrocs,zhavo voiced out
that they feel that they are being'separated’ "to prevent them
from organising in order that their views are being heard.
The conflict pose a problem in the Service for the dissatisfied
elements may tend to have a ‘could not care less' attitude in
their work which may affect the Service negatively.

11!h1- refer to the low academic qualification
possessed by the personnels recruited.

12!his separation implies that some of them are posted

in Besut and the others at the different dlstricts in the State.
Presently for instance, among the directly recruited graduate
officers one was posted in Besut, one in Marang, ine in Dungun,
2 in Kuala Trengganue.
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TABLE 3.6

REIATIONSHIP BETWEEN AGE AND RECRUITMENT OF
THE T.C.S. OFFICERS, 1972

233:8533:==F=========8$2============

Number of Officers

ESonoaSsSTsSTIIZnsoznsssss

Number of Officers

Age Recruited By Recruited By

Direct Method Indirect Method
20 - 24 1 0
25 =« 29 7 1
30 - 3k b 3
35 %239 b 16
Lo - b4 1 B
45 = 49 0 .9
50 -« 55 0 o

Source:

TABLE 3.7

Compiled from Seniority List . 1972.

RELATIONSHIP BETWEEN AGE AND RECRUITMENT OF
THE T.C.S8. OFFICERS, 1972

a:z:zz:::nzz:z::an::z::::azcsssa:sa:::’za:azstzzszsszzzzaazzszza

Number of Officers
Recruited By

Number of btticers
Recruited By

vAs' Direct Method Indirect Method
20 - 34 12 L
35 - 5% 5 22

Source: Compiled from Seniority List .
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Thus there is the essentiality for the service to do
away with the recruitment method of recruiting T.C.S. officers
from the gervice branch. These indirectly recruited officers
usually have already reach the age of about 30 when recruited
into the Service. Table 3.8 is very reflective of this situae
tion. It is clear that 75 percent.of all the officers who are
indirectly recruited within the ten-year period (1962 - 1971),
are within the age of 30. It will appear that more benefits
can ensue to the Service in general if the recruitment method
is renovated in the sense that only the direct method of
recruitment is adopted. This mean that not only is the 'guality'
of the officers recruited iuproved but optimum utilization of
the officers' service can be attained. Officers recruited by
direct method of recruitment can serve for a longer period
relative to those officers recruited from the service branch.
This is due to the obvious fact that the directly recruited
officers usually enter the service at the age of early 20's
or middle 20's, and so most of them usually have 30 or more
Years of service in the T.C.S. On the other hand, those ine
directly recruited officers usually are around 30 to 35 years
of age on entering the Service, and so barely have 20 to 25
years te serve in the Service. This imply, that whatever
training facilities given to the directly  recruited officers
can be utilised for a longer period of time relative to that
of the indirectly recruited officers as their service cover
a shorter period. This can be typified in a diagram, that is,
Diagram 3.1j this potrays that those recruited by direct method
still have a longer 'service’period' relative to that of the
indirectly recruited officers. i

Another defect or problem in the T.C.8. as regard
recruitment policy is the prevalence of the old principle
of recruiting 'generalist' candidates. No doubt generalist
administrators have their place in the state administration
but that does not mean that specialist administrators do not
have any place at all in the Service. As one of the Indian
Administrative Reforms Commission has stated, "ee.es...The
generalist has its place, and an important one at that, in the
scheme of things; but so haa1§he specialist, the scientist,
and the technologistseessse"+s” There are, of course, good and
bad aspects of the generalist administrators. One major good

1t’:l:*l; should always be remembered that these directly

recruited officers enter the service with a higher academic
qualification than those who enter the service through the
service branche.

lsButani, Personnel Administration, The Ind

Journal of Public Administration, Vol. XV, No. 1. March 1969,
p.lS.
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TABLE 3.8

INDIRECT RECRUITMENT AND AGE IN THE T.C.8., 1962-1971

ettt a1 -t -ttt 13- F A3+ 34 R 3-F L 3 3 -4 0 -3 -Fo%Fop-3 Ropedodeod- -3 3 F-FF3
Number of Officers |Number of Officers
Indirectly Within thg Age

Year Recruited of 30’39

1962 k 1

1963 7 6

1964 3 >

1965 2 2

1966 2 2

1967 & 2

1968 1 1

1969 s 2

1970 0 0

1971 6 5

Total 32 2%

Percentage 100% 75%

Source: Compiled from Seniority Lists,
1962 - 1971.

Bogsicers within the age of 28-30 plus is being
included in computation.
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DIAGRAM 3.1

A TYPIFIED DIAGRAM SHOWING THE RELATIONSHIP
BETWEEN YEARS OF SERVICE OF -
DIRECTLY RECRUITED OFFICERS
AND THE :
INDIRECTLY RECRUITED OFFICERS
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aspect cover the fact that they arealept in the handling of
personnels and matters relating to relationship with other
departments concerned or with those at higher levels in the
hierarchy, A bad aspect of just recruiting only the genera-
list administrators lie on the fact the uplifting of the
quality of the T.C.8. officers could not be attained. A
causal factor of this situation is the fact the 'generalists'
are not as proficient in their jobs as the specialists.

A practical solution to this unhappy situation is to adopt the
approach of staffing personnels in the service in a "functional’
ways This mean that if a post in view require a particular
functional knowledge and skill, then the post should be filled
by reeruits who have such qualification, skill and knowledge.
Thus there should be such clear break from the prevalent
concept of generalism in the Service. As Butani comments,
Meesssssit is the knowledge of the function that is relevant
and not just the possession of what is often loosely described
as general administrative skill that should be the garamount
congsideration in the manning of the positionseses.”

In the T.C.8., such policy of recruiting the genera-
list administrators prevails presently as have been in the
past. For instance, in 1962 among the 5 recruited officers, 1
only one was with degrees, that is, a Bachelor of Arts Degreo.7
In 1964, out of the & officers recruited, only one was a
graduate = an Arte graduate. In 1966, out of the 6 officers
recruited, 4 are with degrees; all with Bachelor of Arte
degrees. In 1967, out of the & recruited officers, 2 are
Bachelor of Arts graduates — one from the University of Malaya,
the other from the University of Puerto Rico. In 1968, the
three graduates recruited were also with Bachelor of Arts
degreess. So were the 3 graduates recruited in 1970 — all the
5 graduate officers recruited were with Bachelor of Arts degree.
To put this in a clearer perspective, Table 3.9 is very illus-
trative.

Hence, I feel that the recruitment policy of mainly
devoted to direct method of recruitment should also change to
a pulicy whereby both generalist and specialist are recruited
into the service. And that more personnels should be recruited
from candidates having 'specialist' degrees. For instance,
the post as Assistant State Secretary (in charge of Economy)
should be recruited from candidates with Economic degrees.
like the Bachelor of Economics degree especially those
graduating from Public Administration division. BSuch a policy

161144, pe16.

17, degree which is considered as ‘ger ralist' degre.
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TABLE 3.9

RECRUITMENT OF GENERALIST ADMINISTRATORS
IN THE T.C.B., 1962 - 1971

BEZmmsnssanss ===:.—:zz::::z::z::::nzzz:sqanzn===x===z==s EaommmRmmRr s
; Number of
Total Number Number of Officers
Year Of Officers Officers With
Recruited Viith - Goneraljlgtb
; Degrees Degrees
1962 5 2 1
1963 7 0 0
1964 i 1 | 1
1965 s+ 0 0
1966 6 L _ y
1967 7 S 3
1968 3 3 3
1969 5 0 0
1970 3 > »
1971 8 2 o

Source: Compiled from Seniority Lists,

degrees.

18
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can result in greater competence and the otfinnru can function
more efficiently and effectively.

Another defect of thl recruitment system in the
T«CeBs relates to the method of recruitment which is not
comnpetitive enough. Recruitment.is based on interview where-
by the State Service Commission hope to evaluate the candie
dates' capability and suitability as administrators. Inter-
view alone cannot determine whether one c¢an be a good and
efficient and effective adminiatrator or otherwise. The
system need to be renovated so that administrative and
leadership abilities can be evaluated objectively and come
petitively.  One way of such evaluation can be done through
competitive examination in which questions are directed toward
such evaluation. Competition should not be on the basis of
primerdial ties or other such sentiments which erode the
impartiality of the interviewers or examiners in selecting
recruits into the Service.

Another defective aspect of the recruituent system
lie in the procedure of recruitment. It could be visualisged
that all the Boards like thePreliminary Board and the Intere
view Board constitute the same group of people. For instance
the Preliminary Board consist of the Chairman of the State
Service Commission and a member of the Commission. However
in the Interview Board, the members comprise of the Chakrman
and its two members of the Commission. Such a situation may
give rige to the diminishing of the element of impartiality
in the Boards. With the same people sitting in both Boards,
there is lost of meaning as to the real function of the
Board = the establishment of the two Boards give no meaning
at all, In that case, one Board to carry out all the re-
eruitment procedure is doonod adequate. But to enhance or to
make it doubly sure of 'riglit' selection of new recruits into
the Service, the two Boards should remain. BSo as to be
meaningful, the members of the Preliminary Board should no .
longer become members of the Interview Board. Thig imply that
menber of the Commission should be increased; half should e
members of the Preliminary Board and the other half to be
menbers of the Interview Board.

To further enhance the impartiality element in
recruitment, steps should be taken so as to make the State
Service Commission be interchangeable between the neighboure
ing states. Impartiality erosion in the Commission is
reduced when such & system dominates the scene. Impartiality
ol the Gonm*gaion is important for it helps in recruiting only
the 'right' “personnels into the service. B5Such a system

19It is right in the sense that the o icers
recruited are suitable ones in qualification. sxill and
knowledgee.
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imply that in the recruitment of T.C.S. officers, the State
Service Commission of the State of Kelantan or Pahang should
be the body to perform the task in the selection of the
officers, and vice-versa. This, however, can only be effected
Wwith the co-operation and mutual understanding of the States
concerned. Such a system could be effected between the States
of Trengganu and Pahang as they are both under the Alliance
party government. However, this is not likely in the case

of Kelantan for it is under another party, that is, the PMIP
government. .
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CHAPTER IV
"PROMOTION IN THE T.C.S, -

A sound merit-rating and promotion policy has a tremendous
effect on the morale of the personnels in an organisation., There
will be negative effect on the morale of the persomnels if the
promotion policy is merely based on seniority, Pigors and Nyers
quote Frederik Harbison, "....whether a formal rating plan is adopted
or not, management is constantly rating employees.... In the absence
of precise record of performance and ability, management must rely
solely on the supervisor's opinion of the relative worth of the
employee.... Haphazard, careless, or biased decisions on matters
to lay off and promotion may be more Injurious than are rigid
seniority Mﬂﬂ-c»c“"

The prospect of advancement is important to new personnels
and they want to know what they can do to improve their perfommance
and to prepare themselves for betier position in the organisation.
Hence a "sound promotion policy is therefore a vital part of the
persomnel program, and some method of periodice performance
appraisal may be an important aid in the administration of this
POlicyesse"2

The charge of favouritism and the inevitable disappoint-
ment that ensue have negative effect on the morale of the persomnels
this may appear to be a significant factor toward inefficiency in
the orgenisation. Dr. Tyagl points out that, "....the system of
advancement affects not only the calibre of the entrants to the
civil serv%ce but also the efficiency of the administration as a
mle.’..”

211d, pe 292.

3z, Tyegt, wﬂﬁe.m_a&?w_m
1st ed., Delhi, Sterling Publishers (P) Lid., 1969, p. 254-255,



The focus on promotion policy has no meaning if clarifica~
tion on what promotion is referred to, is not being done. Pigors
and Myers define promotion as, "....the advancement of an employee
to a better job better in texms of greater responsibility, more
Prestige or status, greater skill, and especially, increase rate of
pay or aalaw,..."a Hence a transfer which do not involve increase
or change in duties and responsibilities and ‘specific nature of the
job and the working, do not constitute promotion, Transfer is
merely an indication of the movement of a persommel from one jJob to
another on the same occupational level and in about the same level
of wage or salary, Hence not all transfers constitute promotion.

The most important policy question in promotion lies in
the aspect of seniority and competence. Is the persormel with the
longest service record necessarily the most competent? If per-
somnels antomatically qualify for better jobs just by merely
accumulating seniority, will there be any incentive for new recruits
especially to improve their performance in their jobs? The answers
to both these questions undoubtedly will be negative ones, Hence
"promotion should be. fairly and capably used by management to place
on each job the most competent and productive workers available...."?
Promotion policy should move toward rewarding to encourage a success~
ful effort to increase the persomnel's skill and kmowledge so as
to increase efficiency in the organisation, Seniority should not be
nade the sole basis for promotion. This would definitely lower the
morale of the *dissatisfied' persomnels which, in twm, would result
in inefficiency. As Pigors and Myers coumments, "....when seniority
is made the sole basis for promotion, it become a strait jacket...,"6
Nevertheless senfority should also be considered in promotional :
aspeet especially in cases where the qualification of two candidate
for promotion ave substantially equal., In this particular case then,
the senior persomnel should be the one entitled for promotion.
Seniority has also been considered because a personnel high in
seniority standing usually stand high in experience and loyalty to
the organisation. ; ‘ : ;

A.  The Promotion Bogrd

Oxiginally, before 1st May 1968, the power: of promotion
was vested in the Trengsenu State Service Commission, However on
May 1968, there was the Trenggenu State Public Service Promotion
Board Regulations, 1968, which give powers of promotion to the
Promotion Board. In this regulation, the posts mentioned include 2ll

i

4psoors and Myers, Ops Cite, Do 297"
Spigors and Myers, Op. Cit.; Do 298,
6Pigors and Myers, Op. Cit., p. 298.
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posts in the public service, other than that of the post of State
Secretary, and the State Financial Officer. Promotion here dencte
mumuwamofmmmmmm.
wtafnhi@wrm, within a scheme of sexrvice.

The Dunction of the Promotion Boaxd include all matters
pertaining to promotion of sll government employeces vho are members
ﬁmmmmdmsmwmmwmm
smmwsu«mmm

mmuanzaomw the T.C.5. is mparafae from that
of the other public service. The members of the Promotion Board for
Division I and IT comprise of the State Secretery, as Chalrman;
State Finanelal Officer and the State lLegal Advisor (vho s a
Federal 0fficer). On the other hand, the Promotion Boaxd for
Division III end IV and the Industrial and Hamal group comprise of
a representative of the State Seeretary as Chairnan, the President
of Town Council, Kusla Trenggmwm, and the head of the department in
vhich the vacancy occurs. Ffor the Board of Division I and II
officers, the Chaimrman will detemmine the date, place ond time of the
mooting, The minutes of the so-meetinge will be recorded. A1l
questions raised at the meotings shall be ultimately decided Ly the
majority of voles. Inmavmtofanaquantyarwm, the Chaiyman
shall have the casting vole. The Bromotion Board abide by the "
MImwmmmmwmwuﬁmWw

mm&mmmammmmhu
m»msmwummmmwmm

HE
i
§
i
ih
1
tf

to thet post cen spply to the Boerd to be considered for promotion,!
The recormendation made by the head of department form one of the
basis of evaluation for promotion by the Board, that is, the record of service

promoted.
o:mumvuuaa. mnawmuuwuat
mum meh*m’hh

"Amafanmmroammn
illustrated in Appendix VI.

8rnis implies that the qualification, experience etc. do mot
meke him £it for the posts il e



its negative effects on the service in general and to a certain
‘dissatisfied' elements in the service. The negative effect on the
service in general is reflected in the selection of 'unsuitable' man
which resulted in service output not being up to standard. The
effect can also be seen in the reaction of a certain number of
officers who feel dissatisfied in the promotional aspect---they feel
that they should be promoted but they are not promoted. Hence
partiality will necessary give rise to 'bad' effect if a less
Tsuitable! officer ie selected in favour of another officer who is
sultable for the post, that is, in terms of better qualification,
experience and mexrit.

Any officer aggrieved by the decision of the Board may
appeal to the Appeal Board. (A promotion shall be provisional end
is not confivmed until all relevant appeal have been determined and
have been disallowed, or if no appeal are made uniil the time allowed
for making such eppeal has expired), The Appeal Board may et any
time cancel a proviesional promotions The Appeal Board constitute
the members of the State Service Commission with the Chaivman of the
Commission acting in capaeity as Chairman of the Appeal Board. The
function of the so-called Appeal Board is to receive, consider and
decide on any appeal velating to promotion of the officers in the
public service of the state.

There is @ procedure of appeal to the Appeal Board.
Firstly, appeal should De made in writing by an appellate to the
Appeal Board through his head of department. Such appeal should be
made within 14 days from the date on which the decision %o be
appealed against is commmicated to him, The head of deparitment
should submit the appeal together with his comments to the Appeal
Board as early as possible, Secondly, on receiving the appeal, the
Chairman of the Board will call a meeting to decide the case--~the
meeting shall convene when the Chairman state the time and place of
the meeting, The Board decide an appeal solely on the merit of the
ground of the appeal without receiving eny further statement or
evidence unless it is of opinion that it would be fair to do so.
The Appeal Board, after considering the appeal, remit the case to the
Board, for rehearing, confimm or vary the decision of the Promotion
Board, The decision of the Appeal Board is final and no more appeal
can be made by the officexrs.

: The existence of separate Promotion Board and Appeal
Board is a healthy sign toward safeguarding impartiality in the
promotion policy. If the two Boards are not differentiated in this
sense, then partiality element is bound o appear when appeal cases
are being considered by the supposed Appeal Board, A "bad' policy
in promotional aspects (Appeal Board included) will result in
undesirable phenomena, that is 1% can bring negative effects on the
'quality' of the promoted persommelss It also give rise toward
affecting negatively on other officers who expect a y omotion but
fail to get it though they are of better calibre compared to the
promoted officers. Thus they will not feel motivated to work
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efficiently and energetically. This will indirectly have effects
on the ‘output’ of the Service, P

‘ It could be seen that the Promotion Board constitute the
State Secretary, the State Financial Officer and the State Legal
Adviger., The impartiality of this Board is questionable, The
Board is an 'inside' body, not an 'outside' one. Having an
‘outside' body as a Board will enhance the impartiality of the Board
as the members of such a Board is not involved with the officers and
hence subjective elements is bound to ensue.

According to General Oxders 'A' 38, it says that, "e...
0fficers will be selected for promotion on the basis of official
qualification, experience and merits Only vhere two candidates are
adjudged of equal merit will preference be given to the senior, In
judging merit due consideration will be given to the general suite-
bility of an officer for the post for which he is being considered

"
LE LT I oy

In the TuC.S., theoritically, promotion ave based on four
factorss= :

(1) merit
(i1 qualification
(i1i) experience
(iv) suitability and acceptability

The last factor, that is, acceptability is a factor which particu-
larly apply to the two senior posts in the T.C.8. This refer to the
staff posts like the State Secretary and the State Financial Officer
poste. Those officers promoted to these two posts should be
acceptable to the Ruler (I the Sultan of Trenggenu). This means
that promotion to these two posts is at the pleasure of the Ruler of
the State, Hence, if the Ruler feels that a certain officer is not
'acceptable' to him, then he will not approve of the promotion and
the sowofficer will not be promoted regardless of whether his merit,
qualification, seniority basis is sigy-high.

The policy is that all officers holding acting appointuent
with a view to subastantive promotion should be considered for promotion
within a period of not less than six months and not more than a year.
With regard to this, the Boaxd has agreed on a system whereby an
officer who is to be promoted has to be on trial initially in an
acting capacity for a period of six months, This is to 'test' him
whether he is suitable to be in that post or mot., After the period
of six months, a confidential report is written on him by his head
of department assessing his perfommances If he is found suitable,
he is considered for promotion, but if he is found ¢ be incompetent
to be promoted to that post, he is tried again for amother six
months, If, after the first and second *trial' is over and he is



8till found to be wanting or unsuitable, then he is to be transe
ferred to another post in which he is hoped to perform better with
his qualification and capability. Here another assessment on his
perfornance will be made at the end of the six-month period, If
again he is found wanting he will not be given any further chance of
acting in a higher appoiniment until such time he has proved himself
to be capable to do so. / It is worthy to note that a T.C.S.
officer cannot be promoted oxr act in any high post or highest post
(for example, Class IB) with g view of promotion if he has mot yet
served for at least 5 years) 34

A1l these represent the ideal; how it really operate in
practice depends on a number of factors. One of the factors is
related to the head department initiation to confirm the officers
concerned in their acting capacities. Delays regarding confirmation
of officers in their acting capacities tend to aggrieve them, Howe
ever it is important to siress the fact that officers will not be.
confirmed until the initiative comes from the heads of department.
Thus neither the State Service Commission nor the present Promotion
Board will be able to earry oul a promotion exercise unless the head
of department initates its To improve this confirmation process,
the Board could send in a form (after the trial period is at en end)
requesting the head of department concerned to write the report on
the officer whose confirmation is due,.

Theoritically, promotion in the T.CeS. are based on
qualification, merit, experience, suitability and acceptability.
However it is revealed that in a meeting held on 14th July, 1968
in the State secretary's room, the Promotion Board have made a
decision as to basis of the selection of TeCuSe officials for
promotion, The basis of promotion are laid on merit, experience
and seniority---each being sllocated with certain marks, Hence
the basis of promotion in the TC.S. is as follows:- ;

((1 mexrit 1g maxks
i1 experience marks
(iii) seniorily 5 marks

Total 20 marks

It cen thus be visualised that a fifty per cent consideration in
promotion is to be given to merit factors - It is also held by the
Promotion Board that a TsCeSe officer who is on leave prior to
retirement (or pension) is still considered to be ruled under the
General Orders, and is still holding his posts The Board maintained
that though the post is theoritically vacent, but actually not yet
vacant. This is further emphasised by the Sexvice Circular number
6 of 1958 which pose that the date to confimm a post held by an
officer is on the date the post concerned is vacant,

Theoritically, the basis of promotion lies on merit,
experience and seniority. But more than half of the present T.0.S.

- 50 -



officers volce out their opinion that seniority is being given high
priority in promotion. Promotions in the past few years have also
indicated this, For instence, in a meoting held on st June 1969,
it was decided and approved by the Federal Tressury that the post of
gl 'EA‘ (Assistant *A' to the Btate Secretary) would be filled by

a T.C:S5s officer on Superscale IA level, This post was vacant when
the former PSU YA', who is a federal officer, was transferred to
Bukit Mertajam, The Chaiwman of the Promotion Board propose o -
T4CuSs officer to act on this poot, and the State Legal Adviser, in
capacity am member of the Promotion Boexd, seconded it steting that
the officer concerncd was the most senior between the officers in
Superscale IBeeethere wos no mention vhatsoever as to the mexit and
exporience quality of the officers Again in a meeting held on
13.8,1969, the Boaxd decide that, because a certain 7,08+ officer
have just come back from Lincoln's Tnn with Barristerwatelaw, and
considering he is the most menior of the timescale officers, he was
promoted in acting capacity on Superscale IB post with effect from
25841969 with a view M-Wh&gﬁah«r date,

T4 was also in this year that an officer on Superscsle H
was promoted to the post as Deputy of Commisaioner of Land and Mines
(or Supsreesle G) es the Board felt that he was the most senior offie
cer on Superseale H, The Board also confimmed 6 Division II officers
vho were setins on Division I posts, All these officers are of
number 15 to 20 in the Senlority List of TCeSe officers in 19692,
Thig vefleat how important seniority is es a basiy of promotion of
T4Ci8y officory. v v

, T4 ¢an also be viewed in 1970 when there was a mesting of
ﬁmMothmimmmﬂmﬁmofﬁwwmw
by officers who are in acting capacity on Superscale IA and IB,
After discussing the senfority position of the T.C.5. officers, the
State Tegal Adviser, as member of the Board, propose to conslder one
mwnotfioera@in, for he was the moat senior and furthermore
has been acting on the post for 6 months already, The Doard agreed
to make the final decision after going thwough the Confidential
Report of the officers concerned, After looking into the Repoxt
and the senfority position of the officers, the Boaxd confirmed two
officers to TA position, and another officer was glven an extension
to aet on the post YA for another 6 months, And the Board alno
confirmed three most senior officers in their mcting posts on
Superscale I3, This decision was reached after viewing the
Confidential Report and the seniority list of the T.C.2, officers,
1970, These three officers conserned are of mumber 8, 9, 10 in the
" senfority 1ist. From here, it could be visuslised that seniority is
being given an importent place as a factor in promotion, However it
is worthy of note that qualification as & factor in promotion is not
deing given its *Semarks' weight, g




The Promotion Board also hear appeals from T.C.S.
officers who feel dissatisfied with the date of confirmation., For
instance, on 23.9.1969, the Board met to consider the appeal of 3
TeCaSe officers. The Board looked into the appeals of one of them,
and also his Record of Sexrvice. The Board found out that the
previous decision of the Board involved his position in the
seniority line-up, that is, he was promoted at a later date while
an officer, who was junior to him in service, was promoted at an
earlier date. This implies that however meritious and qualified an
officer is, his chances of promotion in !jumping over' an officer,
who is more senior to him, is limited. It seem to be that seniority
is given greater weight than merit or qualification for that matier,
The other appeal was also rejected as, according to the Board
according to the seniority list of T.C.S. officers 1969, there were
eleven officers who were more senior to the officer concerned.
The Board further emphasised on the 'good' Confidential Reports they
have and so see no reason for the officer who appealed to over-ride
the seniority set-up. This mean that even if an officer whose merit
is better than his seniors can never hope to disturb the seniority
line-up of the T.C.S. officers.

Last year, the Board promoted officers of number 7 to 10
in the seniority list of 1971 to Superscale IA; and also officers in
number 13 and 14 in the 1971 seniority list to Superscale IB,

We cen thus infer that much emphasis is being given to
seniority in the promotion policy in the T.C.S. It could be
visualised that out of the 6 Board meetings held within 1969 to
1971, there was the mention of qualification factor as a basis of
promotion in only one of the meetings. From here we can see how
unimportant qualification is in promotion policy and how important
senfority is. Both these factors are theoritically being allocated
5 mavks each out of a total of 20 marks but is seems that the weight
is greater in the seniority factox.

Merit is theoritically being allocaled with 10 out of the
total 20 markse--it stresses on the important place it held in
promotion policy in the T.C.S. This mean that merit assessment, in
the form of the Confidential Report, play a part in the promotion
system., By this, can we say that merit is actually given its due
weight? A Confidential Report represents an assessment of an
officer's performance by amother, and therefore, tend to be sube
jective., In such a case there is bound to exist the element of
human error which cannot be completely purged outs To aid in the
success of this promotion system, it is hoped that heads of deperte
ments will be able to write a Report on his officexr''objectively*
This objectivity merely imply that the head of depariments will
define the weak as well as the strong points so as o enable the
Board to judge whether an officer is suitable to be promoted or not.
The Confidential Report in the Sewvice is not done o a specific form
but is merely a report made on the evaluation of the afficer's
ability, experience, responsibilities, relationship with other civil



servants, and behaviour,

C. Irend 0f Promotion 1966 = 1972'°

Every year, promotion of T.C.S., officers is ta.king Place.
Promotion to higher posts can only come into being when vacancies
exists and vacancies arise through the retirement of the officers
who occupy the posts or the officers have left the service.
Promotion within the T-year period, that .is within 1966 .to 1972,
reflect that only a small percentage of the T.CuB. officers attain
promotion. This is mainly due to the limited scope of promotion
in the gservices, There are only 43 posts presently with only 2 M,
3 Superscale IA, 6 Superseale IB, 6 Division I, 13 Division II, 13 '
probationary posts. The table 4.1 illustrahe the promotion poaiticn
in the T.C.8. in the vecent years. j

. MABLE 41
PROMOTION'! OF THE T.C.S. OFFICERS

. Number Of g‘g‘;:zrgf ‘

Officers A : ..
Yeaxr Sy R Lo

i e, Service ‘
1966 5 : 35 : hoxt
1967 5 39 % ¥
1968 3 " | | o
1969 ar oM pre Soieq
1970 ? s | s
8 5 43 W e
i 6 43 , 14.40%

Source: Compiled from the Record of Meetings of the
Promotion Board and also the Seniority List

1 966"1 9724

Hence it is reflected in the T=yeaxr period, only in 1969 did it occur

that there are more than 50 per cent of officers promoted, This is,

10454 January 1972 is the exact date,

“Promouon hare refer to the date when the )romotion come
into effect.



due to the fact that there are many vacancies. Excluding this one
year, it can be visuslised that only less than 15 per cent of the
officers are promoted each year. This represents only a small
mmber of promotion which tend to indicate how limited the promotion
gcope is in the TuC.S. This is further emphasized by the illustra-
tion in Table 4.2,

TABLE 4,2
PROMOTION IN THE T.CaSe, 19661972

mmeWWW
Number Of
; Fumbex Humbex Numbex
Number Of | Officers P tod tod ted
Year | Officers Promoted To S Imoms E’WT‘
Promoted | To Super= | .oo10'74 | scale I8 | Divieion I
scale G
1966 5 0 1 4 0
1967 2 0 0 2 0
1968 3 0 0 L 2
1969 21 1 7 8 5
1970 2 0 0 1 1
1971 5 k| 2 2 -
1972 6 0 4 2 0
Source: Compiled from the Recoxd of Meetings of the
Promotion Board.
D.

Promotion is said to be based on merit, experience,
qualification, and suitability and acceptability. But the
question arise as to how do the Promotion Board evaluate the merit
of the officers. It may be viewed that the Confidential Report is
mpamdhwﬁxehaadotdaparhentwhiohmdhbelwm.gxn
objectivity, There was only the report on good qualities with no
mention at all of negative ones. The Report consist mainly of what
the head is of the opinion ont-

(1) the ability of the officer
(i) responsibility

behaviour
(iv) relationship with other officers

It does not have any form of systematic form to be filled by the
head of department, as can be seen in the Federation of Malaya -

-54*



Anmal Confidential Report'c, In writing the Confidential Report,
the head may face the possibility of being partial based on senti~
ments, familial or friendship or other such ties. Another gquestion
nay be raised as to who should give report on vhom, T¥or instance,
who will write veport on the Settlement Collector (who is head of
the Settlement Collector Office) or the District Officer or the
Commissioner of Religious Affairs or other such heads of state
departments or offices. This duty falls directly on the State
Secretary, But who is the State Secretary? He, in his capacity as
head of the T.C.S. officers, is the writer of report on some of the
officers; and he iz also the Chalyman of tho Promotion Board. This
overlapping of dutles or function of this mingle person give rise

to him not being quite objective In the performmance of his responsi-
bilities. This leads to 2 suggestion that the Board should not have
members comprising of the existing T.C.S. officers but ex~T.C.S,
officers 1f there is so much need of administrative officers to be
in the Board. A major advantage derived from this is that being
*outsiders® to the service, the Boaxd, who are not so involved with
the officers in the service, can ephance its Impartial quality,

: A defective element in the promotion policy is the
important role assigned to seniority as a basis of promotion,
Theoritically, seniority is given heavy consideration in cases of
promoting officers of equal calibres Bul in the T.C.S. seniority
theoritically is to occupy '% place’ In the basis of promotion.

Ag boing indicated earlier, merit is supposed to occupy '2/4 place'
while seniority and experience each occupy 'i' position. Table 4.
explains this in a clearer perspective, It is obvious that :

amiqﬁwumposedto‘havamlya%mouttwmtb

TABLE 4.3
BASIS OF PROMOTION

2 g ~ | Posttion In |

Basis Of Promotion Harks Promotional Percentage
Merit 8 10 % 50
Experience 5 4 25
Seniority ey % 25
Total 20 4 100

'QS“WVO

- 55 -



promotion policys. But operative policies have reflected a contrary
ones lMore than half of the present T.C.S. officers have voiced out
their complaint of seniority being made the important basis of
promotion. No doubt seniority has its place in promotional aspects
but it does not necessarily follow that an officer with a long
service record is more efficient than another with a lesser service
record. Efficiency is not determined by seniority alone., To
mronote officers on the basis of seniority tend to have negative
effects in the smervice. Firstly, promotion of officers on seniority
basis may allow for placing a job or responsibility to an unsuitadble
or ‘wrong man', His capebility does not allow him to carry out such
heavier responsibility and therefore affects his performence in that
post, This is a direct affect. An indirect one appears in the
negative effect on the morale of the 'dissatisfied® officers. They
are not motivated in their work as they have taken the attitude
that however efficient or qualified they are, they are mot likely to
be promoted until the officer more senior to him has already been
Promoted. The other effect is the possible development of the
Yeould not care-less' attitude among the officers as they know that
they will rise as soon as the ones just ‘above' them rise., This is
:g;hultwhthe gervice as the 'output' of the service will be
ected. - ' :

The opportunity for promoiion in the T.C.S. glmtud
due to the small size of the Service with only 43 posts!3 compaved
to the numerous posts in the ADS (Administrative and Diplometic
Service), And to increase the number of posts in the T.C.S. requive
the approval of the Treasury. Together with this, the Superscale
posts are also limited. For instance, in 1969, there were 14
Supersecale postse--this 14 posts is out of 41 posts. In 1970, there
12 Superscale posts, while in 1971 there were 11 Superscale postes.
The mmber remains at 11 in 1972. Table 4.4 put this in a cleavrer
view, From Table 4.4 and 4.5, it is reflected that compared to the

SUPERSCALE POSTS IN THE T«C.S. 1969-1972

rﬁ'@*lm‘l. Superscale Superscale Superscale -

Toax Poste IA 8 ¢ |H
1969 14 2 1 o lo |1
1970 12 3 T o s OB
1971 1 3 7 51010
1972 St i 3 6 +-}-4-+0

Source: Compiled from Seniority List 1969«1972.

BUmis is a 1972 (1.141972) figuve.
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THE GRADING OF POSTS IN THE T.C.8., 1969=-1972

2 e S g 2 TS SR SRS RN R e zme T IR ey SpTerEeTE S seaTie
Year | Total Mumber | Superscale | Division |Division |iroce
Of Posis Posts | I Posls |IT Posts | 5. ots

1969 4 24
1970 41 12
1971 43 "
1972 43 1

19 o
14 9
13 — b
13 13

v O ON -

Source: Compiled from Seniority IList 1969-1970

800 over posts in the ADS, the mmber in the T.C.S. is relatively
small with only 40 over posts. And in the T.C.S. the Superscale
posts barely reach 15 posts., The opportunity for advancement in
the T.C.S, is, therefore, very limited relative to that of the ADS.

Another defect in the T.C.S5. lie in the principle or
basis of promotion., Marks are graded for each factor, that is,
out of the 20 total marks, 10 is allocated to merit, 5 marks toward
experience and 5 for senioﬁty'. In this respect, we should not fail
to note that qualification'# do not play any part at all, Qualifica=-
tion should also be considered in promotional activities. Fallure
to glve qualification its place in promotion policy may give rise to
direct as well as indirect negative effects. The direct effect
appear in the form of persomnels not motivated to better themselves
for they have taken the attitude that whatever qualification they
have is of no significence in promoting themselves., Adverse effect
of the exclusion of gualification principle for promotion may appeaxr
in indirect form. Those officers whose qualification are higher
than the ones pramoted (and meritiously equal) may feel dissatisfied
with such a situation. This will ultimately lead to their not being
motivated to perform their work efficiently. MNany left the
Sexvice to join the ADS, For instance, in this year'~ 3 T.C.S.
officers have applied to join the ADS.

Though the principle of promotion in the T.C.Ss is said to
be based on certain principles, malpractices are bound to ocour.
These malpractices can be decreased by bringing in few modifications
in the system. -

m1s vefer to acadenic qualification.
151“ January 1972«



Pirst and foremost, the Promotion Board should be made an
independent body ~ it should not be tied to any other bodys At
present, however, the Board is comprised of the top senior T.C.S.
officers in the Service. Do we expect then to be completely
impartial in their dealings. Personal sentiments, familial ox
frienship ties or other such ties may move in to introduce the
element of partiality into the Board. Hence I suggest that members
of the Board should be people from 'outside' the Sexvice., This may
help in the impartiality and objectivity in the selection of oificers
to be promoted---their selection should be based more on merit and
not so much of seniority. Toensureas to the efficiency of the
Board, those people selected to be members of the Board, should be
selected on their merit only as individuals of integrity and
diseipline and honesty. Hence the most important thing is that the
Promotion Boaxd should be an independent body and not tied and
obliged to any Service or departments or offices, Being an in-
dependent body it could carry out or perform their responsibilities
with independent decision. Faimess and impartiality and efficiency
can thus be hoped to prevail in the Sexvice with regard to the
promotion system, '

To enhance this impartiality of the Board there could exist
a system whereby the Board of the state of Trenggamu could be inter-
changed with that of the neighbouring states of Pshang or Kelantan,
This imply that in the promotion of T.C.S. officers, the Pshang or
Kelantan Promotion Board could preside the Board in place of the
Trengganu Board, and vice-versz. This tend to eliminate or at least
decrease partiality in the decisions of the Poard. The members of
the Board being *foreign® ones do not partake any of the problems
confronted by the Trenggamu own Promotion Board. Hence they could
mmtmummmmnvmmmmumwmm-
tivity of the Board. This system may create a sense of securily for
the officers, for then they are convinced of thelr security of
tenmurawm—the Board can finally be viewed as a 'faix' one. The
officmmﬂmwmmuumtomkuthmmwmd
spirit and efficiently knowing full well that their advancenent
depend on their merit in their job performance.

In this respect, there arise the question of whether this
is ‘politically acceptable's With regaxd to Pehang, such a system
of interchangeable Promotion Boaxd is positively possible., This
1sermancodbythefaotthatbothautemmdemthemunm
Party., Hence politically, such a system between Trengganu and
Pghang, is possible but not so in the case of Kelantan for it is
under a different party in rule. Kelantan, presently, is under the
PMIP (Pansalay Islamic Party). However such a system could be
worked out if the state govermments are interested in the 'good'
of their states. And, an efficient and effective administrative
machinery is definitely good for any state government,

Another way to improve the promotion systes could be done

through the confidential report. Appraisal or merit-rating in the
report should be based on pooled judgements of heads of departments
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periodically, This is where each T.C.5. officers is compared with
other officer in the same working group or he comld be rated
against specified standard of performance. This emphasis or stane
dardization of merit-rating in confidential reports is essenifslly
significant as it introduce some form of fairness in the once sube
Jeotive evaluation.

Hence, to make succesaful the promotion policy, two allied
procedures must be present. Firstly, there should be postings of
openings for promotion so that interested officers may apply within
& specified period. If posaidle, the openings or opportunities for
advancement should be pested and candidates selected before the job
actually become vacant. nmmtntmuymwu
officer who is subsequently, advanced to the post pemmanently, the
othamofflcmmlmntofulﬂutﬁmmﬁmmu-
Present a farcade. Swndly.ﬁmmaga of training
88 a way of preparation for promotions..." '~ Hence, in the choice of
officers for promotion, there should be careful review of any ob-
Jective records of performance of the officers. And any senlor
officers bypassed in the promotional ladder, where a ' better' Juniox
officer is promoted, 1s entitled for an explanation of the reason.
This may aid in eliminating the dissatisfaction element that would
engue amonyz the bypassed senior officers.

As regards to the promotion policy, it Is Important to
realise that commumication to the officers is essential, that ia,
officers should be informed as to the ladder of promotion. They
should be informed as to how they can prepare themselves for advance-
ment and what ave the fulure responsibilities if promoted to higher
poats. This communication will enable the officers {o be aware of
thelr chance and scope of promotion and will strive towaxd efficiency
80 ag to be prowoted. Pigors and Myers sumarize by saying that,

" eessemployee appraisal, objective records of output, and
intexview with several Wmmm features in
Promotion, maxmahemmnmanmoz
' Wm sene 1?

C mmmwamm&n h
mmw&rmmmwwwm
&mumurwmmwsﬁwmw

‘ﬁummm.ﬂncit. pe 3014
1751 cors ond Myers, Op Cit, pe 304e



CHAPTER V
TRAINING IN THE T.CeS.

Training has the significant role as an element to improve
the quality of the personnels in an organisation, end improvement in
their quality cen undoubtly imply improvement in the efficiency of
the persommels, Training is important for it is an act o increase
the kmowledge and skill of a personnel in performing a particular
task or job, Flippo in '"Principles of FPersonnel Management' em-
phasises the significance of training in providing for the stability
and flexibility of the orgenisation. The stability is provided in
the sense that despite loss of personnels, the organisation is able
to maintain its personnels by the creation of reserves of trained
replacement, It providesfor flexibility too, that is, the organi=-
sation is able to adjust to changing enviroment and demands,

process should be a continuous one as C. R. Dosley has
commented, "....Training is not something that is done once to new
employees - it is used to coatinuously in every well-run esiablishe
menteses"1, Dr, Tyagl also recognises this aspect by quoting from
the Indian Five Year Plan, Planning Commission, 1953, which points
out that, ".,..Next to recruitment, the training of has
considerable bearing on administrative efficiency...."<, Our
govermment .is also aware of the importance of training - the Report
made by the DAU (Development Administration Unit) comments, "....There
are indications that serious deficiencies in the implementation of
development programmes in particular and of the system of adminise
tration in general are caused by training lagesee"3,

has its advantages. For instance, through
training, new recruits are given information sbout the organisation,
policies and regulation. Secondly, new recruiis are instructed of
the requirements, of the specific job that he is to perform, so that
he can meet new standards for performance which can increase his
value to the organisation, Training enable persomnels to acquire
better skills and knowledge thus, "....increasing their versatility

16. R. Dosley, 'Training within Industry in U.S.',
Internationsl labour Review, Vols 54, Nos. 3~4, 1946, p. 161.

23:.__ W’ Lne c LV L1 "_ VIO 1 & Lavelg A Hoclety
18t ed., Delhi, Sterling Publishers (P) Ltds, 1969, De 210,




for transfers and their quality for pmetion..;.“"f. Training
benefitted the organisation by, as mentioned by Flippo, helping the
persomnels to adjust to new methods and processes that are intro-
duced from time to time. Pigors and liyers conclude that 'good'

: "reduce dissatisfaction, absenteeism and turnover, because
it helps both new and enced employees to use to the full their
individual capacitiesse. 7 .

Thus an orgenisation has no choice at all between training
berpomnels and not training them. Most new recrulits need training
g0 that they are aware of their duties and responsibilities, The
new recruits are not the only ones who need fraining, training pro-
grammes are also essentially required for existing persommels or
experienced ones. They must learn and be aware of new skills and
processes and methods, Thus the choice to be made in an organisation
on training aspect is "....bemenhaphazndorgﬁndimmm
and cavefully planned, systematic training...." . :

Ay  Trainine Programmes in the T.C.S.

‘ Training programies in the T.C.S. fall under two cate-
goriess= » : * 4

1« Local Training
2. Overseas Training

Presently, as from 1963 up to now, the Staff Training
Centre (STC) providesthe major local facilities for training the
TeCuSs officers, So far, the state doesnct have its own training
focilities beside the on=the=job training which is carried during the
Probationary periods B :

Initially, the focus is on the training programmes locally,
The STC alweys remind the various departments, whether federal or
state, to select officers whom they really think can get the due
advantage from sttending the courses concerned., This is important as
‘wrong' choice can constitute a 'loss® to both state and federal
" governments as the training was given to the ‘wrong' personnels,
Thus training should be an instrument to aid the officers to carry
out their hesvier and important responsibilities, or to emable them
to solve any certain inefficiency in the organisation,

4?1@:5 and Myers, Persommel Administration, 4t ed,,
. Wew York, MeGraw Hill Book Co,, Ince, 1961, pe 279. = '

Srpid, pa 279

6I‘mﬂ.ti,, Pe 285,
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The STC provides induction course for adminisirative
officers in Division I and II who avre newly recruited so that they
can have an insight of their tasks and responsgibility. The content
of the course covers Government machinery and Constitution; Struec-
ture and Role of Govermment department; Concept of Supervisions
General Orders, FGO, TT, HMOP; and Service Circular, In the T.C.S.
most of the new recruits ave encouraged to apply to atiend the
induction course at the SIC. : - :

However in 1972, there is the introduction of the 'Basic
Training' and "Management Training' at the ST, Basic training is
provided for administrative officers who have been newly recruited,
that 1s, those who have entered the Service in 1971, and has not yet
attended any induction course, This basic training is more intensive
thon the former induction course, The contents of this course include
'Introduction to Goverrnment machinery, administrative and management
coneept, and also practicel work concerning district and stale
adninistration.

The STC providesbasic training and also managerial training.
The latter one comprise of courses on land administration, personnel
adminigtration, financial administration, development eduinistration,
managerial science, etc. However before the division of courses into

mtg‘hs), land administration, and persomncl administration course and
others. , 4 :

The induction course is specifically entailed for new
recruits into the service whether directly or indivectly recruiis.
This course aims at introducing and making the new recruits be aware
of their duties, It can be seen that yearly attendance of T.C.S.
officers for induction course at the STC is small for it seldom
exceed 5 officers, This attendance do not correlate very well with
the mumber of new recruits into the Service. This can be illustrated
in Table 5,1. The Table 5.1 reflects that not all newly recruited
officers went for training immediately on their year of appointment.
The table reflects that between 1963-1971, out of the total recruited
officers of 45, only 18 of them have gone for the induction course,

= Tpe enable the STC to fulfil the government's aim to give
basic training to all newly recruited officers, the STC ask that
211 heads of departments to send in the lists of officers newly
recruited, The form showing the list is illustrated in Appendix
VIII. ot . : : : Satene &



TABLE 5.1

RELATIONSHIP BDETWEEN YEARLY RECRUTTMENT OF THE
T.C,S. OFFICERS AND THE NUMBER OF T.C.S. TRAINEES
FOR THE INDUCTION COURSE AT HWIE STC, 1963~1971

saures TP SIS TR N0 70 Sorg SR T TOTLIBEIRD LAERIR MWL ST CILNER
Tumber Of Officers Number Of Officers Vho

Year Recrultsd - ‘Attended Thdustion Conrse

1963
1964
1965
1966
1967
1968
1969
1970
197

N‘Muaccub.b..@

CoO W Ut W~ O N B =]

e -
U
-
les)

Total

Pexcentage 1007 407

Source: Compiled from the Files at the State
Secretariat,

This imply that less than half of the newly recruited officers did
not attent any fom of induction course yet between the ninesyear
period, Induction course is important for new recruits; it is an
elmmttohelpmzmammmwutmoﬂiminm
performance of their task. But in the past recent years, that is,
within 1963 and 1971, it can be viewed that in most of the years,
not all recruited officers attended the induction course in each year.
In fact, within the nine-year period, out of the 45 officers re~
cruited only 40 per cent of them had attended the course. The
m@mm%%aﬁmtwhlddonammofpossi-
bilities., It may be due to lack of application from newly recruited
officer, or it may arise due to that fact that some of the applicants
were rejected by the SIC. Or it may be possible that those selected
by the STC did not attend the courses they were supposed to attend,

am:nnberofminmthismis greate than that of
the mumber of recruited officers indicate that some ¢ ficers who
have never attended the course before 1965, went for training in
thig year. ‘ "



The past trend indicates that a policy need to be devised
vhereby it is made compulsory for all newly recruited officers to
attend the induction course. If some are rejected by the STC, then
they should apply agsin for training in the next coming year., It
is also cssential to be devised a policy to make sure that all those
selected by the STC to go for training, are to make better effort to
attend the course. In some cases, selected officers did not go for
the course for some reason or other, For instance in 1969, 6 T.C.S.
officers applied to attend the course but only 4 were selected by
the STC. Out of this 4 officers, one could not attend but for-
tunately was replaced by another, Another did not attend as he was
 admitted into the MHFS (Maleysian Home and Foreign Sexvice)s Another
case iz in 1970. There were 4 officers who applied to go for the
training and all were selected by the STC. However, only 2 of them
attended the course. In 1971, 6 officers applied but only 3 were
gelected by the STC - and only 2 finally attended the course. This
can be illustrated in Table 5,2 so that a clearer perspective is
repregented.

Table 5.2 clearly reveals that in each of the years 1969
to 1971, not 211 of the officers selected attended the training,
Within this 3 yeavrs, out of the 11 officers selected, only 7 of them
finally attended the course at STC. The other 4 officers did not go
for the training though sclected and this represent a 'loss' to the
service - training opportunities ave simply allowed to slip away
just like that, Another way to attain a 100 per cent attendance of
selected officers for the training is not by force but as a 'push’
factor, The Service could divect toward the provision of motivating
factor to induce officers to attend training provided. This could
take the form of providing that the mumber of training programmes
attended by en officer constitute a minor basis of confirmation for
the probationary officers in the sexvice.

TABLE 5.2

MBBER OF T«C.Se OFFICERS WHO ATTENDED
TNDUCTION COURSE, 1969=1971

o Numhae: OF

Officers
Yeor Selected By The SIC Who Attended The Course
1969 4 3
1970 4 : - 2
1971 3 2
Total 1 7T

Another course at the 51 is the land administration course.
This course is particularly useful for officers who deal with matiers
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pertaining to lend administration like officers in land and district
offices and CIM office. lost of the T.C.S. officers who have served
and serving in the land and distriet office are encouraged to attend
this course at the STC. Within the years 1966 to 1971, 20 T.C.8.
officers had gone for training in land administration course., Within
the 6 years period (1966»—1971?! the yearly attendance by the T.C.Se
officers for twaining in land administration at the STC seldom exceed
5 officers.) This limited mumber of officers following the course did
not arise because the T.C.S. officers did not apply. They did apply,
but only a certain proportion of their applications were accepted by
the 8TC. For instence, in 1969, 8 of the officers applied but only

3 were selected by the SIC and only 2 of them attended the course.

In 1970, 12 officers applied to follow the course but only 4 were
selected by the STC and only 3 of them really attended the training,
In 1971, 3 were selected but 2ll were unable to go due to flood and
the communication between Bast and Vest Coast was cut, 1In order to
have a better view at the situation, Table 5.3 can be an illustration.

Table 5.3 reflects that the applications from the T.C.S.
was quite a number but the mumber selected by the STC wes only about
30 per cent or over of the total application from the T.C.S. Thus
a situation arise: when T.C.S. officers are willing to go for
training, the STC ave 'unwilling® perhaps due to the large supply of
applications from other states and federal departments. In cases
like this, the State adminisiration can negptiate with the SIC so
that more officers from the T.C.5+ can be trained at the 51C, Hence
in future period or time, the mumber of officers to follow the course
ghould reach at least 60 per cent of total applicatlion from the

.e.st

This land administration course is provided by the SIC with
&ﬂwm@wtheoﬁmmmwmﬁmofmtukazﬂ.m
ponsibility in land administration, The course also aims at aquip-
Dingﬁmofﬁmviﬁtwimmﬁﬁaem&mmmof
land laws and other related laws, The course also aim at introducing
%o the officers the various management and tools so that they are =
able to function more effectively and dynamically. This course is
specially devised for administrative officers (A.D.S., MAS and State
Civil Service) who have served in land office for two years ox more.
And it is also for officers who have served for § years or more in
other department which have connection with land administration.

In the field of financial administration course, only
fow T.C.S. officers attended each year. For instance, in 1965, “"Eﬁ
1968, 1969, 1970, only one T.C.S. officer attended the course each
year. In 1969, only one officer attended the course;this is not
becsuge T.C.5. officers do not want to follow the course but due to
the fact that their applications were rejected by the STC, However,

9W in 1967, the number exceed 5 - there were 7 officers
who attended the course that year.
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TABLE 5.3

WMBER OF THE T.C.S. OFFICERS WHO ATTEND THE
COURSE ON LAND AIMINISTRATION AT THE BSTC, 1966-1971

SR RSET IR ST R s T 1 S T 1 0 TR s PO S S AT I A T T T TR T e T S LA TR SR A B S SRS R KR AT 12 K R e m R s
Humber Of : :
Yeor | 0fficers Who | FaEber Of Officers | Number Of Officers
Applied ;alecm ; Who Attended
1966 NeBle Nele 3
1967 Neae Dt 7
1968 Nelle Nete 5
1969 8 3 3
1970 | 12 4 3
1971 Nelle d 3 2

Source: Compiled from the Files'® at the State
Secretariat, _

Notes: neas = not avallable.

in 1970, only one officer applied and was selected by the SIC to
follow the course that year. In 1971, 3 officers from the T.C.Se
applied to follow the course but none actually atiended the course.

It can be geen that between the years 1965-1971 only 5 T.C.S. officers
have attended the financiel administration course at the SIC.

Another course at the STC which is open to T.C.S. officers
(and other administrative officers) is that on personnel adminise
tration, This course aim at to get the senior officers in the
gsexvice to be familisr with concepts and nature of personnel adminise
tration, It is also aim with a view to increase the knowledge of
officers in the different realm of the Malaysian persomnel system.
This course also has the objective of imperiing skill in persommel
administration or management to the officers. The contents of the
course include introduction to personnel administration, persommel
administration in Malaysia, elements in personnel administration
(1ike job clessification, staffing, interview, career development
and promotion, performance appraisal and counselling, salary adminis=
tration, employment benefits and consireinis, effective persomnel
supervision and commmication, motivation and morale), and finally
persormel. prectices in Malaysia. This course is thus provided
chiefly for officers with responslbility relating to promotion and

 M0pi10s of the Assistant State Secretexy whe is in
charge of 'Sexvice' at the Stale Secretariat,
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discipline. However the STC can only accept two officers for this
course each year, Of these two, one should be a senior officer with
responsibility relating to sexvice, and another should be head of
state department, or iis assistant. The selection of the second
candidate is left to the discrotionary choice of the State Secretary
as long as the officer chosen is a Division I officer who has res-
ponsibility related to persomnel administration, discipline and
promotion. Hence in 1969 there wewe 2 T.C.S. officers who attended
the course and another 2 in 1970, However last year, only one was
selected by the State Secretary to attend the course but he was
unable to go for the training, In this case, when the STC set down
that 1t can only train 2 of the state civil gervants for this course
each yeax, then the service should always try to make use of the
opportunity given and not let the chance slipped away by not forwarding
candidates for the training course.

The S7C also provide *Administretive and Management'
Courses 'A' and 'B', The former course is specifically for Division
I and II officers (excluding the officers on Superscale level),
For the latter one, the course is for officers at Superscale level.
The course contents include management concepts, network analysis,
politics and administration, and also economic development. In
recent years, very few officers have attend this form of training at
the STC. For instance in 1969, only 1 officer applied to follow the
course 'A' and 6 applicants for the 'B' course, In 1970, only 1
applied for course 'A' and was accepted by the STC. There was also
1 applicant for course '*BY and this officer attended the course in
June 1970. Last year, there was 1 applicant for course 'A' and one
for 'B' course and one was accepted by the STC but the officer who
apply for the 'B' course was rejected due to the long lists of
applicants to the STC. It cen be seen that for the 8 years (1964~
1971), only 8 officers attended this course ('A' and "B' course).

With regard to training aspect and attendance of course
provided, the STC remind the state deparitments to give heavy con-
gideration to the 'suitability® of the officers put forward for
training, Here, "suitability' refer to that aspect of the stand
and record of the service of the officers mo that the
provided can aid them in increasing their efficiency. Thus it reflects
that this object is lost in sight if the state departments send their
officers without consideration as to whether the course provided to
the officers is relevant to the officers or otherwise. It is very
useful to send Digtrict officers and Assistant District officers o
attend land adninistration eourse. Hence it is most frrelevant to
send a State Treasurer to attend course on land administration.

lLocal training at the STC was only available in 1963 when
it was first established, mt,htmtheuhhliﬂma::o&%?,
training was not left out in the training programmes in .
Barlier year back, in 1956, one T.C.S. officer attended land adminise
tration course and in 1957, two officers attended this course and 1
officer attended the course on land in 1959. In 1960, 2 of the



officers attended course on land administration. In the wealm of
induction course, quite a mumber of T.C.S. officers have o :
this courge before the set-up of the S1C. For instence in 1962,
there were 3 officers who attended induction course at Port Dickson,

" Table 5.4 reveals the mmber of T.C.S5. officers trained at
the 89C. It could be visualised that yearly attendance of TeleSe
officers for training at the S7C never exceed 10, that is, it never
exceed a gquarter of the number of T.C.S. officers in the various years
concerneds To improve the quality of the Service, a policy should
be incorporated whereby the yearly trainees from the T.C.S. should
at least reach 1/3 of the officers in the T.C.S.; if not more. As
we know, the SIC provide many training 'sessions’ every year, so
the officers should go for training on rotation basis. This is to

TABLE 5.4

NUMBER OF T.C.S5. OFFICERS TRAINED AT TR 87C,
19631971 .

Humber of Trainees from the T.C.S.

lame Of Courses

1963 | 1964 | 1965 | 1966 | 1967 | 1968 | 1969 {1970 {1971

Induction Course | 1 4 5 - w1 8 3 2 2
Land
Admindstration = oet w330 7 | P Ak e
Financial - & ' e .
Administration - 1 B e e
LOOCI - -'- " 2 - - -~ - -
Government 3 ;
Persomnel 5 - = = 2 = 2 2 =
Administration .
Adminietration
And 1 1 1 - 2 2 - {9 1
Kanagement

Total 2 5  x % 10 9 9 9 5

the
courses sponsored by Colombo Plan. For instance this year, 5 officers
applied to the Assistant State Secretary (Sexwvice) to attend the



oversea course sponsored by the Colombo Plan. However the Assistant
State Secretary (Service) sulmit only 2 applications to the Federal
Egtablishnent Officer, or now known as Public Services Depariment.
Confidential notes of the tant State Seeretary give indication
that the other 3 applicants'' are considered as being not 'gualified*.
I am not quite sure as to the real meaning of the term *qualified’;
wvhether it convey qualification on seniority standpoint, or other -
considerations. It cammot be based on academic qualifications for
the two rejected are with degrees, There is no reason and I xeally
do not undersiand why the other 3 applicants are nmot submitted to
the FEO, but merely held back just to be kept in the files et the
State Secretariat. It will be interesting to note that the 2
applicants submitted to the FEO ave officers with S.C. and wi ‘khBio
9 years of experience in the Sexvice. Tgble 5.5 represents the list
of applications to follow course sponsored by Colombo Plan in 1972,

TABLE 545

LIST OF APPLICATION T0 FOLLOY OVERSEA COURSE
SPONSORED, BY COLGMBO PLAN, 1972

Ho| Neme Of Officer Post Department | Course To Follow
1¢] Hje Abdul Karim| DO, DeOs Office | (1) Couxse in
| be Hj. Khalid Ulu, Ulu Urban lanagement
Tre Trenggan and Administra-
tions
(i1) Public
Administration
For Overseas
Govie Officers.
2.| Tg. Hussein Deputy | Land And (1) Lend
bin Tg, Wira | Director | MMines Administration
of CLM 1. | Office In Developing
Office, Countries.
Trengganu (ii) Course on
Adminigtration
And Management
Of Urban And
Rural Local Govt.

Source: State Secretarist,

Motes: De0s = District Officer
Tr. = Trenggamu
Govt.- Government
CIM « Comissioner of Land and Mines

Mout of these 3 applicants zejected by the A.S5.8., 2 ave
mmo
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The courses which the officers wish to follow are no doubt relevant
to their posis but the fact still remains that all the applications
should be submitted to the FEO, The short-listing of such a 'suall®
list of applications should not have been done. By submitting only
the 2 applications and if the sponsordoes not think they are 'suitable’
to follow the training, then the Sexvice will not benefit in the
sense that none of the officers can go for that training opportunity.
By submitting all the applications, the chances of at least ane of
them being selected is greater.

In the past years, however, some overseas itraining was
available to the T.C.S5. officers but only few officers attended
these overseas training., For instance in 1964/1965, one T'C.Ss
officers went for administrative course in Australia snd another went
for Govermment Administration and Development at Oxford University
in United Kingdom (for nine months). In 1965/66, one T.C.S. officer
attended a course in General Administration at Carleton University,
Canada. And 2 of the T«C.S8s officers took up law course in United

Kingdom one in 1962-64 and another in 1962-1965. :

In 1966 the Colombo Plan, through the FEO offer courses for
*Proining in Public Administration' in Canada. However the Trengsanu
State Secretary did not offer any candidates. Another course was also
Colombo Plan sponsored 'Senior Course in Public Administration' at
Carleton University, Canada. The State Secretary offermsonly one
candidate who has S.C. qualification and has been in the service for
only 4 years. Of course this T.C.S. officer was rejected as it
was stated that the officer who apply should have a degree along with
6~10 years experience in an increasingly responsible position and
with some potential advancement. I feel that the selection of the
candidates to be submitted to the FEO should be done intelligently
ag in this case this service lost the chance of training a T«C.S5.
officer overseas as the selection was not a 'good' one. Anothex
course offered was 'Advanced Practical Course in Locel Administration'
at Bimmingham Universitye. Thig was strictly for senior officers but
unfortunately no cendidate from the T.C.S. was offered by the Stale
Secretary. '

In 1957, the Colombo Plan offered training in 'Seniox
Course in Public Administration' at Carleton University, Canada.
The State Secretary submitted in the application of a TC.5. officer
vmovithonlys.c.qmliﬁoaﬂcnmditmdulyremtodwthe
Egtablishment Offices. It need to be emphasized that the sexvice
should eveluate cevefully and intelligently in choosing suitable
caendidates to be submitted to the FEO, This mean that the candidates
concerned should have the necessary qualification as not to be
mjmeatWthﬁu'M'mﬂ.mtmt&u
reach the sponsor 'stage'. In this case for instance, the applicants
should be graduates or if possible with 6-10 years experience in an
increasinzly responsible position. But the service went %o seleet
candidates with S.C. qualification only. a7



- Tn 1968, the Colembo Plan offer to twain officers in
'Public Administration Course Overseas'. There were & applications
sent to the Assistant State Seoretary (Service) but only 2 applications
were sulmitted to the FEO. Among the applicants 6 ave with 8.C.
gualification but high 'qualification' in seniorily. And the 2
sutmitted applications belonged to officers with S.C. qualification
but hish in senfority stand-point. The other 4 applicants (one of
them was with o degree and another with a Barrigter-ai-law) were
considared as being 'under-qualified’. Again the question of vhat
is the real meaning of the word 'Qualified' is raised. A greal
possibility that qualified here do not refer to academic and suita~-
bility qualification. Senlority predominates even in the choice for
training. In a confidential note of the A.S8.8., I notice that the
ghort-listing was on the besis of senifority, If this policy were
to continue, in existence, then the service will not benefit from
many of the Colombo Plan sponspored training programmess Due to
the fact that the selection by the Sexrvice sometimes do not conform
wxmmewumwmemmmmmm
the service fail even at the Fi0 'siage’. Another course opened to
the Service in 1968 was 'Advanced Course in Local Administration' -
and the State Secretary submitted the application of an officer which
failed, It should be noted that the applicant concerned is only with
S+Ce qualification and possess a certificate in Public

issued by International Training Centre, Cenberra.

. In 1969, the Colombo Plan offered training course in local
administration at the Institute of Local Studies University of
Birmingham. The State Secretary submitied 3 applications. However
in the following year (1970) they submitted only one candidate fox
'mmnmmuwcm-mwm*..
In another Colombo Plan sponsored training opportunity, Administra-
uwmumntm,msmmmmmam.
mmmm(mmmmww). Another
course was the 'Public Adninistwation course Overseas' and there
were 3 applicants. Another was *Urban Administration' course in
Unitedxingdmbutﬁmmmcmdidamfmthasmm
for the training. This represent a 'loss' to the service, that is,
ﬁumiummtnbmofhommwm&wth
officers, The earlier the Service realise toward malking full use of
theopportxmitiugim,ﬂubethrithfwthemmml.
The State Secretary can ‘order' T.C.S. officers to attend overseas
training (if accepted by the sponsor or perhapsom own State scholar-
ghip) if deem necessary which can benefit the officers in their work
and hence benefit the service in general. =3

It is worthy to note mmwﬁe,awmmmm



experience in the state, these officers had given their valuable
sexrvice in the economic development of the states This Dutch
Tmmmunammhummwmswmmm&m
Im@tmsmm:mmmmthmm(mm
ningUnit)mthsstatommtat.QOdofﬁmh, 1968,  This
mmammtmm&memwfmmm
in general. The officers benefitted in temm of the increase in
hmwladgemdnpenﬂ.mmuththismm»gantim
‘quality"’ oi‘vmtkof‘kbaaeofﬁcmmmhctmtbmnthm-
sexvice, One of the officers was quoted to have said, "....To learn

omdouacfthoirmleinthcstau—ntmhinghuphydm
important part in this process. -

h?W?;ﬂmmdmmommm.am
to the T.C.S. One of them was 'Junior Couvses in P.A, (Public
Adninistiration)' at the University of Carleton, The candidate sub-
nitied by the 5.0, (State Secvetany) was rejected as the sponsor
(Colombo Plan) disegreed with the candidate, Another was for 'Loecal
Government' and the cendidate put forth by the S.8. was selected to
go for {raining in Japan. Anoﬂmrmrsem&omemmm
on ‘Intermational mmgemmwm:mm'
mmmmmmmwmm.c.s.mmwwmm;

rejected even at the FEO *Stage’. It was also in this year that one
TeCuSe officer went for training in 'Rural Development and Adminis—
tration® stmmwdmmmmm~mmmmww
Amtamcmxdmwhcmmatnhmmxw

Table 5,6 reflect the mmber of T.C.S. otfmiam nm have
undezgone training owerseas for the past 10 years. is a
sad one for it do not even reach 10 officers. Thexre may be a variety
ofreasonsfortluaphenm.l Only a fow major ones will be dise
cussed here. It cen be noticed that most of the training abroad is

by the state. %mb&mmr.afhmmwm&
this phenomena should be remedied. The allocation of State mcholar=
ship for training T.C.S. officers should be increased, This may

ammmmet.mmmmmp-womm

%an Mik's lotter $o the State Seoretary when he was &n
Holland to accompany the Misasion.



PABLE 5.6
OVERSEAS TRAINING FOR T.C.S5. OFFICERS, 1962-1971

e — e

mofcm Ihmbex Of Traineces

And ¥laee 1962 | 1963 | 1964 | 1965 | 1966 | 1967 | 1968 | 1969 | 1970 | 1971

1+ Adninistrative Course, 1
Australia

2, Government Adm, And 1
Development, United Kingdom

3+ General Adm; Canada 1

4+ Law Course, United Kingdom 2

5+ On Duteh Fellowship 2

64 Local Government, Japan H1

T+ Bural Development And 1
Adlk.. u'l i

Total : 2% - 2 1 - 'R f e - 2

Source: Compiled from Stﬁtw Secretariat

Notes: Adm, -~ Administration
UK. = United Kingdom



tries or bodies.

The low mmber of officers trained overseas is alsd due to
the 'bad' selection policy of candidates put forward, These candie
dates, who_dnmti\ﬂfilmstorthemﬂrmtambomdtofaﬂ
even at the FEO 'stage'; not to say the mponsor's *atage'.

Hence, future policy in selection should be directed to-
ward a better one ——= an intellipent evaluation is essential, Speci-
fically, I suggest that candidates who possess the qualifications as

constitute relevant'® twaining, The policy of short-listing of the
applicantaatthe‘statelml‘iaalmnotamdm; seniority
being glven quite a heavy weight. Hence to got more T.CuS. officers
to go for overseas training, the submission or 'selection'
shouldbeamdonaoralasﬂm%micamldhmtobemt&t
withtbelwmmherofafﬁcmaeceytedhyﬁuﬂmm, the Colaombo
Plan Sponsored treining for instance.

Training pave the way for greater efficiency and effective=
ness in any organisation. And T.C.S. officers who have attended
course, whether locally or overseas, should 'sell' the ideas to
their heads of departments or colleagues. As Inche Aziz s in hig
speechtoﬁowmnentafﬂmmatmm,haa
"esesIt is your duty, then as new professionals, to impart new ideas
to your heads of departments colleagues for the better adminise
tration of your dﬁmﬂt'uot“ .

Mnmgmmmlfmifthemmiwpgm
nels is poor systematically as Pigors and Myers points out, - "eees
&aimmmmd&ltm,,.dfjohmmmmm
training purposesess" 10, Training progremses also will not be beme-
fiddﬁhwfmmdmﬁmmmdempﬂluadww
effort to learn new skills in their jobs. So it cannot be inevitably
romtadﬂ:at,uinanmlm, success in
pohdadopmdalotmthaaftecﬁmotaﬂmm&aofw
policies.

13pe1evant muf&hmm&hmmh
ﬂmmmldunueamgnmmnummum
pexformance of the job.

‘Mmummwmmwut&m'
smc‘.

me straite Tines, 215t June, 1972,
1054 gors and Myers, Pexsonnel A_@g%gg!%%, 4th ed.,
New York, MeGraw Hill Book Company, Ince, 1961, p, »



CHAPTER VI
CONCLUSION

' , I’momalminiumumhmeanmmm&mm

mmwnmmmmatmtofium
Achievement of the goals of an organisation depend on what the
persomels make of ite Vhat they make of it depend so much on what
type of persomnels ave recrulted, how they ave trained %o perform
their task and responsibility efficiently and effectively. It also
depend on how they are motivated to higher level of performance, and
a host of other factors that consitute Persomnel Administration
System. Msa’aood'melmmistmﬂmmmwgw
aﬁ'ectto‘good' organigation. Professor Stahl has commented that,
" os esPorsomel administration is a positive mission to improve pere
formance by developing among the employees of an organisation a sense
of belonging and sense of purpose vhich combine to maintain t all
of us can understand but ravely see, namely, high moralesss."

: mzaﬁethmﬁthmmhof&a
persommel policy in the T.C.S. Presently there is still the heavy
reliance in recruiting generalist persomnels where the specialist
persomnels are not directly participating in the policy formmlation
in the administration of the State. The recxruitment system of merely
recruiting generalist all-rounders into the Service result in the
quality of the officers to be at a 'standstill?, liore than 60 per
cent of the present T.C.S. officers have voiced out their opinion
that the recruitment system in the T.C.S. need modification---not
only in the method of recruitment but also in the procedure of re-
cruitments The method of recrultment is based on direct and indirect
nmethod, In the past years and in the recent times, more than 60 per
cent of the officers recruited into the T.C.S. are indirectly re-
cruited each year., And these indirectly recruited officers only have
Senior Canbridge (ox M.C.E.) as their highest academic qualification.
The 'quality' of the officers in the Sexvice can not improve if this
method still persist. Thus I strongly recommend that this indirect
nethod be eliminated and more specialists be recruited into the
Service., The past system of recruiting candidates with 5.C. and
H,8,0, qualification should no longer be adopteds The mmbexr of
gradvates in the State are increasing, and so recruitment should now
mwmungmm-umw, that is, both

4th ed., New York,




genezalist and specialist degrees , In the past, zecwuitment by

- indirect method is justified as those applications with degrees were
;:xylmtod. meﬂzemtcomﬂmiaotawfmt .

»ihemldngafadwmicpouwcfmihenﬁdmlmum
the Trengganu State Sexvice Commission. The strength of the State
Service Commission mammmmmdmorm
intergrily, honesty and of varied experience. This can enhance the
objective of recrulting 'suitable' officers into the Sexvice. The
gmgmofmcmmmmmmmawmmmof

operation among the States concerned, Vhen this system prevails,
the recruitment of the T.C.S. officers is undertaken by a State
Sexvice Commission of znother neighbouring State like Pghang for

Instance,

The promotion policy in the 7.C.S. affect the morale of
the officers in the Sexvice. There is limitation of promotional scope
mﬂmT.c.S.andﬂuahmbemmmw'mmmmmt
of the officers in the T.C.S, in 1972, They feel the pinge of this
situationmdabuntwmoentortho_dﬂmmﬂeata&atw
mmwmmwmh(mmww)m&u
this promotion aspect. With regard to the of promotion, -
um,mﬁmummmt,wmmww. But
in practice, seniority is being given heavy consideration. And all
those dissatisfied officers have also indicated that they are aware
that seniority is the main basis of promotion, Such dissatisfaction
atﬁhﬁemngoaﬁinawﬁmmﬂxesmmmﬂtinthm
passive attitude toward their job, which is not conductive toward
efficiency. A situation also arise in which the officers in the T.C.S.
who have the essential qualification to Join the ADS (Administrative
and Diplomatic Sexvice) have applied to join the Service, For instance,
mwm.summwpunmmmw.s. Hence
smhmﬂmmliwﬁichs&mmtmwlﬂmwdw
rise to negative effects on the Sexrvice; directly and indirectly.

2800 ch@m III.



Senlority is not the all-importent criteris in promotion, for
- senlority do not necessarity produce efficient administrator, it is
dedication and capability that is important. -

Another defective element in the promotional agpect is the
Promotion Board which constitute the 'inside' members of the Sexrvice.
ITmpartiality is not enhanced in such a system where one of the
Yoclectors® of the off for promotion iz also the “writer' of
the Confidential . , ' . :

ﬂxemmleofﬂmofﬁ_,omcanheuslmedﬂthwm
mmatthahsisorpmﬁongiwm-mgxttomm It
cammtben&tedthatthmmﬂmmﬁwmthmﬁvw
'merit’ alone. Such a policy can give rise to the dissatisfaction
of the senior officers in the Service. A direct effect can be visuoe
usedinthemethatthemmmmﬁamwﬂm’w
persomnels is not being utilised for if their merit standing is found
wenting, or not up to standard, then he is not being promoted, =
Nevertheless, I feel that ﬂw_msiﬁwapmofmmﬂmhwmmt

It shauldberealisedﬁmttoattamacmtﬁngmﬁmhtm
the senior and the 'meritious' officers, . then merit should not be
the only factor to be considered in promotion., The Promotion Board
glve 3 factors as being basis of promotion: merit, experience and
seniority. Theoritically, the allocation of marks to each of the
factors? is as followsi=

i merit ey 10 maris
i1 experience = 5 iiEsks
{41 senfority = = 5  marks

Total e v 20/20 marks
Hence I recommend that the marking system should be renovated toie
i merit - 15 mnarks ”

i1 seniority - 10 marks

iil  experience - b | maris

iv  qualification = -5 ___ marks

~ Total 35/35 marks

%ummmummumshhs-mtw
who is the head of the Service in general and so is doemed to be the
onatowritethe%nﬁdmﬁslhportonﬂnvaﬁouahu&etm
nents or offices; like the Settlement Collector, District Officers,
State Treasurer, and other T.C.S. officers who are ascting in
capacity as head of State depariments or offices.

414 should be notably vealised that the factor
'qualification' is not included.

-T7 -



mtmmxmd&ofmmtmwrmmmmoatthc L8
-officers who has high? academic qualification. Officers axe also
motivated to attain higher academic qualification mo as to inerease
their chances of promotion. ; .

To enhance the impartlality in the selection of officers
for promotion, it is desirable that the members of the Promotion
Boaﬂhﬂmeam'mm‘ﬂ\omgg.wwmm :
Mi-mm&tcxumm&mtmtmm‘et
promotion into practice, then the Service will suffer from undesireble
effects=—=direct and indirect. Its effect appear to be direct in the
cmethatafﬁommtedm'mﬁthwtorﬁnmt,mm
Mmtoﬂmtmemhﬁudmotﬁmmﬂmm.
among certain sections of the officers®. Out of the dissatisfied

With respect to merit evaluation, it would be more desira-
memmmmmmﬁdmtfmwmatum
Report, Momldmtmamm&mhjwﬁﬂwmtb
writing of the report by the heads of state departments or offices
on their subordinates. Officers in the Serviee would be more contented
mmmmmmmmtﬁnmmm:um
ment are available, and in which diserimination is not prevalent.
’ﬂ:usﬂxemd&ngoftha?eﬂm%dmﬂdhdm&h

(:xg £it for promotion
or (i1) not yet £it for promotion

There should not be such category as "wnfit for promotien' if an ;
officer is put under this category, then this may affect the morale
of the officer concemned who will not be motivated at all in the
performance of his task or job.

Another persomnel policy that is important in the T.CiSs
relate to training aspect. Training is as essential in determining
the quality of the officers in the Service, Presently, the locally
existing ingtitutional training programmes are made available at the

qualification refer to the possession of degrees
and higher academic qualification,

Samong the 1972 officers, 40 per cent indicated that they

ave dissatisfied with the Service with regard to the Promotional
aspects,




Staff Training Centre, On the other hand, overseas training for the
ToCeBs officers is very limited. The allocation of State Scholarship
for training T.C.S. officers overseas is limited. This mean that
there is too much dependence on the Sponsorship of other countries
or organisation. This heavy dependence on others toward the training
of the Service own officers is defective, for then only a small
percentage of the officers can go for overseas training. The low
nunber of officers trained overseas is 2lso due to the inefficient
selectlon policy of candidates by the State mogt ‘of the
officers put forward were rejected sometime at the FEO's!'stage' not
to mention the Sponsor 'stage’. Kmmuﬁmmrorg
future policy in selection to be diverted to an 'intelligent'® one.
This imply that the officer should be sent for training in courses
which is deemed appropriate to their present jobs or future posts
in such a way that they can mobilize the benefits reaped from the
training thereby improving their efficiency. There is, thus, the
essentiality of modifying the present system in which the Assistant
State Secretaxry (who is in charge of 'Service' aspect) selects the
TeCeSe officers to go for training. He, being an 'inside' man, is
not usually impartial in his selection. This mean that at times
officers who should go for training are not selected by the A.S5.S.
while those who should not go for are selected. The choice
of selecting officers to go for irmelevant’ training benefit neither
the officers concerned nor the Sexvice in general. This lead %o a
suggestion that an "outside body' should be the one to deal with. the
training matters in the Service. As training is also indirectly
related to tion this training aspect could be undertaken by the
*renovated' 10 Promotion Board. This means that the officer who is
tobepmmotedoouldbesentfortrainmgmetooqmphmmtho
fulfillment of future duties and responsibilities., Thus relevant!?

TPE0 vefers to the Federal Establishment 0ffice or mow

known as the Public Services Department.
8'1‘he selection should be *intelligent' in the sense that
the officers selected to go for training should be the ones who can
reap the benefits from i1t; the training should be able to help them
to perform their tasks or future responsibilities more efficiently.

rrvelevant training refer to training which is not ab
all related to the work task performed by the officers concerned
or future tasks to be perfommed by them,

Ome Promotion Boaxd which should constitute members
from 'outside' the Sexvice.

MRelevant training refer to tralning which is sppropriate
to the post of the officer and which can enable him to perfom his
post with greater efficiency,




training courses given to the officers in the Sexrvice could aid in
enhancing the quality, and thus the efficiency, of the officers.

Efficiency is fundamentally important as a guide to
administration of recruitment poliey, promotion policy, training
policy and a host of other persomnel administration policy. Thus
to improve efficiency in the T.C.E., the personnel policies should
be design toward such an objective, A 'good' recruitment policy is
essentlal for it determine what type of persomnels are recruited into
the Sexvice. A sound promotion policy is a positive step toward
effecting an efficient organisation. Training policy should be
directed toward uplifting the calibre of the officers in the Service
and hence relevant training is greatly emphasised. Hence the
persomnel policies poiray the imporitant position held by personnels
in the manning of the organisation. As Professor Stahl points out,
"eeeothe inculcation of morale, of that spirit, that state of mind,
which expresses itself in loyalty, enthusiasm, co-operation, pride
in the Sexvice, and devotion to duty, is the end of the whole
persomel systems..."12, :

1254an1, op cite, pe 246,
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APPERDIX I

PEJABAT SURCHANJAYA PERKHIDMATAN,
NEGERT TRENGGANU, °

SHARAT (19) PERATORAN2 SUROHANJAYA PERKHITMATAN
NEGERT

LAPORAN JEMA'AH PENAPIS BAGT JAWATAN
DI-PEJABAT

FAIL S.N. T,

TARIKH PERMINTAAN MENGIST
KEKOS ONGAN

TARIKH KELUAR
I'KLAN

TARIKH LAPORAN JEMA'AH
PENAPIS

PENGERUSI,

JEMA'AY TEMU-DUGA, .
SURCHANJAYA PERKHIDMATAN NEGERT,
TRENGGANU.

Tm’

Ada~lah di-ma'alumkan ifa~itu berkenzan dengan Fail S.N.T.
berkenaan dengan mengisi

Jawatan yang kosong mesa ini
di-Pejabat :

maka kedudokan penapisan permintaan? jawatan itu, ada~lah bagai-mana
di=-bawah inige
Jumlah Pemohon2 semu2~nya .. -orang

Pemohon yang tidak chukup
kelayakan menurut kehendak

i'klan ... “ne _ "
Pemohon2 yang di-pileh
untok di-temu-duge ... eee o
2. Shor Jumeah Penapis
3o Yang demikian di-angkat bagi perjalanan Jema'sh Temu~duge,
Tanda=-tangan ahli2 Jema'ah Penapis
“""EI.‘;!;&;;';B"”""""" esses ....Eu.‘iis... .

’-82-&



APPENDIX II

SENARAT MARKAH -~ JUMAAH TEMUDUGA

Nama Ahli Surohanjaya

Perkhidmatan Negeri:

Jawatan di-temudugas .. ..

Bil, Senavai ( ) dlm. Fail S.N.T.

Bil, Chalon Kewibawaan » Kecherdasan Kechenderongan Pengetahuan Tingkah
dlm, (Personality) | Akal (Intellie & Kesesuaian *An Laku
Senarai (10) gence (10) (Aptitude & (Gen.Knowledge) (10)
Suitability) (10)
(10)
10 o A s A S, AT




APPENDIX IIX

PEJABAT SURCHANJAYA PERKHIDMATAN
NEGERI, TRENGGANU, ;

SHARAT (22) PERATORANZ SURCHANJAYA PERKHIDMATAN
NEGERT

.

PENGERUST,
SURCHANJAYA PERKHIDMATAN NEGERT,
TRENGGANU.

Mn.

(a) LAPORAN PERSIDANGAN JEMA'AN TEMU-DUGA BAGT JAWATAN
DI~PEJABAT

FAIL S,N.T.

TARTKH LAPORAN JEMA'AN PENATIS
TARIKH LAPORAN JEMA'AH TEMU-DUGA

Ada~l2h di‘alumken fa-itu berkenaan dengan Fail S.N.T.

berkenaan dengan mengisi
Jawatan yang kosong masa ini di-Pejabat
: » malka chalun? yang ada

chukup kelayakan menurut kahendak? iklan telah di~-tenu~duga ia-ituse

(1) chalun di=-

(2) chalun di=-

(3) ghalun di-

(4) chalun di-

(5) chalun di-

(6) chalun di-
2, (b) SHOR JEMAAH TEMU-DUGU.

Daripada jumlah . chalun yang di-temu-duge,
Jema'ah memileh mereka? yang di-nyataken nama, kad pengenalan dan
&n’a‘b-:wa di-bawah ini untok mengisi Jewatan yang kosong

itu. Begitu jua di-nyatakan nama, kad pengenalan dan alamet-nya bagi
chalun? yang di-pileh sebagai "reserve",

B



APPENDIX IV

SENARAI PEGAWAI2 TADBIR NEGERI TRENCCANT - 1969

1 2 3 4 5 6 o | LR 9 10 11
Gaji Tarikh Lar:.&k Tarikh  Tarikh M& m”i‘:h Tarikh
Pada Taxikh nula2 - Dilan Di-Tetap KXonaik- ¥ena Pano Hemegang
Bi1, Nema. Shmitan, L TVi069 ey Bare Xepads  dalam  kan kan Gajd Javatan Ky
Sabulan Jawaton PeTols J awatan Kapeda Gaji Dalem Sekarang
: Keolas ’ . Kelas :
Sekarang :

1. Dato' Setia Wangsay - 1,360  3.7.1911  1,1,1936 1.4.39 - 1,10,67 - - - Chutl bersara
84T, PJE (Bache ; :
Abdul Aziz bin Mohds
Kassin) (Kelas E)

2. Enche Mustaffa bin - 1,254  2.2,1914 1.4.1936 1,8.48 1,8.51 1,6.66 - - - Chuti bersara
(Kelas IA) ¥ |

3, Dato'Aria Negara, Pogawal Wang 1,254  12.12,1914 1.7.1936 1.8448 1,8,51 - - . 1.12,65 15.1.69 Pemangicu
SNT,., PJK (Haji Negeri(Tingketan ,‘ |
Bachil bin Abdul Tertingsi 'H') ‘ -

Jelal) (Kelas IA)

4. BEnche Mohd. Amin bin  Pegawal Daersh, 1,196  18,2,1918 20,5.1939 1.8.48 1.8.51 1.1.64 - - 16,69 Pemangku IA
Abdullah, PJK Kuala Tunggam',- +19 ‘ ¢ 660
(Zelas IB) I

Bo [Enche Abu Johan bin Pesurchanjaya Hal 1,162 192077 16.4.1547 22,8448 = Teds52 - 1.5.66 18 ¢ - 1.6.69 Pemangioa IA
Mohd, Johar, PJK-IB Ehwal Ugama - TA : ‘ i

6, Haji Badaruddin bin Pen, Setiausaha 1,16 1,10,1907 1,741 1,6450 1,555 1 1.5 - 10,8.68 PSU 'BY
Hagi Abdul Reis, PJK  orajean 'A' dan il ol o s #3463 *31 '1-;-839 » "

- IB Pen,SUK,'B' « IB : ’ emangku
. Tengim Lela Segara, Setiausaha Kera~ 1,16 27.6.1918 18,11 11,8448 111,56  1.5.66 1.5 - 25,6,67 Pemangiu

. DPHT, PJK.(Tengku jean (Stafs A e L i P4 i s
Hassan bin Tengku Tingkatan Tingst
Lela) ®)

8, Wan Khalid bin Nong,  Pegawal Daerah, 1,162 9.6.,1933 1.7.1954 1.7.54 1.11,57  1.5.66 1.5, - - 1.5.66
PIKe = s Bﬂﬁut. (Kelaﬂ IB)

9, Enche Abdul Rahman Pegawal Daerah, 1,128 2.8,1937 28.4.1956 1.8.57 1,11,.59 2743467 154. - 1.5.66
bin Nasir, PJK - IB Ulu Treng, : _

(Kelas IB ‘
0. Enche Hashim bin Pogewei Daerah, 1,128 W o34 1.7.54 1,11.60 139, 1,10 10

1 su:m'pm - 1B Kempman(Xalan iB) B 64341935 16.1.,1954 o7 B 9467 o‘- - o 7467 : »

11. Wan Iﬂo}‘l&'ﬂed bin lMuda - 818 18.12‘19w 28.1.1956 20.6‘56 1‘11.“ - _ 1‘2_3 e AR sem mmmt
PJK " 1lmu Undang? di

T.K,

12, Wan Nik bin Ismaily Pegavai Dasyeh, _

PJX Dungun Kelas IB 902  10,5.1933 1.12,1959  1,12,59 1.12,60 - 13 - 10,8,68 Pemangku

13, Wan Mohd, Noor bin Yang Di-Pertua Ran ST : . :

v m\l’t, Ps.x ll&.‘]lia w’ 818 1302:11-931 14.5.1960 : 1405060 1.6.61 - 1.3 - 1‘.1,‘9 : w

-86.

Kuala Trengszanu,
Kelas - IB



YA, Tengku Sri - Settlement
Indera Raja, DK., Collector &
PJx‘ m’ P .'P_.G'.

; s Trengganu - 18,

Enche Omar bin mu-, Pegawai Daerah,
PJK. Marang,
Mﬂa&on I.
Enche Abdul Eayie Bendahari Negeri,
bin Haji w&, Division I,
PJKe
Tengku Abdul .uw Pen. Pegawai
bin Omer, PJK. ' Daerah I, Ulu
'l‘ungm
Enche Mohd. Salleh  Pen, Pegawai
bin Ismail, PJK. Daerah I Dungun.
Wan Salleh bin Ketua Pen,
MHahmood, PJK. Pegawai Daerah,
Kuala Trengganu,
' Division I,
Tengku Husein bin
Tengu liiray PIKe

Syed Olur m
Mohameds

Enche Ariffin bin
Zakariae

Wen Hassan bin Haji
Ibrahim

Muda Abu Blhh

mohoamm

104641937

Te341935

| 251201936

124341931

80841933

- 140441936
4741935

' ﬁzxgma




1 m‘l o 1969 B
Sabulan

Enche Mohds Janu bin Tilbnla.n Psnulmg 430 30,4.1935
Haji Abdul Rahman ~ Pegawai ’Dumh, .

p;cha Onar .bin W Pm&lm Pem 688 . 294341931
’ Daerah, Kuala

: l‘r-ngm, IIu bt b o

Enche Abdullah bin  Penulong Pegawei 410 27.8.1928
Ha:i Kumn e Dmah III, Besut. :

Enche mm Ralnnan Pens Pogawai Dsersh 450
bin Taib I1, Ulu Trengganu

wmmtm'“ . Penulong Setia Usaha 604 741933
Mahmood _— Ku'adun'c‘- g

Enche Nada bin Tusoff s/mho/pom maa, 576 e 10.7.1936

~ PUIN, T

Enche Ab'u Baksr bin Penulong Pomt oy = 11a6¢1936
Bnche Abdallsh bin pem:ons Pegawal 470  20,9.1942

mm £y 595 ; Daerah mj d i GuaXifle.
mﬂ.w ‘Lagsngen aoquired

ptqeqoé»t

Enche Ibrahim Sapii | ‘. - 164741943
bin lohamed

Enche Zahid bin Muda 2 Pemu 4 184141934

Enche Mohd, Azhar 104541939
bin Cthman i

Wan Abdul Ragzak bin | . 5.8.1942

Enche Mohd. Ibrahim




APFENDIX V

(Gen. 315)
(Rev. 10/55)

FEDERATION OF MALAYA

ANNUAL CONFIDENTIAL REFORT
(General Purposes Form)

Io 1o HEBEEG 4050000000020 000000900008390280800080000000s

2. statt xo. (‘) r.EQOQ .“.......‘...Q.....‘.‘....'. ;
{o) Departmental scececccccssonssccsssns

30 Date of bifth essewvae bo Date of first ‘pp°1ntﬂ.nto.o
5« Present appointaent:

(‘) Date sevesessnsssse (b) Dcsignntion seseesenoen
sessesnsrsssssnssee (Q) 5alary ecsccesssssscDellia

(d) Increnental Sake covcsassccssnesnnesssnsesstntnsn
(If on maxisum, when did he reach
the maximum)

6. (1) Qualifications on appointment:

(l) Academic cesesccscncrrssscssinnasssnscsnsss
(b) Pror‘.ﬂioﬂ‘llTOChnicﬂl essvsesesssevEssORED
{(ii) (a) Academic, professional or technical qualifie

cations, or proficiency in languages acquired
dnring the P‘Bt YeAr scessvvccssscassssnesen

(b) Special courses of instruction taken during
the pant JOAY sscsvccsncsssevsssevsnessvessness

(¢c) Any talks or papers submitted on technical
or scientific subjects during the past years
if 80, ON what subject D

7+« Qualifications obtained gince appointment ssevessnne

LA AR LR R S A R R R R R R R R R T T T T )

8. Period covered by report: froficccccccccotOossascoanes

Il.l. Detailed description of present duties:

LR R R R O R R R R R L R R R R R RN R R i

2. How long has he/she been known to reporting officer

AR N T

3. Has the reporting officer been in'close contact
* with hi./h.r work P PSRN ENENIIEIIREOEDOIROELIOIOERBRED

P 0t etrsessessssnstssssersnssenesessatnssecssssossne

.?8? -



- | )
i w
£ 4
|




Suitability for promotion, insexrt "X" in
appropriate box

Suitable out Sultable in | ot yet
of nommal twm . | nommal turn suitable - Vs enie

GENERAL REMARKSs= (The reporting officer should write
herein a note of, if possible, not less than 30 words in lengih,
stating his appraisal of the officer reported on, and mention any
special aptitudes, knowledge and skill the latter may possess).

SRR G II NP AP OO PO AD N EIRENARONIONNONNN I ERNERRNOAGROINRSIERREROREReS
e T A Ess st ettt alisvesesboRstotonoitssttitasinatostibnasinasnnninnse
e T -*n..ooqot..oonctnﬁ‘ogn«‘“nQcc.'.t'uai'—to L R e AR
PP e ER AN SR RRSETONEAEIANRANBEANTANITAITAASIRANSARBINARANARENSURGaRIEANE
ascsaROBANBBERERTRSD NS -o.cna,n.p'cpa-o..;ooqctc-a‘ttothoithbtc-iotc;c-o
l‘."'..."..."...0.."-..C....‘-“'.‘...O.’.‘.‘..'I.‘.‘.".'....'.."‘

Q’..'."O.‘C.G'.Q..0‘.‘..‘01.'0..C’Q.....0.0.~‘0....D‘.....‘0.....‘.""

S1natulCesescasessscssncssssnnsnsnne
DatCesenesssoscvnsssesrsanssnasnnvesana

Apmimnt‘..“‘O.Q..'.‘....C"C."t

Ve -Ramarksbyoountersigung o.fficer, Who, if he does not agree
with the markings in Part III, ahmldalterthaainrﬁmr bl

.t‘o“.'c..0..QQ.OOQQQQQ.....DQ‘“Q.O‘Q.QQQC‘.QQQ..‘Q.U.‘.QQ..‘QOQQQ.
O0.0..‘..".0......‘..O.Q......‘QC'.’II‘...‘.I'.......Q".."Q.“Q."

.."..l.......‘..‘O...O'Q........‘QQ.."‘..O...‘.."...’.‘...“....‘

If the officer reported on is considered unsuitable for promotion,
writen intimation must be given to the officer by the Head of the
Department who will indicate below that this has been done. The
officer reported on must then be given an opportunity to submit his
obsexrvations.

The contents of this report HAVE/IAVE NOT been communicated
to the officer reported on.

Si{mmo.oo-o-»..coo&n.aoo.c\-aoon.‘.
Daltsescssssceanscssnnssnsssvpssnesnces

APPOintment....-u...........-..--m“

-91"._ L



2)

3)
4)

5)
6)

7

APTENDIX VI

BORANG NAIK PANGKAT
JAMTAN 'R R

Pegawai yang di-perakukan.
a) Nm '.C...0.0'..O..0.—..-'..0...‘..QC...Q.Q....IQII.O....Q.. b

b) ngﬁat&nlcﬂdi POROK ssceeccsccnsesscccsncasssncccnsnansnse
3) Jawatan Sekarang ececescssecsecsencensosscsssecoscssosnsssnse
d) Pejabat Sekarang ecsceseossescsocsesssesesoscsscconesosnsosse

Jawatan Kosong.
a) Nama dan Tlngkatan jmtan P L T R Y
b) Tarikh dan sebab kosong (jika jawatan baru, beri tarikh mula

di-pa.n@m B L L L R R
! L

e e S R R R e
‘0) Di-pejabat MANED encasasesensdsncocessdtensasasnnasansssnes
Tarikh kenaikan Wﬁ di-shorkan dan aeb&m ensossasssonen

.l..".l..00.....0‘...'C...Q-......0..0.‘..'.‘..O..l”‘..'..‘.’ﬂ

(a) Adakeh kenaikan ini aken melibat langksh melangkah (Jika
ada beri nama serta tingkatan pegawai yang di-langkah
mengikut susunan dalam buku senarai pegawai2 dan Juga
beri alamat mereka Seerang).........u-.u....uu. sscse

O....'.....‘l.....l'.‘...I......‘............QQ......C...

(b) Beri sebab langksh melangkah berlaku/sebab tiada berlaku

PUARENPNORIPNBABOAONNGNONR POPOELNONEOVOBOOOTRNDEONSOANLNDS

.l'.‘..“..'.ll.l‘......‘.0.....".‘O.‘..‘.."‘.‘.‘.......

Laporan sulit khas pegawal yang di-peraku~kan sescscscescesces

....'....'.'.’...l.‘...'...ll.....OO.l...“.‘."..‘.....O‘..O.

Salinan penyata perkhidmatan pegawai yang berkenaan ...;......

..0.‘.0.0...Q.....“...‘......lﬁ"‘.‘.....‘OQ.‘.I.....O..‘....

Lain2 perkara ecececcesnoccsscsssssnsssensnnsosssasansasssconse
B L L R R AL

...Q'.....O.....‘Q.........Q....‘........'0-.‘.‘O‘Q....'O....'

Mik}l etsrOPOEROSRRERONORND ’....-....’.O.."’.OQ..C...

Ketua Pejabat
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APPENDIX VII

LIST OF NAMES OF OFFICERS WHO APPLIED TO FOLLOW COURSES, 1971

Semposmy Sos romners ' o2 pemes SIS IRIY :
Name of Officer : Name of Course Place Date and Time Sponsor
1, ¥ohd, Salleh bin (1) Land adninistration | University of | 9 months (Oct. Colombo Plan
Igmail . in Developing Cambridge 1971) 5
’Conntriea i .
(Assistant Divector| (ii) Course in Diploma University of 1 academic Malaysian
of Land and Mines) . 4in Public \ Malaya yeaxr Government
Administration |
2, Mohd. Azahar (1) Junior Course in Carleton 9 months | Colombo Plan
Othman Public University (Septs 1971)
Adnministration Canada '
(L.D.O., Kuala '
Trengganu)
3, Tengku Hussein (1) Junior Course in Carleton 9 months Colombo Plan
Public University (prt. 1971)
Administration ‘. -
(11) Tond Adninistration | University of | 9 months Colombo Plan
in Developing Cambridge (Oot. 1971)

Countries




APPENDIX YIIX

FORMS TO BE FILLED BY HEADS OF DEPARTMENTS

: Tate of :
Qualifi- Salaxy Entyy Prasent | Respone
Fame | cation Ape Group Delle into Post sibility
Service
Notes: pete = per month



APPENDIX IX
SAMPLE OF THE GQUESTIONMAIRE SENT 70 THE T.CeSe OFFICERS

1« Vhat is your highest qualification?

SeCe or (MeCaBs)
" Below SeCe (or MCE)
HeS4Co

Degree

2, Are you recruited under Scheme *A'?

Yes

Yo

3¢ Are you recruited from gervice branch? Have you served
in the public service before applying for the T.C.5.7

Yesn

Ho

4« Do you think that our recruiiment system need
modification?

Yes

No

-9 =



5. What ave the training courses (and year)v you have
attended locally at the Staff Training Centre,
Petaling Jaya.

Name of Courses Attended Year
1. f
2.
3.
4
Se
6.
Te

6. Vhat ave the training course (and year when course
" was attended) you have attended overseas?

Name of Course Attended Year
Te
2
3e
4.
Se
Ge
Te

7« Do you know the basis of promotion in the T.C.S.7

Yes
o
Could not be bothered

8. Vhat is your scope of promotion in the T.C.S.7

Limited
Wide
Unpredictable




footing with the A.D.S. (or M.C.S.) officers?

Yes
Ho
~ Not sure

10. Have any disciplinary action been taken against you?

Yes
Yo

11« Are you patisfied in your post? If not, Why?

Yes
o

(1) o‘hnb.nl).co‘coooioutb.i..0000000010-.000000000.10.000
(ii) R EB AN RAS RS RAEERABISNEERONARNSAassINPIRORERRSRORCOERS
(iii) ‘;-.tbtblttoltnobhu.ptooo00-0‘....nuq.’.ti."lo.ﬂ. LA R
(iv) ofc..dp:‘Q’nQttas-‘to‘t..ntntu-eco..ni.o.-.naotoqcal
(V) coatﬁb..ioc..o.'.t..'.-!ovout.-.QQO..'.Q..QQ...&O'-QQ

(Vi) .o...-.t..l.o.'-Q..Q‘O0.”.0‘.'00..0'.0.Qo......}',.&.



1.

2e

Se

L,

Se

6.

7e

APPENDIX X
LIST OF OFFICERS IN THE T.C.S. INTERVIEWED

Enche Abu Johan b. Mohd. Johar,
Settlement Collector, Trengganu.

Enche Abdul Rahman Nagir, SMT, PJK,
Head of Assistant State Secretary, Trengganu.

Y.B.M, Tengku Abdul Jahil b. Omar, SMT., PJK,
Assistant State Secretary (Service)

Wan Endut b. Mahmood, PJK, :
Asgistant State Secretary (lLocal Government)

Syed Ahmad b. Hussain,
Secretary to the State Service Commission

Enche Mohammed b. Endut,
Assistant State Secretary (Ecomomy I)

Enche Alias bin Mohamed,
Asgistant State Secretary (Ecomomy II)

S oBbe



