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TO;—

His Excellency the Chairman,
East Africa High Commission,

His Rxcellency the Governor,
Colony and Protectorate of Keuya,.

His Excellency the Governor,
Trust Territory of Tanganyika,

His Excellency the Governor,
Uganda Protectorate,

His Excellency the British Resident,
Zengzibar Protectorate,

Your Excellencies,

We were appointed in February, 1953, by Your Excellencies

 be a Commission with the following terins of reference:-

"To review the whole range of sararies and conditions of the
Civil Services, excluding casual and daily puid staff, of the

Bast African Territories and of the East Africa High
Commission and to make recommendations paying particular

regard to:-—

(1)  the rise in the cost of livings

(ii) anomalies which have become apparent since the

Holmes!'! revision in 1948;

(iii) individual and pieccmeal revisions which have been
since the Holmes! revisiong

(iv) the tclescoping effect of the temporary allowance

'ceiling' on salaries of £1,000 and over;

(v) changes in responsibility during the post-war

development period;

(vi) the method of providing for furthor changes in the

cost of living;

{vii) superannuation errangcments;

(viii)the method of conversion to any new salary scales

recommended;

(ix) the date from which any new salary scales or other

conditions of service should take effect.M
We now have the honour to submit our Report,

We have the honour to be,

Your RExccllercics' obedient servants,

DoJ.LIDBURY
W oD .GODEALL
L H.GORSUCH

Chairman
Member
llember
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EXPLANATORY NOTE

(i) This Report deals with two sets of salarics; those existing

at present, which carry the rate of cost of living allowance

current in the administrations concerned, and the proposed

salaries, on which a cost of living allowance of 10% is

recommended . In places where it may be useful to know what the
gross emoluments are when a salery figure in either category is
mentioned, there has been inscried in brackets after the salary
figure the total of salary plus cost of living allowances. For
instance, a present salary of £240 is quoted (where the currcnt rate
of cost of living allowance is 35%) as £240(324); a proposed

salary of £240 is quoted as £240(%64).

(ii) The Comrission on the Civil Services of Kenya, Tanganyika,
Uganda and Zanzibar, 1947 - 48, of which the Chairmen was
Sir Maurice Holmes, G.BeE., K.CeB. is referred to in this Report

as "{he 1947-48 Commission,.™

(1ii) The terms "the East African Administrations® or "the
administrations" when used in this Report are intended to comprisec
the Governments of Kenya, Tanganyika, Ugenda and Zanzibar and the
East Africea High Cormission unless the contoxt rcquires otherwisec.
The term "territorizl Governments" refers to the Governments of
Kenya, Tenganyika, Uganda and Zanzibar unless otherwisc stated.
The terms "mainland Governments" or "mainland adninistrations" are

intended to sxclude Zanzibar.,






RTPORT OF THE COMMISSION ON THT CIVIL SZRVICES
OF THE EAST AFRICAN TERRITORIES AND THE
EAST AFRICA HIGH COMMISSION, 1953-54

CHAPTZR I

INTRODUCTORY

Terms of Reference

Lls Under our terms of reference we were asked to report on
the Civil Services of the "Ihast African Territories and of the

Fast Africa High Cormission." These services comprise the

Civil Services ofs=-

(a) The Colony and Protectorate of Kenya,
(b) The Trust Territory of Tenganyika,
(¢) The Protectorate of Ugenda,
(d) The Protectorate of Zanzibar,
and (e) The East Africa High Commission (including the REast

African Railways and Harbours Administration, and the FTast Africen
Posts and Telecommunications Administration).

2 The term "Civil Service™ is normully token to rclate

to "those servants of the Crown, otler than holders of political or
Judicialoffices, who are cmployed in a civil cepacity, and whose
rermuneration 1s paid wholly and directly out of moneys voted by
Parliament® (a). We have followed this definition to the extent of
excluding from our Report recommendations regerding the salaries ofs=

(a) Governors and the Resident of Zanzibar,

(b) Speakers of the Legislotures as such, and

(¢) Unofficial Members of the Ixecutive Councils and
Legislatures,

We were specifically asked by the territorial Govornments to make
recommendations regarding the Judicicry, wnd we have accordingly done
so; we have, however, submitted a separate report on the Court of
Appeal for Hastern Africa in view of the fact that its jurisdiction
extends to other territorics not included in our terms of referencc.

S Subject to the above, our Report follows the pattern of
that of the 1947-8 Commission., We have intocrpreted our terms of
reference as applying to the permaonent members of the Tast African
Civil Services apart from casual and deily-paid staff, which is
specifically excluded from our terms of refersncey we have also not
dealt with:-

(a) Officers whose omployment is temporary whethsr or not it is
governed by formal contract;

(b) Members of the Colonial Ressarch Service, T

We have, however, covered in our reco:rvizndations the non-established
subordinate grades known as Minor Employees in Kenya, the Subordinate
Service in Tunganyika, the Employees Division in Ugenda, and Runges 1
to VI in Zanzibar, /4. We are not

(a) Report of the Royal Commission on the Civil Service,
1929-31(Cmate 3909) o

+ See paragraph 255
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4o We are not specifically reguired under our terms of
reference to make recommendations regarding the structure of the
public services, but for the reasons given in Chapter II of this 4
Report we have, at the request of the administrations concerned, 3
made certain recommendations with a view to the removal of racial
differentiations in salary structure.

Procedure

De The Cheirman, Sir David Lidbury, and Mr.Godsall left the

United Kingdom in the m.v., Durban Castle on the 1lth iMarch, 1953, and
arrived at Mombasa on the 3rd April, and in Nairobi on the 5th April. }
Mr.Gorsuch arrived in Nairobi by air on the 2nd April. We began work %
in offices provided for us by the Kenye Government on the Tth April, |

6. The East Africun Administrations were good enough to 1
appoint liaison officers from cach administration to assist us with
information and advice, A prelininary meeting was held with them \
in Nairobi on the 9th April, 1953, at which our programme of work

and vhe itineraries of our tours in each territory were arranged as f
far as could then be foresecn. Subseruently these liaison officers ‘
travelled with us where necessary during our tours of their respeective ‘
territories; they attended on us at our interviews with witnesses ,
from their respecctive administrations; they met us in a body for ke
discussion at the stage of formulation of our recommendations in
Nairobi from the 21st to 26th September, 1953, before we left
Bast Africa; and finally they worked with us in London from

4th Janvary to Eth Februaory, 1954, Our work waog greatly facilitated

by these arrangements, and we are much indebted to the administrations ’
for lending us the services of thesc experienced officers.

T The cppointment of the Cormmission and their terms of E
reference had becn announced by public notices and circulars issued by w
the Best Africon Administrations bofore we arrived in East Africa,
The general public, heads of departments and other members of the
public services had becn invited to submit memoranda and give oral
evidence, if they wished to do so, on matters which fell within our ‘
terms of reference. On our arrival we decided to extend the closing

date for the submission of writton evidence until the end of April,
We stipulated tvhat oral evidence would only be toksn proviaed that ,
written memoranda had been submitted in advance on the subjects on
which witnesses wished to give evidencs, and also that evidence would
not be taken on subjects relating to particulsr grievinces and claims
Which did not touch upon the general issues covered by our terms of
rcference, In the event, a large nwiber of letters and memoranda _
dealing with individual claims were submitted to us, ani in such cases ‘
the writers were informed that the matters dealt with in their

submigsions were outside our functions. All such pcpers were, however,

brought to our notice in case thsre were any points in them which had

any general bearing on our terms of reference, and in some such cases \
interviews were in fact arranged., Subject to the limitations

indicated in this paragraph, we offered interviews to everyone who had '
submitted a memorandum to us ond wished to give oral evidsnce on

subjects covered by our terms of reference,

8e During our tours we took the opportunity of visiting a

number of Government offices, housing estotes, educational cnd other

institutions, in order thut we might better understand certain of the
points and problems thot have been put to us by witnesses.

/9. A statement
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9% A statement of the memoranla submitted to us is in
Appendix and a statement of interviews in Appendix
10. he full Commission were in Kenya from April to the

lst June, from the 12th to the 15th June, and from the 5th September
until October; Mr.Godsall was also there from the 23rd July to the
21st August. Our headguarters in Kenya were in Nairobi and we
visited and took evidence at Nyeri, Nakuru, Kisumu, Kekamega, Eldoret
and Mombasa, The period from the 1st to the 12th June was spent in
Zanzibar, and Mr.Gorsuch and the Secretary visited Pemba from the

8th to the 10th June. The period from the 15th June to the 23rd July
was spent in Uganda, where our headquarters were at Entebbe; from
there we visited and took evidence at Fort Portal, Gulu, Soroti,
Tororo, Jinja and Kampala, The Chairman and Mr.Gorsuch left

Uganda for Tanganyika by the Lake Victoria steamer service on the
23rd July and arrived at Mwanza on the 25th July; Mr.Godsall left

for Nairobi on the 22nd July to undertake a detailed study of
certain terms and conditions of service, In Tanganyika the Chairman
and Mr.Gorsuch visited and took evidence at Mwanza, Tabora, Dodoma,
Arusha, Moshi, and Tanga and arrived at Dar es Salaam, which was to
be their heudquarters in Tanganyika, on the 13th August; Mr.Godsall
rejoined them there on the 21st August, The Commission returned

to Nairobi on the 5th September and resumed work in offices kindly
provided by the Postmaster General. A detailed itinerary of the
Commission's tours in Bast Africa will be found in Appendix

Ll Mr,Gorsuch left Nairobi for the United Kingdom by air

on the 5th October, and Mr.Godsall left by zir for the Somaliland
Protectorate on the 8th October to undertake an enquiry into the
salaries and conditions of scrvice of the Civil Service of that
territorye. The Chairman and the Secretary sailed from Mombasa

for the United Kingdom in the m.v.Kenys on the 23rd October; the
Asgistant Secretary left by air on the 6th November, The Commission
reassembled in London in the Colonial Office on the 17th November,
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Mr . J.VeWild, Establishment Sccretary, wund Mr. E.V.7illisms,
Assistant Accountant General, Uganda; Mr.P.H.Nightingcle, Financial
Secretary and Mr.O.R.Tubbs, Administrative Secretary, Zanzibarg
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Mr,W.R.Paterson, Establishment Officer, Administrator's Office,
Bast Africa High Commission; Mr . ,R.M.L.Lemon, Chief Establishment [
Officer, East Africen Railways and Harbours Administration; and ‘
Mr.J.S.Nelson, M.B.E., Establishment Officer 6 East African Posts

and Telecommunic¢ations Administration.

14, We found it necessary to seek confidential information
from representatives of banks and bLusiness undertakings as to rates
of remuneration and other conditions of employment prevailing in
extra-governmental service in East Africa. Our requests for help 7
were met with ready co-operation for which we are most grateful.

15, It is not possible fully to express our sincere
appreciation of the kindness and hospitality with which we were
received by members of all races alike wherever we went in
Zast Africa. We have orought away meny happy memories.

16, Finally we desire to record our indebtedness to
Mr.J.B.Gould, our Secretary, and Mrs.M.Ryley, O«B.E., our Assistant
Secretary, for the services rendered to use. Mr.Gould's
encyclopaedic knowledge of establishment matters in East Africa,

his assiduity, his devotion to duty and wise counsel have besa
invaluable, We are sincerely grateful to him. Mrs.Ryley has
menaged efficiently the business gide of our Commission and has also
assisted with great competence in the setting out of our Report and
the complicated appendices. Wo acknowleCge with gratitude the

great help which she has given us. We must also rccord our grateful

thanks to the following ladies who rendered us secretarial assistance
in the places named:=— ’

Mrse M Hayden in Nairobi,
Mrs K P.Whittle in Entebbe, ‘
lirs, BE.Gibtbe in ILondon,
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COURSE OF EVENTS SINCE THE 1947-4L8 COMMISSION

17« The 1947-48 Commission were required by their terms of
reference "to review the structure, remuneration and superannuation
arrangements of the Civil Services", We think it necessary, in view
of political developments in this field since the Commission reported,
to refer briefly to some of their structural recommendations, and to
explain how far the present structme of the East African Services
rests on those recommendations,

18. The Commission came to the conclusion that the time

was "not ripe for the introduction of common scales of salary for
Buropeans, Asians and Africans engaged in similar work" (paragraph 86
of Report). They decided to deal separately with those posts which
were normally filled by recruits from overseas and those normally
filled locally (paregraph 89). In respect of the former category,
it ceemed to them that the only practical course was to determine
what remuneration was required to sttract end retain recruits from
overseas of the requisite qualifications and experierce, and then

to consider the basis of remuneration of "the non-European who has
acquired the same qualifications and experience" (paragraph 91).

It was from this procedure that there emerged the recommendation
which, on adoption by the administrations concerned, came to be known
as the Three-Fifths Rule, i.e. "that the salary paid to a non-European
occupant of a higher post should be three-fifths of that which we
recommcnd for tho offiser recruited from the United Kingdom or

the Dominions" (paragraph 92).

19, With regard to posts normally filled locally, the
Cormission acted on the principle that the salaries of posts in the
lower ranges which ware mostly, or to an increasing extent, filled by
Africans, should be determined on an African basis, with such additions
for non-Alricans as were necessary to secure their services for as long
as they were nceded (paragraph 93). For posts in the higher ranges

of this category, which "could be filled by Europeans, Asians or
Africans who cither acquire the necessary qualifications for work cf

a specialised character or exhibit the requisits qualities for work of
a non-specialised character,"the Commission recommended separate scales
of salary for Europeans, Asians and Africans respectively (paragraph 94).

20, The Commission emphasised that they had rejected the system
of three separatc racial services in favour of a single service with
differential rates of salary for the three races, and that there could
be "no finality in the relativityof the salaries which we have
rccommended for Africans vis-a-vis the other races" (pamgm_ph 96).
Vith the development in the capacity and living standards of the
Africans which might be expected, the salary scales recommended would
need revicw (paragraph 97).

214 It should be made clear that these recommendations have not
been adopted or maintained in toto by all East Africen Administrations,
In so far as non-Europcans have found their way into posts of "unified
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Colonial Service level the Three-Fifths Rule has been generally
applied except in Zanzibar, In Kenya and the High Commission Services
the clerical and analcgous grades have salary sceles labelled A, B & C
which are, in effect if not in name, based cn racial divisions.

(It should be noted in passing that in Konya selccted officers were
regraded, shortly before we were appointed, in a way which resulted in
their salaries being peid on the B scale instead of the C scale, or on 4

2

the A scale instead ef the B scale). In the other territories, however,
the clerical and analogous scales arc common to all races, though
methods of entry or re-grading are provided to attract an adequate
inflow of the non-African of higher qualification, To provide for
Africans and Asians who are emerging from Makererc College or training
institutions with qualifications for the varied middle range of public
appointments, some Govermments have created special salary scales, such
as the Miakererc Scales" in Kenya and the Professional Division in
Uganda., The Tangoanyika Service is divided into two parts, Senior and
Junior; the divisions overlap, but are in thc main synonymous with
Turopean and non-European, Generally speaking, therefore, the extent
to which racial differentiation is exhibited in the East African salary
structure varies, and is in no case so cloar-cut as was implicit in the
recommendations of the 1947-48 Commission,

22 Speaking in the House of Commons on the 16th December, 1952, v
the present Secretary of State for the Colonies made the following
refercence to the Threc-Fifths Rule -

"The second subject which I wish to mcntion, which has some
relation to the colour bar, is the system by which Africans
and Asians in the senior civil service, with similar
qualifications, rocecive only thrco-fifths of the salaries
paid to their Buropean counterparts ...... I dislike the
system, and I hope to live to sec it abolished. But it
does not mean - I must be quite candid - that we can get
exact equality of pay between thosc who are resident in
the country and those who have special obligations outside
it",

235, Before we loft the United Kingdom the present Commission

were officially informed that it was the intention of the mainland

administrations to abolish the Threo-Pifths Rulc. Shortly after we had

arrived in East ifrica, the Governor of Konya staitcd in an address to the

African Civil Service iLssociation on the 13th 4pril, 1953, that it was an

aim of policy that the clerical scales should in future have a non-racial
structure. Subseguent discussions mede it clear that the removal of

racial differentiations in salary structurc, in so far as they existed,

was the common objective of all the Bast african administrations. These
developments radically affected our task, and as our terms of reference 1
did not expressly provide for a rcview of the structure of the public

service we asked for guidance on our approach to this part of cur work.

TP the administrations intonded to lay down in detail the lines on which

these aims of policy were to be implemented the Commission's responsibility ’
would be limited to assigning new salary scaleus on those lines,

Alternatively, the Commission could themselves propound a new salary

structure for consideration, aftecr study of the problems arising from the x
expressed aims followéd by consultation with each administration. It
became clear after discussions that the administrations preferred the latter
alternative, and this has determined the form of our Report. The 2
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understanding thus reached made it unnecessary to ask for an
alteration of ocur terms of reference, and cxplainswhat might otherwise

be thought to be an over-liberal interpretation of then. e arc
grateful to the East Africen Administrations for according us this
liberty of action. Whichever alternative had been adopted, a close

study of structure would have been unavoidable; by reposing this
confidence in us they made 2 very complicated task easier of fulfilment,

C 40 of2055/51;
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CHAPTER III

STRUCTURE AND SOURCES OF RECRUITHENT OF THE
EAST AFRICAN SZRVICES

Structure of the Services

In Chapter II of their Report the Commission of

1947-48 gave a very full account of the ways in which the
structure of the Bast African public services had been built

up over the past years. Their careful and painstaking work has
relieved us of the necessity of going over thc same ground.,

It is, however, necessary for an understanding of the pattern of
our Report to give a brief description of the structure as we have

found it.

25,

I.

II,

III.

The public services throughout the East African

The subordinate services which are paid at monthly rates
but which are not "established" in the technical sense of
that word. The nomenclature varies; in Kenya and the
High Commission they are known as Ilinor Employees, in
Tanganyika as the Subordinate Service, and in Uganda as
the Employees Division, In Zangzibar there are scales
called Ranges I to VI within which these services fall,
In the self-contained setvices of the High Commission
(iees the Railways -and Harbours and the Posts and
Telecommunications) posts in this division generally have
specific grade-names.

The Clerical Services, and the grades which are analogous
in status and sazlary. The latter cover a very wide
range; some instances are Agricultural Instructors,

Field and Laboratory Assistants, Forest Rangers,
Veterinary Assistents and Instructors, Medical Assistants

and Dressers, and various field or office grades in the
Public Works Departments.

A large and varied middle group of services which require
- specialised experience or qualifications but are not of

full professionzl status, In their differing ranges
they comprise in Government offices most of the
executive, office management and accounting grades; in
hospitals and institutions such posts as Pharmacist,
Laboratory Technologist and Hospital Superintendent, and
in the field such posts as Agricultural Field Officer,
Forester, Livestock Officor and Geme Ranger., There

are a number of gradcs of this class in the Public

Works Departmentse. We include in this Division certain
services which are not professional, but the salary
scales of which fall at present within the professional
range, ©.8e. Policc and Customs,

/IV. The

“Administrations may be classified generally inte five main divisions:-
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IVe The administrative and professional services.
Ve The superscale appointmentse

264 The classification outlined above is not, of course,
fully comprehensive, nor does the pattern fit with complete
regularity onto all departments or grades; but these five
divisions form the main framework of the structure of the public
services, and our Report must of necessity be built round it. In
later chapters each division is examined in turn and recommendatiéns
are made on it; subsequently the departments, or the grades in
general use, which need separate consideration are dealt with; and
finally each Department is exemined in detail where necessary in
»rder to ensure that no particular post or grade is still left
without a specific recommendation on our partas

e Even on the broad interpretation of our terms of
reference explained in the preceding chapter we are not charged
with a general overhaul of the present orgenisational structure

of the public services. But whatever changes in structure may in
fact result from our recommendations, it is essential that there
shall be a proper progression in status and remuneration from
bottom to top in the public service, and that promotion links shall
be carefully balanced between the needs of the service and the
rcasonable expectations of the individuwal, Moreover, if anomalies
are to be eradicated without sowing a fresh crop we must at least
endeavour to do away with one of their most fruitful breeding
places = the multiplicity of varying, fragmentary and overlapping
scales which has grown up in some places. We hope that the method
of approach which we have adopted may take us as near success in
this as is humenly possible,

: Sources of Recruitment to the
East African Services

28, In all the East African administrations thc public
services are recruited from three racial groups =~ the African, the
Asian and the European; the Arab, though ethnically distinct, is
generally trected as though in the Asian groups The proportion of
cach growp varies as between one branch of the service and another,
and ag between one administration and another, It may be helpful
at this point to make a brief general survey of the position held
by each race and of the trends in recruitment and staffing.

Africans

29. Under this head are included Africans of the mainland,
whether born in any of the three mainland territories or immigrants,
and a relatively small number of Seychéllois, Mauritiang and
Comorians., From these sources arc provided almost the whole of the

. subordinate scrvices, and of the lower grades of the clerical

socrvices for which the cducational qualification for entry is inferior
to the Cambridge School Certificate., The same position exists
generally in what are described in Division II of paragraph 25 above
as the analogous services. With the fostering of African education
which is the policy of all Rast African Governments there is an
increasing appointment of Africans to higher postse As more Africans
attain the School Certificate level their numbers in the senior grades
of the clerical and analogous services tend to increasesg and with the
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output from Makercre College and, the technical training

institutions which exist or are in process of creation the Africans
are knocking in rising numbers at the door of the wide middle range
of services described in Divigion III of parcgraph « Morcover,
the devclopment of Makerere, and the cward of scholarships from
local resources or under the Colonial Development end Velfare Acts
for education to graduate level within or outside Africa, are
beginning to provide men qualified for the administrative and
professional rangess.

30. The position in Zanzibar requircs special mention. In
this Protectorate it is the settled policy of ths Government that
preference shall be given to subjects of His Highness the Sultan
in appointments to the public scrvicc, ard the service is multi-
racial only to the extent that cxisting circumstances dictate.
There is no difference in conditions of servicc betwecen Africen,
Arab and Asian,

Asians

3l ~Asian craftsmen are found in some numbers among the
higher daily-paid employees of Government, In the established

. grades the Asian is not normally attracted to appointments below

the School Certificate level of entrye He holds a large share of
the clerical posts above this point, and is preponderant at

present in the higher clerical ranges and in some of the analogous
grades « His comparatively highsr gencral level of education makes
him a candidate also formny grades of Division III,

32« A distinction is drawn by the East African Governnoents,
and should be noted, betweon the Asian of Hast Africaon birth or
family domicile and the irmigrant Asian. While it is still
necessary in some cases to recruit in India or Pakistan =nd tc bring
accepted candidates over for service in africa, the East Africen
Govermments regerd this &s an expedient which should give way as
early as possible to employment of Africans or of the Asians who have
made East Africa their home,

Eurogeans

33 The system of recruitment of Huropeuns is complex., In
general there is a doubls chamnel — external and locel, Recruitment
from external sources is in the main effectecd through the machinery
of the Secrctary of State for the Colonies or thc Crown Agonts for
the Colonies; the former provides receruits for tic adninistrative

and professional services and the Crown Azcnts for sorme posts in
Division IV and many in Division III. Local recruitnment by

East African administrations is largely to Division III and to some
posts in Division II. TPherc is in Kenya, and to a smaller cxtent in

Tenganyika, a domiciled Zuropean population on which to draw for this

PUTrpPoOSE o But it may sometimes happen thot a candidete of East African

domicile is recruited through the Sccretary of State or the Crown
Agents for service in Fast Africa; and converscly the local
administration may cngage a candidate not of East African Comicile
who 1s offering himgelf for cmployment in the local merkets An

Bast African administration mny also recruit from another territory
on the African continent, such cs the Union of South Africa or one of
the Rhodesias,
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54, To complete this general picture & word 1s neccssary on the
recruitment of European women. There arc a number of women in
professional grades. Specialised grades such as Women Administrative
Assistants, the Queen Elizabeth's Colonial Nursing Service and other
medical services and some of the higher secretarial posts are
recruited largely from the United Kingdom, Apart from these, locally
recruited women are employed extensively in posts of higher clerical
or executive type in Government offices, on pensioneble terms if
single and generally on a temporary basis if married. European
women fill many of the stenographers' posts also,

Size and average intake of the Services

35 In order to give some indication of the size of the services
with which this Report deals we have collected certain figures. our
object is to enable a broad comparison to be made betwecen tiL®
requirements of the services by way of normal annual intake and the
present output of the East African educational system; but in
publishing these figures we must make the reservation that for various
reasons they should not be taken as more than approximate, We have
not thought it neccssary to collate the figurcs for thc enormous and
varied subordinate services comprised in Division I, as the cducational
requirement is a humble one and rarcly ariscs above the primary. In
Division II we begin at the School Certificate points of entry, 1l.c.

a full secondary education; but it must be remecrbered that a fair
number of posts above the prescnt entry points are held (and will
continue for some time to be hcld) by persons vho are not direct
entrants, but have come up from the grades below. The figurcs given
to us as the number of clorical and analogous posts recquiring the
School Certificatec as a gualification for cntry can thus only be
approximations., Another point that makes absolute accuracy difficult
is that, as will appecr later in this Report, the dividing line between
Divisions II and III is not casy to lay downe. Our figures arc based
on the line which we adopt later in the Rceport, but the possibilipy

of some degree of variation in present figures is obvious. We make
these points because it would not be fair to hold the Establishmoent
branches to account for the exact accuracy of figurcs which they have
been at some trouble to furnish. As guoted below, the figures give,
in our opinion, a basis reliable cnough for goneral deductions to

be drawn,

36, Subject to thesc reservations the sizes of the respective
services at present arc as follows ;-
KENYA TANGANY IK/A UGANDA ZANZIBAR
Division II
(from School 2875 3000 1700 530
Certificate , €,

point of cntry)

Divisioms IIT 2200 1950 1400 205

Total 5075 4950 3100 735
Dlvision xg & 5040 1100 600 79
Grand Total 7115 6050 3700 807
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In estimating the annual intake required we decided that it would

be preferable to work on the basis of normal length of career rather
than on actual records of intake; to obtain an accurate average by
the latter method would have meant covering a considerable number of
past years and throwing an inordinate burden of work on the
Establishment branches. We have therefore reckoned on the assumption
that a serving member requires replacement after 20 years of service,
As allowance has to be made in developing territorics for expansion
of services ag well as maintenance, this figure geemg to us
reasonably conscrvative. On this basis the requirements for annual
inteke are:=

KENYA DANGANY TKA UGANDA  ZANZIBAR
Division II 144 150 85 27
Division III 110 100 70 10
Totals 254 250 155 37
DivisionsIV & V 102 55 30 4
Grand Total 556 _ 305 185 41

Prosent output of the East African educational system

5%, The latest figures available for Cambridge School
Certificate and Higher School Certificate are provided by the results
of the Examinations held in 1953, They arc as follows:=—

School Certificate,

KENYA TANGANY TKA UGANDA ZANZIBAR

des Girls Boys Girls Boys Girls Boys Girls

African 139 5 94 3 186 6 1 -
Agian 217 69 87 18 40 13 29 13
Arab 7 - - - - - 2 i
European 157 151 1 - - - - -

Higher School Certificate

Asian 9 - - - - = - -
European 21 - 23 - - - - - -
384 In comparing these figures of output of the schools with

the intake requirements of the public services certain points have
to be. . borne in mind:-

(a) In considering the comparative figures for the four
territories, it should be remembered that an appreciable
number of pupils in the Kenya Secondary Schools come from
the other three territories,

(b) The School Certificate, as well as being the
requirement for Division II, is the minimum requirement for
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Division III, In the latter case the requirement may also
include a qualification obtainable only by further years of
post=secondary education., An appreciable number of School
Certificate holders do in fact go on to Makerere College or
one of the postesecondary training institutions if their
resources allow,

(e) The intake requirements given above do not include
requirements of the High Commission, which extend over all
three of the mainland territories. The total requircments

of the High Commission, which includes such large employers

as Railways & Harbours, Pogts & Tclecommnications and Customs,
are probably not far short of the average of the mainland
territories,

(d) We are considering here the needs of the public services
only, But in the whole field of non-Government activities =
commerce, industry, banking and the professions ~there is great
and growing competition for the output of the schools and post-
secondary institutions,

The present position of higher education

394 The University College of Makerere now maintains courses
for degrees of the University of London in Arts or Science.  The
first graduates are expected to emerge in 1954; in either faculty
the examination is at present normally for a pass degree., The other
courses offered in 1954 are for the Diploma in Fine Art or for the
Art Teachers' Certificate, and the Diploma courses in ledicine,
Agricultwre, Veterinary Science, and Education. None of these
courses attains at present to the minimum qualification required for
‘the respective professional grades in the public service, nor has
Makerere yet reached the honours degree standard which is generally
a requirement in other professional services.

40, The position at present, therefore, is that the locally
born boy or girl who aspires to the administrative or professicncl
grades must go outside East Africa for the higher cducaties waich
will provide the qualifications required. Many of them are in facwv
studying abroad in this way in the United Kingdom or other of the
Commonwealth countries; a ccnsiderable proportion of Asians and a
smaller number of Africans go to India or Pakistan. It would

require considerable analysis over a period to determine how many of
these aim at or obtain a degreec or qualification fitting them for the.
administrative or profecssional services, We are, however,  indebted
to the Kenya Education Department for some interesting details of
Kenya students of all races who arc studying abroad at present.

The total number at the time (May,1953) was about six hundrced which,
of course, forms part of several years' output of the sccondary schools,
From these must be deducted many, cspecially in India, who were

taking education at secondary level, Next come those who are taking
post=gsecondary courses which may be eilther for a technical qualificat-
ion or in subjects such as Local Government or Public Administration.
Of the remainder who are reading for degrecs, the majority of the
Africans in the United Kingdom and of the Asians in India or Pakistan
are aiming either at pass degrees or degrees whose standing is not high,
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Very few of the six hundred are likely to obtain the qualification
which would make - them eligible for the administrative and
professional scrvices. The proportion is probably highest among
the Europeans, but the number of all raccs so qualifying would fall
considerably short in total (quite apart from distribution) of
satisfying the requirement of the Kenya public services alone; and
as already pointed out, that is by no means the only, or indeed

the major ficld of employment open to them. It is interesting to
note that of 120 Asian students from Kenya in the United Kingdom

at that time, about one third werc studying medicine, another third
were reading for the bar and eleven were studying for a dental
qualification, It is safe to assume that in thesc cases a career
in the public service is,with possibly a fow cxccptions, not the’
primary objective,

41, We have not investigated in detail the position regarding
overseas students from the other territorics, but it is unlikely

to differ greatly from thut of Kenya or to be morc favourable to the
prospects of recruitment for the profcssional grades of the public
service.

Conclusions on the staffing problem

42, The conclusion which is apparent from this cursory
analysis is that the REast African territories are not yet in sight
of being able to staff their public services entirely from their
OWN TesSOoUrccs. The infercnces which we draw are s~

(a) If present standards are meintained (which we regard
as essential) a large proportion of the recruitment for the
administrative and professional services must continue to be
from external sources for some time yet to comey

(b) the output of pupils with full secondary education
{iece with the School Certificate) is still far from

meeting the needs of the East African territories as a whole.
In the meantime the public services rust make the best use
possible of the material which they cbtaing the entrants -
with School Certificate must be given opportunities to train
on for employrment in the grades in Division III1 of paragraph 29
and entrants whose education has included only a few years
beyond the primary must similarly have the opportunity amnd
the training to move up into the gaps above their grades of
entry in the clerical and analogous classes. We shall
revert to this subject at grcater length in the subsequent
chapter on Training,.
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CHAFTER IV

GENERAL PRTNCIPLES OF THE RECQMMENDED SALARY STRUCTURE

L3, Having outlined in the preceding Chapters the nature

of the problems with which the Commission are faced, we think that our
recommendations will appear in a clearcr light if we begin by stating
the general principles of revision of salarics which appear to us to
emerge af'ter six months of examination and discussion on the ground.
Before doing this, however, there arc two comments to be made on the
shape of our rccommendations as a whole.,

The nced for uniformity

Ly, No one would gainsay thc right of the administration

to order its salary structurc and scalcs according to its own needs.
But where, as in Bast 4frica, therc are contiguous territories which
recruit in many cases from the same market, and throughout which the
common services of the High Commission pcrmeate, the indepcndent
exercise of this right can only lead to continuous anomalics and
friction. To the High Commission in particular divergent salary
'scales and conditions of se¢rvice irn the territorics arce a nightmare,
presenting problems which may defy satisfactory solution. The
evidence which we have rececived in proof of this is clear and
compelling, We are glad to have found the mainland administrations
at one in agreeing that the form in which the machincry of govermment
has developed in Zast Africa domends the grcatcst possibledegree of
uniformity between them in salarics and conditions of scrvice.
Conformity by Zanzibar is, of coursc, limited by the extent to which
it has to go outside the Protectoratec for its staffing requirements,
or to keep its local conditions of cmployment in cconomic relation with
those on the mainland,

L5, Our recommendations arc framcd, thercforc, on the understanding
that uniformity is goencrally desired, and that administrations will be

chary of modifying thcem before acceptance in such o way as to perpetuate

the difficulties which we have tried to rcmove. Further, we assume

that if our proposals arc generally accepted, no administration will

depart from them in future in any particular without previous

consultation with its neighbours and the High Commission, through the
respective Establishmont branches, on the cffcct of such action. e

can sec no way, other than this reciprocal limitation of liberty of |
action, by which the rcsurgence of anomalics can bec avoided.

The balance of the recormendations

L6, The second gencral comment which we make on our
recommendations is that they are a carefully balanccd whole. In
fixing a fair salary for a public servant account has to be taken of
deductions which are payable from it by law or Government regulation,
and of allowances (dher than' - reimbursoment of expenses) which have the
effect of increasing the total of his pay. In rocoraing that we have
arrived at our recommendations on salarics after giving due weight to
these opposing factors, our objcct is to cmphasisc that rejection of
some part of our recommendations mey result in the balance being
disturbed. If, for instance, a Govermnment, whilc accepting our |
recommendation on a salary scalc, rctained the prescnt percentage
deduction for housc ront instead of adopting the altcrnative method
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which we advocate, it should be understood that the salary scale itself
might also have to be altered if the level of remuneration which we
regard as fitting is to be maintained, The final decision lies with
the Govermment; but unless in such a case the balance were restored
the award would differ from our recommendation.

Ultimate objective and method of approach

L7, It may be taken for granted that it is the ultimate
objective of the East african Governments, as they move towards
self-govermment, to staff their public services as far as possible

from their own resources. It is axiomatic also that a public

service in any territory should bc a reflection of the community; in
a multi-racial territory a healthy and balanced scrvice must be
nulti-racial, Enough has been said in Chapter II of this Report to
show that it is a settlcd aim of policy in Bast Africa that there shall
be equality of opportunity for every indigenous community in the
public services, Stated in thosc terms the objective is simple..

The ways of achicving it are by no means so clear. In the minds

of 21l who have a sharc in the conduct of government in Rast isfrica
there is an acute awarencss of the importance at this stage of their
affairs of choosing the right approach to the objective. This feeling
has overhung all our discussions, both with officials and with
representatives of the general public; and within the services tho
ropresentatives of Stalf Associations and individuals of all ranks
and vocations have shown their concern as frecly as the advisers and
senior officers of the Govermmonts. '

48, Having rcccived this mass of evidence we fecl that an
obligation rests on us, towards the (b vernments to which we arc making
this Report and the members of the services and the public who may read
it, to set out as beost we can the principles which have governed our
approach to this main part of our task, Bearing in mind that, apart
from any political implications, the efficiency, economy and
contentedness of the services may alike depend on the decisiore now to
be taken on their future structure, we are agreed on ccrtain
conclusions which scem to us equitable, practicable and likely to
cormand the greatest measure of general agreement. They are as
follows: - :

(i) So far as the public service is multi-racial cach race
nust make its full contribution, and the avenues of cntry
and advancement must be so arranged as to give full scopc
for the gqualities and aptitudes of each racec.

(ii) The essential principle is that for the future there shell
be no barricr in any part of the service which is in fact
(oven though not in name) onc of~ T"CC. Grading by
race rather than by responsibility, ¥70rS it exists at
present, should disappear. The limit of advance of any
serving member of a service nust be set solely by his
gualifications and proved ability; and ability must be held
to include the qualities of integrity, character and
lcadership. Sclcction for appointment shall be based on
qualifications, experience and character as so far rcvealed.

/In no case
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In no case shall race be a differentiating factor
between candidates cxcept where an appointment is
necessarily in a mono-racial categery, and that
shall be determined solely by the duties of the
post.

(iii) The machinery of the public service cannot be
stoppecd and taken to pieces; the day-to-day
busincss of government must go on. We do not
recommend any sudden and spectacular changes, and
no onc should expect them; given the intention
that recial differentiation, where it exists, is
to be removed, ite ccmpletc ‘achiovoment is only
possible over an interval of time.

. (iv) Any temptation to lower standards in the services
must be firmiy rejected: the growing complexity of
Government business in developing territories will
not permit of it. The men must come up to the
standards, and not the standards down to the men,

L9, By the application of these principles we have endeavoured

to fulfil the task of revising the salary structure in such a way

that racial distinctions shall disappear. Ve have worked on the
assumptiun that we are to provide in its broad foundations for a public
service which will ultimately be recruited wholly within the East African
territories. The Three-Fifths Rule, however, has been applied

hitherto to the higher appointments which have becen filled in the main
from overseas. For that reason we have reserved until the noext Chapter
discussion of what is to follow upon its abolition.
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CHAPTER V

THE THREE-FIFTHS RULE

History of the Rule

50, Ir. our reference to the Three-Fifths Rule in

paragraph 18 sbove we gave a brief extract from the relevant
paragraph in the Report of the 1947-48 Commission in order to quote
the Rule as then formulateds A fuller quotation is required to
illustrate the arguments by which the Rule was arrived ate. After
pointing out that at the time of writing all posts in the unified
Services (i.e. Division IV of paragraph 25 above) were occupied

by officers recruited from overseas, and that for many years to
come the majority of these posts must be staffed in the same way,
the Report goes oni-

91, This being so, it has seemed to us that the only
practical course, in framing our recommendations for revised
salaries for the higher posts, is to determine what
remuneration is needed to attract to, and retain in, the
services recruits from everseas of the requisite qualifications
and experience, But that, of course,is only half our taske
There remains to be considered what should be the basis of
remuneration of the non-European recruit who has acquired the
seme qualifications and experience seces”

"92, The remuneration of a non-European should, in our
opinion, be such as to mark the status of the officer as a
professional man and to enable him to uphold his position

with dignitye On the other hand,in detsrminimghis salary,
account need not be taken of the additional expenditure to
which the expatriate officer is put, whereas account should

be taken of the ruling income levels in those classes of the
community from which he comes. This latter consideration will
become progressively more important as more Africans find their
way into the higher ranges of the servicess The disadvantages
of so remunerating any class of Africens as to create a Manderin
caste, divorced in inccme and interests from their fellows,
would nct be confined to the economic field.s In the light of
these considerations we have reached the conclusion that the
salary peid to a non.Buropean occupant of a higher post should
be three-fifths of that which we recommend for the officer
recruited from the United Kingdom or the Dominions, It will
be observed that the proportionate salary which we recommend

is applicable to the Asian and the African alike, since we

hold the view that where an African has secured the
qualifications needed for a superior post and has satisfied the
appointing body of his suitability for it, the occasion for any
differentiation of salary as between him and the Asian :
disappears,"

51, Since these words were written there has begun an infusion
irto the higher ranks of the public services of locally-born
candidates of academic or professional standards equal to those
demanded from overseass This process, inspired by the policy

of the East African Governments; will undoubtedly quicken until
the stage is reached at some time in the future when the scales
will tip and recruitment from overseas will provide the minor
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instead of the major element, The position still remains,
however, and must be accepted as beyend doubt, that for a

long tims to come a major, though decreasing, proportion of

the higher posts must coatinue to be filled from cversease
Howsver strenuous the efforts of the Governments, there must
be an inevitable time-lag before the educational system can

be developed to the point of meeting in full the demands of
these classes of the public service and of openings of similar
status in industry, commerce and the professions. Nevertheless
a period lies ahcad in which local officers of all races will
be serving in increasing numbers side by siae with overseas
colleagues in the higher ranks of the services. That is the
background against which the abolition of the Three-Fifths Rule
has to be corsidered.

The basis of an alternative

52 The obvious alternative to the differential scales
which resulted from the Rule is that there shculd be a cormon
scale applicsble to all without distinction. But on what basis
is such a scale to be fixed? It is a long established

principle that the pay of public servaents must be related to

the remuneration earned in other comparable occupations, and

it has been laid down that among the criteria applicable to
Colonial appointments are "the relevant local circumstances

such as ruling income levels in those classes of the cormunity
from which the public service is or will be recruited" (a). In
the cenditions then prevailing the 1947-48 Commission had no
practical alternative but to take as its yardstick for the higher
classes of appointment the salary necessary to attract a candidate
from oversease The ratio of three-fifths allocated toc the

local candidate was, however, a fixed one; and although the Report
attributed the difference to "the additional expenditure te which
the expatriate cfficer is put", the local officer came to read
into this fixed ratic an impliecd comparison of worth, lisble to

be permanent anc therefore an object of resentment.

53, The truth of the matter, as we see it, is that we are
dealing here with two separate secs of market values. The
prospective canaidate from the United Kingdom or elsewhere in
the Cormonwealth outside East Africa locks first at the salary
which he would expect to earn for comparable employment in his

own country. He then considers the special conditions of
everssas employment, such as the breaking of ties with his home
country, climatic risk and loss of amenities, the additional
cost of living and of bringing up a family - and we rust add in
these days of rapid political development, an element of doubt
about security of career, Taese are the relevant circumstances
which Aetermine the level of remuneration which has to be '
offered to attract a candidate from oversease But the locally-
born candidate tekes stock of local conditions; for him the
parallel 1is not what is paid in the United Kingdom, but what he
may hope to earn in the kiud of career to which his qualifications
snable hin to aspire in his own country. It is with this
standard that the material conditions offered by the local public
service rust compete if they are to attract hime 1In this
respect East Africa is no different from other countries;

/out
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i eculiar condition in which local and imported officers
zﬁz 22r€?igpside by side the effect is that two distinct sets of
relevant circumstances are operating on a single salary structure,
We do not suggest that two different scales of §a1ary must .
inevitably or perpetually emerge, but of two things we are convinceds
Tn the first place, if the administrations were to adopt for ?hat
part of the service where imported and local officers serve side
by side a common rate of pay based on what 1s necessary in p?esegt
conditions to attract the former - that is to say, a rate which is
dictated by external market values - they would be laying an
unjustifiably heavy burden on their revenues both now and ln'the
future and would be placing themselves in a position from which,
once taken up, it would be almost impossible to retreat. Secondly,
if there are to be differing rates of pay, We are sure that any
system which permenently gears the one scale to the other in a
fixed ratio is illogical in principle and will be untenable in
practice, For this latter reason the decision to abolish the
Three-Fifths Rule is a welcome one., The conclusion to which we
have come is that in recommending new salary scales for *his part of
the service we must be guided by the assumption made in paragraph 51
above that we are to provide for a service ultimately to be
recruited wholly within East Africa. The time has come, in oux
view, to put the whole structure of the public services on this
basise

Local and external market values

S4e In consequence the basic salary scales which we are
recommending for the classes of appointment vhich may be filled
either locally or from external sources are based on the asstvanption
that they are intended for local candidatese t must be admitted
that our estimate of these scales is empirical to the extent that
saane of the data necessary for a close evaluation have not yet
emerged. We do not regerd it as a major difficulty that we are
providing for a multi-racial class, as experience in other Colonial
territories has shown that the market value of professional men of

a sinilar standard of attaimnment is not markedly influenced by

their rece, Bub among the locally-born comwumities in East Africa
there has not yet grown up in any great numbers the clement from
which the professions and the higher ranks of commerce and industry
as well as the public services draw their strength in other countries,
so that this essential comparative factor is not strongly in
evidence, There is, however, another useful cross-bearing, in

that in the United Kingdom and all other countries which follow

the British type of administration there is an ordered progression

in status and emoluments from bottom to top which, adapted to present
Bast Africsn conditions, gives a broad structural pattern. We have
looked to all these sources for evidence in framing our recommendations;
but our proposed scales must underge the test of time, and we have
no doubt that the administrations, if they adopt them, will keep them
under review to ensure that they fulfil the purpose of obtaining

for the public services a fair share of the material offering in

the local employment market,

E8e Having thus arrived at the basic salary scales, we have

had next to consider their suitability for prevailing conditions

in the external recruitment fields, As has already been said, the
need for recruitment in these fields for some time to come, and in

considerable numbers, is inescapable, The need for a high quality

/of recruit
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of recruit is equally evidents The total cost of an overseas
officer, with his passages, leave and housing, is considerable,
and the administrations naturally expect good value for their
outlaye But apart from this, the complexities of_political and
economic development in East Africa now and in the coming years
demand the services of men of the highest calibre — of the type
that can both exercise and teach administrative and professional
expertise and tradition. Our study of presen’ trends in
overseas recruitment leads us to advise that the level of basic
scales which we recommend will not be attractive enough in the
highly competitive external markets of todays If ®ast Africa
wishes to recruit its fill in these markets some further inducement
must be offered.

The principle of inducement

564 We emphasise the term 'inducement's  The sole
justification for offering different emoluments or other terms of
service to recruits from external sources lies in the necessity

for bowving to the laws of supply and demand in the markets to
which the East Africen Administrations are obliged to turn. But
as we have said, there can be no immutable ratio between employment
values within East Africa and outside it; where a difference
exists, it may be widened or narrowed at any time, and the
influences which bring about the change may be short-term or
long-term. There may, for instance, be a temporary shortage of
or sudden increase in demand for men of some particular calling;
or, to quote a long-term possibility, the development of an
indigenous professional class in East Africa will tend to bring
with it a standard of living which may be little different from
that of the came class elsewhere, The ccnclusion to which all
this points is that any inducement factor which has to take the
form of an addition to salary must be susceptible of movement up
or domn quite independenily of movement in the level of the basic
salary, A furthef point which seams to us essential is that the
receipt of such an inducement addition to his salary should not
confer on the recipient any superiority in status or any
seniority within a grade. The position taken by a recruit to
the service should be determined by his date of appointment on the
basic salarye. The local candidate and the overseas candidate
start ot this point level; the fact that the latter may receive an
inducement addition to salary is irrelevant,

57, Pubject to these two conditions, our enquiries have
given us reason to believe that the payment of such inducement
addition to basic salary as conditions may require, and
differential trcatment over such matters as leave and passages
(which are in themselves another form of inlucement), will be
accepted by opinion both in the services and among the public as

a necessary phase in the evolution of an indigenous service, It
has been interesting to note during interviews that individuals
and representatives of Staff Associations have spontaneously
recognised and accepted the need not merely to recruit from outside
the territories but also to offer some extra inducement to obtain
men of' the quality required, The assurance for which they look
is that this is not a static state of affairs creating a preserve
from which the local men is permanenily excludede  If they are
satisfied that recruitment from outside is a phase which will vass
and that the Governments are cormitted to a sincere and intensive ’
policy of fitting the locally-born or domiciled for the highest

/bosts




224

posts to which their ability will take them, we have strong hopes
that our proposals may be implemented in an atmosphere of
confiderice and co-—operations

584 It will be seen later in this Report that the scale of
inducenient pay which we are recormending is a cormon one for all
grades in which it is applicable., Tt seems to us that this is

g necessary phase in the change from the fixed ratio system to

the new conception set out above, since there must clearly be some
definite starting point on which to convert from one to the others
But we do not envisecge that this will always be so; on the contrary,
we foresee that the time may well come wien the inducement rate may
have to vary for different classes of appointment in accordance
with well-esteablished changes in market conditions of recruitmente
This rrinciple is tacitly recognised already, in that the scale
offered at present to Medical Officers recruited from overseas
(which is superior to that for administrative and the other
professional classes) does in fect contain a large element of
inducemente. On the other hand it may not be necessary in future to
offer any inducement in some grades, and it will in fact be seen
later in this Report that in the case of women in the C Scales we
have suggested that, with some exceptions, the inducement addition
need not be offerede Admittedly the task of deciding whether
conditions warrant the alteration of the inducement in a

particular class will not be easy; there is a strong practical
objection to frequent changes in an element of salary which is
pensionable, end such changes would be upsetting to the service

in other ways. But the administrations will have the help

of advice from the recruitment divisions of the Colunial Office

and the Crown fgents for the Colonies in coming to a decision, and
will bear these difficulties in mind while at the same time
erdeavouring to avoid the offer of inducement rates of a greater
amount or for a longer period than is inevitable,
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CHAPTER VI

THE APPLICATION OF THE INDUCEMENT PRINCIPLE

59. The Three-Fifths Rule has applied in the past mainly

to agpointments in the administrative and professional grades. The
inducement principle which we recommend should logically apply to all
grades to which overseas officers have to be recruited to supplement
local resources, except where the basic salary offered is clearly
enough to attract overseas rccruits. it must, thercfore, cover the
numerous and varied classes falling within Division III of paragraph 25
above, as well as the administrative and professional classes in
Division IV, as long as the former are recruited in any part from
oversecas,

Policy of Her Majesty's Government on recruitment

60, Ye must turn at this point to summarise current treonds in
the policy of Hor liajesty's Government on recruitment for the Colonial
territorics as a whols, In the introduction to the 1953 edition of

stated: -

"It is the declared policy of Her Majesty's Govermment to encourage
the progress of the peoples of the Colonics towards control of
their own affeairs., If this policy is to be a reality the public
services of the Colonies must be adapted to local conditions and
be staffced to the greatest possible extent by local people.
Ovorseas staff, thercfore, are in general rccruitcd only for those
posts in the Colonial Secrvice for which sufficicent, suitable and
gqualificd local candicdates are not available ..."

Paragraph 21 (ix) of Organisation of the Colonial Scrvice
(Coloniul No. 197) reads as follows:-

"In order to ensurc that the standard of qualification required
for the higher posts is maintained, and that the resources of the
Service as a whole are utilised to the best advantage in the
gencral interest, the Secretary of State will continue to control
the avpointment of persons to the higher administrative and
professional posts in the Colonial Service, in accordence with the
provisions laid down in the Colonial iegulations. Further, while
membership of the various functional branches of the Service will
be open to all officers without distinction of race or domicile,
the Secretary of State will continue to specify such professional
or eaucational qualifications as he may think proper as & condition
of his approval of a candidate for appcintment to certain
designated posts, The Secrctary of State will naturally exercise
his control solely in the best interests of the Colonics, in order
to provide them with the best and most suitable staff possible, the
fullest regard being paid to the claims of local candidates. It
will also continue to bc a part of the understanding between the
Secretary of State and candidates whom he selects for appointment
to the Colonial Scrvice that the latter accept an obligation to
scrve in any post in the Colonies to which the Sccretary of State
may assign thom, provided that an officer will not be expected to
accept compulsory transfer to a pest which in the opinion of the
Scerctary of State is inferior (due regard being had to
climatic and other conditions) %o that which he already
holds, Opportunities of promotion on transfer
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"will of course be open to locally appointcd officers of proved
merit who desirec them, but they will not be liable to
compulsory transfcr from their home countries,"

Devolution of the Socrctary of State's control

61. In a Circular Despatch dated 31st August, 1953, the
Sccretary of State for the Colonies notified Colonial Governments
of his intention to relax his control over appointments in the
public services of their territories in furtherance of the policy
implicit in the quotations in the preceding paragraph. This
Diespatch is of such importance to our purpose thet the relevant
part is reproduced in full in Appendix I to this Report. In brief,
the position now reached in East Africa is as follows:-

(a)  the authority to roccruit for posts in a Colonial
territory carryinz an initial salary of up to £1000 a year (in
Zanzibar £900) lies in the first place with tho Governor (on the
advice of his Public Service Commission when created); only if
thers is no suitable local candidate, or if it is in the public
interest that recruitment should be from an external source, is
recourse to be had to the S-cetary of State or the Crown Agents
for the Colonics (the Colonial Audit Scrvice is exceptcd).

(b) the limit of £1000 is designedly fixed to bring within
the authority of the Governor under (a) appointment to tho lower
ranges of the administrative and professional scrvices, Hitherto
appointment to thesc services has been reserved to the Sccretary of
State (paragraph 12 of the Despatch);

(¢) rocruitment by the Governor mey include persons resident
in anothecr part of the Commonwealth who arc recruited by a Colonial
Government undecr arrangemcrts approved by the Sccretary of State.
It is laid down that such recruitm-nt must be through the Sscretary
of State's approved machinery in the country of recruitment, where
it exists, and that any dispensation to recruit outside the Colony
should not in practice be excrcised in thc case of the Administrative,
Audit, end (gezetted) Police Services. In other words, a Colonial
Government must not compete with the Secretary of State in an
external Commonwealth recruitment ficld by using machinery of its
own, and recruitment to the threc specified services in fields
outside the Colony remeins in the Swcrwtary of Statc's hands.

Rules for the operation of the inducement principle

62. Bearing in mind these governing considerations of policy,
with which the general tenor of our recommendations is in accord, we
come back to examine the application of the inducement principle in
present East African conditions, There are two general rules
which we suggest should be made, The first is that the four

Bast African territories and the High Commission should be regarded
as a unit, and that there should be a mutual covenant between them
not to offer inducement pay to each other's locally-born or
domiciled people or to any officer who is already serving in

anotlier Bast African administration on basic salary terms, Ve

have satisfied ourselves by encuiry that all administrations

agree to this. The second generel rule is that the external
recruitment fields in which inducement pay should form part of an
offer of employment should be scheduled by the Governor in Council
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with power to make exception in special cases, and that these schedules
should be drawm up and maintained on an Bast African basis by the
administrations in consultation, In this connection we wish to record
that we do not think it necessary to schedule India or Pakistan as
recruitment fields in which inducement pay should be offered. Having
regard to the basic salary scales recommended and the possible
altecrnative of offering special contract terms in particular cases, we
think that the administrations should have no difficulty in obtaining
such recruits as they may need from these two countries without recourse
to the inducement factor.

63. Ve understand that the croation of Public Service
Commissions is under consideration in the throe mainland territories, but
that for obvious reasons Zanzibar is uniikely to find it necessary.

These Commissions, when in operation, will assume the responsibility

for recruiting for all ranks of the public services. It would be well
to explain the apvlication of the inducement principle, as we see it,

in this part of the Commissions' work,

6L, In all cases the Public Service Comuission will invite
applications for the vacancies to be filled, and will examine the
credentials of the candidates who apply. In general, only when it has
not proved possible to fill all vecancies with local candidates of the
standard required will the Commission advise the Governor to ask for the
recruitment machinery of the Secretary of State or Crown Agents *o be
brought into operation, A question would, howecver, arise what the
position would be if a local candidate chose to present himself for
selection by the Secretary of State's appointments board rather than to
the Public Service Commission in his own country,

65, Te have stressed earlier that appointment by the Secretary

¢f State confers no superior status. It does, howecver, mean that the
candidate submits himself to competitiecn in a much wider field.

Moreover he may, if chosen, express a preference for posting to any of
the Colonial territorics, and he undertakes a definive obligation to be
transforred to any territory during the course of his service if the
overall conditicns of transicr are not unfavourable. Twe other
considerations must weigh with the Secretary of State's board: they
must not only assurc themsclves of the candidate's academic performance
and general background and suitability for the service in question, but
have also to take into account that a Colonial Govermnmeni is not in
practice under an absolutec obligatien to accept a candidate selected
from outside, and that while Colonies are gencrally ready to accept
candidates from the United Kingdom or the Dominions, therc have been not
infrequent cases in which a Colonial territory has demurred to taking a
candidate who belongs by birth to another Colony. It can be argued with
reason that a man should not require inducement to serve in his own
country. But in the peculiar and transient conditions with which

we are dealing, we have decided to rccommend that where a candidate of
local origin obtains appointment by the Secretary of State to the
adninistrative er professional services, he should receive the inducement
addition to basic salary even if posted for service in his country of
origin, for the reason that he will have fulfilled the conditions and
accerted the obligations of such an appointment. For the purpose of our
rocommendations we define the administrative and professional services as
those to which we have assigned Scale A salaries. As regards other
services, we recommend that the same arrangement should apply in the
Civil Aviation, Customs, Police, Postal and Prisons Services to
appointments which are to the Colonial Services of thosc names.
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vic do not think it nccecssary that it should apply to any other
posts to which we have assigned B or C Scalcs; appointmonts to
these posts arce to the specific post and not to a combined
Colonies-wide service, and though such officcrs sometimes move
from one Colony to another the move is in effcct a new appointment
and not a transfer to another post in the same scrvice,

“2geruitment to the B & C Gradss

66, In the grades %o which wo have assigned the B or C
Scales the position is complicated by their wide range. It scems
likely that in thesc grades the locally-born clement will become
predominant more rapidly than in the administrative and professional
grades becausc the qualifications and cducational standards
required can in many cases alrcady be obtained within East Africa.
There is even now a considerablc rccruitment locally to these grades,
though not, as we have mentioncd in paragraph 33above, always of
locally-born or domiciled candidates. In Kenya and the High
Commission, and to a less extent in the other administrations, the
practice has grown up of recruiting men and women in the local
mavrket who have had suitable previous experience in other walks

of 1life than the public secrvice. i@ see no reason why this source
should not continue to bec used in future if nccessary; it is, in
our view, essential to the proper balance of the public services
that the sons of the farming and stockraising community in Eas+
Africa, for instance, should contribute their share to the "field"
services of the Govermments (e.g. Agriculture, Voterinary, Game
Forests). But knowledge of the country and its languages,
combined with practical experience in the kind of work concerned,
has a market value which must be rccognised as comparable with the
possession of paper qualifications not yet backed by oxperience

in the field. It is not for us to lay down the lines on which

the Public Service Commissions will work, but we think it likely
that they will have little difficulty in justifying recruitment,

at an assigned market value in each casc, of personsg in the former
category as well as those in the latter for an indefinite period

to come, in order to kecp establishments filled and ensure the
richt admixture of entrants into the services,

67. Nevertheless it is a condition esscntial to the

building up of an indigenous public service that it shall offer a
carcer to the entrant direct from school. In some fields

previous experience can bc valueble; but in others, particularly

in the sphere of office work, its valuc may be diminished

because the govermmental organisation and accounting system

differs from that of commerce and has to be learnt. It is true

that various grades of "learncr" exist herc and there in the depart
departments in East Africa, but only in a sporadic form, and we doubt
whether the local boy on the eve of leaving school has at present

a very full picture of the opportunities open to him in the public
services. 7ie recommend, therefore, that a Training Grade should be
instituted by the administrations as an avenuc of entry into selected
classes of posts to which we have assigncd the B and C Scales,

Creation of a Training Grade

68. Te rocormond that nominations to this Training Grade
should be made on the advice of the Public Service Commission. The
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numbers entering it from year to year would be regulated by
Establishment branches according to the expectation of vacancies
occurring in the posts for which it is designed to supply trained
men and women. The channel of entry into the Training Grade
should be a double one; candidates of outstanding promise zalready
serving in the clerical and analogous grades may be selected for
it, or entry may be direct.

69. e have given much thought to this problem of entry into
the grade. It sceems to us indisputable that there should be a way

up from the lower ranks to positions of higher responsibility;

apart from any other consideration it is in the interest of the
administrations to get the utmost value out of those who have entered
the public secrvice. In regard to direct cntry into the Training Grade,
however, a problem arises over the qualifications required. There can
be no doubt that, as the gencral level of education rises, the
educational qualifications for cntry into the various grades of Gowermment
service will be raised also. For instance, at present a School
Certificate holder cnters some way up the clerical structure, and

we have had to follow this in our noew scalcs. But the time will

come in Dast Africa whon a School Certificate will be the minimum
qualification for the lowest established clerical appointment, and

for grades supcrior to this level a higher educational qualification

can then be demanded. But, for the present, to demand for the

Lraining Grade a standard superior to a high grade School

Certificate or its cquivalent, plus a general record and guality of
character of outstanding promise, would be to restrict the flow of

entry to an uncertain trickle. o suggest, therceforce, that those
should be the prescribed qualifications at the outset, and that it
should be left to the Public Service Commissions to see that a rcal
distinction in quality is obscrved between thosc who arc selected for
direct entry into the Training Grade, and those who must find their

way into lower grades through tho normal School Certificate entry points.
e’ need hardly add that direct cntry to the Training Grade should

be open to all without distinction of race.

70. Wie cmphasise that wo rcgerd the institution of the

Training Grade as an important item in our rccommcendations. If

the financial and other atiractions of the grade aro properly

attuned to prevailing conditions it should become an effective

method of bringing to the public servics candidates who, though

not enjoying the advantages of a professional or graduate standard,

will provide that trained and effective middle grade which is

essential to any public service and scrves also to free the

professional grades from the distraction of a mass of detailed
exccutive work, It will provide also an avenue for the man or woman
serving in a clerical or analogous grade to be selected and traincd

for higher responsibility if real promise is showm. Te should add

in this connection that we should expect this latter type of candidate
to come normally into the area of selection for the “raining Grade
aftor at least six years of service in the lower grade, But we suggest
that an avenue of promotion into a Scale B or C post should be open

to him throughout his service in the lower grade, and that such
promotion should in exceptional cases be direct, by-passing the Training
Grade, For instance, a clerk who has spent many years on book-keeping
would not be in need of further training before promotion to a senior
post of the same type, and could be promoted direct to it if eligible
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in all other rcspccts. The Training Grade is intended to
be a means of picking and training candidates or serving
members in their carly yecars.,

1« To sum up, thercfore, our rccommendation is that

appointment to the grades in Scales B or C should be in one
of four ways:-

(1) from the Training Grade, which itsclf will have
a double channcl of entry, i.c. dircct or by selection
from the ranks below,

(2) by recruitment locally of cendidates who have
already acquired by post-sccondary cducation
qualifications which fit them for the post, or of
candidates with practical cxpcerience to whom an entry
point on the basic scale will be assigned consonant
with their local market valuc as asscesscd by the Public
Service Commission,

(3) whero suitable, by dircct promotion from a lower
grade, ‘

(L) where the numbers or type required cannot be
obtained from these three sovurces, by applicatien to
the Secrctary of State or Crown Agents for the Colonics.
Officers recruited through these channcls will receive
the inducement addition, if any, at the prevailing

rate unless they are born or domiciled in Kast Africa.

72, Ve deal in Chapter XTI below with the action
required for the organisation of the Training Grade, and the
functions of the heads of departments, Istablishment
Divisions of the administrations and Public Service
Commissions in this respect.

13 %e recommend that the inducement addition to
basic salary should be pensionable; the proportion of present
salary scales which represents the inducement eloment is
pensionable, and to take away pensionability would mean that
inducement rates would have to be considerably increased

in compensation for the loss. e do not think that this

is desirable, 7he.Finally we must add that we have assessed
the inducement scales on the assumption that they will be
regarded as part of the officer's salary for the purposecof
of recizoning any cost of living allowance which is payable
in addition to salary, and will thus fluctuate in accordance
with changes in the cost of living.
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CHAPTER VII

OTHER STRUCTURAL PRINCIPLES OF THE NEW SCALES

756 In the preceding Ghapters we have discussed the
major questions of structure with which, though not included in
our original terms of reference, We have been obliged to deal.
Tt will be convenient to follow at this point with our views on
ceriain other matbers affecting the form of salary scales which
come within the purview of any general revision of salaries.

The guestion of long versus broken scales
ine d g

76, We define a "long scele" as one in which a public
servent has the expectation of progressing uwninterruptedly from
bottom to top of a scale which may be as long as twenty years

by regular increments of salary provided that the head of his
department certifies ammually to his efficiency and he passes
such other "efficiency" or "prcmotion" bars as may be prescribed
in the scale., In a Ybroken scale", however, there is a
succession of segments each containing a defined rumber of posts;
and while this system may work to the advantage of the public
service in that an officer of exceptional ability may be selected
for promotion to a vacancy in a higher grade from a point well
dovn the grade belew, it has the disadvantage that no officer can
arise from a lower sepgment to a higher unless & vacancy exists

in the latter, even though he may be certified as fully fit te

do 80

77 The merits and demerits of either system in a public
service are a frequent subject of discussion, and there is much %o
be said on either sidece The 1947/48 Commission (see paragraphs
118 +to 128 of their Report) favoured the long scale system with two
modifications: that there should be a division of the long scale
into two segments with a combined establishment, promotion to the
upper segment being subject to the recommendation of a Promotions
DBeard, and that there should be a means of accelerated promotion
from one segnnt to the other for the officer of exceptional
ecilitye  For cur part we feel that the broken scale system has
two important points to its creailts It attaches to a post or
grade a closer valuation of worth than can be given by a long
gcale which may extend to fifteen or twenty years, and it acts both
as an incentive, by more frequent competition for promotion, and
as a meens of setting a stricter limit to the advencement of an
officer of indifferent performance. On the other hand, experience
has taught us not to underestimate the difficulties of operating
the system in a public service. If stagnation occurring at the
top of one segment is too freely resolved by the expedient of
creating supernumerary posts in the next segment, the scale becomes
in effect a long one and its advantages are lost; but if on the
contrary the avenues of promotion are so constricted that general
discontent prevails, the efficiency of the service is bound to
suffer. In practice, vwhere the broken scale system is in use,
establishments in the successive grades are regulated by a compromise
between "pay for the job" and the reasonable expectations of the
individual in the service, and in a long-established and settled
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service it is not too difficult to maintain a structure which
satisfies both demendse

780 But most of the East African services are neither
long-established nor settlede  Apart from the dislocation
caused by world wars, developing Colonial territories are
subject to uneven phases of expansion or contraction at various
times and in various departmeats, and these are naturally
reflected to some extent in rises or falls in the intake of
recruits to the services. Such fluctuations aggravate the
difficulties of working a broken scale system, and undoubtedly
cause that system to be a deterrent to recruitment, since a
candidate will obviously take a more favourable view of an
appointment in which he can see his way along the full length
of a long scale then one in which he may stagnate for indefinite
periods for reasons wich are beyond his calculation or controle
Set against these considerations our review of conditions in
the Last African administrations has led us to conclude that
the time has not yet come to advocate a general adoption of the
broken scale system, but that we must recormend lor each

branch of the service the kiud of salary structure best

suited to it.

794 The result is that in our recommendations Scale A,
for the administrative and professional services proper, is a
long scaleeScales B and G are expressed each in five segments,
but in many cases two or more of the segments are linked to
forr one grade, and to that extent become a long scale. (It
may be assumed that in all such cases linked segments connote

a combined establishment)e In this way we have allotted to
posts or grades the length of scale which seems to us to assign
in presen’ conditions a fair velue, while at the same time

of fering reasonzble prospects of carcer and advancement, In
cases where we have employed the broken scale system more
closely (i.e. by the allotment of one or at most two segments
to o pcst) we have satisfied ourselves either that the value
of the post must be limited in this way - which means that in
practice it will generally be filled by promotion from below
after some years of service -~ or that the administrations
should have no great difficulty in building up a graded
hierarchy in which stagnation of deserving officers should
normally be avoideda e think that by the use of these methods
the administrations will be left with the greatest degree of

flexibility in the future regulation of salary scales to suit
current conditionse.

Incremental Jjumps in scales

80, In the present administrative and professional
long scale which is common to all administrations, £550(743) -
1320(1670), a Jump of two ‘ncrements occurs from £760 to B30,
l.ce after the seventh year, No similar Jump is included

in eany other scale except those for gazetted Police and
Prisons Officerse

81, We think that there is much to be said in favour
of offering a sensible increase in salary at a relatively
early stage in a public servent's csreer, provided that Ee
satisfies an effective scrutiny of his performance up to
that points Not only does it provide a welcome break in
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a plod up the scale which in East Africa is at present sometimes
over-long and weary, but if properly placed it should come at a
time when the value of acquired experience is becoming evident,
and when on the domestic side he is likely to be undertaking
family responsibilities. We have placed the point generally at
the completion of five years! service after the normal age of
entry; in the Jjunior clerical and analogous gradesit is placed
in part after six years. In general also we have assessed the
Jjump at three increments in all scales instead of the one which
is normally given annually, but there are two exceptions. In
our new Scale A for the administrative and professional services
the Jjump is of two instead of thres increments after the fifth
year; but in compensation we have placed the starting point of
the scale - £630(693) =~ an increment higher than we should
otherwise have recommendeds The reason for this is that owing
to the lengsh of time taken in reaching the qualifications
demanded for appointment, to which is now added in most cases a
period of National Service, many eligible candidates are

already married, and it will be to the advantage of the
administrations to offer them some of the benefit of the Jump

on accounte The other exception is in the new E Scales for

the clerical and analogous grades; here, owing to the differing
entry points based on educaticnal standards, it has been thought
better to recormend a double Jump at two different points rather
than a triple jump at onces But these scales have been
improved in other ways, and the entrant who enjoys only one of the
Jumps is not at a disadvantage with his colleagues on other scales,

826 The insertion of these jumps in the salary scales will,
we hope, be accepted as advantageous to the public service as

a whole apart from being welcome to its members.e The alternative,
which would be more costly and in our view not so suitable, would
have been to recormend a general heightening of the starting points
of the scales.

Stendstill during probationary period

83 It is the practice in some, though not all, of the
present East African scales to impose a standstill during a
probationary period af'ter entrance to a scales For instance, in

the present adninistrative and professional scale, which runs

from £550 by increments of £35, an officer remains on £550 for

two years and then rises to £620. We recommend that this

practice, which is not followed in the Civil Service in the

United Kingdom, should cease, and we have not included the standstill
in our new scalese

Promotion and Efficiency Bars

84a When an officer is serving on a salary scale his fitness
to receive an increment has to be certified on each occasion

by the head of his department, Before he is promoted to a higher
grade the promoting authority satisfies itself of his merit.

Where he is serving on a long scale with a cormmon establishment

of posts, a third form of check on his efficiency and conduct is
commonly inserted in the scales This is known at prescnt as an
"efficiency bar" or "promotion bar', The distinction between

the two is not clear, but at this stage there should in theory
be a more comprehensive review of him at a higher than departmental
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level before he goes further up the scale.

85, There can be no doubt that without some effective
check of this latter kind a long scale system is open to
justifisble criticisme. But the danger is that the more bars
are set up, the more they tend to detract in practice from each
other's value; the temptation exists to sign an increment
certificate more readily because an efficiency bar liesa year
or two shead, while the efficiency bar may in turn be lowered
because increment certificates have been granted uninterruptedly
in the past, or perhaps because the stiffer hurdlie of promotion
by selection lies next beyond it. In recomnending new salary
scales in which both the long and broken scale systems are used,
we think it relevant to explain the principles on which we
suggest that periodical checks should be imposed.

86, Where a scale is broken, and movement to a higher
segment is in fact promotion to a post of greater responsibility,
we assume that the Public Service Commission will be called
upon to advise; there may in some cases be candidates from
outside the service as well as serving members whose claims must
be considereds In long scales our advice is that the aim should
be to use only one kind of periodical check in addition to the
annual increment certificate; and that check should be a bar
which necessitates an effective extra-departmental examination
of the officer's performence, We do not think that this falls
within the province of the Public Service Commission, as no
promotion proper, in the sense of selection for or elevation to
a new post, is involved; the recommendations should come
ultimately from Service boards of adequate weight and
impartiality. It is for the administration to decide in each
case whether a central or alternatively a provincial or
regional board should adjudicate, and in deciding this the main
considerations arc whether the service of the officer concerncd
is likely to be restricted or to range anywhere in a territory,

and whether a uniform standard of Jjudgment by regional boards
can be ensured.

87, Where any of the boards is a central one we suggest
that it should consist of the Chief Secretary or a representcative
(as long as he is recponsible for the Civil Service as a whole),
the Director of Establishments or a representative and such
other member or members as the Chief Secretary may appoint,
Where the officers under review are professional, the head

of the department concerned or his represeatative should sit
as a member of the board,

88, We recormend that this kind of check should operate
in all cases immediately before the incremental Jump recormended
in paragraph 81 above, and thereafter at intervels of not

less than five or more than nine years, We have placed

the bars in long scales or combined segments accordingly. The
result will be that in between bars of the kind propoged the
responsibility will rest solely on the head of department

who certifies the annual increment, We should make it

clear that we do not regard these Proposals as imposing on

the latter any burden which he doer not already recognise and
discharge; but the removal of the present medley of éffioiency
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and promotion bars should make conditions of service clearer to

a1l concerned, and we think that the existence of these boards will
come to be regarded by heads of departments as helpful to them in
maintaining a proper level of efficiency in their departmentse

89. The question remains of efficieancy bars which at present
mark the acquisition of some definite qualification, such as the
passing of language examinations or a trade test. We think that
the objective should be to synchronise these bars with the new bars
proposed in the preceding paragraphs, and if the latter occur at
intervals of five to nine years this should generally be feasible.
But if an existing efficiency bar of this type has to be retained,
at least the adventage will have been gained that the only
efficiency bsr remaining in the salary structure is one to which

a set standard is attached.

Accelerated promotion within a long scale

90, We have referred in paragraph 77 above to the

suggestion of the 1947-48 Commission that there should be 2 means

of acrelerated promotion of an officer of exceptional ability within
a scale which, although divided into lower and upper segments, is

in effect a long scales We understand that this suggestion hae
proved in practice extremely difficult, if not impossible, to work,
and we have therefore invited expressions of opinion on it during
our tour of East Africa.

9l. A distinction must be drawn between two separate kinds

of accelerated promotion. Where the question at issue is a
definite promotion to a higher grade the criteria are clear eaough
in theory, though perhaps not always easy to apply in practice; claims
are to be considered "on the basis of official qualifications,
experience and merit" (Colonial Regulation No.32.). An officer

who is eubtstanding in the field of selection may therefore be

justly selected over the heads of his seniors in service, Moreover,
although the standard for such promotion is assessed primarily by
ability to perform the higher duties, it must ultimately be fixed

at the time by the comparative numbers of vacancies and candidates;
the keener the competition, the higher the standerd is pushed., But
where it is a question of Jumping some officers over others in
progression up a scale we find it impossible to see how any workable
standard can be laid down by which to make the selection. Apart
from the fact that vintage and non-vintage years occur in the

intake of any large service, there are infinite gradations in
ability and varieties of talent, and some officers show early promise
which is not fulfilled while others are slower to reveal their full

capacitiess We can understand that an administration may well
think twice before taking on itself the task of making en irrevocable
choice in these shifting conditions, and we must record that we have
found, particularly among senior administrative officers who can no
longer have any personal interest in the question, a widespread
distrust of accelerated promotion of this sort. It is not encugh

to attribute this solely to fear of favouritism. There is a

genuine fear that the team spirit of the service might be seriously
upset by a few promotions which were felt to be due more to the
limelight having fallen on the officer than to markedly superior
merit, It is necessary also to bear the interests of the texpayer
in mind, If by accelerated promot.on any considerable number of
Junior officers pass over the heads of their less able but by no
means inefficient colleagues, the cost of a service may grow by
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effluxion of time to a figure which is much beyond what is
justified by gradation of responsibilitye The service may,
in fact, come to resemble the Boat Race crew of whom a lady
novelist is alleged to have said "All rowed fast, but none so

fast as he'".

2. The scales vhich we are recommending are in meny
cases rather shorter and steeper than those now in use. We
have also, in our proposals for bars in paragraphs 84 t9 ?9
above, endeavoured to provide for effective tests of ability
ot inbtervals within the scales. We are of opinion that it
would be preferable not to attempt any further method of
differentiating between the "fliers" and the "plodders" within
the time scales, but that accelerated promotion should be
left in the fields where it can operate under recognisable
stendards, i.cs in promotion to higher grades or superscale
postse

The pay of women

936 The principle generally followed in the East

Afrisan services at present is that the pay of women is four-
Fifths of that of men in the same grade, though there are
exceptions to the rule; for instance, women Medicel Officers

in Kenya are paid the same as men. Representations on this
subject have been made to us by women officers and by Staff
Associations, and comparisons have been drawn with the position
in the United Kingdom Service, where Her Majesty's Government
have accepted the principle of equal pay, though not at present
able to implement ite

94. The present practice in other Colonial territories
varics. In West Africa there is no Jdifferentiation; in other
Colonies the four-fifths! principle is followed, though it

has been tempered to a smaller fractional difference in some
cases, It should be noted that present United Kingdom practice
is less severe on women than that of East Africa,. The
differentiation may reach one.fifth, but it is subjectto a
maximum of £175 a year, and is tapered down to complete
disappearance at Deputy Secretary level in the Home Service.
Moreover, in recruitment grades vwhich form the lowest tier

of a’'class, the minimum for men and women is the sames

95, Partly because of this greater severity in East
Lfrica, and partly because of one feature in the salary scales
which we are recommending, we suggest that the East African
administrations might teke the initiative in altering their
present practice rather than await further developments in the
United Kingdom. The feature to which we refer is the
increrental jump at the sixth year or thercabouts recommended
in paragraph 81 aboves. To the extent that this jump is in
recognition of increased douestic responsibilities a womazn
officer cannot be held to qualify for it. We think,therefore,
that the benefit of this Jjump should be withheld from her;
but at the same time we suggest that this differentiation is as
much as need be made in view of present trends of thought,.
The effect, as we have implemented this suggestion in our
proposed women's scales, is that the man and the wom n enter
a recruitment grade on level terms and receive equal salaries
until the Jjump is reached. At that point the woman's scale
drops behind, the increments vhich are jumped by the man being
continued in her scale, This lag continues until it is
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caught up again in the appropriate higher segment of'the

woman's scalee The woman thus resches the same maxirmum

as the man if she progresses far enough in the service, but tekes
a year or two longere. Superscale salaries should, we think,be
the same for men or Womens

96, We think that this is a more logical basis for women's
scales than a fractional difference extending throughout their
services The four-fifths! practice rests on very debateble ground
in some scales; it can hardly be contended, for instance, that a
woman Medical Officer has less responsibility than her male colleague,
or a worian Magistrate less Jurisdiction. Ind if the argument is
that a woman's work is subject to restrictions in East African
conditions that do not apply to the man, such as on freedom of
movement in rural areas, we suggest that this is better recognised
by a clear—cut decision whether or not a women can be employed

in the grade concerned thar by the deduction of a fraction of
salary which is not imposed in that grade alone, but applies
indiscriminately in all gradese There are grades in which it
would be to the advantage of the public service thnat women should
enter more freely than at present., This relative improvement

in salary may act as an encouragement.

LApplication of the inducement principle to women's scales

97, The women®g scales which we recommend on the principle
explained above are set out in the appropriate parts of this
report alongside those recormended for men, and are distinguished
by the affix (W)o We have considered to what extent these scales
should carry the inducement addition in cases of recruitment from
outside East Africa. In regard to the C (W) Scale our conclusion
is that the inducement addition should not be attached to the
salary as a matter of course vhere recruitment from an external
source is found to be necessary. The criterion is whether the
basic salary is in itself enough to attract the kind of candidate
required. We doubt, for instance, whether it would be necessary
to offer the inducement addition if a woman were recruited from
overseas to one of the grades of Personal Secretary (see paragraph 200)
for the reason that the basic salary of the grade may compare
favourably with the salexry which she can commard in her own
country. On the other hend it seems clear that Nursing Sisters
must bs offered inducement as long as recruitment continues to

be from overseas, as East /ifrica would otherwise be unable to compete
with other Colonial territories in this market. TWe suggest as

a general rule that, with the exception of the Queen Elizabeth
Colonial Nursing Service, and the analogous medical services, the
inducement addition should not normally be offered in external
recruitment on a ¢ (W) Scale, and that other exception should be
made only in a case where external recruitment is necessary and
the basic salary is clearly not likely to attract candidates.

We think, however, that considerations of market value will make
it obligatory for the present to offer the inducement addition in

cases of recruitment from external sources to the L (W) and B (W)
Scalese

His Highness's Zanzibar Service

98, This Service, the foundation of which dates from 1947,
was created by His Highness's Government in pursuance of the policy
of fitting the subjects of His Highness the Sultan for posts of
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higher responsibility and of employing them in increasing
numbers in the higher ranks in substitution for imported
officerss At the outset a single salary scale was
attached to the Service; in 1950 this was divided into
usper and lower scales, vwhich were fixed at £400-1000 and
£320-720 respectively. Scales which are roughly parallel,
though not identical, operate concurrently for the salaries
of officers who are not subjects of His Highnesse

99 It will be seen that under this system the

salary has come to be attached to the officer rather

than the poste Now that the members of His Highness's
Service have risen to twenty-four in number accupying a

wide variety of posts, the difficulties of the arrangement
are apparent. We understand that His Highness's Government

would prefer that in future salary sceles shall not be

attached to the divisions of His Highness's Service, but
that members should draw the salary of the grade or post in

which they serve. We concur entirely in this view, and have

not, therefore, provosed any new scale or scales for the

Services The effect will be that the salary of a post

will be that of the grade which we have assigned to it

irrespective of whether the holder is a member of

His Highness's Service or not, We emphasise that this is

not intended to derogate in any way from the prestige of

the Service, or to affect either the interests of present

nembers or the policy of His Highness's Government towards

the Service in the future. The Service remains, as it is at

present, a body membership of which requires certain prescribed

qualifications., The only differcence is that it will no

longer be a salaried grade in the public service of the
Protectorates
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CHAPTER VIII o«

THE COST OF LIVING FACTOR IN SATARIES

Rise‘in cost of living since the
Report of the 194748 Commission -

100. In paragraph 155 of their Report the 194%48 Ccmmission
pointed out that at the time of Writing there were no indications
of any trend towards a decrease in the cost of living, but that
the cost of living in East Africa was continuing to rise. They
went on to point out that the index figure for the purpose of
calculating cost of living allowances had recently been increased
to 65 in the case of Europecans and Asisns and to 85 in ,the
case of Africans. In view of this and other considerations,
the 194748 Commission recommended that the then existing cost of
living allowences and temporary bonuses should be completely
consolidated in salary, and that no balance should be left as a
temporary and variable cost of living allowance to enable emoluments
of the civil service to be réduced in the event of an appreciable
fall in the cost of living. :

101. . This rccommendation of the 1947-48Commission has been
amply Jjustified by events. The Nairobi: cost of living index
(excluding rent), as recalculated to exclude also all increase
in duties on alcohol and tobacco since August, 1939, which in
November, 1947, when the 1947-48Commission left Bast Africa, stood
at 165, stood at 237 at the end of December, 1055; while the
Kenya retail price index of goods mainly consumed by Africeams
in wurban arcas, which is compiled from informetion collected in
Mombasa, has risen from 198%in December,1947 to 324 at the end
of 1953,  All these figures rest on a base of 100 in August 1939,
and the percentages of increase in the case of the two indices
since the end of 1947 are approximately 44 and 64 respectively.
We are informed, however, that the latter index is by no means
as accurate as the former, mainly owing to the difficulty of
obtaining accurate prices per unit, and also the problem of
comparable quality over periods of time.

The figure of 85 mentioned, as quoted above, by the 1947-48
Commisgsion in paragraph 155 of their Report as being‘the‘index
figure used at the time for the purpose of calculating cost:
of living allowances in the case ef Africans was arrived at
by an adjustment of this figurc of 198, The application of
a similar adjustment to the corresponding figure of 324
prevailing at the end of 1953 would make no substantial
difference to the percentage of increase of 64 mentioned

in the following sentence, and 1t is, therefore,not necessary
for purposes of this Report to explain the method af ‘
adjustment,
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Qest of living indices maintained far
High Commission territories

102, Three sets of indices are at present maintained
by the East African Statistical Department in respect
of the cost of living (excluding rent) for the non-African
population in Nairobi, Dar es Salaam and Kampala. It
should be ncted that these three sets of indices are
intended to compsre living costs from time to time, and
are not intended to measure cost of living in the three
different places relatively tec each cther, although
recent investigations have confirmed that there is
congiderable uniformity in the pattern of expenditure
in the three towns; the Director of Statistics has
informed us that,although there may be differences in
detail, the relative changes in cost of living in the
three capitals have remained roughly the same, and

are likely to continue to do so unless artificially
altered by the action of any individual Government.

In order to remove the danger of attempting a
comparison between the indices for the three towns,
which may in a short period show differences for

quite sound reasons, the Fast African Statistical
Department has recently produced a single East African
index of consumer goods compiled from prices ruling

in each of the three. This new index does not vary
significantly from the trends shown in any of the three
main indices.

103 - = In addition, there are also maintained
indices, for Mombasa and Dar es Salaam, of. goods mainly
consumed by Africans, the former of which is referred

to in paragraph 101 sbove. These indices, it should
be remembered, refer to persons on or about the minimum
wage level; at this level of income a change in the
price of, say, maize would have a much greater effect

on the index than it would have in the case of persons
on a higher salary levels Finally, the East African
Statistical Department continues to maintain the

other index referred to in paragraph 101 above, namely,
the Nairobi index recalculated to exclude all increases
in duties on alcchol and tebacco since August, 1939,
This is commonly known as the Wage AdJjustment Index, and
is the index generally used as a basis for the consideration
of awards of cost of livipg allowance.

104. Although rent is excluded from these indices
owing to the difficulty in calcylpting an accurate

‘index of rents, it should not be forgotten that where
quarters are not provided either by Government as

employer or in public housing estates, the rent of
accormodation often constitutes a very large element in the
cost of living in the case of the lowest income groups

of public servants in large townse. We are, however,
dealing with the question of the housing of public

servants in Chapter XXIITI.
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Cost of living in the Zanzibar Protectorate

105, " It should be noted that, as the Zanzibar Protectorate
does not form part of the High Commission, none of the
indices so far méntioned covers that territory. Nor are any
figures available on which it might be possible to make an
*;bsolute comparison between the cost of living in the mainland
territories snd in the Zanzibar Protectoratee A retall
price index prepared by the High Commission Statistical
Department on the basis of prices collected by the Government
of Zenzibar would seem to show that the percentage increase
in prices since December, 1951 has been less than the
corresponding increase on the mainlands  On the other hagd,
‘the same index indicates that the percentage of increase in
prices between 1948 and January, 1955 was 45, There is, in
any event, a great problem in Zanzibar connected with the
collection of prices before and after the arrival of supplies
ty sea, No figures are available to show how the cost of
living in Zanzibar compared with that on the mainland at any
time. A Cost of Living Allowance Committee appointed by the
Zanzibsr Govermment in February, 1951 considered that the
cost of living was “certainly higher in Zanzibar than on the
mainland owing to the fact that such a high proportion of

the Protectorate's consumer goods was imported"s In the
absence of statistics We accept this view to the extent that
the cost of living in the Zanzibar Protectorate is unlikely
to be lower than on the mainland, eand we, therefore, recommend
the same general level of remuneration for adoption both on
the mainland and in Zanzibare -

Special considerations relating to cost of
living in Pemba Island, Zanzibar Protectorate

1064 We should add at. this point that we received a
number of representations that a special allowance should be
paid to Zanzibar Government employees posted for service on
the Island of Pembaes Its remoteness and leck of amenities
make it in any event an unpopular station, and the extra
freight element end the fact that commerce is less well
developed there than in Zanzibar undoubtedly combine to make
the prices of consumer goods slightly higher than in Zanzibare

- In addition, during the clove picking season there is an

influx of clove pickers which, we have been told, may amount
to 505 of the normal population of the Island in a bumper
season, with resultant payments of wages in the Island which
may exceed £2,000,000 in one season. The impact of an
amount of money of this order on the economy of the Island
naturally causes a surge in the cost of consumer goods.

107, We do not, however, consider that the remedy for
this periodic but temporary dislocation of the economy of
the Island lies in the payment of a Pemba allowance, which
would probably only result in pushing prices still higher.
The real remedy lies in ensuring that a sufficient supply
of consumer goods is made available in the Island to absorb
the temporary increase in purchasing powera If this is
considered to be too vast an undertaking for present
resources, the lot of public servants in Pemba might be
ameliorated by the Government making arrangements to supply
its servants there with the commoner consumer goods at

/reasonable



404

reasonable pricese Thip might be done either by the
establishment of a Government retailing agency or by

the formation of a consumer co-operative society
assisted by a Government loans Leaving aside the
temporary surges in the cost of living in Pemba caused
by the annual clove picking seasons, we were informed
that the normal level of cost of consumer goods in Pemba
is only slightly, say between 3% and 5k, higher than in.
Zenzibare This, in our opinion, is insufficient to
justify a special Pemba allowance. In nearly all
territories there are stations where costs vary by this
amount; to take account of such small differentiations
in costs in the remuneration of public servants would, in
our view, be impracticable. Periods of service in
slightly more expensive stations which do not offer all
the amenities available in otler stations should be

" accepted as part of the normal lot of a public servant.
We would, however, recommend that the Government should,
as a matter of high priority, provide quarters for its’
employees posted to Pembas Rents for private houses*.
are very high there, and while we fully agree that the
Governments should not accept any general liability for
housing public servants, it seems reasonable that
quarters should be provided in Pemba so long as it is
necessary to post there for duty persons whose homes are
in Zanzibar,

History of cost of living allowances 4
paid by the East African territories
since the 1947-48 Cormission

108, The following teble sets out the cost of living

allowances paid to public servants in the various territories

of East Africa from time to time, together with the latest
published figure at which the Wage AdJjustment Index stood
prior to each relevent date, The history of the cost of
living allowances paid to the servants of the East African
Posts and Telecormunications Administration and the East
African Railways and Harbours Administration are set out
in paragraphs and under the ghapters dealing
with these administrationse As has already been stated,
the base of the Wage Adjustment Index is lugust, 1939 = 100,
and at the time of the 1947-48 Commission's investigations
it stood at 1635,

In the case of some administrations in East Africa the’
existing allowances are referred to as temporary allowances
and not as cost of living allowances. We have, -however,
throughout this Report referred to them under the generic
title of cost of living allowances. -




(a)

(£)

(2)
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OF COST OF LIVING ALLOW !NCES

RINGE OF SLALARY

(1) On first £300 pe2.
(ii) On next £350
(iii) On remainder

(1) On first £100 p.a.
(ii) On next £200
(1ii). On next £350

(iv; On remainder

(1) On first £70 peae
(ii) On next £30
(iii) On next £200

(iv) On next £350

(v) On remainder

(1) Salary £210 pea. and under
on first £70 pe.a.
on next £140

(ii) Salary £210 p.a. and over

(1) Salary £210 p.a. and under
on first £70 pea. g
on next £140

(11) Salary £210 p.a. and over

(i) Salary £210 p.a. and under
on first £70 peae
on next £140 p.ae.

. (11) Salary £210 p.a. and over

1) Salary £210 p.a. and under
on first £70 p.a.
~n next £140 p.ae

(ii) Salary £210 pea. and over

55’/

LTE

o5
1%
B
Ble/f
20%
107
5
40%
3%
20
10%
70

Nt e AN, LA A A

45%
15%

25%

55%

1747
307

6%
15%
307

60%
17%%

MAXTMUM ~ WITH EFFECT FROM

£150 peas  l.1l.51

£160 Pele l- 7e51

£16O p.a. 1.12.51

£25O Pelle lo l. 52

£300 Peae 1.8.52

£300 Pe e 1:-05. 53

£350 Pele 1.8.53

WAGE ADJUSTMENT INDEX

194

204

209

214

224

233

235
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II - TANGANYIKA RANGE OF SALARY, ATE MAXTMUM WITH EFFECT FROM  WAGE ADJUSTMENT INDEX
a) on all salary 15% £150 peae 1.1, 518 194

by " @ # o 20% . £200 Pee 1.7.51 204

g) ¥ ® B - o 236 . . £250 Peale ‘Lol BT 214

(@) w o " , Co 30 £300 Pea. 1.8.52 224
(e) m » L 3Fh - £350 Peaie 1+8.55 235

III-UGANDA = as in Tanganyika.

IV-ZINZIBAR - |
(2) 1) On first £300 p.a.  20% ' ST _
ii Cn next £350 p.a. 156  £200 peas 1.1.51 194

(iii On remainder. . ° 10%

(b) (1) g1 first £300 pea. 255 ,
(41) ., (n next £350 Pele 20% £250 Dacle 1.5.52 21y
(iii) On remainder 15%

(¢) (1)  On first £300 pea. 305 ) £300 pecie © O 1.1.53 229
(i1 On next £350 Pecte 25 :
(144 (n remainder 20%

(a) (1) Cn first £300 p.a. 355
(i1) On next £350 p.a. 3 £350 Peae - © - 1.9453 236
(1ii On remesinder 25%

VoHIGH COMMISSION

The ngh Commission, apart from the East African Posts and Telecommmications and East African Railways and Harboura
“Ldministrations paid allowances to those of their officers stationed in the three mainland territories of substantially
the same amount as those paid by the local Govermments to their own servants.

The cost of living allowances paid from time to time by the East African Posts and Telecommunications and East African
Railways and Harbours Administrations are detailed in Chapters XXVI and XXVIT,
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109, It will be noted that, in the case. of Kenya and the
High Commission, and to 2 lesser extent in Zanzibar a higher
rate -f cost of living allowance has been paid in the case
of the lowest income groups than in the case of others.

Our salary proposals have, however, been designed to cover
this, and this feature is not, therefore reproduced in our
proposals for cost of living allowance, The figures of

the Woge AdJjustment Index prepared by the High Commission
Statistical Department have been included in the case of
changes in the Zanzibar cost of living allowence although,
as previously explained, they are not strictly relevant,

It will further be seen that the Zanzibar Govermment has,
since the beginning of 1952, lagged behind the mainland
Governments in the natter of cost of living allowance; but,
as we have stated eorlier, we accept the view that the

cost of living is not likely to be less in Zanzibar than

on the mainland. '

110. We should add that we were consulted, while in
East Africa, in regard to the raising of the cost of

living allowance to 355 with a ceiling of £350 per annum and
gave our full support to the increase.

General assumptions in the matter of level of emoluments

111, In arriving at the general level of remuneration
Which we recommend for the future we have had to take into
account numerous factors, such as the emoluments offered

by commercial firms in Bast Lfrica and, in the case of
officers recruited from outside the East African territories,
the emoluments offered by the Govermments of other Colonial
territories and the desirability of providing for non-racial
scales of salaries. We have, however, acted on the

general assumption that the overall level of emoluments
recommended by the 1947-48 Cormission, and accepted by the
various Governments at the time, was then adequate; and ,
subject to the other considerations referred to, our
recommendations are based on the rise in cost of living
since the end of 1947 In other words, we have not
attempted to go behind what was accepted as a result of the
recormendations of the 1947-48 Commissione

15 We would also invite attention to the view
expressed in paragraph 69 of the Report of the 1947-48
Cormission, namely, that the two major wars of the present
century have to be paid for, which is a further reason
for not attempting to go back to the purchasing power of
the salaries which obtained in 1939. We think, however,
that it is only fair to the public services to add a note
of warning that this consideration should not be pressed
too far in fixing the general level of their remuneration,
Otherwise the result can only be a discontented and,therefcpe,
inefficient Govermment service.

/Question
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Question of consolidation of existing
cost of living allowances

113 We refer separately where necessary to the
impact of increased costs on individual classes

of the public serviee e.ge the minimm emoluments
necessary for the lowest grades of monthly-paid
employees living under urbanised conditions. In this
Chapter we are concerned with the general levels. of
remuneration of public servants, considered on the basis
of our assumption that the general levels of remumeration
recommended by the 1947-48 Commission were adequate

at the time. This irmedistely raises the issue
whether the whole of the cost of living allowances

at present paid should be consolidated into salary, or
alternatively, what proportion of those allowances
should be so consolidated.  Beyond repeating that a
decision would present no difficulty if an accurate
forecast of the future trend of prices over a period

of years were possible, we do not propose to reiterate
the arguments in favour of various possible courses
which exercised the minds of the 1947-48 Commissien and
are set out in paragraphs 154-156 of their Reporte

In the case of recent Colonial salaries revisions,

only in the case of Northern Rhodesia has a non-
pensionable cost of living allowance been recommended
in addition to salaries to provide for the possibility
of a fall in the cost of livinge Further, the

Nairobi Wage Adjustment Index continues to rise,
although there are signs of a flattening curves  Thus,
while this index, which stood at 194 in December, 1950,
had advanced by 35 points to 229 by December, 1952, it
had only advanced to 237 by December, 1953 These
factors would, however, secem to lead to the conclusion
that the present cost of living allowance should be
consolidated in fulls &n the other hand,it is
undoubtedly true that the rising trend of the cost

of living in East Africa has, in considerable measure
been due to the increased cost of imports brought
about by world conditionse Future developments in
world conditions are impossible for us to forecast, but
it does not seem to be beyond the.bounds of reasonable
possibility that, if the present state of intermational
tension ceases and the energies at present devoted to
armaments can be released for the production of consumer
goods, world mrices will fall, There is also the
possibility of a general recession of trade which would
have the same effect, With these possible developments
in view fherefore, we have come to the conclusion that
it would be unwise to recommend that the whole of the
remuneration which we consider necessary for the

cpublic services in present circumstances should be made

pensionable, and,therefore,almost impossible to reduce,
but that 107 of that remuneration should be left
floating as a non-pensiondble cost of living allowance, .
Since this 10% is a percentage of the new total
remuneration the effect of this, where the new total
rermuneration is exactly 1357 of the previous pensionable
selary, is that 22,77 of the former salary will have
been consolidated and 12437 left floating.

/114 It
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114, It is perhaps worth while emphasising here,
at the risk of repetition, that this cost of living
allowance which we recommend is merely a buffer against
the possibility of a general fall in prices in the future.
T+ is not intended as compensation for a rise in the cost
of living since we forrmlated our recommendations for
basic salaries; and,as we have already stated, in formulating
these recommendations we have taken into account the fact
that certain administrations have in the past paid higher
‘rates of cost of living sllowsnce to the lowest paid groupse
While, therefore, the cost of living remains at its present
level, there is no grawnd in our opinion for suggesting
that a higher scale of cost of living eliowance should
be paid on the basic sslaries that we recommend for the
future to the lowest paid gradese

Ceiling on cost of living allowances

115. During the course of hearing evidence we received
a great meanv representations to the effect that the operation
of the maxima in the present system of cost of living
allowances was wnfair, and that the present percentages

of salary paid as cost of living allowances should be
applied to all salaries without limit. The effect of

the present maxima in the mainland territories is that the
~cost of living allowance does not increase after an officer
has reached a salary of £1,000 per annums In Zanzibar the
maximum is at present reached at £1,210 per annume We
agree that the effect c¢f the maxima has been to reduce
relatively the financial advantage of officers on the higher
ranges of salary and thereby to detract from the reward

for acceptance of promotion in the service and the
undertaking of greater responsibility. We hold strongly
the view that promotion and consequent acceptance of higher
responsibility should be rewarded by a substantial increase
in salary. On the other hand, the very nature of a cost

of living allowance implies that it is intended to compensate
for the increased cost of essentials for a normal and

decent life, and it woulcd be clearly impossible to hold_ that
in orcder to achieve this end in the face of rising pricés
the same percentage of salary would be required for the
hipghest paid as for the lowest paid officer.  PFurther,

in the United Kingdom, in accorcance with normal practice

in the British Civil Service, pay addition not only ceases
to increase in proportion to increase of salary in the
higher ranges but is actually extinguished at £2,100s We,
therefore, accept the principle of a ceiling for cost of
living ellowance, but consider that the discontent which
exists at the operation of the present ceiling arises from
the fact that the proportion of cost of living allowance

to pensionable salary has become very high. Ify, in future,
it should in the event turn cut that the rise of cost of
living is such that (other than for a purely ephémeral
reason) it is necessary to pay on the pensionable salaries
which we now recommend a cost of living allowance which
amounts to a very substantial proportion, say 284, and

there is no likelihood of a considerable fall taking place
in the foreseeable future, consideration should be given

/to an



464

tn an overall increase in pensionable salaries which
would have the effect of reducing the percentage
payable as a ncn-pensionable cost of living allowance,
We also see no reason to impose a maximum cost of
_living allowance which comes into operation at an
arbitrary point on the senior officers! time scale.
We, therefore, recommend a ceiling of £162 per annum
cn cost of living allowance, which means that it will
come into operation at the top of uar A, B and C
Scales, account being taken of the inducement addition
at that point. In determining our salary scales above
this point, we haven taken int account the fact

that under cur proposal the cost of living allowance
at these levels will only be paid up tc a maximum

of £162 per annum although tHis does not mean that

the whole of what would otherwise have been paid

as cost of living allowance has been automatically
consolidated into pensionable salary.

Method of providing for future
changes in the cost of living

116, In paragraph (vi) of our terms of reference
we have been invited, in making our recommendations,
to pay particular regard to a method for providing
for further changes in the cost of living. In the
course of receiving evidence it has been frequently
suggested that cost of living allowance should be
automatically linked to 2 cost of living index. We
have no hesitation in rejecting this suggestion,
particularly in developing territories, since
development expenditure itself, both public and
private, may, by increasing the monetary supply without
a corresponding increase in the short run in production,
cause price inflatione While, from the point of
view of the public servent, a linkape between the

cost of living index and a cost of living allowance
might work reasonably well during a period of

rising prices, it is difficult for a salaried employee
to adjust his expenditure to a reduction in '
emolurients,and reascnable stability in his remunerat-
ion is clearly desirable. Purther, the pattern of
expenditure of a cormunity is continually changing

at the various income levels, and this is likely to

. be particularly marked during a period of violent
alteration in prices. No cost of living index is,
therefore, likely to remain for long a true criterion
of what would be a fair level of emcluments for any
particular grade of  public servants, Again, this
suggested system of automatically linking remuneration
with a cost of living index has been tried in the
United Kingdom, where the community is homogeneous,
and was abandoned as unsatisfactory (a). Tt is

even less likely to be satisfactory in a multi-

racial cormunity, where some price changes at any
given period may affect one section of the public
service more than others and may be more likely to

be permanent than other price changess

117, We can, therefore, do no mbfe than suggest

/that

(2) Report of the Royal Cormission on the Civil Service, 1929-31

(Cmd. 3909), paras 528-348,
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that = indices should be maintained for the higher and
lower income groups by the High Commission Statistical
Department on an East African basis, and on principles to be
agreed upon by the administrations concerned, for the

_purpose of the consideration of cost of 11v1ng allowances;

and that,whenever a rise or fall of five points has occurred
in one or other of these indices, a meeting of senior
representatives of these administrations should be immediately
convened by the Administrator of the High Commission to
discuss and, if at all possible, to make an agreed
recormendation to the Governments and to the High Commission
on the action to be tekene For this purpose we suggest
that the lst January, 1954, be taken as the base date for
the indices to be used for the consideration of any future
veriation in the cost of living allowance which we have
recormendeds We emphasise the necessity for speed in
convening meetings to discuss the action to be taken after

a substantial change in the cost of 1living has become
evident; much of the prevailing discontent in the public
service regarding the action taken by the Governments in

the face of rises in the cost of living has resulted from
the time lag that has sometimes occurred betweeir these

rises and the implementation of decisions to award increased
cost of living allowances to meet them. We would also
stress the need, whenever possible, for uniformity of .
action in the various territories in this respect. While
we recognise and entirely accept the constitutional

position that final decisions on the remuneration of the
public service rust rest with the Government and

Legislature of each separate administration, we would urge
with all the emphasis at our command that, unless there

are very special and compelling reasons why the general
level of remuneration should be different in one East
African territory from that in the others, differences of
opinion on this matter which are merely arguable should be
abandoned in favour of the opinion of the majority. To

do otherwise, on the mainland at least, puts the High
Commission, which has establishments in all three territories,
in an impossible position, and can in general only lead to
discontent in the public service of the territory or
territories where emoluments lag behind.

118. This recommendation cannot, as it stands, cover the
case of the Zanzibar Protectorate where, as we have stated,

no cost of living index is maintainedes We consider that the
Zanzibar Government should either agree to accept for this
purpose the movements of the East African index or indices
which we have suggested, and take part in the discussions

as to the action to be taken, or should request that the

High Commission Statistical Department be authorised to examine
the position in Zanzibar statistically and, if necessary,
prepare a separate index for that . territory. While we
appreciate that financial considerations must play an
important part in determining the amount of cost of living
allowance to be paid, the present position whereby, with

no cost of living figures to support its decisions, the

level of cost of living allowance in Zgnzibar sometimes
exceeds and sometimes falls below the level paid on the
mainland, is not satisfactory from the point of view of

the Zanzibar service.

/119, It
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119, It should be noted that we do not recommend
that the cost of living allowance paid to public servants
should vary in accordance with marital status and family
commitments, although we have in paragraph

touched upon the question of education allowancesin

the case of officers educating their children in the
United Kingdom, We believe that the proper principle

is that an officer should be paid for the work he does

and not in relation to the size of his familye. In

formulating our scales of remwmeration we have,

however, taken into account the fact that most officers
are married and have families, and we have made provision
for the expenditure arising therefrom, apart from the
special case of educational expenditure in the

United Kingdom,
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CHAPTER IX

THE SUBCRDINATE SERVICES

The present position

120 The Zast African Administrations employ, spread over
practically all their departments, a vast number of monthly-paid
persons, e.g. office messengers, watchmen, boatmen, water guards,
cardeners, hospital orderlies etc., whose posts are often not
separately itemised in the Estima®es of Expenditure but are provided
under a block vote with some gensric title such as 'Minor dmployees'.
These are all rsgular and permancnt, though not pensionable employees
of the administrations, as distinct from a further large number of
temporary and daily-paid employees with whom we are not concerned zs
they fall outside our terms of refercnce.

121, The 1947-48 Commission did not deal in detail with the
rates of remuncration to be attached to the former grades, out
recommended that the Govermments should examine them with a view to
increases being given in line with thos: recommended for the more
highly paid posts, and that these increases should be consolidated
with the basic salaries then paid,

122, As is to be expccted, conditions and modes of life

vary so much within the East African territories as a whole, and
within each territory except possibly Zanzibar, that there is no
overall uniformity in remuneration for these classes of employses.
Their scalcs of pay vary according to the type of work on which they
are employed and the district in which they work, and the usual
practice has been for the Govermments to lay down pattcrns of
remuncration and for the actual scales payable for any particular class
of work to be settled locally within these patterns., A further point
to be continually borne in mind is that, although all thesc typss of
employces are usually classified under a generic term such as minor
cmployees and arc paid on authorised salery ranges, they in fact
represent widely differing fields of employment which have no connection
with each other, and the conditions under which they work arc quite
incomparablo. Por example, whilc an office messenger in an urban

arca may work ordinary office hours, the gardener in an outstation
works entirely different hours and a boatmen different hours again.
iany of them are probably not much, if any, more than half-time workers
who have ample opportunity to cultivate their own holdings if they so
desirc, It is, therefore,quite inappropriate to consider eithsr the
present salary ranges or the proposed ranges which we recommend as the
salary scale of & service, the members of which will progress from
bottom to top by annual increments. They are not, in fact, intended
to be more than a salary pattern into which a large number of posts of
an almost inconceivably diverse nature will be fitted as may scem
appropriate.  We should also perhaps add, for the benefit of the
reader who is unacquaintced with African conditions, that,while salarics
at the lower levels of the ranges may appear very small by comparison
with Europecan standards, they are in the outstations generally
supplemented by what is grovn by the cmployce or his family on the
family holding, and thc sSubordinate Govermment employce in such
circumstances is generally substantially better off than his fellows who
earn no cash wages at all. Ve roceived, therefore, no evidence thet
the services of minor employees were difficult to obtain at present wage
levels,

123, in Kenya, Minor Employecs are at prescnt paid on an
appropriate scgment of a long scale running from Sh., 15 a month to
3h. 100 a month, divided as follows:-

/Segment V:
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Segment V: Sh,15(24) x 1 - 24 x 2 - 38(61) a month
" IV: Sh.40(64k) x 2 - 50(80) a month
" III: Sh.52(83) x 2 - 70(112) a month
" II: Sh.72(115) x 3 - 90(14k) a month
" I: Sh.90(144) x 5 = 100(160) a month

A cost of living allowance of 60fk is paid at present throughout
the range of these segments, and the figures in brackets after

the minimum and meximum of each segment represent the present total

wage at those points, Segments are assigned to the various types
of minor employees in each district by the District Commissioner
after consulting the Wages Co-ordinating Committees where they

exist, and the results are reported to the Secretariat for purposes

of co-ordination. ‘e understand that Segment V is only used in
remote areas and that, therefore, the minimum generally employed
is, inclusive of cost of living allowance, Sh.6k.

12k In Tanganyika, the Subordinate Service scales run
as follows:-

Group III: Sh.20(27) x 1.50 - 47 x 2 = 67(90) a month
v II(b): Sh.70(95) x 3 - 82(111) a month
" II(a): Sh.82(111) x 4 - 102(138) a month
" I: Sh.82,50(111) x 4 - 102.50(138) a month

A cost of living allowance of 35 is paid at present on all
salaries of this level, and the figures in brackets after the
minimum and maximum of each group represent the total wage.

The entry points into Group III are fixed by the Provincial
Subordinate Service Committees for different types of employees
in the various areas.

125, In Uganda, the Employees Division consists of the
following grades:-
Grade X: Sh.22(30) x 2 - 60 x 4 - 8:(113) a month
"oIX: Sh.24(30): 30: 36 x 2 = 60 x 4 - 80(108) & month

" OVIIT: Sh.b4(59) x 2 - 52: 57 x 3 - 72 x 5 - 97:
102 x 6 - 120 x 7 - 148(200) a month

" VII: Class ITI: Sh.65(88) x 5 - 90(121) a month
Class II: Sh.96(130) x 6 ~ 120(162) & month

Class I: Sh,127(171) x 7 - 148(200) a month

" VI Shoik(59) x 2 - 60 x 4 - 80 x 4 - 96(130) & month
"oV Sh.65(88) x 5 - 90 x 6 - 120 x 7 - 148(200) a month

A cost of living allowance of 35: is paid at present on all

/salaries
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| salaries of this level, and the bracketed figures aftcer the

minimum and maximum of each grade represcnt the prescnt total wage.
Instructions regarding thc grades (and also the maximum salaries
within them) which apply to each category of posts are issued from
the Secretariat the points of c¢ntry are decided in each case by
tho Head of Departmont or the District Commissioner, and in the case
of Grados IX and X arc also governcd by the kinimum Wage Ordinance
wlore applicable, and by current market rates.

| 126, In Zanzibar there are six scales which are tormed

Rangc Scalcs, Range I rising to a maximum of ©2280(378) per annum,

The first four are covercd by our proposcd E Scales and the following
remains -

Range VI: Sh.60(81) x 1.66 - 100(135) a mont
" V: Sh.100(135) x 2,50 - 125 x 2,50 = 150(203) a month
A 356 cost of living nllowance is alsco peid at this level in

Zanzibar but thoere is no variation on account of local circumstances
in the salarics paid.

General policy

127. As rcogards the goneral level of salarics of subordinate
cmployces, we camc across two schools of thought during our visit to
Dast Africa, the first buing that, owing to the rclatively low output

ol employccs at this lcovel, the prescnt salarics were as nuch as should
be paid, and that incrcascs in pay should aweit an increcasc in
cfficicncy. The other school considered that an incrcasc in efficicncy
could herdly be expected if wages romainced at their present lovel,

and that, if wages were incrcascd, an increasc in efficicncy would
follow, sincc cmploying officers would be more careful to terminate the
scrvices of thosc who werc inefficicnt and to replace them by morc
cfficient, and possibly fower, cmployces. Although we hopc that an
increasc in romuncration will not lead to a drastic rcduction in
ciaploynent and that, for their part, employecs will rcspond to higher
wages by increasing their cfficicncy, we are convinced that the

| renuneration of the lowest prid grades of Gove.mment employces should

L be increascd

Housing of subordinate vmployces

128, It is nccessary at this stage to refer to the housing of
ninor cmployecs - Only 2 minority of them are provid.d with Govermment
querters ond, where they arc so provided, no rent is charged. In Kenya,
a rent allowance is paid to those who are not provided with quarters and
WEO do not live in their ovm homes in a rescrve adjecent to their place
of work. In Ugonda, & ront allowance is paid in urban arcas to thosc
sdnor cmployccs not provided with quarters who work outside their ow
provinces. If they viork within their own provinces no rent allowance

is p?id whether they pay rent for their quarters or not. In Tanganyika
Zanz;bar and the rural areas of Ugends, quarters, if available, arc ’
provided free of rent, but, if no quarters arc available no rént
c¢llowance is peid. ’

1%9. Ve propose that, in future, there should be twin patterns
ol ronuncration, one appliceble to thosc provided with Goverrmont
quarters and the other to those not so provided, the two patterns
differing by an amount of Sh.9 a month (8h.9.90 when cost of living

allowanco_at the rate of 10: of salar, i: taken into account) at the

/m‘ ° . .
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ninima and maxima and ecach intervening point of the two patterns.
e do not rccommend that any differentiation should be made betwecn
persons who work in thoir own provinces and those who do not or,
subject to our rcmarks below regarding particularly cxpensive arcas
wherc a ront allowance may still be necessary, between those who
live in their own homes in an adjacent reserve and those who do not

do so; in our opinion, the solc criterion for the use of the two

patterns should be whether or not the employce is provided with ‘
Government quarters.

130. We should mention here, although it follows from what P
is stated in the proccding paragraph, that we do not recommend that,
at this level of the public sorvice, an attempt should be made, as
we recommend in Chapter XXIII for the higheor ranges, to fix the
rental of the quarters provided in any particular case by refercnce
to thelr sizc or amcnitices., ¥e consider that a flat differential
of Sh.9.90 a wmonth does substantial justice, and that it is not
worth the work and trouble involved in Establislment branches as
well as in the Public Works Departments and in the departmonts of
the subordinates concerned, to attempi to bc morc exact. As we
have stated in Chapter XXIII. we do not think that an admin stration
should assume any general liability to provide quarters solely for
the use of its employees, although it may be necessary to do so in
the casc of certain institutions or certain remote places. Where
they ere so provided in future, the adninistratiorswill no doubt
ensure thet they are of an adequate standard.

Yhe winbiaum-salery of the Subordinate Scrvice

131. This having bcen stated, however, conditions in East
Africa vary so much that it is extremcly difficult, if not impossible,
to lay down what the minimua salary of a regularly employed monthly-
paid public scrvant should be. Public servents should not become
o privileged claess, and regard must, therefore, bc had to the wages
paid for comparablc cuployment outside Government service, though
we think that at this level of cumployment Government should be in
the lcad. On thc other hand, we are dealing with persons in
regular monthly-paid cmploymont and their remuneration should

not, in our vicw, bc bascd on o minimum wage formula. Agein,
conditions in largc tovms, vhore labour is gradually becoming
urbanised, arc vastly difforcnt “rom those in rural areas, wherc
the cash wage is supvicricnted by food grown on land holdings.
Finally, 1t has boen the traditional custom in East Africa to

lock upon wages as what arc nccessary to mcct the nceds of the
worker himself, since his femily normelly lives on the holding. %
Thilce the habits of the country are, no doubt, changing in this
respect, the change will first take effect in the large towns (to
which we will revert later), end we do not think it necessary to
make full allowance at present for this change in recommending a
gencral level of minimum remuneration throughout the territories.

132, . Having token all these factors into consideration, we

have come to the conclusion that Sh.60 a month is the right minimun

for our proposcd salary scale range for subordinate cmployces provided
with Goverment quarters in the normal outstation ¥ith our sqggog?od
cost of living &llowance of 10:, this prcoduces a fota wags pack&ét o
Sh.66 2 month. If quarters are not provided, these figures become, |
under our proposals Sh.69 and Sh,75.90 respectively. It is not 1
possible to support them by a detailed cost of living analysis, On :
the basis of the cash purchase of all requirements, they are too low “ |
but, as W have alrcady stated, wages in Bast ifrica are normally |
supnloricnted by vhat is grown on the workers' hold?ngs. Qn the other ‘
hana, the figures may be criticiscd as being too high, having regard

to what are generally, in fect, the workers! cash needs, and the

/oenercl level
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general level of wages now being paid. We can only say that
any figure that one might choose would be open to criticism from
one angle or the other, and that the one that we have chosen
provides what, in our view, is a proper mean.

The minimum in very remote areas

155 Even these figures, while generally suitable, in
our cpinion, for outstation circumstanccs, will probably be too
high in some very remote areasif the public servant is not to
become a privileged class; we should see no objection in such
places to the minima being lowered at the discretion of the
administrations concerncd. But we would put in a plea that
this power, while wc agrece that it is necessary in some areas,
should be uscd only sparingly where it is clearly proper to do
so, and that it should not bc uscd to depress the minima of our
subordinatc employces' range generally. In any case, the samec
differentiation should, in our opinion, be meintaincd between
the pattern for those provided with Government quarters and thet
for thosc not so provided.

The maximum salary for the Subordinate Scrvice

135k, Heving dealt with thc minima of our subordinate
employces' ranges, it is nccessary briefly to discuss the maxima.
As will be sevon from paragraphs 123 - 126, the maxima of the
present ranges vary considerably among the different territorics
and, in Ugenda and Zanzibar (Range V), rise to Sh.200 a month
or mor¢ in totel remuneration. Ve think, however, that, when
it becomes nccessary to pay a subordinate employee a basic
salary of as much as Sh.200 a month, he has reclly ceased to
beclong to that category and should be absorbed into our E Scales
with the opportunity of becoming pensionable; we, thercfore,
think that it will be sufficient if our subordinate cemployees'
ranges risc¢ to maxima of Sh.189 and Sh.198 a month for those
provided with Government gquarters and those not so provided
respectively, giving, with the addition of cost of livirg
allowance at 10%, total wage packets of Sh.207.90 and Sh,217.80
a month respecctively.,

L&

Proposcd basic salary ranges for the Subordinate Scrvice

135, BaseC on these considerations, our suggested
salary rangcs for subordinate cmployees, cxcept in Zanzibar,
arc as follows:-

“jthout quarters: Sh.69(75.90) x 3 = 93 x 450 - 120 x 6
- U x 9 - 198(217.80) a month

6
w3 " Sh.60 66) x 3 - 8, x 4.50 - 111 x
sk = 1%5 x 9 - 189(207.90) a month

Troatment of ranges for purposes of superannuation

136. Ve would add that, where an employee is on the lower
"with quartcers" range, he should, for purposcs of superannuation
bencfits, be deemed to be on the corresponding point on the higher
"without quarters" range, since, prosumably, his cligibility for
frec quarters will not continue to exist after retirement.
Further, any such employee who, at any time during his career
ccases to enjoy the privilege of free quarters, should be

/automatically
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automatically transferred to the corresponding point on the
higher range and vice versa.

Treatment of ranges for purposes of rent
or hou.ing allowance

137. It also follows from our general approach to this
problem that, where an employee is in receipt of a rent allowance
designed to cover the full rent of accommodation, this rent
allowance should be added to a salary on the inferior range-

but that, in order to prevent his being worse off than his
fellow employee with no quarters or rent allowance who is paid
on the higher range, there must be a proviso that his total
remuneration should not be less than it would have been if he had
been paid on the higher range. The effect of this will be,

if our recommendations are accepted, that no rent allowance

will be payable unless it exceeds Sh.9.90 a month; but that, if
such a rent allowance exceeding Sh, 9,90 is paid, e.g. in Nairobi,
it should be added to salary on the lower range but will not, of
course, carry any cost of living allowance.

Segmenting of proposed ranges

138, It is perhaps as well, bcfore leaving the question
of the remuncration of subordinate cemployces in other than

the morec expensive (and generally urban) aress, to restate what
we have already statcd in paragraph 122 at the beginning of this
Chapter, i.e. that our suggestcd ranges are not intondcd to be
scales up which all employccs would travel from the minimum

to the maximum, They arc intondcd only to be patterns into
which the administrations will, at their discretion, fit the
various grades of subordinatc employce as regards both their
minima and their mexima. e would, nevertheless, suggest for
the consideration of the administrations that tho sogmenting of

the ranges which will result from this process should be far
simpler then the presont structure, e.g. in Ugenda; in our

view, not more than four or possibly five segments should be
roquircd, the segments being linked together for various grades,
where nccessary, as we have donc with our A, B, C and E Scales.
Turther, in order to sccure uniformity between the territories,

we would suggost that the scgmenting of the ranges should be
agreed betieen the Zstablishmont Officors of the various
territories in order that tho samc segments may oxist in

cach., It would also be dosirable, in our view, vhat the allocation
of segments to, at least, the larger and more commonly uscd grades
of subordinate omployces should be agrecd among the Establishment
branches in order that a gencral level of uniformity may exist in
the rates of remuncration paid in the various territories.

Treatment of urban and other specisl areas, if any

139, We now come to the areas in which the cost of living
is especially high for this type of omployecc. Zxamples which we
have particularly in mind are the urban arcas of Nairobi, liombasa,

Dar es Saleeam and Kempala; but the Govermments may, if they adopt
it, wish to extend the remcdy, which we suggest and which we torm a
"local allowance", to other urban arcas, and also to some non-urban
arcas if the circumstances warrant that course.

/140, Shortly after



140, Shortly after our arrival in East Africa wc bocame
improssed with the obvious fact that a fully urbaniscd minor
employec at the lower levels, who has to purchasc his food in

an urban area, must find life for himself and his family far morec
difficult then his fellow in an outstation, most of whose food is
crown either by himself or his femily on his holding. e

cmphasise this becausc inability to supplement wages by the growing
of' a large proportion of thc food required by the employce and his
family has becn throughout thc basis of our thinking in cevolving

our proposals for a local allowance. Thesc proposals, thereforc,
do not form any ground for claiming a specially increcascd cost of
living allowance for Govermment cmployces generally who work in urban
areas, nor do they affect any rent allowance which the Governmeonts
may think it cquitable to pay to cnable employees in ccrtain arcas to
find accommodation for themselves.

141, While the problem is obvious, the remcdy is not nearly
so clear, since many, but by no means all, workers in urban areas at
this level actually still live or kecp their families in the rural
areas and can, thereforc, producc nuch of the food recquired. To
attempt to securc precise justice, therefore, it would bc ncccssary
for the administrations to engquire into the domestic circumstances

of all the subordinate cmployccs working in the arcas to which we have
rcferred in order to discover vhether they were, in the full scnse,
urbanised or not. Ve think that it will bc agreed that this is
impracticable, for, apart from the enormous labour involved and, no
doubt, the reluctance of persons to have their domestic circumstanccs
too closely enquired into, the circumstances of individuals are
continually changing. The process of investigation would, thercefore,
be continuous end never-cnding. In vicw of this, we scc no solution
cxcept to make the allowance at the rates we rccommend payablce to all
cmployecs who fall within the salary levels conccrned, and whosc
place of work is within any area in respcct of which the Government
may dircct that the local allowance is payable, c¢.g. the city of
Nairobi. This nccessity has, however, forccd us to compromise in
recgard to the amount of the allowance which we rccommend, with the
result that,while it will, we hope, mcet the csscential needs of the
lower paid subordinate cmployces living in these arcas, it is not

so high as we should have rccommendcd had we becen dealing with a
completcly urbaniscd population,

The Carpentor Committec in Kenya

1,2, “hile we werc in Bast Africa a Committee on African
wages and conditions of employmcnt was appointed in nenya under the
chairmenship of Mr. F.VW. Carpentoer, the Labour Commissioner. We have

not, at the time of writing, scen the Report of the Committee, but have
had the advantage of studying a sumary of its proposals. The
Cormittee dealt with statutory minimum wages in urban areces; and, as

we have already stated, since we are dealing with regular and permanent
employcees of Govermment, we think that the lowest point of their salary
range should be substantially above what may be calculated on a minimum
wage formula, The Committee's conclusion was, howecver, that "the
calculation of the minimum wage on the basis of our proposcd formula,

and using the prices ruling in Nairobi at December, 1953, gives a

figure of Sh.69 per month, while a housing allowance bascd on the average
rconomic rent of a bed-space in the Nairobi African locations would be of
the order of Sh,12 per month". %e are not, at the moment, concorned
with the housing allowance; but as regards the minimuz wage the
Cormittee went on to recommend that their new minimum wage formula

/should be introduced
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should be introduced with effect from lst January, 1955, a flat
increase of Sh.10 a month being meanwhile given on all existing
minimum wage rates. e understand that thesc proposals have been
approved by the Legislative Council of Kenya. ‘e have, therefore,
felt justified in taking a minimum wage of Sh.69 a month as. the
floor on which to construct our proposals for the payment of local
allowance., Casual employees of the Government in Kenya arc, at
present, paid the minimum wage plus Sh.3 a month fer the first
three months of their employment, and, thorcafter, are subject to
a further increase of Sh.5 a month, bringing their wages to

Sh.8 a month over the minimum wage. This addition would bring the
totel monthly wage of casual empluyees to Sh.77, but, in our view,
the commencing salary for employees regularly and permanently
employed in the urban areas should be somewhat morc than this.

The minimum of the scale of proposed
local allowanccs

43, Yhat the addition should be is, no doubt, a matter

of opinion; but, at prusent, when the minimum wage is Sh. 5z.50

a month, the bottom of Segment IV, which is, in effect, the bottom
segment of the Kenya Minor Employcos' scalc in usc in urban areas,
is, with cost of living allowance, Sh.6k If the same proportion
is applied to the new minimum wage of Sh.69 the result is Sh.8L4.10.
Undsr our proposals, cost of living allowance is also payable on

the locel allowance in order that, should there be any substantial
rise or fall in pricc levels, the local allowance can bc adjustcd
along with salary. ¢, therefore, proposc a total of salary and
local allowance of Sh.76 at the bottom of the subordinate

employces' range. This, with cost of living allowance at 10k, will
amount to Sh.83.60, which is as near as we can convenicntly come

to the figure of Sh.84.10 mentioned above.

. 3ince this calculation has taken no account of house
allowance, and since the lowest point of our subordinate employces'
"with quarters" range is Sh.60 a month, we have recommended

Sh,16 a month as tho local allowance to be paid at this point.

YWith the Sh.12 house allowancc recommendcd by the Carpoenter Committes,
the total wage packet will be Sh.95.60 a month at tho bottom of the
range.

145, These arsuments apply, of course, only to Kenya, but,
Trom the enquiries that we have made, we doubt whether therc is any
supstantial differonce in the cost of living for Government employees
at this level in the urban areas of the four territories which fall
within our purview, and conversations with senior Govermment officers
have confirmed that remuneration of this order for regular and
permanent employees in urban areas is not unrcasonable,

The maximum of the scale of proposed local allowance
and proposals for tapering etc.

146 go far as the maximum of the scale of local al}ggan%e 1;6
con;erned, we econsider that it should have ceas§d tonbg pZiban;umyat

©ime that basic salarv reaches Sh,150 a Tonth, i.6. a91 gion et 25

the bottom of our 76 écale.‘ If, therelore, our assun%ordinate

should amount to Sh,T6 a monthat the minimum of_our.zumgrely -
services range is corr ct, the proble? that ?cmalzi i e et

it down as basic salary increases. i) conéldor a B el o LY
;y 50 cents for every Sh:3 incrementdig h;;li zgl?iz’eviry éh.6 e omont
?ﬁ:%;22c122§22;nt l?tb2212122¥5§yn22 nsiessary to provide for local
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allowance below the minimum salary of Sh.60 since, if our
recommendations arce acceptcd, salary will only bc paid beclow
that level in areas where the cost of living is too cheap to
Justify that salary.

Proposals for the remuneration of the
Subordinate Service in tabular form.

7. In tabulated form, therefore, our proposals for the
ranges of remuneration of subordinate employees are as follows:=



Basic without

quarters

Sh.” Cts.

per month

69
72
75
78
81
S
87
90
93

97.50
102
106. 50
111
115, 50
120
126
132
138
e
153
162
171
180
189
198

(75.90)

(217.80)

Basic with

quarters

Shi. ts

Por nonth

60
63

66

69

72
75
78

81

8l

88, 50

93
97.50
102
106. 50
111
117
123
129
135
W
1535
162
171
180
189

(66)

(207.90)

Local allowance

Ehl

16
15.50
15
14,50

RV

! Cts
por wonth

13.50

1

5

12.50

1
1

10

=]
e W

2
1

£ O\ o\

°
U
o

50

Total without

quarters
Sh. Cts.

per month

85
87.50
90
92. 50
95
97.50
100
102, 50
105
108. 50
132
115.50
119
122,50
126
130. 50
155
139.50
1,
153
162
171
180
189
198

(93.50)

(217.80)

Total with
“guarters
por month

76
78. 50
81
83. 50
86
88, 50
91
93. 50
96
99. 50

103

106,50

110

113. 50

117

121,50

126

130,50

135

14

153

162

171

180

189

(83.60)

(207.90)
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148, /e repeat that it is our intention that the local
allowance should carry cost of living allowance at the same rate as
salary, and that the same rate of local allowance should apply to the
corresponding points on the "with cuarters" salary range and the '
"without quarters" range.

149. As we have already stated, we recommend that local
allowance should be paid to Subordinate employees whose place of work
is in Nairobi, I onbasa, Dar es Salaam and Xampala. Cur knowledge of
the FEast African territories is insufficient to enablc us to judge
whether it should be applied in other arcas and we must leave this
question for the Governments to decide. It would be feasible, if it
were so desired, to apply it at half-rates in towns where the problems
of urbanisation are felt less acutely than in the towns which we have
mentioned, but we must leave it to the administrations concerned to
Jjudge whether such fine distinctions are justifiable.

Application of proposals to the
Zanzibar Protectorate

150, Zanzibar represents a peculiar problem in that, while
this allowance should, in our view, ccrteinly be paid in respect of
Zenzibar town by comparison with the mainland towms to which we have
referred, the cost of living in P-.mba is probably, if anything,
slightly higher than in Zanzibar itsclf. ¢ have, therefore,
prepared twin salary ranges for subordinate employees in Zanzibar
which reprcsent our basic ranges and the local allowance added
together, and we rocommend that these ranges be cmployed over the
whole of the Zanzibar Protectorate.

The Zanzibar ranges on this basis are as follows:-

(1) Vithout Quarters:

Sh.85(93.50) x 2,50 - 105 x 3.50 = 126 x 4,50 = 14k x 9
- 198(217.80) a month

(2) uith free Quarters:
Sh.76(83.60) x 2.50 - 96 x 3. 50 ~ 117 x 4,50 -~ 135 x 9
189(207. 90) a month
Abolition of wxisting allowences at this level

151. If our proposals in this Chapter and clsevhere for
inareased remuncration are adopted, we recommend that all other
spoclal allowances to cover the cost of food, e.g. the Tanganyika
maize allowance of Sh.5 a month paid to GOVfrnment employees in

Dar es Salaam drawing less than Sh.120 a month in basic salary,
should bc withdrawn from grades of employccs covered by our proposals.

Local allo\ence not to apply to uniformed staff
of Police, Prisons and Customs

152, Ve also recommend that local allowance should not be
paid to uniformed ranks of the Police, Prisons and Customs
Departments. In any case, the minimum of the salary scales which we
rocommend for these grades are such that they hardly come within the

scopo of our table in paragraph 147.

/153
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Conversion of cxisting cmployccs to proposcd ranges

153. It is not possible to make dotailcd rccommendations
regarding the conversion of employecs in the Govermment service to
the new ranges since we do not knovw. how our ranges, if adopted,

will be segmented. But wo rccommend that the same basic principles
for conversion as are outlincd in Chapter ZXVIII of this Report,
and which we ourselves heve adoptcd in preop:.ing conversion tables
for the higher grades of tho scrvice, should be applicd. Conversion
should first of all be made to our "with quarters" range and then,
if neither quarters nor a ront allowance excceding Sh. 9,90 a month
arc provided for thom, cmploycos should be transforred to the
corresponding point on our "without quarters" scale,
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Male -

Scale A
Scale A
Scale A
Female

Scale A
Scale A
Scale A

Learner

Male -

Scale B
Scale B
Scale B
Learner
Female
Malg_

Scale
Scale

QQ

Scale C
Scale C
Scale C

Female

Note.
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CHAPTER X

THE CLERICAL AND ANALOGOUS SERVICES

The present salary scales

The Services comprised in this Chapter are these
classified under Division II in paragreph 25 in Chapter IIT.
The present salary sceles are as follows:-

Special
I =
IT -

Special -
A
IT -

Special -
T =
IT -

Special -

&L

1T -
IIT -
v &

KENYA

L

£740(999) x£20-£800(1080)
£580

£295

783)x£20-£680 (EB)x£20~£720(972)
398)x£224 105=-£4074105(EB)x£224 105
£565(762)

£560(756 x£15—£650(877g
X£15-£370

£480(648)x£15-£540(729
£295(398 EB)x£15-£460(621)

£150(210) : £175: £200(272)

B

£450(608)x£20~-£550 745%

£390(527)x£15-£450(608

£180(247)x£10-£240(EB) x£15-£315(EB)
x£15-£375(506)

£100(149) : £125: £150(210)
Four-fif'ths c¢f the above scales.

2
£276§572;x£12—£548(470)
£154( 215) x£6-£178x£9~£187 (EB) x£9-£225
(EB) x£9-£268(362)+
£100(149) x£6-£136(EB) x£6~£172(237)
£72(115) x53-£87 (EB) x£3-£105(155)

£48(77 x£3-£60(EB)x£3-£72(115)

+ Maximum of certain posts is limited to £223(301)

Four-fifths of the above scales.

HIGH COMMISSICN

The scales follow the Kenya pattern in general.

Both Kenya and the High Commissicn have a
further scale £575(776)x25-700(945) which is
ordinarily filled by promotion from the
clerical rankse

/Tanganyika
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ANGEANYTKA

Junior Service Salary Scales

Superscale - £550(743)x20-630(851)

Executive Divisien

Special Grade - £450(600 xzc;550i745

Grade A ~ £39¢(527)x15-450(608) (PB)

Grade B - £255(344)x15~, 330(EB)x15-375(506) (PB)
General Division »

Grade I - £180( 243)x10-£240(PB)x10-270(365)
Grade IT - £100(135)x6-136(EB) x8-~144x9~171~

(231) (PB)
Grade III - £60(81)x3-87(EB)x3~96(130) (PB)
UGANDA

Local Civil Service

Special Divisioni-

Special Grade - £740(999)x20-800(1080)

Grade I - £580( 783)x20-720(972)

Grade II - £295(398)x22,10s-565(762)
Professional Division:-

Special Grade. - £420(567 xl5545o(608g

Grade I - £315(425)x15-405 546) (PB)
Grade  IT - £190( 257) x10-240(EB) x12~300(405) (PB)

Ge-neral and Clerical Divisions:-

Superscale - £600(810)
Special Class - £450(608)x20-550(743)
Executive Class - '
Grads 4 - £390(527)x15-450(608)
Grade B ~ £255( 344)x15-330(EB) x15-375(508) (PB)
General Class - _
Grade I - £180(243)x10-240( 324) (PB)
Grade IT - £100(135)x6-136(EB)x8-144x9-171( 231)
' ' PB)
Grade III - £60(81)x3=75(EB)x3-87(EB)x3-96 %50;
TB
ZINZIBLR _
Senior Time Scale - £120(162)x10-190x12-238( EBx12~
334(449) (34613581 370(496))
Junior Time Scale = £60(81)x3-96(EB) : 106x6-160(216)

Certain higher posts -  £360(483)x15-405(EB)x15-450(600)
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Comments on the present Scales

1554 In view of our recommendations later in this
Chapter there are some comments to be made on the present
scalesi=~

(a) The differences as between administrations

in the rates ¢f cost of living allowance paid in

some of these grades are explained in paragraphs
© 108 and 109 of Chapter VIII.

(b) The division of the clerical scales in Kenya
and the High Commission into 4y B & C follows the
pattern proposed in the recommendations of the
1947-48 Commission, and is, therefore, mainly
raciale To give one illustration, the entry
points for the possessor of a School Certificate
are £295§598% in Scale 4, £180(247) in Scale B

and £100(149) in Scale Co.

(c) As already mentioned, these scales provide
the salary basis not only of the clerical grades
but elso of the many non-clerical grades comprised
in the term "analogous". The segmenting of the
scales occasionally varies; for instance, Kenya
has a scale £255-450 which is used for non-clerical
posts in several departments. Uganda uses the
distinctive titles "Clerical" and "General" for the
one scale to mark the distinction, and also has

a "Professional® Division which is applied to
certain grades, all of which are non—clerical,

(d) Establishments are regulated in the grades
by varying methods. In Kenya there is a common
establishment for the C IV and CIII clerical
grades, progress from the former to the latter
being permitted at any time on passing an
examination; the numbers in C II in each
department are limited to 286 of the total graded
clerical establishment in the C division in each
department; and C I contains a specified number
of posts which is determined according to the needs
of each department from time to times The numbers
in BT and A I are limited to 25% of the total
graded clerical establishment in each of these
divisions in the service as a whole, and the
superior grades consist of a specified number of
postse In Tanganyika and Uganda movement from
grade to grade in the clerical services is
generally subject to the passing of promotional
and grading examinations, and establishments, to
some extent, are fluid being regulated by the
examination system and the current needs of the
service as a wholee

(e) The superior grades in the scales, such as
the £575( ’7’76§) 700(945) grade in Kenya and the
High Cormission and the superscale posts in
Tanganyika and Uganda, have mostly come into being
as accretions to the main scales designed to
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offer extra rewards to seniors of special merit,
and, to that extent, were devised as a compromise
betwesn pay for the post and pay for the man
rather than as a planned avenue of promotion for
clerical officers into grades of higher salary
and responsibility which already existed above
the clerical structures

Basis of the new scales

156, The problem with which we have been confronted
is that of devising a new and uniform pattern of salary
scales which is likely to meet the requirements of

all administrations, while, at the same time, complying
with the expressed desire of the Government of Kenya

to remove the present racial differentiation from the
clerical structure, With these requirements in view,
and bearing in mind the general principles put forward
in Chapter VII, we recommend that the following scales
be adopted:-

E.SCALES
Men Women
E6  £90(99)x6-120(132) £00(99) x 6 - 120(132)
E5 51522145 x6-156(172) £126(139)x6-156{172)
E4¢  £162(178)x9-180x12- £162(178)x9-180x12~-
228(251) 228(251)
E3  £252(277)x12-300x18-318  £240(264)x12-300(330)
' 350
E2  £336(370)x18-390(429 £318(350)x18-390(429
El  £408(449)x18~480(528 £408(449)x18-480( 528
Explanatory notes on the new scales
Range cover 4 by the new scales
157, It will be seen that in gross emoluments the new

scales recormended above do not fully cover the existing
grades set out in the opening peragraph of this Chapters
They are, in fact, intended to be in substitution for
the present clerical and analogous ranges subject to

the following lower and upper limits:-

Lower UEE er
Kenya C IV -£48(77) £375(506) i.es maximum of

: BeII
High Commission C4 - £48(77)  £375(506)i.es maximum of Ba3.

Tanganyika Grade III-£60(81l) £375(506)i.es maximum of
Executive Grade B.

Uganda Grade IIT-£60(8l) £375(506)i.es meximum of
Executive Grade Be
Zanzibar Junior Time £334(449) or extension to
Scale - £60(81) £370(496) i.e.
. meximum of Senior Time
Scales
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158, The reason for this upper limit of £480 is
that, in our opinion, the salary range of the main body

of the elerical service should not extend beyond that
figure; and even in the two top segments of the E Scale
there should be a definite swing over from the conception
of employment in a grade to that of employment in

specific posts. Our proposals for the posts at present
included in the clerical range, to which we think a

salary of more than £480 should be assigned, will be

found in the next Chapter of this Reports They have

been placed there because we hold that these posts

fell properly into Division III rather than Division IT

of the classification of the service adopted in Chapter III,
The dividing line is not an easy one to draw, and the next
Chapter contains proposals for a good deal of

examination and regrading of posts; it should not, there-
fore, be assumed at this point that every post now carrying
a salary of £375 or less will find its ultimate place

in the E Scales, or every post carrying a salary of more
than £375 in a higher scale, Subject to that proviso,
however, we are dealing in this Chapter with what we
regard as the Clerical Service proper, i.e. a service the
pay of which should range from £90(995 to £480(528) .

Duties of the new prades

159. We have recormended in paragraph 48(ii) that
"grading by race rather than by responsibility should
disappear", Grading by responsibility of duties is
particularly important where clerical duties are concerned.
We were struck when in East Africa, and particularly

in Kenya, by the number of senior clerks drawing
relatively high salaries but performing minor duties.
Such an arrangement is, of course, very costly in view
of the fact that a high proportion of clerical work in
Government services tends to be of a routine and minor
charascter. lMoreover, it is tothe interest both of
Government and o~f the of ficer himself that a senior
officer should oe employed on the higher duties proper
to his experience and abilitye. It is also essential to
an efficient service that officers whose ability does
not enable them properly to discharge the higher duties
should receive only the pay proper to the duties which
they are able to performe We therefore recommend:-

(i) that the segment E6-5 be used for minor
clerical work such as the simpler forms of
registry work, checking or preparation of
straightforward documents, simpler correspond-
ence of the stock letter and printed form
type under well-defined general instructions,
simple arithmetical calculations with or
without the use of adding machines and the
operation of office machinery where
appropriate.s We anticipate that with
experience many off'icers recruited into this
segment will show themselves fit to perform
the duties proper +o the next higher grade
and will be pramoted accordingly, but we
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hold strongly that it should be an essential
condition of advancement beyond the segment E6-5
that the individual shall have shown himself
fit for the duties in the higher grade.

(ii)For the grade E4=-3 we recommend a salary adequate
for the performance of more important clerical
work, such as the collection of material on
which judgments can be formed, the check and
preperation of straightfcrward accounts, claims,
returns and statistics in prescribed forms, the
treatment of particular cases in accordance
with well-defined regulations or instructions,
and the supervision of the work of the grade E6~5e

(11i)Tt should be a condition of promotion into
segments E2 or E2-1 that the individual has
shovm himself fit to perform the dutiess 1In
the case of Zanzibar, where the existing scale .
gstructure has been retained, we have placed the
bar to ensure that this test can be applied.

As already indicated in paragraph above, it
is here that the conception of employment in a
specific post as distinet from a grade comes
into effects We deal in the next Chapter in
some detail with the duties of the E2~1 grade
and the superior clerical grade above it

Entry points according to
educational standards

160 The range of the salary structure with which
we are dealing here is a wide one, and entry points
into the present scales are fixed by the standard of
education reached at the time of first appointment.

In the mainland territories the entry points are also
influenced by schemes of deparimental training, in
which candidates may be trained for periods of up to
three years befo. e they are appointed to a grade,. It
is clear that this system must continue, and we have
considered Low it should apply to the new scales.

161, The cardinal point is the point of entry fHr the
holder of a School Certificates At present this varies
from one administration to another. In Kenya and the
High Commission, as already mentioned, the points are at
£100(149) on CIT, £150(247) on BII, and £295(398) on AIT.
In Tanganyika the point is at £136(184) and in Uganda at
£100(135), but in the latter case there is a regrading
examination after two years which brings the successful
candidate up to £144(194) or possibly higher. In Zanzibar,
a School Certificate holder would normally enter the
Senior Time Scale at a salary of £140(189). After
discussion with the administrations we recommend that a
uniform entry point of £180(198) in the Scale E4 should

be adopted, with the modification that in Uganda, the
point should be £162 with retention of the present grading
examination after two years; on passing this the
successful candidate will rise to £204 and thus come to
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the same level as his colleagues in the other administrationse

162, The other entry points which we recommend on

the E Scales are set out in the table in Aprpendix .
It will be seen that, as a general rule, below Standard XIT
one standard of school education is valued at three
increments; success in a departmental training scheme is
valued at two increments for each year.

Regulation of establishments in the prades

163 We recomrend that, in the Clericel Service, E6

end E5 should be a combined establishment, subject to the
passing of a bar &b £120. *he top of Ee The way should
also be open to progress irom ES5 to E4 provided that the bar
at L1156 is passed, and adminisirations should regulate their
diccet intake (of School Certificate holders) into E4 in

such a way as to ensure that efficient clerks who have come
up through E6 and E5 do not stagnate at the top of the latter
grade, B4 and E3 should also be a combined establishment,
subject to the passing of the bar at £226, the top of E4.

164, The estzhlishments in grades E2 and EL (or in the
combined grade E2-1 where used) chould be regulated primarily
by the number of posts which it is necessary to have, but,

at the same time, it must be ernsured that stagnation of
efficient clerks cdoes not becorme a permanent occurrence at
the top of E3, and the structuvre should be so arranged as to
avoic this. We shall revert in the next Chapter to the
particular functions vhich we envisage should be performed by
members of the E2 and El gredese

Prospects in ih2 new structure

165. The length of the scalies from E6 to the top

of E3 is twenty-{ive years, ond tie efficient clerk who joins
the service with an educational standard below School
Certificate should thus see a reascnable prospect of reaching
£518(550) and possiHly beyond. The School Certificate entrant
at £180 should be acle to hope to reach the top of EL at £480
£480(528) in twenty years, with the additional incentive of
selection in relatively early years for the Tpaining Grade, if
of outstanding promise, or of selection for direct promotion
later in his service to a post in the C Scales dealt with in the
next Chaptere 1In both cases progress will be dependent on
success in passing bars which should be of the effective type
recommended by us in parapgraph 86 of Chapter VII.

166, Comparisons with figures in the preceding
paragraph may be given in respect of the existing scaless An
entrant to the Kenya and High Commission CIV scale at

£43(77)  may takc twenty years to reach the top of IZITT at
£105(155), =nd ellowing for the overlap, another

twelve years to rcach the top of CII at £172(237). The
School Certificate entrant on CII at £100(149) takes twenty-
four years pallowing for the overlap, to reach the top of Cl
at £268(362), The entrant to Grade III in Tanganyika or
Uganda at £60(81) may taeke twenty-four years to reach the top
of Grade II at £171(2531) and another seven years to reach the top

/of Grade T
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Grade I at £240(324)s The School Certificate entrant

at £136(184) in Tenganyika takes twenty-cne yeérs to reach
the top of Executive Division R at £375(506); in Uganda,
assuming entry as £100 and a jump to £144 after the
regrading examination, the period is twenty-two years.

167, It will be noted that the School Certificate
entrant on the B Scale in Kenya and the High Cormission
at £180(247 ) at prescnt reaches the top of BII at
£375(506) in sixteen years, as compared with the period
of twenty years for the future entrant to our new scales.
This is due to our having had to strike a rean between
the resent B and C structure in Kenya which can,

at the same time, be applied conveniently to the other
territorics. But, as we have already implied, what
School Certificate entrants into the olerical and
analogous grades really need is, in our opinion, not a
merked increase in present pay for clerical work but a
substential opening of avenues to higher posts, and

it is this which it has been our object to provide for

those who have the ability to take advantage of these
opportunities,

Application of the E Scales
to the analogous gprades

168, We have been discussing hitherto the application
of the new scales mainly to the clerical grades, though
much of what we have said applies in general terms to the
analogous grades as well. We have remarked earlier that
the highest awards for the Clerical Services in the past
have taken the form of superscale or "prize"
top of the clerical structure rather than of avenues of
pranotion into the grades next above it, with the result
that the Clerical Service remains a separate entity.
recommendations are designed to substitute for this a

number of avenues into the higher grades of the public
service,

Lur

169. But it . s very important not to upset the

balance of attraction of the clerical as compared with the
analogous servicess We hold strongly that pay and
prospects should be at least as good, if not better, in the
latter; but if this is not ensured the tide of recruitment
will set towards the clericals For this reason alone the
grading of the analogous services will require review against
the new clerical structure, if adoptede There is

another equally cogent reason for this review; in
administrations where racial differentiation now exists in

the salary structure it is as apparent in the analogous as
in the clerical scales.,

170, The analogous grades are very varied, and differ
widely in comparative numbers as well as in the nature of
their duties, It is, therefore, not possible to suggest
one common method of treating them in order to forestall
the contingencies pointed out in the preceding paragraph;
but we can, at least, give some indication of alternative
pogssibilities, In the first place, where the analogous
grade is in the nature of a blind alley, or one in which

all?itions to the
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the member must normally expect to spend his whole career,
it ought to offer prospects within itself V\hiCl:l biaar
comparison with those of the Clerical Service if it is
recruited from the same fields A noteble instence is the
grade of Medical Assistant, from which there is unlikely

to be an outlet except by the acquisition of a professional
or technicel qualification.

171, Tn the case of other analogous grades, however,
there are superior grades above them in the same service
to which there can be an avenue of promotion, given the
necessary ability backed by training; major examples are
the grades of Forest Ranger, Agricultural Instructor
end Veterinary Assisvant, In such grades also the
possibility srould exist within the grade of & career
compareble with that wiich *he (lerical Services can offer,
but, in addition, each grsde should be examined with &
view to instituting a Training Grade, or, alternatively,
some less ambitious form of training scheme if it does
not exist already.

172a We think that, in these ways, the administrations
should find it practicable to ensure that the balance is
fairly held between one analogous grade and another, with
due regard to the value of the awork done, and between the
analogous grades as a whole and the clerical gradese We
should make it clear that, in this as in other cases where
we suggest a re-examination of pgrading, the new scales
which we have assigned in the incantimé to the present

grades are a reflechion of things as we find them, and not
our opinion of things as they should bee ’

173« We are very conscious that the amount of
examination and regrading in the clerical and analogous
grades which we ere rocommending will constituve an
involved and lengthy process,  But it will be appreciated
that the exten® to whichi we, as a Commission, can lay down
and recommend new grading is very limited; such a decision
must emerge from a ciowe evaluation of one branch of the
service as comparcl with another, which requires both

time and local knovwicdres We do, however, advise that
the regrading o tne analogous services should follow
the pattern ot scaios laid down for the clerical
structure; that is to say, each analogous service should
be graded into the appropriate segmenting of the E Scales,
and where the value of the work done warrants it, the

most senior posts in the service concerned should fall
into the lowest segments of the C Scales in general accord
with the process suggested in the following Chapter for the
superior clerical posts, This coes not, of course,

imply that every amalogous service must have some superior
grades in the C Scale, or necessarily in the top segment
of the E Scale; the regrading must be governed by the size
andl importance of the particular service, the value of

the work done and, above all, by the paramount importance
of ensuring that the attractions of the service enable it
to hold its own in the cormon recruitment field with the
clerical and other branches of the public service as a
whole,

/174e In



70

174« In connection with the regracing of the
analogous services, we invite particular attention to
what is said in paragraph 195 o ' of the
next Chapter of this Report on the need for uniformity
between administrations in regrading and in the titles
of postse

The wse of examinations
at bars in the scales

175, It is the practice in some administrations
to use a written examination as a means of testing
eligibility to pass over a bar, particularly in the
Glerical Service., We have received a number of
representations on the nature of these examinations,
the burden of them being that a man of some years!'
service should not be expected to ?go back to school"s
We venture to suggest that these representations

are not altogether without substance, in that some

of the papers (esge on general knowledge) tend to

take the form of an intellectual "quiz". The object
of such a test, as we see i, is the practical one

of making sure that the candidate has the knowledge
and ability to undertake the greater responsibilities
which would fall on him on promotione  Where this
involves a test of fluency in written or verbal
English, or ability in arithmetic, we suggest that this
cen ba effected by a written test (together with an
interview by a sympathetic board) which eschews the
kind of questioning which may be in place on a school
text-book or in a broadcast programme but is lialkle

to be disconcerting to a candidate brought up in

a different environment and often working in an
acquired languagee Without accepting the allegation
of one head of department that an efficient clerk failed
to obtain promotion because he happened to know nothing
about "The Mill on the Floss", we suggest that where

- an exarmination is associated with the test at a bar,

the practical object should be kept closely in views

e

e
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CHAPTER XT.

THE EXECUTIVE AND TEC:NICAL SERVICES

Comments on the present scales

176. The “ervices with which we deal in this Chapter are
those comprised in Division III of the classification in Chapter IIT
of this Report. In functions they cover a very diversified field
in the public services; in numbers they exceced the administrative
and prof'essional grades., The comparative Tigures in each territory
will be found in paragraph 36, we should cxplain that those figures
include the superior posts in the clerical and analogous scrvices
which, in our opinion, belong also to this division and consideration
of which has been carried forward to this Chapter (sec paragraphs 158
ad 173 & the preceding Chapter). We shall return to these posts
later in the Chapter; in the meantime there are somc general comments
to be made on the present salary structure in this division.

177. Vhile the present salary scales in this division of the
public services vary considerably, it is truc to say that they conform
- to a common pattern in that, although the starting and finishing points
of the individual scales differ, the arrangement of the incremental
rates is nearly always the samc, All but a few of the scales are
segments of the following pattern:-

£550(743) x 20 - 690 x 25 - 840 x 30 - 960 x 4O - 1000(1350)

178. It is important to note that, although this patterm

is inferior to that of the administrative and professional services,
the starting point of £550 (or the occasional variant £570) is, in the
majority of cases, the same in both cases. Among the exceptions is a
small group in Division III in which the entry points are £530, £510

or £:90: there is also a group in which points between £630 and £690
are used, but in these grades s:me previous experience is generally

a condition of appointment. The reason for this common use of a
starting point =2f £550 or thereabouts for this division as well as the
administrative and professional division above it is, pr-sumably, that
the 1947-48 Commission regarded the two divisions as being alike in one
respect - at the time they reported, rccruitment to both was largely from
external sourccs., The difference in status between the two divisions
was reflected partly in the incrementzl rates of the scales, and partly
in different terminal points,

179. Of these terminal points in Division III thecre is a
bewildering range. The shortest scale which we have found is £570-670,
There are others running from £550 or £570 t5 £690, £715, £790, £840,
£900 and £930, For Health Inspectors the scale runs from £570 to £1000,
Assistant Superintendents and Superintendents of Prisons have a unique
scale from £550 to £1025; and the scale of Scnior Geme Ranger, and of
Superintendent of Agriculture or Principal Field O7ficer (which are
grades superior to Game Ranger and Ficld Officer (Agriculture)
respectively) extends to £1085 or £1140.

The New Pattern of C Scales

180, In devising e new pattern to fit this variety of
requiremonts, together with.those we have added, we have had to bear in
mind that, while the dovelopment of secondary and technical education
is opening these grades to all races, the need for recrultment from
overseas still contiunues. It is at this point, thercfore, that the
inducement principle must appear in the revised salary structurse. The
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a

new pattern which we propose is:-

cé6 £498(548) x 18 - 516(568)

c5 5540(594; x 24 - 636%700% X
CL £714(785) x 30 - 80L(884 |
C3 £834(917) x 30 - 924(1016)

c2 ;:95@(10&9; x 30 - 98 x 36 - 1092(1201) |
c1 £1128(1241) x 48 - 1320(1452)

The inducement additions to these scales will be found in Appendix

Comments on the new nattern

181. There is a major difference in structure between the old
and the new patterns. If, as we think, circumstances no longer : ,
require that the starting points of salary scales in this part «f the

service should be kept the same as those in “he administrative and i
professional classes, there arc good reasons why there should be a :
proper interval between therm  Where cntry into the service in either ‘
case follows closely on completion of education or acquisition of the
qualifications required, the administrative or professional officer is

likely to come in at a later age because his education or professional

training takes longer to complete. Secondly, his qualifications

comnand gencrally a higher market value. Thirdly, his status in the

public service is higher, and this should be markcd by a distinction

in salary from the outset rathecr than by a quicker rise from the

same starting level, It is for these reasons that we rccommend

that the C Scales should start in most cascs from £540 as compared ;
with 2630 for the administrative and professional scale. ' '

182, But we suggest that, at tho seme time, the position at |4
the other end of the respcctive scales requires revicw, It is not
equitable that the qualifications which have determined an officer's
salary on first entry into the service should continuc throughout his
carecr to place limits on his progress without rcgard to subsequent.
factors, such as acquircd expericencc and proved ability. The
executive and technical grades work as part of a team with tho
administrative and profcessional grades. e belicvve that it would
help to ensurc harmony and mutual respect, as well as being a fair
recognition of merit, if the former could scc ahead of them,

provided that they obtain promotion, rewards comparable to those
reached by the latter &t the top of thoir long scale. Yith this
consideration in mind, the Scale C pattcrn recommended above is so
designed that on reaching £1128, the initial point of C 1, it becomes
identical with the administrative and professional Scale A and rises
to the same maximum at £1320.

185, ‘o must emphasise at this point that thore is no suggestion

that every person serving on a C Scale should reach £1320 maximum,

provided that he passes the bars, The C Scale is a broken scale,

and the top segment is only attached to a post where the post is

considered to be worth that salary. ©Nor is it for us to suggest tho

creation of any defined number of posts in the top range of the

C Scales, as we are not, by our terms of reference, a structure

Commission, Our recommendation is that, if an administration is

satisfied that such posts arec required in any particular sorvice, the

salary attached to them should be identical with the final scgment of

the administrative and professional long scale. i
|
\

184, | There is one implication in this recommendation which mey

be of practical advantage. The question whether a man who does not
possess the full professional qualification may be promoted from a

/C type scale
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C type scale into the professional scale is often debated, In
services wherc the qualification is prescribed by law or rcgulation
(e.g. doctors, law officers or veterinary surgcons), the enswor is
clearly negative; but, in respcct of services such as Agriculturc and
Forestry, opinions can and do diffor, Our recommcndation

provides a way of evading this controversy. A Ficld Officer
(Agriculture) or Forester of outstanding ability and oxpcrience can

be promoted to a post in the top C Scale scg-unt of his ovm grade,

in which he will reccive the same pay as his professional collecague
and may, in fact, be doing very much the samc work. The senctity

of the professional grade will thus be prescrved, and, given the

major solace of equal pay, he is not likely to be greatly troubled

by the question of status, Even in services where the professional
qualification is prescribcd by law or rcgulation a top segment C

scale post of a higher technical or exccutive type mey exist alongside
the professional grade without any violation of principle.

185. One further point has to bc made in this context.

As wec have said, the officer serving in a C Scale can only hope to
reach a post in the top segment, wherc it exists or is crcated, by
way of promotion from grade to grade up the scalc. He will also
take longer, even given an uninterrupted run, to reach the starting
pay of that post, i.e. £1128, than his professional colleaguctakes
to reach the same point on the profcssional Scale A, The
respective periods arc nineteon years (from £540) and fourteen
years. w6 think that this fairly reflects, in present conditions,
the distinction which should be drawn botween the two parts of the
service,

Application of the new pattern

186. The details of the application of the new pa.tern to
existing grades will be found in the relevant LAppendices to this
Report. %e have worked on the general pronciplcs sct out in

varagraphs 76-79 above in the discussion of the morits of long

and broken scales, and, in conscqucnce, there is a wide variation in
length of scalecs allotted and in linkagce of scgments, In a few
cases (e.g. gazotted Prisons Officers, Health Inspcectors, Pharmacists),
the long scale C5-2 with bars is used; the use of three linked
segnents is fairly common, Whore closer valuaticn is thought
necessary, two scgnents, or even one, arc cmployed; but, in these
cases, we have satisficd oursclves that a chain of promotion from
grade to pgrade cxists or can be built up by the administrations to
preserve the cofficient oificer fro . the frustrations of stagnation
in a blind alloy eppointment after a fov years.

187. %o have also taken the opportunity to get rid of the small
and irriteting differcnces in starting and teminal points of scales
which exist at present, both between onc administration and another and
between grades in the same administration. In our opinion,
distinctions in grading such as £550 or £570 in starting points and
£690 and £715 in terminal points are over-fine and out of place in the
Bast African public services at this stage of developmeni, and breed
friction and a tendency on the part of the officer to be constantly
looking round for other appointments with better prospects. e have
also co-ordinated the scalcs of certain important grades common to
several administrations (c.g. Ficld Officers (agriculturc), Foresters,
Livestock Officers),vhich are, at present, out of alignment. This
would, in any casc, have bucn neccssary under that part of our terms
of referecnce which requircs the romoval of anomalics, but the
administrations have strengthened our hand bytheir general request to
us to propound a common pattern for such grades.

/The supcrior posts
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The superior posts in the present clerical structure

188, YWe rust return, at this point, to those supcrior
posts in the clerical structure consideration of which was deferred
in paragraph of the preccding Chapter. It would be well,

in the first place, to consider the present structure in this part
of the United Kingdom Civil Service., sn authoritative definition
of the Executive Class in that service is given in thec following
quotation:-

n268. The structure of the class is difficult to
sunmarise. The two top grades are almost exclusively
employed on specialisod work in accounts, supply contracts,
finance and tochnical branches, though a small number of
what arec known as "executive assistant secrotaries" (on
the principal executive officecr scale of £1600 - £2000)
are found, particularly in rocgional organisations. These
posts are thought suitable wherec therc is insufficient
policy content in the job to warrant administrative class
grading, Chief execcutive officers and senior cxccutive
officers are used on a variety of duties. They may be
found within the pyramid of an accounting or financial
structure, Alternatively, they may be employed in
administrative divisions working to assistant secretaries.
It is not always possible to draw a clear-cut distinction
between policy work and executive work, so that in many
cases jobs arc done by chief and senior executive efficers
which are of the same broad lovel of responsibility as that
of principals. Chief executive officecrs and scniour
executive officoers are also found in local cor rsgicnal
offices being used in a managerial capacity. Lastly,
they are found giving assistance (say as office managers)
to professionally qualified staff in specialised branches
of the service. The higher executive officer is in the
same way a general purpose agent, bu* in administrative
divisions his task will bs to give support to principals
or chief executive officers - more rarely to senior executive
officers, The exccutive officer is similarly employed
at the base of the pyramid on 21l work indicated apovc and
in addition on the supervision of clerical staff." (a)

This definition holds good only in respect of the pcriod s@nce
1947, when a reorganisation came into cffect. The position
before then was as follows:=

"275, +..... At that time headquarter offices of Government
Departments were not, for the most part, staffed on a uniform
basis as at present with mombers of administretive, executive "

/and clerical

(a) Royal Commission on the Civil Service, 1953 - Introductory
JFactual lemorandum on the Civil Service dated 15th Pecember,
1953. _Submitted by H.i. Treasury. (H.}.S.0., 1954)
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"and clerical classes. Some Departments employed executive
staff alone, others administrative and clerical and others
again administrative,executive and clerical. The clerical
structure above the clerical officer grade consisted at that
time, not as at present merely of hi_her clerical officers
(s;u Chepter 20), but of the following so-called super-clerical
grades -

Higher clerical officer.,

Staff officer.

Senior staff officer.

Principal or chisf staff officor.

It was thought that this structure, parallel to that of the
xecutive class, should not be perpetuated but that it should
be merged with the upper cxecutive pattern. At the same time
the executive class was to be introduced on a far wider scale
than pre-war and employed in Departments where it had not been
used before and on work of a kind that would previously have
been regarded as administrative or clerical. The features of
the reorganisation were as follows:-

(i) The higher clerical officer grade was rcduced
substantially in numbers and rotained only for
work of a purely supervisory type. The rest
of the work assigned to higher clerical officers,
including small and medium scale supervision combined
with a measure of individual work, was allotted
to executive officers.

(ii) The higher executive officcr and the staff officer
- grade were completcly merged both in salary scale
and duties, the title of the combined grade being
higher executive officer.

(iii) The senior stuff officor gradc vas abolished,
most of the posts being upgraded to scnior
executive officer and the rcst transla*ed to
higher exccutive with an allowance.

(iv) All higher posts in the old clorical hierarchy
were merged with their nearcst convenicent cxecutive
analoguo.

(v) Certain administrative posts were rcgraded as
senior executive officer or chief executive
officer." (a)

189. Ye turn now to the present structurc of the East African
Administrations as we have found it. Generally speaking, therc
does not exist in Hast Africa the closcly graded structure which, in
the United Kingdom, fills the gap between the Clerical Scrvice and
the administrative or "policy" grades. The Clerical Services, as
vointed out in paragraph , have spread upwards on no defined

‘pattory
La) wDQJal Commission on Hé‘CiviibEofggégmui§33.:“iﬁifaauctd;y
Factual lemorandum on the Civil Service dated 15th December, 1953.

Submitted by Hel. Troasury. (H.l:.S.Ca, 1954.)
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pattern, and there exists also a miscellany of posts of the

Office Superintendent or departmental iccountant type on salary
scales in the £550-900 range. That this is costly there is

no doubt. ihether it makes for efficiency is another gquestion.,
The obvious dangers are that these highly-paid clerical officers
may remain, after promotion, on duties which are not really
consonant with their salaries; and that the officers i the
£550~900 range may, on the other hand. be dolng work which could
be done equally well and at less cost by men whose ability and
training has brought them up from the lower clerical ranks. Above
all is the need for a properly graded organisation, with assignment
of responsibilities, which will remove from the busy and expcnsive
professional and administrative officers the burden of detailed
executive work which is their banc at present. te do not accept
the incvitability of the existing state of affairs in present
conditions, The time has come, in our opinion, to lay out the

new framework and train the men for it.

190, It follows that, if this viow is acccpted, the
mainland administrations will be obliged to undertake a dectailed
cxamination and regrading of a widc band of posts in this part of
the service with the aim of dovising a properly graded
organisation. Such a regroding can only procced if the definition
of standards to which the grading terms should work is sufficiently
clear., Our advice on this is that the grading should procced on
lines which will, in the long run, admit of floxibility of functions
equal to that which has existed in the United Kingdom since the
reorganisetion of 1947. In the meontime, however, ws think that
the definitionsshould be cven more flexible than thet, as there

is @ limit to thc amount of rcorganisation that the East african
scrvices can digest st one time. The effecct of this, as we sec

it, will be that the office grades to which the C Scale is attached
will contain, not only the truc cxccutive posts, but also a certain
nunber of superior clerical posts which, whilc they may contain some
eloment of the individual work characteristic of the cxecutive
grade, are, to a major cxtent, clorical supervisory posts which

are, at any ratc for thec present, too important to bo graded in

the top segmontsof the E Scale, Ve envisage that such posts

would include those now known as C7fice Superintendent or

Assistant Office Superintendent, Office sssistant, Registry
Supcrintondent and the lesser financial posts such as Book-keuper,
Cashier, Examincr of .ccounts, or Revenue Officer,  vhorc such
posts represent the culmination of a clorical carcer the use of

the scgment C6-5 ney be convenient.  Tho posts should bear
individual +itles, and not merely the title of "clerk"; if a

grade name is thought necessary the term "Staif Officer" can be used.

.6 do not think that, in geonoral, the United “ingdom nomenclature

for the exccutive class should be introduced at this stage; to

do so might be an obstacle to prescrving the flexibility which should

be tho prescnt objectivs.

191. We said in paragraph 158 of this Chapter that, even

in the two top segments of the E Scale, therc shoula be a definite
swing over from the conception of employment in & gradec to that of
cmployment in specific posts. The same flexibility must apply here
also, The work of posts in the scgments E2 and E1 will, no doubt,
bc mainly of a superior clerical or supervisory nature, but may
properly include also certaein individual dutics which verge on
exccutvive dutiocs as defincd above but arc not sufficicntly
responsible to warrant the C Scales. In practice, it would be

found that posts in the E1 grade might bc occupied cither by clerks

/promoted from
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promotcd from below or, from timc to time, by men in the Training
Grade (of which the salary scale is identical) who wcre doing the
work as part of thoir practical training to qualify for appointment
to Scalcs C or B.

192, The general result of the regrading, as we cnvisage it,
would be that the larger the office the greater the number of

C Scalec posts of the kind discussced abovec., in & small district

or departmental office, a chicf clerk, in the upper part of the

E Scalc, may bc the highest post that is neccssary; in Scc ctariats
or mejor dopartmental or provincial hecadquartcrs, therc may be an
Administrative Secretary or Acsistant at the head with a number of
subordinates on the C range charged with responsibility for defincd
blocks of work, such cs e¢stablishments, finance and so on, together
with an Office Superintendent in control of the clerical and
subordinate personncl. This is, however, no morc than a goncral
picture; dstailed recommendations on the organisation must be left
to the grading team in each casc. In thce rclevant Appendices to
this Report, therefore, it will be scon that every such post on a
prosent salary of morc than £375 has bceen markcd "Regrade" thonugh,
as already said, this does not imply that posts now on a salary below
£375 will not come within the orbit of the rograding process.

1935, Two questions arisc from all this; what szlary is to
be assigned to prescnt holders of the posts pending the completion
of the regrading, and what happens in casecs where the new grade |
assigned to a vost carrics a salary or prospects less than arc
¢njoyed bythe prescnt holder. e deal with both qucstions in the
subsequent Chapter on "Conversion Arrangements”.

Supcrior posts in the prescnt
analogous structurc

194, In the scction of Chapter X contained in paragraphs
159 and 169 to 174, we have elready anticipatcd, to somc extent, the
anplication of the general pronciples of regrading sct out above to
the structure of the analogous scrvices, It is not nccessary to
repeat what has already bocn said therc, except to emphasise once
again our opinion that ‘n rcgrading thosc parts of the analogous
services concerned it is of primeary importance to cnsure that pay
and prospeccts must be at least as good as thosc in the Clerical
Services,

Uniformity in regrading and in
titles of posts

195, Therc are two final points on which we wish to lay
particular emphasis in regard to the examination and regrading of
posis which we have recommended, These tWo points apply equally

to the clerical and the analogous grades. They arc:-

(1) Even though each administration may be regrading in
accordance with the uniform structure proposed by us,
it is possible that, in the abscnce of consultation
between administrations, the same kind of post might
be assigned a markedly differont valuation as between
one administration and another. Vie have alrea@y
remarked in paragraph 4L on the difficulties Whlgh
result from this, cspecially to the High Commission,

/and on tne expressed desire
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and on the expressced desire of the mainland
administrations for a general pattcrn of uniformity.
we recommend, therefore, that thc respcective
Establishment branches should keep in close
consultation with each other while the regrading

is in process in order to prevent any striking
discrepancies of this kind from appcaring in the
final result.

(ii) Te advise that paiticular attention should be paid
to a proper gradation of titles during the regrading
As is pointed out elscvhere in ‘this Report, some titles
(e.g. Draughtsman and iiechanic) arc at present used
without distinction in somc places over a very wide
range in the gradec. In a properly constructed grade,
differentiation in functions, end, therefore, in
salary, should be parallclled by diffcrentiation in
the titles of the successive ranks, such as, for
example, "Mechanical Supcrvisor" and "Mechanic", or
"Mechanic Grade I" and "Mcchanic Grade II", Here
again we recommend that the Establishmont branches
should keep in close consultation, in order that the
necessary changes in nomcnclaturc may follow a
gencrally uniform pattcern. If this is not done,
discrepancies may result which will, in future,
become the basis of claims based on nomenclaturc which
have no justification on the ground of comparative
functions.

Stenographers and secretarics

196, The present grading of stonographers and secretaries
varies between the administrations. In the lower ranges it is
the practice, in some administrations, to pay an allowance in
addition to grade salary to moembers of the Clerical Service who
have acquired a prescribed qualification in shorthand and typing.
Personal or confidcntial sccrctaries earc, as a rule, paid in
Kenya and the High Commission on the Clerical A Scalcs, though, in
e fow cases, a salary cf four-fifths of £570-840 per annum is
attachcd to a post of this typo. In Tanganyika and Uganda there
is a spocisl stenographers' scale of 2370(500) x 15 - 490:

510 x 15 - 540(729), extended in Tenganyika to 2600(810).

197. The elficiency and proper staffing of this part of

the service is cessential to the speedy conduct of Goveriment
busincss, and we feel that therc are good grounds for recommending
that the administrations should adopt, as a pattern for the future,
a graded structurc which offers adequate pay and prospects to its
members., Considerations of market wvaluc strongly influence the
salary which will attract a stenographer, and it would clearly be
uscless for the public services to offer terms which arc markedly
inforior to those which commerce and industry arc ready to offer.
But, at tho samc time, if the public scrvices adopt a siructure in
which competence and experiencc arc rewarded by good prospects and
pensionability, it should be possible to avoid having to offer unduly
high pay at the outset; and this latter expedient can then be

kept in reserve, and applicd only to cmployces engaged on temporary

terms, instead of being used as freely as it is at present in some
cases,

/198,
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198. In putting forwerd a suggested structure we have
assumed that the grades will be staffced meinly by women, but we
have included tho malc cquivalents of the salary scales proposcd.
The foundation of the structure should, in our opinion, bc a
"pool" of stenographers distributed through the depsrtments, and
maintained at a lecvel adequate for their gencral requiremonts.

On the assumption that an ontrant will be of cducational stancard
not less than the 3School Certificate, we recommend that the entry
point should be the starting pay of Scelc E3, i.e. £240(26L) for
women or £252(277) for men, ond that the scale should cxtend to
the top of E2, Payment of this salary should be subject to two
conditions: that the contrant holds a precscribed stenographer's
\qualification (on which we suggest that thc administrations should
jointly agree), end “hat hc or she is appointed specifically to
the pool. It does not scom nccessary to pay this rate to any
member of the Clerical Service who has or acquires the qualification;
the deciding factor is whether or not he is required to join the
establishment of the pool. Proficicncy in typing alone is a
differcnt matter and may, wherc necessary, bc laid down as a
condition of passing a bar in the Clerical Service gencrally.

199. On eppointment to the pool, stonographcrs should

rank as members of the Clerical Service as long as they remain

in the pool grade E3-2; to ensure flexible use of staff, it is
necossary that their duties should not be regarded as confined to
stonography alone. At the samc time, therc should be no question
of entry into this grade becoming a means of obtaining a flying
start in the Clericel Servicc proper by subscquent rcversion to
goneral clorical duties.,  Further, in view of the cnhanced entry
point on the clerical scales recommcnded-for the pool stenographers,
we sce no need, after thc pool has becn sstablished, for continuing
any practice of paying shorthand allowances which may exist at
present.

200. e suggest that above the pool there should be thrree
grades distinct from the Clerical Service as follows:-

Women.
Stenographer-Secretary £,08(449) x 18 - 516(568) (E1 & c(¥)6)

Personal Secrétary Grade IT £5,.0(594) x 24 - 684 x ?O(-§44(818)
C(W)5-4)

Pecrsonal Sccretary Grade I £660(726) x 24 - 684 x 30 - 864(950)
(c(M)k-3).

Men

Stenographer-Secretary 2,08(449) x 18 - 516(568) (EL1 & C6).

Personal Secretary Grade II £5,:0(594) x 24 - 636: 714 x 30 -
804(88) (C5-k).

Personal Secretary Grade I £714(785) x 30 - 924(1016) (Ck-3)

201, There should be a rcecognised channcl of promotion from
the pool into thesc grades, and the administrations should also retain
the right to make direct appointments to the higher grades where
necessary. The distinction between the grades is that a .
stenographer-secretary may work to one or more departmental officers;
a personal sccretary would work only %o onc officer, ge?crally of .
superscale rank. The gradc of personal sccretary requires something
more than high proficicncy in stenography; & good level of

/intclligence
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intolligence and undorstanding of tho dopartment's activitics

is called for, and in meny of tho posts the cloment of sccurity
also enters. It is these roquircments, and not consideration of
racg, which should determine placing and advancement in the
grades, ,

202, Ve have suggested that the salary of the sccretary-
stenographer grade should be & combination of El and C6, partly
for. the rcason that the five years of E1 may not bo long Bnough
to avoid stagnation in this grade.

203. Adoption of the sclary scales which we have proposed
above will involve the administrations in an cxomination of the
present stenography posts, and their regrading into the appropriate
grade of the new structure, by the same kind of proccss as we have
alroady suggested for the supor clorical posts

Salary scalc of the Training Gradc

20L.. The salary scale which we rccommend for the Training
Grade is the D Scale, £408(4L49) x 18 - 480(528), which is identical
with the salary rccommended for the grade El. This scems to us
the appropristc pay for a traince who will be avpointed, if
successful, to a post in C or B Scales, It also has the practical
adventage pointed out in paragreph 191 above, that a membor of the
gradc may serve in a post to which the Scale El is assigned as part
of his practical training. The recason for giving two differont
designatinns to onc scale is that it may be convenicnt in the
printcd Estimates or Establishment Lists to sce at a glance to
which of the two grades the individual belongs.

Th2 points of c¢ntry into C Scales

Use of the C6 scgment

205. It will be seen that we have provided a short
segment, 2498 x 18 - 516, numbored C6.  This provides a link with
rogular incruments between the top of the El Scales at 2480 and the
starting point o C5 at £°40, which is nccessary in connuction with
several of our recommundations. In the present connection we
suggest that, where a post which is mainly of a superior clerical
machinc is graded as C, thc scale uscd should bc a combination of
C6 and CE, i.o. £498 - £36,

fintrants from the Training Grades

206, The reasons for recommending the creation of Training
Grades have been given in Chapter VI, and further dotails of the
ptoposal will be found in Chapter XXI - (Training). 4n officer
passing successfully out of this Training Grade should be appointed
on the starting salary of the grade to which he is posted.

Entrants from Makercre College

207. /e arc concerncd here only with the "diploma" courses in

agriculture (5 years) and vetorinary scicnce (6 ycars) at Makerere,
The coursc is medicine and the teacher training course will be dealt

with in the Chapters on licdical (Chapter XV) and Education (Chepter XIV)

in their relationship to other grades in those departments.,

/208,
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208. Pricfly, the course of events rclating to entrants

from Makcrere appears to be as follows, 1ith the deveclopment of

these courses the administrations deviscd special scalss to

accommodate those who joined tho Goverment scervice aftcr gqualifying.
' These scales were:-

Kenya,
Scale i Special - 8,20(567) x 15 - 450(608)
Scale M I - £315(425) x 15 - LO5(546)
Scale It IT £190(259) x 10 - 240 (EB)
x 12 - 300(L405)
Uganda
Professional Division
Special Grade - 9420(561) x 15 - 450(608)
Grade I - £315(k25) x 15 - L05(546) (PB)
Grade II - £190(257) x 10 - 240(EB) x 12
- 300(405) (FB)
Zenzibar
Scale 38 - £226(305) x 12 - 310(EB) x 12 -

370(PB): 430 x 20 - 550(730)

Tenganyike uscd the grades of its General and Exccutive Division
of the Junior Service cquivalent to the Kenya and Uganda scales
above.

209, Subsequently, in order to attract Makerore-qualified
candidates into the scrvice, enhancsd entry points on thesc scales
were fixed. At prosent the holder of an Agriculturc Diploma cnters

as an assistant Agricultural Officer or Assistant Soil Cunscrvation
Officer at £276(372) in Kenya and Uganda, and £285(3%85) in Tanganyika,
The points for the holder of the Veterinary Diploma, who enters as an
Assistant Veterinary O°ficer, arc £288(389) for kenya and Ugzenda and
£285(385) for Tanganyika.

210, It is clear that those valuations of Makerere qualifications
stand in need of further revision. Even granted that the first two
years of the Agricultural and Veterinary courses are taken up by higher
studies intoended to improve the general level of cducation, the salary
offered to Makererec cntrants after qualification compares very
unfavourably with that offered to Agriculturel Ficld Officers or
Vetorinary Livestock Officers on first appointment (we refer to the

£550 - 840 or £900 grades). We have, therefore, assigned C Scales to
the grades of Assistant Agricultural Officer, Assistant Soil Conservation
Officer and Assistant Veterinary Officer, and Makercrc-qualified entrants
will come in at the basic starting point, i.e. £5:0(594), in the former
two grades, and one point higher, i.e. £564(620) in the latter grade in
view of the extra length of the course, This. represents a considerable
increase over present grading, but we think that it is justified.

/211,
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Entrants from othcr training institutions

211, The Public Works Department Engincering School in
Uganda maintains a five year course for Africans who arc subsequcently
eligible for appointment as Engineering Assistants (in Tangenyika,
Technical Assistants). A five-year coursc is also given at the
Survey Training School in Uganda. Ve underctand that placces are
found in these courses for nominees of administrations other than
Uganda, Courses of similar status in various subjects, i.c. based
on previous secondary education up to School Certificate standard,
exist or are in course of establishment in other territories.

212, The evaluation of candidates trained at dakerere and
other institutions must, of course, be subjcct to periodical review
as j.akerere itself and these other institutions develop. In the
light of conditions existing at the time of this Report, we think it
would be right to assign to the ilakererc quelifications discussed
in the preceding paragranhs & slight supcriority over othcers. We
are, thercfore, recommending that the starting point of Engzincering
Assistants and the parallel grade in the Survey Departments should,
for the present, be at 498 in Scales C6, this scale being linked
with C5 to form the bottom segment of the grade.

213. The Muljibhai Madhvani Commercial Collcge in Uganda
maintains a three-year coursc¢ in accountancy and & two-yecar course
in stenography or palentyping. ‘e suggest that a candidate who
has passed the accountancy courss should be regarded as cligible
for admission dircct to the appropriate Training Grade, if
vacancies exist, and that some allowancc by way of enhanced cntry
point might be given in recognition of the time spent on the course.
The evaluation of the stonography coursec depends on the standard of
efficiency which the administrations lay down for general contry into
the pool stenographors' grade (sce paragraphs 195 and 199 above);

if therc is no significant difforonce betwsen the two in the standard
of proficiency, the successful candidate from the College would be
offercd the genseral entry point.

The Assistent District Officer class

21k, Therc has come¢ into existence in Konya a grade of
Assistant District Officer on the scale £190(259): 190 x 10 - 240

x 12 - 300 x 15 - 450(608). In Tanganyika thorc is a similar

grade called Admiristrative Assistant, which is paid on the

Executive Division, Junior Service scale. In the treatment of

this grade, much depends on whether it is the intention of the
Govermments  that an intermediate administrative grade of this sort
should become a permanent fcature of the frovincial Administration, as
is the case in some other Colonial territories; and, if so, whether
preference will be given to direct cntrants of high educational and
other qualifications or to expcrienced and able members of lower grades.
We are informed that present members of the grade belong mostly to the
latter category. Even so, the present salary is too low for officers
who have administrative status, restricted though it may be. In
present circumstances we rccommend that entry to this class of post

should be through the Training Grade, and that the salary scale of the
post would be C5-L.

/215.
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Entrants on sclory Tixed by marli:t value .

215, Ve have given our views on this method of entry in
paragraph of this Report. It may add further clarification
if we draw attention also at this point to the opinion cxpressed in
paragraph later in the Report that the conceptions of fixing

selary by market value and of adding incremcnts to the starting
point of & scale for previous expcrience sho.ld be kept distinct.
Recruitment at market value can only vork satisfactorily if the
Public Service Commission has full discretion to advisc whether
the salary to be offered becars a correct rclation to the carning
power of potential candidates in other employment at the time,
afer giving proper weight to pcnsionability, housing and other
factors relating to cmployment in the public scrvice.

General offect of recommcndations in
present structurc

216, ‘e pause at this point to summerise the gencral e¢ffcect
of the rcecomuwendations in this Chapter on the present structure of
the public services in the verious administrations,

217, In accordence with our terms of refcrence as
subscquently cnlarged by the policy decisions or announccments to
vhich we have referred in Chapter I1I, it has buen our aim to produce
a non-racial structurc extonding from the E6 grade at £90(99),
comprising the clerical and "office" ciccutive classcs, and cxtending
through the C Scale into its highest scgments. Parallel with

this will be a similar structurc for tho present "analogous" grades
end tho highor tochnical and cxzccutive grades which Lie above them.
“hroughout thesc two parallel structures, our cndeavour has bcen to
ensure that thers arc laddsrs of promotion which will cnavlo a
zcalous and cfficient public scrvant to climb as far as those
qualities will teke him from the point at which his initial
qualifications brought him in,

218, If these recoumendations are acceptod, the effect in

Konya and the High Commission will be that the proscnt 4. Band CDivisions
of' the Clerical Scrvice will disappear. In Tengenyika, the prescent
overlap of the Junior Scrvice and Scnior Scrvice Scales will be

fused into one graded structure. The structure of the prescnt

Local Civil Service in Ugenda will also be affected, the existonce

as separate entities of the Special and Professional Divisions being

no longer nccessar’, In Zenzibar, the prescnt multiplicity of scales
will be greatly reduced, and His Highness's Zanzibar Scrvice will no
longer have salary scales attached to it.,

219. Ve think it likely that the mainland administrations

may wish to take the opportunity of deciding whether, concurrently with
the adoption of these recommendations, they should not discard altogether
this separation of their Services by nomenclature into divisions, and
substitutc for it one all-embracing namc of Kenya Civil Service, High
Commission Civil Service, Tanganyika Civil Service and Uganda Civil

Scrvice, The racial implications of the present Kenya and High Commission

divisions need no emphasis, In Teanganyika also, thc cvidence which we
received left a strong impression that the differcntiation into Senior and
Junior Service has come to be resonted and to be in danger of having a
racial basis imputed to it. Harmony within a public service owes much to
the feeling of individuals that they are mombers of one united body. If
this spirit is to be as strong in the humblest as in the most
distinguished members, no good purpose can be scrved by retaining

/dividing lines
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dividing lines which no longer have a meaning in the
srganisation.

220, Finally, we venture to offer one corment

in regard to the present policy of the Government of
Uganda (adopted in October, 1951), of debarring Asians
fron admission to permanent and pensionable status in
the lower and middle grades of the public service.

We are very glad to know that the Govermment is likely
to reconsider this decision. To maintain the bar would
scerl to be out of harmony with the acceptance of a forn
of organisation which rests on the principle of equality
of opportunity in due proportion for peonle of all races
who are born or have made their permanent home in Ugandae
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CHPPTER XTI

THE ADMINISTRATIVE AND PROFESSIONAL SERVICES

The present scales

291 The services tc which this Chapter refers are those
for which the qualifications are laid down by the Secretary of
State for the Colonial territories generally, and appointment

to which rested until the 1lst 63tober, 1953(see paragraph 61)

solely in the Secretary of State's hands.

288 The present salary scales for these services follew
a common pattern throughout East /frica:-

£550(743) : 5502 620x35-~760: 83Cx35-1005x45-1320(1670)

In the Medical Service alone this scale is further extended
by increments of £45 to £1590(1940).

2236 Ls a general rule this pattern is applied as a

long scale with efficiency bars of the current type. There
are, however, some services in wh'ch, although the professional
salary pattern is applied, the scale is a broken one, It is
with these services that we must deal firste

Services with broken scales

2246 The principal services in this categery arei-

Accountants (Treasury)

Accountants £550(743)-1050(1400)
Senior Accountants £1095(1455)-1230(1580)

Ludit

Juditors & lssistant luditors £550(743)-1050(1400)
Senior ALuditors £1095(1435)-1230(1580)

East African Customs & Excise

Collectors £550(743)-1050(1400)
Senior Collectars £1095(1435)~1230(1580)

It should be noted in passing that there is a unique scale for
gazetted Police Officers; though it has the same overall

pattern of £550~£1320 the increments are inferior at some points,
with the result that the length of the scale is twenty-two

years as compared with twenty years in the general pattern.

225, It seems to us that the services listed above,
including the Police, have been differentiated from the
professional services for a twofold reasone The view may have
been teken that the qualifications for entry are not quite of
the same level or clear definition as those to whom the full
sceale is paid; it may also have been held that the officers

/in these
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in these services are not, in fact, professional on
appointment, but cnly reach a standard which may be
regarded as professional by virtue of experience in the
service,

226, If these premises are accept.d-and we agree with
them - we suggest that the gist of the argument in
paragraph 181 above, in respect of the C Scale services,
holds geod here also. It seems to us wrong in principle
that the services which we are now discussing should
start level with the professional services proper and
have the distinction between the one class and the

ether marked by a differentiation towards the top of

the scale, The logical arrangement ia that they should
start lower, and be able to look forward to reaching

the seme level later on, when they have reached, by
ability and experience, a status which most people

would accept as professional. TWe have been led by

these considerations to advocate that there should be

an intermediate salary scale between the C pattern and
the scale for the administrative and professional
services propers v :

The. new B Scale

’

227, We recommend, therefore, that the following
scale should be adopted:-

MEN WOMEN
B5 £588 6473;:24:_684- 752 B5 £588(647)x24-684(752)
B4 £762(838)x3(~852(957 B4 £708( 779)x24-752x30-~792(871)
B3 £882 970)x50-912>c.(36—984 B3 £822(904)x30-912(1003).

- (1082) ‘

B2 .12102021122;3:56-1128(1241% B2 £948(1043)x36~1128(1241)
Bl £1176(1294)x48-1320(1452) Bl £1176(1294)x48-1520(2.452)

The inducement additions to these scales will be
found in Appendix

Inclusion of other services in the B Scale

2486 There are certain other services to which in
some administrations the full professional scale is

at present attached, which would, in our opinion, be
placed more fittingly in the B Scale., The senior grades
in Ccmmunity Development or Social Development and Welfare
Departments, and in Co-operative Departments, are staffed
partly by officers of the Ldministrative Service and partly
by direct recruitment, Where an officer of the
Administrative Service is so employed (and we understand
that the administrations would use them more freely for
this purpose, as is the practice in other Colonies, if

the staffing position in the Lgministrative Service
permitted), he should draw the salary of his own service.
But where direct recruitment is employed, we think that
for these grades the B Scale is the appropriate one. In
Labcur Departments of{icevs of the Ldministrative Service
may also be empioyud, end thie same rule should apply;

but here also there may be direct recruitment to the
grades, sometimes of candidates who have had previous

/experience
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experience elsewhere in the field of trade unien activities,
and here again we recommend that the B Scale should applye
There are also some posts of LAdministrative Secretary in
major departments, and of Assistant Secretaries or Establish-
ment Officers in Secretariats, which should fall into the

B Scale. We regard the work of these posts as being
essentially in the superior executive category as defined

in the United Kingdam (see paragraph 268). But in these
higher ranges we think that their duties contain some

of the "pelicy" element, and, therefore, approach

near enough to the administracive grades to justify their
being placed cn the B Scale. The segmentation should

be agreed between the administrations. These considerations
do not, however, apply to the very small number of

posts invelved in Zanzibar, and we have assigned the

C Scale to thems

229 The rule that an officer of the Ldministrative
Service should continue to draw the salary of his

ownn service even when serving in a B Scale post

should hold good, even when the salary of the B grade
happens to be higher than his own substantive salarye.
Only if he is permanently transferred to the B Scale
grade and leaves the /[.dministrative Service should he
draw a B Scale salarye

Belative position of the Administrative Service

2304 tne criticism of these proposals may be
anticipated at this pointe It may be asked why the same
arguments in favour of assigning the B Scale should not
apply to the Administrative Service, whose members also
come into the service without an gbsolute professional
standard and learn their profession by experience. The
answer is that the Administrative Service eccupies 2
position and bears responsibility of its owne At no
time have those responsibilities been heavier or more
searching than at presente In the Provincial Administration,
the Provincial or District Commissioner is the head of

a team, and if the order and good government for which

he is responsible breaks down, the sctivities of

most departments other than the Police are likely to

be interrupteds Moreover, both in the field and in

the Secretariats and Members'! offices, the role of the
Ldministrative Officer is becoming more difficult in

that advisory and guiding functions are replacing direct
administrations It is disturbing to see that recruitment
for the Ldministrative Service is at present more
difficult than for almost any other service, whereas it
should be in a position to attract the best of the
material offering from the Universities. These present
difficulties are not improved if the Administrative
Service has to endure competition from other branches

of the Service in the non-specialist market on level terms.
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Application of the B Scale

231, Llthough the B Scale is expressed in five
segments, the object is not to impose a close segmenting
throughout &ll the services concerned, hut rather to
retain the means of grading particular posts closely if
it should at any time be thought desirable. Ve have
borne in mind that many of the grades to which the scale
is applied now enjoy the benefit of the greater
part of a long scale, and should continue to do soe The
grading which we have most commonly recommended is,

therefore ;-
Assistant Officer - B5
Officer - B4-2
Senior Officer - B1L

We recommend that where this grading is employed the
Assistant Officer and Officer grades should have a
combined establishment, the former changing his title

on successfully passing the bar at the end of the

fifth years. The establishment in the Bl grade of

this Scale shoulid be 2 separate one, regulated accerding
to the needs of the service and the reasonaole expectations
of officers in the grade. A full list of the B Scales

recommended, with our suggestions for the placing of the
bars, will be found in the Appendices.

2526 Tt will be seen that, like the C Scale, the

B Sceale coincides with the proposed administrative and
professional Scale A from the point £1128 to the maxirmum
at £1320. This point is reached after seventeen

years'! service cn the B Sgale as compared with nineteen
years on Scale C and fourteen years -n Scale l.

Women administrotive Assistents

233 The salary abttached to this grade at present

is £550(743) ¢ 550: 600x30-780(1053) in Tanganyika and the
High Commission. This type of appointment is still, to
some extent, experimental, and is found only ir. these

two administrations at presents We regard the grade

as being of the same status as a departmental Ldministrative
Secretary or a Secretariat Assistant Secretary or
Establishment Officer, to both of whom the B grade has

been assigned. We have, therefcore, recommended that the
posts should be graded in the appropriate segments of the

Scale B(W) 5-2; B{(W)1 does not seem to be required at present.

We assume that this grading will only be applied to a post
the duties of which warrant the appointment of a Woman

Administrative Assistant as distinct from a Personal Secretarye.

The present administrative and
professional long scale

234, The length of the present scale from £550(743)
to £1320(1€70) is twenty years, with a jump of one
increment at the eighth year from £760 to £830. A4s
applied to the Ldministrative Ser-ice, however, the scale
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is now two years shorter, for the reason that an

additional Jump of two inecrements from £900 to £1005 |
was introduced for this service alone in 1949, with

retrospective effects + The length of the present

scale is, therefore, eighteen years for the

Ldministrative Service and twenty years for the

professional scrvices; on the other hand, entrants to many

of the latter services come in at points higher than |
£550

The proposed new Scale L

23b4 The new scale which we recormend is:-

L3 £630(693) x 30 = 750(825).
L2 £810(891) x 36 - 918x42-1128(1241).
A1 £1176(1294)x48-1320(1452) .

The inducement additions to this scale are
set out in LAppendix o« Though expressed in three
segments, this is a long scele, We suggest that the
bars should be placed at the top of A3 and A2, Discussion
of the questions of entry points for various professions,
and of the grant of incremental credits for experience
before appointment, will be found in Chapter XX. The
length of the proposed scale is eighteen years for the
Ldministrative and Professional Services alikes

Aboli%ion of the Administrative Jump

2568 The adoption of this scale in the manner
proposed by us will involve the disappearance of the Jump
from £900 to £1005 at the tenth year in the scale for
Ldministrative Officerss The reasons for inserting

this jump apvear to have been as follows:-—

()  the efficient idministrative Officer becomes,
after about ten years! service, a highly qualified
specialist, and would be accepted as a professional were
there any recognised standard of qualification for
professional status in this case;

(b)  in many of the professional services entrants
come in at an enhanced entry point because of the later
age at which the qualification is obtained, and maintain
this lead over the Administrative Officer throughout
the timescale;

(¢) in a district, this may result in the
District Commissioner being on a lower salary than
professional officers of the same length of service,
which is incompatible with his position as leader of
the district team,

237, There is no doubt that the application of this

Jump to the idministrative Service as a whole is
Tesented by the professional services, and we received many

/ representations
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representations on the pointe Leaving the special
case of the District Commissioner out of consideration
for the moment, we have some doubts about the p?esent
arrangement. If a professional officer comes 1n'at
e higher starting point on the scale because of h%s
age at qualification, it ean Dbe argued that this is
counterbalanced by the shorter pensionable career
to which, in the normal course, he can look forwaru..
Nor do all the professionals benefit by higher starting
points; Assistant Conservators of Forests and
Jurveyors come in at the bottom of the scale with
Administrative Officers, and Agricultural Officers
only ene increment Upe It could be claimed that the
years of experience will have made them fully
professional also; but they do not share in the .
benefit o the jumpe Perhaps the strongest criticism
of the arrangement arises from its practical effect
in the case of District Commissiorers themselves.
The jump occurs after the tenth year in the scale,
but we have found not wuncommonly that, owing to the
Iull in recruitment during the late war, there are
of ficers serving as District Commissioners whose
salary falls several years short of the £900 pointe
The responsibility and expense arc already with them,
but the relief designed for them lies in the future.

238, As already stated, we have some comments and
suggestions to offer later in this Report on the subject
of enhanced starting peints. Subject to that, our
investigations have led to the conclusion there should

be an eighteen year scale conmon to the Administrative .
and Professional Servicess

Position of the District Commissioner

239 Nevertheless, the removal of the Adminis+*rative
Jump from the new scale leaves the difficulty ef the
District Comnissioner wmrcesolved, In accordance with
evolution in the theory of district and provincial
administration, thc District Cormissioner has become
the head of a bteam of professional and executive officers.
In earlier days the activities of these officers were
devoted almost entirely to direct administration;
new they tend more and more to tske the form of assistance
and guidance to newly-formed local government bodies.
In this work the District Commissioner is, and must be,
the leader, becauss the mainspring of these developments
is political, The burden of special responsibility
vhich this places on him needs no argument.s But there
is another aspect of his position; the social burden can
be very heavy. It is virtually impossible to draw e line
between a District Commissioner's public and private life,
or to separate che hogpitality offered in his house or
camp into private and officizl, If the district is to
run smoothly, he must be ready to meet all people at all
times, which involves, in effect, keeping open house.
This obligation is particulaerly heavy in places where little
in the way of amenities is available to the visitor from
outside, More than one Administrative Officer has told
us that while he welcomes the opportunities of appointment

to a district, he dreads the effect on his pocket. We are
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satisfied that this burden is a serious one, and
presses hard on the officer, however modest his
standard of living,

240, We are averse to the extensi:n of the system
of entertainment allowances for the reason explained
in paragraph of this Report; moreover we should

not regard that as the right form of relief to recommend
here, as it touches only a part of the problem. We
have considered the possibility of districts being
graded according to the weight of responsibilities;

but this would probably involve grading the service
also, and we accept the opinion of most of the

officers whom we consulted that this would run into

too many practical Aifficulties in present conditionse
We recommend, therefore, that a scale of duty

allowances should be applied to posts of District
Commissioncer, We suggest that the scale should

provide for three different rates of allowances, and
should be applied to each district according to the
weight of official and social responsibilitye. On the
principle that an officer's capacity to carry official
responsibility increaces as he moves towards the top

of the scale, whereas the social burden remains constant,
we recommend that the amount of the allowance under

each of the rates should decrease to a stated minimum at

£1320, the top of the new Scale A. The recommended maxima
and minima are:-

L. Districts £240 - 96
B Districts £180 ~ 72
G Districts £120 -~ 48

We suggest that the principle of a ceiling should operate
to fix the rates of allowsnce payable between the
maxima and minima suggested; the ceiling would be £1320
plus the minimum in each case, i.e. £1418, £1392 and
£1368 respectivelys The allowances would thus be:-
Rete of Allowance
Substantive Salary L Districts B Districts ¢ Districts

£1176 or less £240 £180 £120
£1224 £192 £168 £120
£1272 £144 £120 £ 96
£1520 £ 96 £ 72 £ 48

We further recommend:-

(i) that these allowsnces should be non-pensionable,
should be paid only while the officer is officiating

in the post, and should not carry any cost of living
allowance;

) (ii) that they should not be paid to any officer
in charge of a district whose salary is above the
maximm of the new Scale

F{EELN
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(iii) thet they may be attached, where
considered necessary, to a post of District
Officer as well as District Commissioner, but not
ordinarily to any post of second-in-commance
The criterion should be whether the post is one of
isolated responsibility.

241, If these recommendations are accepted, it would
be for the Government to allocate the appropriate

scale to each district and tc alter the classification of
a district where changes in conditions make it necessary
to do so. W, have considered whether the adoption of
these allowances would tilt the balsnce unduly in favour
of District Commissioners as compared with [dministrative
Officers serving in other branches. /(n officer on the
timescale serving in the Secretariat or other headquarters
office is not in the same position of isolated
responsibility as a District Commissioner; moreover, there
are advantages that may accrue from serving close to the
fountainhead of authority, and the chances of acting

for periods in the superscale posts. In view of these
considerations, and of the fact that the duty allowance
will be in part a reimbursement of expenditure incurred
by a District Commissioner rather than an addition to his
income, we do not think that he will be unduly favoured as
compared with his colleagues in other branches of the
Ldministrative Service, Moreover, if the principle is

followed that the individual should, as far as is practicable,

have the opportunity of serving for periods in both fields
until his particular bent is revealed (and we think it
greatly to the benefit of the service that this should be
the practice), there is no need to examine meticulously

where the balance of advantage to the officer lies at
any one time,s

Position of Provincial Heads of
professional departments

242, The volume of work of a professional department,
and, in consequenc: the numbers of its staff, differ
considerably from province to province, being governed

by such factors as area, physical conditions, density of
human or animal population and the way of life of the
pecple, In some provinces, vhere the intensity of the
deparitment's work warrants it, the post of provincial
head carries superscale rank; but, except in these cases,
the provincial head who is an officer on the timescale, as
he generally is, has drawn hitherto no more than his
substantive salary, except in Uganda, In that

territory a system was introduced in 1952 whereby certain
provincial heads in the Agricultural, Education, Forcest,
Public Works and Veterinary Departments were enable to
draw charge allowances while officiating in the posts,

on two conditionsi that they had not yet passed the
promotion bar at £1140 on the present scale, and that they
had held the post for a period of one years The
allowance was vo be the difference between the officerts
substantive salary and £1185, the minirmm of the top
segment of the present long scale.

/%34 Ve
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2436 We concur with the Government of Uganda in
thinking that there is good reason to interpose another
gradation between superscale rank and substantive
timescale pay for this provincial responsibilitye

.s has been seen, we fully recognise the argument that

as an officer climbs the timescale, so nis capacity

to undertake responsibilities should be expected to
increase; but the weight of district charges varies

as much on the professional as on the administrative side,
and the Director of the department dieposes his men

to meet these differing needs according to their expericnces.
The charge of a province is different, in that the
provincial head may have a very wide responsibility and
quite a numerous staff of officers of his own class

under him, To assign superscale rank to the post in

all such cases may well be unnecessarily costlys The
temptation to claim it will be lessened if an intermediate
gradation is adopted.

244, A distinction must be drawn between the basis
of an allowance for provincial heads and that for
District Commissionerses The former has more social
obligations of zn official nature than fall upon the
ordinary timescale of.icer of his department, but they
are likely to be of a restricted nature, as the main
burden at a provincial headquariers falls on the
Provincial Commissioners, By far the major justification
lies in the fact that he is on a higher plane of
responsibility than his fellow timescale officers, though
some of them may be his seniors in servicee It is right
that a provincial headship should not invariably be a
perquisite of seniority; but the position of authority
which it confers should be marked in same tangible

WoYe

24 5, Ve think that only one rate of allowance is
necessary in this case, and that the appropriate allowarce
to recommend is the equivalent of our propusal for a

B Class District, i.e. a maximum of £180 decreasing to
£72 at the top of the timescale by the same steps as

are recommended for the District Commissioner's allowance.
We recamend tnat this should be naysble while the
officer is officiating in the post, and should not be
withheld pending completion of a year's service, as is
the case in the Uganda system at presente The allowance
should be non-pensionable, and should not carry any cost
of living allowance.

246, It must be made clear that we are not proposing
the attachment of this allowance to every post of

provincial head which is not of superscale gradings There
are provincial posts, where the number of departmental

staff is relatively small and the activities limited, in
which timescale pay is an adequste remmeration. We
envisage that the Government will decide on the posts

whicn, though n0t equal to superscale rating, neverthe-

less carry a responsibility which should fairly be recognised
in the mamner proposeds

/247,  There
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247 There is one contingency for which
provision must be made. It may happen that the
provincial head is in a service which carries the

B Scale, and the post may already be graded in an
upper segment of that scale, e.ge a Provincial Labour
Officer's post might be graded as Bl. TWhere an
officer whose substantive salary is in a lower grade
of the B Scale acts in the post, he should not draw
both acting pay and the provincial allowance; but he
should be entitled to draw whichever of the two is
the higher. Ln officer whouse substantive salary is
already in the Bl segment would draw the prescribed rate
of provincial allowances

The extension of the Medical Scale

248, It has already been noted that the professional
scale, as applied to Medical Officers, extends by another
six increments beyond £1320(1670) to £1590(1940)s The
reason for this extension, which was granted in a number
of Colonial territories in 1950, lay in the difficulties
then being experienced in recruiting Medical Officers.

As the evidence given to us has shown, it provides a
constent target of criticism, or ground for claiming
similar treatment, among the other professional grades.

249, We do not think the time opportune to
recommend that the extension should be discontinued
for future entrants. But it should be remenbered that
it was dictated by considerations of market value. Any
betterment of conditions which results from a general
revision of salaries should not, therefore, be held
necessarily to apply to the extension automatically and
in the same relativity as at presents. OQur recormendation
is that, if the new Scale L is accepted for general
application, the extension should teke the form of three
biennial increments of £54 extending from the top of the
‘new Scale A at £1320(1452) to a terminal point of
£1482(1630)s  In other words, the officer should serve
for two years on the £1320 point and then proceed by
increments every second year to £1374(1511), £1428(1571)
and £1482(1630)s Our enquiries have led us to think
that an extension in this form will continue to meet
present requirements in the recruitment market; we
revert to this point in paragraph of Chapter XV
on the Medical Departments,

Application of the extension
to other posts

250, There are, in some of the professional
departments, posts of a specialist scientific nature which
are outside the run of the general professional grade.

To quote examples, we refer to such posts as Entomologist,
Botanist, Mycologist, Chemist and Veterinary Research
Officers When officers in these posts reach the top of
the timescale they are at a disadvantage, in that, as a
rule, the superscale posts in the department are of an
administrative or directing nature for which they may have
neither the inclination nor the >xperience.

/ They
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They may, therefore, prefer to retire on pension at

the earliest possible date in the expectation of
finding other employment without difficulty. That
this is to the detriment of the public service has
been recognised in some administrations by the creation
of "senior" posts of this category with minor
superscale salary.

251, There the of ficer promoted to such a post
does not exercise any superintendence over the work

of others, but merely continues in his own line of
research or investigation, the designation is a
misnomer; and, inoreover, only one or two of the

officers in the service as a whole can reach the superscale
grade in this way. Ve suggest that it would be more
fitting, and a greater incentive to the officers to
remain longer in the service, if the extension of the

L Scale from £1320 to £1482 by biennial increments as
recommended above for Medical Officers were applied to
them personallye. The effect would be that such an
officer, after serving for two years on £1320 and being
certified in the usual way as fit to go higher in the
scale, would be able to proceed by further increments every
two years to £1482. This prospect of increased salary,
with benefit to pens.on prospects, would act, not only
as an alternative to abandoning specialist for
administrative work on promoticn, but as an incentive to
remain in the service for a few more valuable years of
work, if such promotion were not open to hime

2520 We assume that where "senior"™ posts as
described above are already in existence, they would
be continued during the tenure of the present holders,
and then abolished.

Restricted use of the A Scale

2536 Ve think it will be clear from what has already
been said in this Chapter that we hold strongly to the
view that the app'ication of the A Scale should be
restricted tc the Ldministrative Service, and to those
services, members ¢f which hold an esteblished and
prescribed professional qualification at the time of
recruitment. Reference to paragraphs

on the subject of professional entry points, will 1nc110ate
the services which we regard as falling within this category.
If this view is accepted by the East Lfrican
fdministrations, and our recommendation in favour of a

B Scale is also adopted, we suggest that the administrations
should be on their guard against assigning the L Sgale at
any future date to individual recruits or new posts

unless the qualifications required clearly merit ite In
times of difficult recruitment, or vhen it is desired to
secure a particular candidate, the temptation exists to
make a post more attractive by upgrading ite It seems to
us that enough elasticity is already allowed within a scale
by ihe arrangements for assigning higher starting points,
or granting increments for previous experience, (see
Chapter )e There may also be the alternative
Possibility of offering a contrac* appointment on special
termse  But if the post is elevated to a grading higher

/than
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is warrsented by the qualifications demanded, claims
will inevitably be evoked from other grades for the
sase treatment, The same considerations apply to
the distinction between the B and C grades.

254, We are not, of course, suggecting that our
assignment of the various services to the A, B and C
grades should be regarded as permanent or sacrosancte
It may well happen that, because of a heightening or
lowering of the qualifications for sore branch of the
service, the administrations may decide to move it
upwards or downwards in the hierarchy of the public
service., Our advice is that, if and when this is done,
it should be a considered act of policy, and not an
expedient to which the administration has been obliged
to resort because of pressure resulting from special
measvres applied to individual cases.

Posts in the Colonial Research Service

255, There are, in some of the professional
departments in East Africa, a number of research posts

to which the salaries and conditions of the Colonial
Research Service are attached. As these salaries and
conditions of service are regulated centraliy by the
Colonial Office, we regard this Service as being outside
the scope of our terms of reference, and we have,
therefore, made no recommendations in regard to the salaries
of such postse We think it relevant, however, to record
that we reccived frequent representations from officers
of this Service holding appointments in East Aprica, and
from officers to whom membership of the Service has been
offerede The gist of these representations wag that,
taken as a vwhole, the terms of employment apnlicable to
members of the Service were less favourable than those
enjoyed by their colleagucs in East Africa who hold
scientific or research posts which are not, at rresent,
in the cadre of the Colonial R,sesrch Service. We have
not investigated this claim, as we understand that the
Colonial Research Service is being re-examined by a
Working Party in the Colonial Office. But it will, no
doubt, be bori.e in mind by the authorities concerned that,
if the recommendations containedin this Report are adopted
by the East Aprican dministrations, the general level of
cnoluments of scientific and research officers who are
not members of the Colonial Research Service will be
thereby improved, and comparisons based on present
emoluments will no longer hold good,

3
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CHAPTER XTIT

NOTES ON CLASSES CCOMMON TO SEVERLL TEPARTMENT S

Liccountants

256. “e have found that morc than one salary scale is
attached in the mainland administrations to posts bearing the

title of Accountant, an we nust, thoreforc, cxplain the difference
as we understand it and the way in which we¢ have dealt with it,

257, accountants scrving in the Treasury or wccountant
General's Department are, in ncarly all cescs, on a common scalc
throughout the mainland administrations. The scalc is £550(7&3) -
£1050(1400), with a scnior grade on £1095(14L45) - £1230(1580).

We heve recommended the allocation of -the B Scale to this grade in
paragraph 227 of ChapterXII, and suggest that the grading should
be that proposcd in paragreph 231 i,e.:-

Assistant Accountant - BS
ALccountant - Bh-2
Senior fLccountant - Bl
258. In Tanganyika and Ugenda, it is the practice to post

accountants of the grade rcferred to in the preceding paragraph to
cortain of the more important departments, They remain members
of the ..ccountant General's Department, are responsible to him end
represent, in effect, cn outpost of the Treasury in the department.
Such accountants should, of course, bc graded in the B Scele,

In Kenya and the High Commnission, however, there is a gradec also
known as Accoun’ant, members of which are departmental officers
responsible to the head of the department and are, as a rule, on
the scale £670(90L4) - £900(1215); +therc is also an issistant
accountant grado on £670(904) - £790(1066). "e have not assigned
the B Scales to these grades, because we are not satisfied that in
status and functions they are on the sams level as the Treasury
hAccountants; they seem to us in most cases to carry out exccutive
financial work within the department, but not to exerciie Treasury
control under the orders of the accountant Goneral, We recommend
that cach post in thesc grades should be oxamincd; and if its
functions arc limited to the cxtent which we have suggested, we
are of opinion that they should be graded in the appropriate
segments of the C Scale. 4t the same time, the designetion of
the posts should be altered; +the title "..ccountant" should be
reserved for posts which qualify for the B Scale or above.

259. The posts of Chief wscCountent, Public Torks Department,
are at present graded as follows:-
Kenya - £1140(1490) - 1320(1670)
Tanganyika - £1185(1535) - 1320(1670)
Uganda - £1300(1650)

‘e are of opinion that, as the top segment of the B Scale has becn

assigned to the grade of Senior iccountant, and as thesc posts are of

particular importance and resoonsibility, it would be right to place
thom in the lowest superscale renge, i.e. £1740(1902) - 1860(2022).
This will also increase the promotion prospects of the iccountant
grade, which arc¢ at prescnt rather limited.

/260.
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260, e have considered the question whether an Accountant
holding a full professional qualification should be entitled to

the A Scale. For this purpose we regard the full quelification

as one Which requires the serving of a period of articles., As

& general rule, accountancy work in the East african public

services does not call for this qualification, though there may be
some exceptions to the rule, particularly in the self-contained
services of the High Comnission. We rccommend that each
administration chould decide in what posts, if any, this qualification
is required. If en Accountant who is professional in the sense of
our definition is recruited for, or appointed to, such a post, he
should be paid on the A Scale; but an Accountant should not qualify
for the A Scale solely by reason of the fact that he is fully
qualified. The deciding factor should be the duties performed and
not the qualifications held.

Draughtsmen

261. The title of "Draughtsman" is distributed at present
over a wide varicty of grades; the lowest minimum we have found is
£72 and the highest maximum £1080 (Chief Draughtsman).  Thers is
clearly a wide differentiation in the status of posts which carry
the same name.,

262. e rccommend that for the grade of Draughtsman proper
the grading should be:-

Draughtsman - Cb-k
Senior Draughtsman - CL-3
Chicf Draughtsman - C2

The overlap botucon the bottom and middle grades, and the lengths
of eleven and eight years respectively, arc thought to be necessary
because the grades are numcrically small and promotion is slow.,

263, In Xenya, there are posts of Draughtsman in scveral
departments on the prescnt Clerical and Analogous B and C Scalcs:-
£255 - 450, £450 - 550, ©1B4 - 223 and £72 - 105. In Tanganyika,
the Junior Scrvice Exccutive end Gencral Divisions Scalcs arc used,
and, in Ugenda, the local Civil Service Special Class (£4.50-550)
and the Gencral Division, Yo recommend that all thesc posts
should be cxamincd and regraded, in accordance with their status
end responsibilities, into the C grading above or into the

E Scales, with the proviso that the title "Draughtsman" should,

in future, bte restricted to posts on the C Scale. Posts which are
regraded into the B Scales should be given a differcent title, e.g.
Junior Draughtsman, Draughting assistant or Tracer, as may be
appropriate, Appointments of which the prescent Scales extend beyond
£375 are marked "Regrade" in the ippendices to this Report, and
interim conversion should be onto the appropriate shadow scale.

Laboratory Technicians or Technologists
7

26l., This grade occurs in several of the professional
departments; in the Agricultural Department in Kenya, the title of
"Laboratory Assistant" is used for it. The salary scales vary; in
Kenya and the High Commission, the usual scale is £550-840, Tanganyika
uses £570-840 or £550-790, and Uganda has adopted since January, 1952,
the scale £570-1000,

/265,
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265, It is clecar that the prescent sslarics, except perhaps
in Ugenda, are inadequate to cnsure satisfactory recruitment, and
the administrations erc agreed that they should be raisecd. o
recommend, thercfore, that the ncw grading should be:-

Laboratory Technologist - C5-3
Senior Laboratory Tcchnologist - C2

Therc should be a common establishment, with a bar betwsen the two
grades. For futurc entrants we recommend that there should be a

bar at the top of C5, progress beyond which should be dependent on
holduing the asscociateship of the Institute of Medical Laboratory
Technology, and promotion to the senior grade should require the
Pellowship of the Institute. For serving officcrs the former
requirement should be waived, but not the latter, ‘e recommend

that the title "Technologist" should be adopted by all administrations
for the grades.

266, The grade of Laborastory ..ssistant, which is at present
paid on a fairly wide range of the Clsricel and inalogous scales,

is one of those referred to in paragraph 169 of Chapter X which
requirc examination by cach administration in order to cnsurc that
rcasonablc expecctations of a carcer cxist within the grade. In

vicw of the qualifications to be laid dovm for Laboratory Technologist,
there can bc no advancemert for a Laboratory .ssistant into that grade
beyond the top of C5, unless hc has acquired the ..M.I.L.T. If the
adninistrations find it desirable to crcate a grade of Chicf
Laboratory Assistant in order to provide an adequatc hicrarchy, we
suggest that the grading C6-5 may bc found conveniernt. nppointments,
of which the prescnt salary scalc extends beyond £375, are marked
"Regrade" in the Appendices to this Report, and interim conversion
should be onto the apprcpriate shadow scalc.

Librarians
267. The position over the employment of Librarians in the
Dast Africai. administrations is at present rather confused. In

some professional departments, Librarians are cmploycd, whose work
is clearly specialist and whole~time, and may include the collation
and translation of publications in a forcign language. In other
departments, the work of Librarian is combined with other Tunctions,
C.ge Librarian-Secretary. But in both cases the title of "Librarian"
may bc used,

268, There arec rccognised Librarian's gualifications in the
United iingdom and elsevhcre. Cur recomnendation is that, where the
post of Librarian is a whole-time one requiring the possession of

a recognised qualification, the B Scale should be assigned to it.

It would probably be enough at present to attach the segments B5-3

or B(%)5-3 to these posts. e suggest that, Toxr serving officers, the
holding of a university degree should be regarded as an acceptable
alternative to the Librarian's cualification.

269, e recommend that the title "Librarian" should be usecd

for these B Scale posts only. vhoere the librery is in charge of a

person not holding a recognised qualification, he should be paid on the

C Scele or a lower scale, as may bc appropriate. We have accordingly

marked all Librarian's posts "Regrade" in the Apperdices to this

Report, ' i

/Storckocpers
270.
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StorckecnHers

270, The nomenclature, grading end sclarics of Storckccpers
vary at present as botweon the administrotions, and we havo,
thorefore, cndcavourcd to devise & grading pattern shich can be used
by ell administrations to fit their particular needs. The pattern
wiich wo sugzest isg-

Chief Storckecpor - C1

Deputy Chicf Storckeeper - C2

Asst. Chicf Storckesper - C3-2 (required for
Tanganyika only
at proscnt)

Senior Storeckocper - C3

Storckecper Grade I - Ch=3

Storckeeper Grade II - Ch=4

Asst. Storckecper - (6-5

It should not be implicd from this pattcrn that a post now
cntitled "Chief Storekceper" should automaticelly be placed in the
Cl grade, or that an officer now designatecd as "Storekocper"

cannot be given a higher salary than that assigned to Grade I or II
Storckeopers. Our intention is that grading in accordance with
this pattern should be assigned, which is consonant with the
responsibilities of each post. In the Appendices we have
ourselves assigned a grading as far as possiblc; alternatively,
the post is marked "Regrade",

271. Here again, we recommend that, in future, the title of
"Storckeeper" should be reserved for posts which are on the new
C Scalc pattern. Any posts which are on scales inferior to C

should have a different designacion, such as is alrcady in usc in
some administrations, c¢.g. Stores Clerk or Storcs Assistant.

There should be an avenue of promotion from thesc grades to that

of assistant Storckecper or Storckeoper Grade II. The iistinction
betweon these two latter gredes is that an assistant Storokeeper
would goncrally be worling under a supcrior officer in the grade,
whereas a Storckeeper Grade II might be in sole charge.

Surveyors

272, Standard qualifications are laid down for appointment
without further training to the Colonial Survey Service, Officers
vho hold these qualifications are fully professional, and have been
assigned Scale A,

273, Candidatcs are also accepted who have passecd or gained
exemption from the Intermediate Exemination of the Royal Institution

of Chartered Surveyors in Sub-Division V (Land Survey). These

officers are rucruitcd on tho present professional scale, but cannot

rise beyond £865(1168) until they have obtained the full professional
qualification. As this involves passing a further examination we

think it right to regard them as not fully professional in the meantime,
and we have assigned the Scale B5-4, i.c. a maeximum of £1188, to the grade.

/On obtaining
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Cn obtaining the full qualification they would be cligible for the
A Scale.

27k, There 1s a third category of Surveyor who is neither
qualified nor semi-qualified in the way described in the preceding
paragraphs. This comprises grades in somc Survey Depertmonts,
including entrants trained at the Survey Training School in Uganda,
and also grades in some other departments, e¢.g. TForests and Public
“orks. To such grades we have assigned the C Scale.

275, Some distinction in nomenclaturc of grades appcars

to be advisablc, Administrations may find it convenient to adopt
the “enya designations of "Staff Surveyor" for the Scale A grade
and "Assistant Surveyor" for the Scale B grade. The C Scale
grades in the Survey Departments could tien be called "Survey
hLssistants"; in other departments, they can retain their present
designations of "Forest Surveyor", "Road Survuyor", and so on.

276, Pelow these levels there erc various grades of staff.
Some instences arc:-

Naosys Surveyors Scalcs CI and CII.

Tanganyika Survey Assistents Junior Scrvicc General Division.

Uganda Inspceting Surveyors L.C.S. Spccial Division Grade IT.
L.C.S. Profcssional Division Grade I.

Surveyors L.C.S. Spccial Division Grade ITI
L.C.S. Professionel Division
Grades I & II.

e lcave to administrations the task of rcgrading thesc posts on the
lines recommended in paragraph 169: but, herc again, some distinction
in nomenclature is clearly nccessary in order to differcntiatc between
them and the superior grades menticned above.

277, These posts vary considerably in grading ot prescnt.
e quote the following instences:-

Public ‘orks Tcpartment

Computer 2.50(608) x 20 - 550(743) )
) Buildings Brench
Computer £255( 34k ) x 15 - 4.50(608) )
Computer £610(824) x 20 - 590 x 25 ) )
- 790(1066) ) Hydrology
) . ) Section,
Computer £255(344) x 15 - L50(608 )

Survey Department P

issistent Computers  2450(608) x 20 - 650(877) ) Technicel and
Mield Staff
Assistant Computers  2360(L486) x 16 - 520(702) )

/Uganda
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Uganda
Survey, Land & liincs Tepartment

Computers 2550(713):550;: 620 x 35 - 725(EB)
x 35 - 1005 x 45 = 1140(1490)

Computcrs L.C.S. Professional Division Grades I & II.
Assistant Computers L.C.S. General Division Goneral Class,

m " i
Tanganyika
Lends & Surveys

Computers #550(743): 620 x 35 - 760: 830 x 35

- 1005, x 45 = 1140(PB) x 45 =
- 1320(1670

Assistant Computers £340(459): 340: 365 x 25 ~ 690(PB)
x 25 - 840(113L)

Vhere the qualifications required arc thosc of the Staff Surveyor
(see paragraph 274 above) the 4 Scale should be assigned to the
post. vherec this gqualification is not stipulatecd but a degree in
mathematics is réquired, we rccommend the B Scels.  Posts

which do not require cither of these qualifications should be
regraded by the administrations on the eppropriate scgmunts of

the C or E Secales. This is anothcr case in vhich we recomncnd
that the distinction in grading should be merked by a difference
in nomenclature as well as salary; the titlc "Computer" should

bs roscrved for posts in the 4 or B Scales.

A e
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CHAPTER XIV

IHZ EDUCATION TEPARTMENTS
Zducation Officers, and .eaching Steff (including
~echnical Instructors) with Unitsd Kingdom quelifications

or the ecuivalent.

278. e have found in this field a greater lack of
uniformity between the East African territories than in any
other,

senya

219 Xenya, in fact, retains the broken scale system,
reserving the top segment of the professionsl scale, £1185(1555)
- 1320(1670), for Senior Tducestion Officers with a sub-division
of £1005(1355)-1230(1580) for ::ducation Officers holding
specially responsible posts. The normal scale for Zducation
Officers is £550(743)-1140(1490). There arc also two main
lower scales for Headmasters and Assistant lasters, £815(1100)
-930(1256) for the former and 2550(743)-815(1100) for the
lacter. As regerds women cducational staff in Fenya, the
position is much the same. On the basis of the four-fifths
differentiaticn in women's scales, the top segment posts in
their case rise to £1056(1406) and £984(1328) respectively.

The normal scale for the Zducation Officer is 2496(670)-
912(1231), that for Headmistresces 3696S940)-744(1004), and
for the Assistant Mistresses £.90(662)-690(932).

Tanganyika and Uganda

s Vet

2€0. In these territories members of the Colonial
Zducation Scrvice enjoy the long scale, the women's scale
being four-fifths of that of the men. There are, however,
certain modifications of the long scale system in thesc two
torritories, three posts in Tanganyika being, placed on the

top sugment, £1185(1535)-1320(1670), and a number in Ugenda

on the scalc £830(1121)-1320(1670). Uganda also hes a systcm
under which ceortain ilasters and Listresscs rcccive less then
the long scalc, viz. 8550(7A3)—1140(1490) for the men and
£96(670)-912(1231) for the womon.

Zanzibar

281, In Zanziber, Lducation Officers are rouauneratcd on

the long scalc subjcct to the four-fifths differcntiation in
rospoctof Women.  There is a perallel scale 2400(535)-1000(1298),
for officers who are on the Hicher Scale of His “ighness's Zanzibar
Service., The Lowor Scale of His Highincss's Zanzibar Scrvice,
£320(L4.31)=-720(948), is also used.

The basis of uniformity

232. In view of thds variation in prescnt mcthods of
remuncration in Bast Africa, and the desirc of the administrations
for a uniform paitern, wc have comc to the conclusion that a new
method of approach is rcquired. In this conncction we have
considercd the views expresscd by the 1947-48 Commission on the
samec problein, In paragraph 314 of their Tcport they vrote:-

/"314. Tho term "education officer"
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"3, The term "education officer" normally denotes
a person engaged on educational administration,
inspection or organisation. Were the use of the
term so limited in Fast Africa we should have been
disposed to recommond the fusion of the senior

I Wa)

education officer and education officer grades into

a singlc grade with & long scale salary, as we have ¢ .

done, for instancc, in the case of senior
agricultural officers and agricultural officers,

- and senior vetcrinary officers end veterinary officers,
ihis course is, however, ruled out by reasson of the
fact that cducation officers arc found not only as
principels of cducational institutions but also as
assistant masters or mistresses. To accord the long
scale to assistant mesters and mistresses would
roesult in their rccoiving salaries disproportionate
to their duties and responsibilitics ond out of all
proportion to those drawn by their counterperts in
schools in the United Xingdom, A possible
solution would lic in confining the long s=zale to
cducation officers proper and to principals,
retaining the broken scalc systom for other cducation
officers, But we received weighty cvidence against
the adoption of this coursc on the ground that it
would tond to discourage recruitment to the teaching
staffs, and for this and other reasons we rsject
it."

283, We feol thet therc arc good reasons for
giving ronewed consideration to the poscsible solution
outlincd at that time by the 1947-42 Commission. As
fer as reccruitment from the United Kingdom is concerned,
we have noted that the recent Burnham award fixes the
neimm salary of graduate Assistant Teachers (including
three incremonts in respect of a degrce or diploma for
teacher treining) at about £870 per annum for men and
£700 for tromen, liorvover, the possibilities of
epplying n brokcn scale in thce teaching profession in
Fast Africa have boen renderced mors favourable by our
cvolution of the B Scelc which, though three years
longer than the profcessional A Scale, procseds to the
seme maximum and is idontical in its lest five yoars.
‘.¢ have, thorcforc, doccided to rccommend that tho posts
doalt with in this scction of the present Chepter
should bo romuncrated on the following principles:-

Education Of ficers

28, tle rccommend that the full profcessional
scalc (i.c. tho A Scale) should be attoched to these
posts, as it is at prescent in all torritories oxcept
Eenya., At the same time, woe think that tho cadre of
posts romuncreted on this scale should be regulatced
primerily by the rcequirements of administration, inspection
and orgenisation as cnvisaged by the 1947-48 Commission.
Some latitude will have to be allowed for the present;
there may, for instance, be some teaching posts in which
tho quelificetions laid dovn for Education Officers in
the Colonial Education Service arc nccessary, and it may
e¢lso be held that an Education Officer, whatever his
previous expericnce clsewhore, necds %o cngage for a
tine in the prectice of teaching in Bast africa before

¢ is fully cquippcd to underteke adninistrative,
inspectoral or organisational duties,

/But, subject to
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But, subject to these reservations, the number of posts on
the A Scale, and the intake of recruits with the professional
gualifications laid down for Tducation Officers, should be
adjusted primarily to the requirements of the administrative,
inspectoral and organisational sides of the departments in
the territories. This should result in the number of posts
on the A Scale being substantially rceduced for the future.

It follows from this that a candidate recruited in future on
the A Scale should:-

(1) have the full gqualification required, i.c. a
university degree, preferably with Honours,
together with a Teacher's Diploma or cquivalent
qualification, and

(ii) have beon rccruitcd to a vacancy in the cadre
of Education Officcrs,

Teaching staff

285, ¢ recomanend thet the salaxry to be attached to
eppointments for teaching dutics should, in futurc, be the
B Scale, the qualifications to be prescribed being in
accordance with precsent practice. The pay and prospects
on the teaching side should bcar a rcasonebly close

rcla ionship to thos¢ of the Zducation Officer grade, and
for that reason we think that the normal cxpcctaticn of

a laster or liistrcss should be the scalc B5-2 or tho
fomale oquivalont. The sogment Bl (which is eguivalont
to the top segmont of the A Scale), should be allocatcd
to posts of Headmaster of schools or Principal of
cducational institutions which, though importent, do not
warrant superscelec grading; vosts of thce same kind which,
though not important cnough to qualify for Bl, meorit a
closer evaluetion than the timescale affords, can be given
the scgments B3-2 or B2, It would be possible for an
officer on the B Scale to be employcd on administrativo,
inspectoral or organisational duties if his bent clcarly
lay in that dircction, and as the B and A Scalcs rocach the
same maximum, hc would be eligiblc for consideration for
supcrscale grades on that sidec of thc department also,

286, e think that the organisation suggested above
should provide e¢iuitebly for the differentiation in functions
of the grades, and ensurec at the samc time that the intake

of rccruits is regulated according to the rcspective
requircments. It provides also a rcasonable degree of
clasticity in thc employment of the two gredes.

We suggest that the grade names should be S

Education Officer for the A Scale, and Kaster or liistress
for the B Scale., Though we have becn discussing the problcm
primarily in tcrms of overscas rccruitment, it follows that

a local officer, cither present or futurc, who has the
prescribed qualifications and is appointed to either grade,
should be placed on the A or B Scale as may be appropriate,

/Asian and African Education Officers

287.



106.

Asian and African “ducation Officers

287. The following posts cxist at proscnt:-
fonya

Asian Education

Sonior Education Officer - £725(979)-800(1080)
Education Officer - £560(756)-750(1013)
Hducation Officor (Female) - £448(605)-600(810)

African Education

Bducation Officer - £330(L46)-68L(923)

isssistant BEducation '
Officer - £300(405)-600(810)

Inspector of
. Tndian Schools - ©460(621)-600(810)

Indian Education Officer

£725(979)-850(1148)

Assistent Indian

Education Officer - £540(729)-620(837)
Eauca?i§§i2££§°°r - £330(446)-792(1069)

Qur rccommendation regarding thesec posts is that if the
holders perform the duties of an A Scalc Education Officer
as outlincd above, and if they have the quelifications
oroscribed for that grade, the posts should be regraded

on the A Scale; if not, they should be placed on the
appropriatc segments of the B Scalc.

Technical teaching staff

288. Technical education is oxpanding rapidly in
East Africa, and it is c¢ssontial that teaching steff of
adequate numbers and quality shall be recruited and reteined
in order that this importent side of educational development
may not be handiceppcd, Tle have, therefore, cxamined the
presens position in some detail in consultation with the
cducational authorities in East .frica,

289, Kenya at present pays the main body of its
technical instructors on the scale £550(743)-815(11.00)
referred to in paragraph 279 ebove, though there are superior
posts on broken scgments of the profcssional scale., The
sceles in Tangenyika are £550(743)-840(113Lk) for technical
instructors and £8,0(1134)~-960(1296) for senior instructors.
In Ugenda the normal scales are £550(743)-1140(1490) for
instructors and £830(1121)-1320(1670) for scnior instructors.

/Zanzivar docs not seem
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Zanzibar docs not scem to have any posts of this grade.

290. It eppcars to be generally agrecd that

present rciuneration, except perhaps in Ugenda, is not
attractive cnough in proscent conditions of recruitment.

/e rccommend, tiercforc, that therc should be a diffcrontiation
into two grades as follows:-

Techniceal iasters or :listresses
291, The qualifications for this grade should be the
Hicher National Certificate of the United bingdom or its
cguivalent. In parallel with thce gencral grade of Mastor
or kistress recommended above, the salary scale of the grade
should be B5-2 or the female equivalent. The segment B1 should
be used for the major technical Hwadmasters', Principals' or
organisational posts, the duties of which do not warrant
superscale grading.

Technical Instructors

292. Thz guelification for this grede should be
g2 technicel or trade quelification lowcr than the Higher
National Certificate, The grading which we suggest is:-

Tcchnical Instructor CE-3
Scnior Technical Instructor c2

Technical staff are employed in other departments besides
the Education Department, e.g. Prisons, e recommend
that the ssme pattern of qualifications and grading should
aply to these posts also,

293, It is convenicnt to remark at this point on

the existonce of a number of posts entitled "Instructor"

which are at prescent on the Clerical and inalogous

C Scales in Kenya, the Ixecutive and General Divisions

of the Junior Service in Tanganyika, and the Exocutive and
General Classes of the Local Civil Service in Ugeanda.

We regard these posts as coming within the range of the
enalogous services with which we have dealt in Chapter X.

The nccessity for rcviow and regrading thercfore arises,

in order both to ¢nsure thet & properly graded structurc of
renuncration by responsibility exists and also to remove any
racial diffcerentiation wherc it may be found. Ve draw attention
at this point, accordingly, to the general -rinciples governing
this regrading proccss which we have advocated in

paragraphs 168-173, and to our recommendations on uniformity

of regrading and in titles of posts contained in paragraph 195.

Graduates of Indian or Pakistani Univorsitics
end *tzachers with liakercre College gualifications

294, In our discussion of tho Mekercrc diploma courscs

in paragraphs 207-210 of this Report, we rescrved for consideration
in the present Chapter the cvaluation of the candidate with the
Teaching Diploma.  The course for this diploma is made up at
present of two réers of higher studies followed by two years of
teacher training, It is clcar, and is agrsed by the educational
authorities in East Africa, that this qualification ran:s lower
than those dealt with in the previous scction of this Report,

and what secms to us to be required is a lower grade of cutry
which will lcad on, as expericnce is gaincd and ability proved,
to the B Scale allocated for teaching staff,

/295, e have also to considcr
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295, Ve have also to consider the oppropriate
place in the tcaching structure of graduates of Indian
or Pekistani universitics., Hore again the advice given
to us is that, normally, such gualifications cennot be
regarded as cqual to the United Kingdom qualifications
‘to which the previous scction of this Chapter applics.
The roquirement here also appears to be a lower grade of
entry lecading onto the B Scale in the samec wey as in the
prcocding paragraph,

296. ie think that the requirement.in both of the
cascs above can bc met by the introduction of a T Scale as
follows:

U62(508)x18-516x2L-68L4(752).

It will be scen that the last five years of this scale, i.o.
£E588 to £68L4, corrcspond with scgmont B5 on the B Scale.

« teacher who has reachcd this segment and is fit for further
advancement can then be promoted onto the successive

scoments of the B Scale in accordance with the way in which
the latter scale is brokon by the adninistrations to provide
for appropriate grades or posts. e suggest that the
designation of liaster or iiistress should be apvlied to
officers on the T Scalc.

297. L8 regards cntry points, we understand that
at present the entry points for holders of the kiakerore
Diplome are £264(357) in Kenya, 2240(324) in Tangenyika,
2252(340) in Ugenda and £262(354) in Zanzibar; and that
untraincd graduates of Indian or Pakistani universities
onter at £305(L12) in Kenya, £300(405) in Tanganyika,
£315(425) in Uganda and £320(431) in Zanzibar, Wo
recommend thet in future the entrant from iekercrc with
the Diploma (i.e. the four-year course), and the untrained
Indian or Pakistani graduate should enter the T Scale at
the starting point, i.c. S462(508). The trained Indian
or Pakistani graduate should enter at £480(528). Vhen
they become available, graduates from Makererc College
with a teacher training qualificetion should enter the
B Scale at the sterting point, i.c. 2564(620).

298, “jc also rccommend that holdecrs of the
Higher School Certificate who havo qualified in the
Nairobi two-year Teacher Training Course should cnter
the T Scale at £462(508).

Other teachers (African, srcb or Asian)

299 The present grading of teachers other than
those with whom we have doalt in the two proceding sections
of this Chapter is as follows:-

(2) Konya

Lfrican Teachors (Male)

KT 1. (School Cortificate plus 2 ycors' training)
£154(215)-223(301)
T 2. (Stendard X plus 2 years' training
£100(149)-172(237)
T 3. Standard VIII plus 2 years' training
( £66(106)-105(155
T 4, (Stendard VLII with a lower pass
plus 2 years' training) £51(82)-72(11%)

/hsian Teachers (Malc)
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|
i Asian Toachers (ifale)
|

Grade IIL £305(412)-455(61k)
- Zntry point for School
| Cortificatc plus two
| years Nairobi training £305(L412)
. Grade IV £180(247)-450(668)
| IZntry point for
| School Certificato £180(247)
| Grade V

l Ungnalificd tcachers
| with a minimum of six
t years' education £180(247)=-315(425)

Noto: The scales for women are four-fifths of
} those for mcn.

(v) Tanganyika

African tcachers

Grade I £100(135)-2L0(32).)

lMain cntry voints

School Certificate nlus
- two ycars' training £171(231)

Standard XIT - no School
Certificate plus two

years' training £153(206)
Standard X plus two
years! training £136(18k)

Grade II £66(89)-171(231)

Main entry point

Standard VIII plus
coertificate after two
years' training 566(89)

Asian teachers (Primery) -  £180(243)-400(540)

School Certificate
cntry point £180(243)

and that for School
Certificatc plus two
yoars' Nairobi training £24,0(32.)

Note: The scales for women are four-fifths of
- thosc for men.

/(e)

Uganda
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(c) Ugenda

African tecachcrs

Grade II £130(176)-300(405)

School Certificate contry
point plus two years'

training 140 (194)
Grade I £69(93)-171(231)
imtry point - Stendard VIII
plus two years! training £69(93)

Asian teachers

Grade VI £220(297)-4-00( 540)
Grade V £300(405)-450(608)

These grades are largely reccruited

from India. Graduates cnter at £315(L25)
and matriculatesat the minimum, The entry
point for School Certificate plus two years'
Nairobi training is £300(405).

Notc: (i) The scales for women are four-fifths of
those for men.

(ii) There is a promotion grade open

L Pl #V P, J, R . J L~
to Grr.do IT wfvricin toochors in

Uganda, viz. £190(257)-450(608).

(d) Zanzibar

Primary toachors £120(162) =334 (449)
Intry point for School Certificate £140(189)

Untry point for School Cortificate

plus one years' training £~150(203)
Assistant toachers (Priuary) £90(122)-190(257)

Intry point at the minimum for
Standard VIIT plus two years!
training

Intermediate teachers

Intermediate degree plus
two yoars' training -
entry point £262(354)
(1) £226(305)-370(496)

Nairobi trained teachers

School Certificateplus
two years' training -
entry point £238(321)

(ii) £430(574)-550(730)

R NI NS T T e N A g

Note: (i) Women's scales are roughly four-fifths those for men.

(ii) There is a promotion grade (Supervisory Teachers)
£360(483)-L450(600) open to Primary teachers,

/300, It will be observed
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300. It will be observed that, except in the case
of Zanzibar, the existing pattern of scales in this field
rests on a racial basis. The special entry point for holders
of School Certificate plus two years' training varies between

- Africans and Asians in the threc mainland territories as follows:-

African entry point Asian entry point
School Certificate plus School Certificate
two years' training plus two years'

MNairobi training

Kenya £154(215) £305(412)
Tanganyika £171(231) £21,0(324)
Uganda 14 (19% ) £300(405)

In Zanzibar thc entry point allowed to a holder of a School
Certificate who is trained locally for onc year is £150(203),
while that conceded to Certificate holders traincd at Nairobi
for two years is £238(321).

Pattorn of future organisation

501, In view of the variations, not only batwecn
races but between the various territorial scales, revealed
in the tables of present gradings above, we rccommend that
the territories should adopt the following scale pattern in
futurc in order to achieve uniformity:-

Grade I teachers E2-1 £336(370)-480(528).
or

B(W)2-1 2318(350)-480(£28).

Grade IT teachers EL-3 £162(178)-300(339)
or

Assistant (or Vernacular)

teachers Grade I B ) 5
(Promotion grade in or ) £162(178)-228(251) .
Tanganyika, Uganda and o ;

Zanzibar only) Bk
Assistant (or Vernacular) B6-5 )
teachers Grade II or 6 g £90(99)-156(172)
E(%)6-5

302, The ontry points
ry
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302, The entry points which we recommend in
relation to these new scales are as follows:-

Konya Tanganyika Uganda Zenzibar  Entry Point
| :
1. Kenya Africen Standard VIII funior « £90(99)
; Preliminary { plus entry | Secondary

! Txamination. | examination. ! IIT. !

Z.iAs abovo plus 4s above plug As abovephs Sandard VIIIC108(119)

! two years! ' two years' = two years" plus two
é training.  training. * training. | years
| " ;  training.
i g i 0
3.| Kenya ' Territorial X - ; - £132(145)
* African - ‘ ;
| Secondary 5 :
! School : . g
: Examination. :
‘ f : i
L. As above pluﬁ As above plu# School E - §€162(178)
: 2 years' ¢ two years' : Certificate:
j training ! training. ~ (untrained)-
1 \ .
54 School % School - © School } €180(198)
‘ Certificate ' Cortificate » rertificate -
{ (untrained) : (untrained) | f(untrained)i
{ 3 ' :
6. Standard XII : As Konya - Sccondary | - (Kenya &
: Mo School 3 VI No : (Tanganyika
: Certificate ; School : (f204(2§ﬂ3
' plus two : Cortificatc (Ugenda 7192(211)
» years' : - plus two
! training. | - years'
! ’ : training.,
' . P
7.1 School +: School +. 3chool  + School  + | £228(251)
! Certificato & Cortificatc = Certificetd Coertificate
1 plus two - plus two . plus thrsc. plus two
C years! « ycars' years' . ycars'
| training + training i training. . training.

!
+ Excludes Nairobi trained Asian teachcrs (sec below)

The above arc cntry points for men; thosc for women
should be at the corresponding points on the E(w) Scales,

/303. In thc new T Scalo

R ——
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303, In the new T Scalc rccommended in paragraph 296

of this Chaptor there is no racial diffcrontistion, the ontry
points of Africans and isians being fixed by valuation of

their respcctive qualifications. In rcgard to thc new E Scales
for tecachers recommendcd in paragraph 301, however, therc are
two obstacles to the complcte removal at prescnt of varying
scales for the two races:-

(a)  the domend for isians cmerging from secondary school
with the School Corvificate is so keen in the
cmployment market that in order to attract thoem into
the cducational fisld, and thereby to sccurec the
continuance of isian cducation, it is neccessary to
offer specially high rates. The Asian with two
years of Nairobi teacher training is, we are informed,
one of the most valuable clements in the teaching
cadre of Asian schools, and it will be seen that in
the three mainland territories the entry point at
present offcred to them is in the neighbourhood of
£300(405).

(b) becausc of the same keen competition, we are
informed that in Kenya, in order to staff iAsian
schools, it has bcen neccssary o offer £180(247),
i.e. the prescnt normal School Certificatc entry
point, to unqualified Asian teachers with a minimum
of six years' education.

30L. Although in both grades the result is that the
asilan teacher reccives a higher salary then the African of the
sem¢ qualifications, we think it true to say that tho accusation
of racial differentiation loses much of its force in these cases
bocause en isian candidate for a teaching post in an uisian
school is not competing with .ifricans; the post falls, in fact,
into the mono-racial category to which we have alluded in
paragraph 48 (ii) of this Report. It follows that, if cuirent
market conditions demand it, the payment of higher rates to
thesc classcs of lsian tcacher can be continued for the present
without a scrious breach of the principles underlying this
Report. Ve fecl justified in recommending that in the case of
(a) the cntry point for the isien Nairobi-traincd teachors
should be fixed at the bottom of E2, i.c. £336(370) on our

new scalcs; but we suggest that this should comc up for review
in five years' time., ¢ have in mind that as the goneral
standard of education risces in Tast ifrica, the cntrant to the
Nairobi Teacher Training centre will come to bc thce holder of a
Higher School Certificate, and it will be noticed that in
anticipation of this we have suggested en entry point for him

of £462(508) on the T Scale, for which he will then be qualified.
In tho meantime the segment E2 will be, for this purpose alone,
a dircct entry segment; d4in all other respects it will be a
promotien grade for teachers in the grades of the E Scale below
it.

With regard to (b) we have had to bear in mind that
the general entry point for School Certificate holders in the
clerical and analogous grades has been fixed in our recommendations
at £180(198). Vhile prepared to continuec in some degree the
relative adventage which this category now cnjoys, we feel that it
would be inconsistent to recommend an entry point for the future
higher than £162(178).

/305, Subject to these two
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305, Subject to thesc two cxceptions, the salary

pattorn which we recommend is uniform and non-recial, and is -
comparable as regards entry points and grading with that
rocommended for the clerical and analogous scorvices.

306. In respecct of the T Scale we have recommendcd
that therc should be an avenue of promotion to the appropriate
scements of the B Scale. e are strongly of opinion that in

the seme way therc should be an oppor*unity for teachers who have
reachod the top segments of:the & Scale to pass onto the

T Scale on promotion, if thoy have proved their fitness to
undertake the higher dutiocs.

307. In our discussions with the educational
authorities the principle was advocated by them of a
rosponsibility allowance for heads of Primery Schools, related
to the size eand importancc of the school, .s the pattern of
salary which we have proposcd is & broken scale pattern, wo
should prefer to rccommend that the scpgmunt appropriate to
rosponsibility should be attached to the hoadship of this type
of school; but, in crder to give flexibility and convenicnce
of posting, the administrations may be preparcd to agroe that,
so long as a vacancy in the epproved cadre of the higher grade
oxists, a teachcr posted to a hecadship may draw an allowance
consisting of the differcnce between his substantive salary
and the nininum pay of tlie post, in recognition ef the
responsibility which he is called upon to undertake,
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CHAPTER XV

THE MEDICAT. DEPARTMENTS

Application of the A Scale

38, At the preszent stage of development in East
Africa recruitment to the professional grade of Medical
Officer is almost entirelv from external sources., The
cgalaries of this grade weré specially revized in 1950

| in the light of aalary expectations of doctors in the

r National Health Service in the United Kingdom, with the

‘ result that since that date the entry point for Medical

| Officers on the professional scale £550(743) - 1320(1670)

‘ has been £865(1168), and the scale has been extended by
ix increments of £45 a year for this grade to £1590(1940),

| The effect, therefore, is that Medical 8fficers enjoy a

| scale of eighteen years ranging from £865 to £1590,

| 309. As we have pointed out in paragraph 248 of this

Report, this amendment of the professional scale in favour

I of Medical Officers was dictated by considerations of
market value, To that extent it may be held to have

| been an anticipation of a general salaries revision; and

| our objective should be, therefore, not necessarily to

’ precerve the lead which the Medical Officers have gained,

P but to ensure that the new rates applicable to that grade

shall continue to have proper regard to the element of
market value.

310. It will be seen from paragraph 249 of this
Report that our proposal is that the present extension
of six annual increments from £1320(1670) to £1597(1940)
shall te replaced ky an extension of three biennial
‘ ircrements of £54 from £1620(1782) to £1782(1944). + In
L addition, in paragraph later in this Report we
recommend that the entry point for Medical Officers on the
new A Scale shall be £1074(1181). + The effect of these
recommendations is that the proposed new scale for Medical
Officers will be of eighteen years' duration, as at
present, and will run from £1074(1181) to £1782(194L) . + Ve
\ assume the continuance of the special incremental credits at
present allowed for certain higher medical qualifications.

311, In consequence of the. extension of the professional
scale to £1590 for Medical Officers in 1950, the superscale
grade of Senior Medical Officer was raised to éﬁGBO(ZOOO).

We anticipate our general recommendations on superscale
salaries in Chapter XIX of this Report to remark that we
recommend for the grade of Senior Medical Cfficer an
incremental superscale salary of £1860(2022)x60-1980(2142).

. /32,

+ These figures include the inducement addition.
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312, We have formulated these recommendations
efter discussion with medical and other authorities

in East Africa, consideration of current scales in
other Colonial territories, hearing of representations
mede to us by individual Medical Officers, and study
of the case made on behalf of the profession by the
British Medical Association, The Association have

drawn our attention to the effect of the Danckwerts
Award of Mardh, 1952 upon the calculations which formed
the basis of the extension granted in 1950, They '
have also given us figures of the present-day average N
remuneration in the three main branches of the 4
profession in the United Kingdom, with which the Colonial

Medical Service must compete for recruits, They are:-

Aged 27 Aged 20-2L

Gzneral Practice £1C00 £2200 '
Hospital Service
(Specialists and £670 £3275 |
Consultants)
Public Health Service £950 £1700-21€0 L

We have also ascertained that in the Army the total
annual income, including allowances, of a married
Lieutenant Colonel (Non—Specialist) of the R,A.M,C., who
arrives at that rank "by selection at about his
seventeenth year of service" is £179.L.

313 We recognise that there can be no strict ;
comparison between the Medical Officer in the Colonial [
Service and his confreres in the United Kingdom and in }
the Army. On the one hand, the latter are subJect to ;
United Kingdom Income Tax; in the case of the former, \
the disadvantages arising from the difficulty of educating }
children, separation from home and climatic conditions ;
have to be balanced against higher retirement benefits,
low rent levels and generous leave conditions. !

M. Cur conclusion is, however, that the revised
salaries which we recommend, taken in consideration with
our recommendations on the sub ject of reduced rent for
quarters, should enable the East African Administrations
tu compete on favourable terms in the overseas markets.

/Private practice i
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Private practice

3154 This question was regulated in 1950 when the
new selaries were introduced and admission to the new
scale was made contingent upon surrender of the rights
of vrivate practice, subject to the variation in
Tanganyika that Medical Officers appointed prior to the
17th January, 1946 still retain those rightse.

316, As this matter has been fully considered and
settled by Governments, we are not prepared to reopen the
issue. L claim has becen put before us for compensation
for the loss of the right to private practice; but as
acceptance of the new salary scrles in 1950 was expressly
contingent upon surrender of those rights we are not
prepared now to support the claim for compensations

Non-European Medical Officers

le Medical Officers with qualifications registrable
in the United Kingdom

317, Asian end African Medical Officers with the
above qualifications in Kenya and Uganda receive three-
fifths of the Medical Officers' scale, in ~ccordance

with the recommendations of the 1947-48 Salaries
Commissionas In Tenganyika they are graded either as
Senior . ssistant Surgeons, £610(824)-690(932), or as
Assistant Surgeons £445(601)-610(824). TWe recommend
that, in future, all officers with medical gualifications
registrable in the United Kingdom be placed on the

A Scele,

518, We invite attention at this point to our
recommendations on the subject of enhanced entry points
contained in Chapter XX, and in particular to paragraph

of that Chapters As locally recruited officers
arc not involved in considerations of market value in
the United Kingdom, our recormendation is that the
Medical Officers referred to in this section should
enter the /i Scale at a point determined only by the
length of time teken to reach the minimum standard for
eligibility, i.e. two increments up the scale at £690(759)
(sec paragraph of Chapter XX). They would be
subject to any bars occurring in the scale above that
point of entry.

Be ledical Officers with qualifications registrable
only in East Africa

519, The development of the Makerere Medical School
has been examined by a Visitation Committee of the General
Medical Council, which reported in February, 1952, that,
although recognition by the Council could not be
recommended at the present time, the standard of training
had reached the level at which the Makerere Diploma should
be recognised as a legal qualification for local registration
by the territories concerned. Legal effect has now
been given to this recommendation in all the four
territories with which we are dealinge

/550



118,

320 In view of the favourable report made on the
Makerere Medical School by the General Medical Council's
Visitation Committee, and its conclusion that "inspection

with a view to recgfuition of the Diploma by the General
Medical Council would be appropriate in a flew years' time",

we consider that there is full Jjustification for placing
the Medical Officers vwho achieve East ifrican reglstrat19n
on the B Scales, In this case we recommend the app}icatlon
of the full B Scale (ises B5-1 irtxclufiive)f This vgb_él,

f be a long scale but it wi of course, )
:g‘gggcgrié the olaergtion of bars of the kind which we have

recormended in paragraphs 84-89,

321, The legislation which gave effect to the
recommendations of the Committee of the General Medical
Council authorised registration in East Africa not only of
‘licentiates of Medicine of Makerere College who have been
qualified as such after 1lst December, 1951, but also of
other persons who fulfil certain prescribed conditions and
satisfy the eppropriate authority as to their fitness for
registratione We understand that under this latter
provision the following will be eligible for consideration:~

(i) Licentiates of Medicine of Makerere College

who qualified as such before lst December, 1951,
and

(ii) Members of the grades of Senior Assistant
Surgeon, Assistant Surgeon, Senior Sub-Assistant
Surgeon and Sub-Assistant Surgeon, who have been
licensed to practise medicine in East Aprica in
virtue of their diplomas from Indian or Pakistan
Schocls of Medicine.

If any Government Medical Officer of the categories indicated
is so registered we recommend that he too should be placed
on the B Scale, subject to the conditions set out earlier

in this paragraph »

Ce Medical Officers licensed to practise in
East Africa

35224 Ls explained in the preceding section, provision
has been made for the registration in East LAfrica of
licentiates who are certified by the board of assessors as
suitable to be registereds Provision must, however, be made
for serving licentiates who do not achieve this

registrations To these licentiates we allocate Scale C.
_The present scales of these grades and our proposed

gradings are as follows:—

Category - Present Scale  Proposed
. Grading
Senior Assistent Surgeon (Kenya) £530(716)=£610(824) c3
Lssistent Surgeon (Kenya) £380(513)=-530(716 C5=4
Makerere Licentiate (Kenya) £315(425)~-450(608 C5=3
Senior Sub-issistant £530(716 —610?824 C3
Surgeon(Tanganyika)

Sub-Assistent Surgeon (Tangenyika) £380(513)-530(716) C5-4
Mekerere Licentiate (Tongenyika) £315(425)-550(743) 05-3
Senior Sub-Assistant Surgeon £530(716)=-610(824) ©3
(Uganda)
/Sub-Assistant

ot mmas—




119.

Proposed
Category(cont Present Scale(Contd) Grading
Category(contd) ( ) —1||||ii.
Sub-Assistant . . £380(513)~530(716) C5=d
Surgeon(Ugsnda)
Makerere Licentiate
(Uganda) £515(425)-450(608) 053
Senior Sub-issistant
Surgeon(Zanzibar)  £620(837)-720(948) C3=-2
Sub-issistent Surgeon
(Zanzibar) £380(509)-550(730) C5-4
Makerere Licentiate £320(431)=-720(948)
(Zanzibar) C5=3
Mekerere Licentiate
(Zanzibar) £226(305)-550(730)

Nursing and allied services
Nursing Sisters ‘

323 Members of Queen Elizabeth'!s Colonial Nursing
Service serving in the East African territories are at
present on the salary scale £460(621)x20-600x25-700(945) .
In addition to salary they enjoy certain free perquisites
and services relating to uniform, fuel, light, laundry
and household equipment, the cash value of which is
estimated at another £100-110 a year. This figure is
not, however, reckoned as part of their pensionable
emoluments, and the services are not, of course, enjoyed
while on leaves There is general agreement among the
medical authorities in East Lfrica, and in the nursing
service also, that an increase to pensionable salary
should be substituted for these services, and we
understand thet this is being done in other Colonial
territories. e concur in this view, and have based

our recommendation for a revised scale on the

assumption that the cash value of the services should be
incorporated in salary, the cost being met in future

by the Nursing Sisters themselves. The scale which we
recommend for Nursing Sisters is:=-

£540(594)x24-684x30-804(884)

This is, in fact, segments C(W)5-4 of the C(W) scale; but
as the superior posts of Matron above the scale are in
effect superscele posts, the lag of two increments caused
by the absence of the incremental jump in women's

scales has been added to G(W)5-4 for the purpose of this
scale. Partly for this reason, and partly because this
scale must continue for the present to attract the
inducement addition (see paragraph ), we have
distinguished it by the designation N, and the scale
above appears in the lLppendices as N5,

Mental Nurses

3244 Wie recommend, the adoption of the N5 Scale also
for Mental Nurses (Female), subject to surrender of
free services, as in the case of Nursing Sisters on
the general side, Mental Nurses (Male) should be graded
C5-4, the male equivalent of Neb.

/Sister
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Sister Tutors and Health Visitors

35254 These grades are at present paid on the
Nursing Sisters'! scale, and receive an additional
pensionable allowance of £50 a year. We suggest that
it would be preferable to incorporate this into salary,
and propose for these grades the following scale,

designated N4, which is superior by two increments
to the N5 Scale:=~

£508(647)x24~684x30-864(950)

Physiotherapists and Occupational Therapists

526, Having regard to the status of these posts in
the United Kingdom, we recommend that they should be
graded on the N4 Scale. TWhere the post is held by a

man the grading should be C5~3, the male equivalent of
N4. '

. Matrons

327 e The present salaries of Matrons arei-
Vatron Grade TI £730(986)
. Matron Grade I £780(1053
Chief Matron £850(1148)

Here again the value of the free services must be taken
into account for incorporation into the new salaries.

But apart from that we are of opinion that the burden of
responsihility borne by Matrons must be marked by raising
their saleary levels higher above the top of the Nursing
Sisters' Scale and by greater differentiation between
gradess Te, therefore, recomnend the following revised

salaries, which will carry the inducement addition where
necessary s~

Matron in Chief £1128(1241

Matron Grade IT  £864(950) - N3
- N1

Matron Grade I £954 1049; - N2

Quelifications

328, The salaries proposed in this section are subject
to the understanding that for future recruits the
following qualifications are required:-

Nursing Sisters ; S.R.N;
Male Nurses
- Mental Nurses
- (Male or Female) ReMeNe or Se.R.Ne
Physiotherapists . MeCoSePe
Occupational
Therapists MeAssociation of

Occupational Therapists

/3ubordinate
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Subordinate grades

329, There are various grades of Nurses in each
territory, who are as a rule locally trained and whose
qualifications are inferior to the SeReNe There is
also the numerically large grade of Medical Lssistent,
and a few Physiotherapists! Assistants and Orthopaedic
Assistantss We regard these grades as falling within
the renge of the analogous services dealt with in
Chapter X The necessity for review and regrading

- therefore arises, both in order to ensure that a
properly graded structure of remuneration by responsibility
exists, and also in order to remove any racial
differentiation in salaries where it may be found. We
therefore draw attention again to the general principles
governing this regrading process which we have advocated
in paragraphs 168 - 173, and to our recommendations on
uniformity in regrading and in titles of posts
contained in parapgrarh 195,

Other Medical Staff
Hospital Superintendents

3304 The present grading in Kenya is £670(904)-
84021154) for Hospital Superintendents, and £530(716)-
715(965) for fssistent Hospital Superintendents. In
Uganda the respective scales are £765(1035)~1000(1350)
and £530(718)=-750(1013). The Tanganyika scale for
Hospital Superintendents is £865(1168)=-1140(1490).

331 The grading which we.have.assigned to Assistan
Hospital Superintendents is C5-4.  For Hospital '
Superintendents in Uganda and Tanganyika we have assigned
the scale C3-2; but on the assumption that the lower
scale for this grade in Kenya connotes a difference in
status and responsibility we have assigned C4=3 to the
grade in that territory.

Pharmacists
5352 It is generally agreed that this is a grade
to which recruitment is liable to be difficult owing to
competition in the home markets We recommend, therefore,

that the following wniform grading should be adopted:-

Chief Pharmacist ol
Pharmacist Co=2

We assume that the M,PsS. qualification will be required for
admissicn to this grodc. .

Health Inspectors

333 Here also recruitment can be difficult at times,
and we recormend the following grading:- .

Chief Health Inspector Cl
Instructor in Hygiene ce
Health Inspector Co5=2

(to include present grade
of Senior Health Inspector) /The
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The qualification required for the grade should be that
of the Royal Sanitery Institute or of the Royal
Sanitary l.ssociation of Scotland.

Radiographers and Orthopaedic Technicians

334, We recommend that the grading C5-3 should be
adonted for these posts. We assume that for Radiographers

tho qualification of Member of the Society of
Radiographers will be laid down in future,

- Bntomological Field Staff
The grades to which we refer are:-

Kenya Senior Entomological Field Officers

£715(965)-840(1134)
Entomological Field Officers

£550(743)=715(965)

Tanganyika Malaria Field Officers
£55c{743)-840(1134) -

Uganda lialarie Pield Officers
£550(743)-960(1298)

The grading which we should normally assign to these
posts is C5-3. We understand, however, that in
addition to field duties some technical laboratory
experience is required. If so, the Field Officer
grade should be assigned C5-3 with a senior grade on
C2; but the administrations may wish to mske the
possession of the Ael M,LeTe or F,I,M.L.Ts a ’
condition of promotion es with Leboratory Technicians
(see paragrazh Yo

Subordinate staff

335, Below each of the grades dealt with in this
section therc are subordinate grades; ceg.:-

under Pharmacists - Dispensers
- Compounders
Pharmaceutical
' Lssistants
Assistant Health
Inspectors
Sanitary Overseers
Health fssistants
under Radiographers = =  Assistant Radiographers
' X Ray .issistants
and so one These are, again, in our view, analogous grades
of the type referred to in Chapter X (paragraphs 168-
173), and the necessity for review and regrading arises.
The considerations to which we have.drawn attention
in paragraph 329 earlier in this Chapter apply equally
in these cases.

1

under Health Inspectors

058, We suggest for consideration that in regard to
the grading of issistant Health Inspector there should
be a point beyond which promotion should be conditional

- cn possession of the Certificate of the Royal Sanitary
Institute (East Africen Examination Board).
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CHAFPTER XVI

PrLICE, PRISCNS AND CUSTCLIS

337 In this Chapter we dcal only with the salary
scales of the uniformed grades of the Police Forces below

the renk of Assistant Superintendent and corresponding uniformed

grades in the Prisons Departments and the Customs and Excise
Departments. Our recommendations for the salaries and salary

scales of the gazetted ranks of the Police Forces and cquivalent

grades of the other Departments will be found in the Appendices

to this Report.

Kenya Police Commission and Kenya Scales

538, In July, 1953, while we werc making our enquiries in

Fast Africa, the Kenya Govermment avpointed a Commission to
rceview the organisation, administration and expansion of the
Kenya Policc Force and to make rccommendations inter alia in
regard to its conditions of service. In respect of thesc it
was required to have close regard to the investigations then
being carried out by us.

5594 In consequence, we had a number of mectings with
the liembers of this Commission, and are glad to say that we
recached full agrecment with them as to the interim scales of

salary which they have xecommended for the various ranks of the

Kenya Tolice Force and which, we understand, have since been
adopted by the Kenya Government.

540 The salary scales recommended by the Police

Commission and by us are set out below, end in considering them

it is necessary to bear in mind that the Police Commission

scales ere designed to carry cost of living allowance at present
rates, while the scales which we recommend arc designed to cerry

cost of living allowance at 10%. The bracketed figures at the
beginning and end of cach scale represent the total emoluments
on these bases.

541 Kenya Police
Rank Police Commission Pr-poscd Scalcs
Scales

Constable  £48(77)x1/16s-66x1/10s  £72(79)x2/8s-96x3

(biennially)-72(115) (biennially)-108(119)

Corporal £66(106)x3-84(129) £96(106)x4/165-
120(132)

Sergeant £90(137)x6-126(180) £152(145)x6-168(185)
Assistent £144(203)x8-192x9-210x  £180(198)x12-228: 252x12
Inspector 12-282x18-336(454) -356x18-480(528)
Cadet £330(446)x18-366(4 9) £408(449)x18-480(528)
Inspector
Inspector  £348(470)x18-456x24— £462(508) x1.8~516x 24~
Grade II 504(680) 636(700)

Inspector  £54(680)x18-540x24~ £498(548) x1.8~516x 24~

Grade I 756x30~876(1182) 636: 714x30-~894(983)
(a) £648(7153)x24=672x30-
822: 912x36-1128(1241)
Chief £540(729) x 24756130~ £540(594)x24~636:
Inspector 936(1264) 714230-954(1049)

(a) £702(772)x30-822:
91.2x36-1200(1320)

(a) Total of scale and induccment addition.

Pronosed

Grading

P14A

P12A

P11A-10A

P7+5

P3

P2

Pl
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342, It will be observed that in goncral the salary
scales rocommended by us do little more than cover the interim
scales of salary rccommended by the Police Commission so far

as total cmoluments are concecrned, although in cortein cases

we have recommended a substantial increase in order to give

the Police Force the benefit ef scales which we have recommended
for comparable grades of the Govermment service., 4t the time
of our discussions with the Police Commission our proposals for
general salary levels had not been fu'ly developed, and there
is no reason why the Police Force should not bencfit from

the further consideration which we have since given to that
problem, or why their selarics should be left behind those of
other departments of Government. In comparing the interim
sclaries recommended by the Police Commission with those
recommended by us it is nccessary, in the case of the ranks of
Inspector Grade I and Chief Inspcctor, to look at the total of
salary and the induccment addition under our proposels, since
“these ranks are in the main filled by recruits from overseas,

343, e do not, however, agree with the Police
Commission in paragraph 250 of their Repcrt that there should
be no bars in, at least, the longer scales proposed. it
secems to us wrong in principle that an Assistant Inspcctor
should rise from £180 to 480 or an Inspector Grade I from
£64.8 to £1128 without some examination of his efficiency
(apart from the annual ircrement certificate and language
tests) by an impartial Police body of adequaie weight and
responsibility. e have not, however, ventured to indicate
the position of the bars in our proposed scales; but we
refer the fenya Government to cur discussion of this subject
in paragraphs 84-89 of this Report, and recommend that bars
should be inserted in our scales in the light of the principles
therein recommended,

3l 7Te have not generally considered the various
allowances recommended for the Kenya Police by the Police
Commission, but venture to doubt whether the allowance of

12 shillings a month recommended in paragraph 289 of their
Report for the ranks of Sergeant and below serving in the
urban arecas of Nairobi and Mombasa is justified on grounds

of cost of living, having regard to the fact that the local
allowance for public servants gonerally recommended in
paragraphs 139-152 of our Report ceases altogether at
approximately the minimum of the scale now proposed for
constables, The Police Commission, however, give other
grounds for their rccommendation besides that of cost «f
living, but we are not in a position to judge between the exXtra
work involved in Borvice in Mombasa and that involved in being
stationed, for example, in T'ort Hall and engaged in operations
against the Mau iau.

Application of Kenya Scales to Police Forces
of other territories

545, e now turn to the Police Forces of territories
within our ambit other than Xenya., Ve see no reason in
principle why the salary scales which we have devised in
consultation with the Lenya Police Commission should not apply to
the Police Forces of the other Fast African territories and,

in fact, it seems to us essential that they should do so.

/While, thercfore,
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while, therefore, we have attompted to apply the sameo salary scales
to the other Police Forces in so far as corresponding ranks
oexist, the difficulty ariscs\that in some major respects

the rank structure is differcnt. Tor cxample, there arc

no Inspectors recruitecd from overseas in Tangenyika but there

arc four grades of locally rccruited Inspcctor, while in Uganda
thers arec ranks of Head Constables and Lecad Consbtablos-liajor.

45 a Comission we are not generally concerned with structurc,

nor have we the tec!nical knowledge roguired to give advice on
police structure. %e can, therefore, only advisec that, in so
far as the other territorics decide to adopt the kenya Police
structure, they snou]d follow the salary scales which we have
recommendcd for “enya. lMeanwhile, we wmust deal with things

as we find them, which we have dono by adapting the IXenya

scales tc the best of our ability in order to provide equality

of treatmant. In comparing our proposals with the oxisting
salary scalos it must, however, be borne in mind that the

Kenya Police Commission has grecatly improved the previous

Kenya level of Police salaries; for this rcason to compare
oxisting 1Police solarien in |ﬂn“9“ Ika, Ugsndie epdt Zanzibar with the
Peiice Cowuossion salary scales in heujm is not a fair comparison.

Proposals for Tanganyika l'olice Force

2.6, On this basis the cxisting and p:rouposed rolice
galary scalcs for Tancanyika are as follows:-

Tanganyike Police

Rank oxisting Salary Scale Proposed Salary Proposecd
Scals Grading
i SR ¥

Recruit £0/16s(55): 4h2(57) ) :
) ) £72(79)x2/8s-96x3 Plhh
Constable h3/hs(58)x1/bs~66(89) ) (biennially)-108(119)
Corporal  £54(73)x1/16s5-72(97 £96(106)xh. /165~ P12
120(132)
Sergeant  £66(89)x3-90(122) £132(145)x6-168(185) P114-10a
Sergeant- £105(142):3-120(162) £174.(191)x6-20L(221.) P9A-8A
Major
Cadet £118(159)x6~154(208) £180(198)x12-228:
Inspector 252x12-276(30L) P7
Sub- £180( 243 )x10-2.0x15~ £288(31 7)xl2 336218~ P5
Inspector  330(446) 480(528)
Inspector £330(446)x15-405(547) 262( 508 )x18-516x2).~ Pl
564.(620)
Senior ShOB( 547 )x15-465(628) £5L.0( B9l )x21~636(700) C5
Inspector
Chief £h70(635)x20-590(796) £5L0( 59 )x24~636
Inspector 7% 30-95, (104.9) Pl

/347. It will be seen
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37, It will be seen that in Tanganyika we have
nowhere provided the scale allotted in Kenya to Inspectors
Grade I bscause, as we have stated above, there are no
Inspzctors in Tanganyika recruited from overseas who form

Goverrment at any time wish to adopt this scale, it can be
‘taken from our Senya proposals. It will also Le seen that
the proposed scele for Chief Inspector in Tanganyika, which
is the same as that which we propose for Kenya, overlaps
the whole of the scale for Senlor Inspector. The scale
for Chiel Trnspecior in ¥enye has boon duliborately giwon a
low stoctisg voiat, in order that an Inspector promoted to
the renk of Cricef Inspector, and thereafter, af'ter a short
period of service in the latter rank, to the rank of
Asgistant Superintendent, should not gain a large advantage
over tlhie Inspector promoted direct to the grade of Assistant
Superintendent without going through the rank of Chief
Inspector, Ye think that the same advantage will hold
good in Tanganyika,

Proposals for Uganda Police Force

348. In Uganda there is a grade of Inspetors
recruited from overseas on a salary scale of £.90(662)x20-
690::25-715(965).  ith our agreement, an allowance is now paid
to Inspectors of this grade drawing less than £550(743)
sufficient to bring their total emoluments up to £550(743).
We understand that no more recruvitment from overseas to this
grade is likely to take place, and we, therefore, recommend
that for existing holders of these posts the scale which we
have allotted to Inspactors Grade I in Kenya should be
applied, viz. (inclusive of the inducement addition)
£6L8(713)x2-672x30-822: 912x36-1128(1241), the allowence
to bring the present basic salary up to £550 being continued,
if necessary, on the basis of minimum total emoluments of

£743.

349, There are also a number of locally domiciled
Inspectors on a salary scale of three-fifths of this grade,
viz. £294(397)x12-414x15-429(579). Tor these Wo propose
the salary scale that we have assigned in Kenya to

Inspector Crade II, viz: £4:62(508)x18-516x24-636(700). In
view of ikhec fact that the overseas Inspectorate is dying, we
do not vl justified in introducing into Ugenda the salary
goale wihich we have assigned to Grade I Inspectors in Kenya
as a purmanent feature of the pay structure of the Uganda
Pclice Force., If further promotion prospects for African
Tuspectors are desired it will probably be better to do this
by introducing, after consultation with the other Wast African
Adninistrations, the grade of Chief Inspector on the salary
scale that we have assigned for this renk in Kenya.

/350. On this basis, therefore,
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550, On this basis, thercfore, the c¢xisting scales
and our proposed scales and gradiang are as follows;-

Ugenda Polico
Rank Existing Salary Proposed Salary Grading
Scales Scales

~ecruit £:.0/16s(55): L42(E7) )

£72(79)x2/8s-96x3 PlLa

Constable £43/Ls(E8)x1/ks.-56(89) (biennially)-108(119)
Corporal  £54(73)x1/16s-72(97) £96(106)xL/165-120(132) FP124
Sergeant  £66(89)x3-75(101) £132(145)x6-144(158) PLlA
Station  £81(109)x3-90(122) £150(165)x%6-168(186) Pl0A
Sergeant
Head £105(142)x3-117.(150) £174(191)x6-186(205) P94
Constable
Head £114 (154 )x3-120(162) £192(211)x6-20L(224.) PGA
Constable-

Major

Sub- £112(151)x5-136x8-144x9  £180(198):12-228;

Inspector -180x10-240x15-330(L46)  252x12-336x18-480(528) P7+5
Inspector S29(396)x12-41hx15- )62( 508 )x18=516x2l - P3

1:29(579) 635(700)

Inspector 490
715(965 (a) £648(713)x2L-672x30-822: P2
912x36-1128(1241)

Inspector £490(662)x20-690x25~ (&) -OLE(713)x2h-672x30-8221
(Technical )8,0(1134) 912:236-1128(1241) F2

(a) Total of scale and inducement addition.

/Zanzibar Police
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321.  Zonzibar Police

In Zanzibar the cxisting Police salary sceles and our
proposcd scales are as follows:-

Rank Fxisting Salary Scale Proposed Salary Scale Grading

Recruit £4L0/16s(55): 42(57) )
) £72(79)x2/8s-96x3 PLA
Constable 43/Ls(58)x1/ks-66(89) )  (bicvnnially)x108(119)
Corporal  £54(73)x1/16s-72(97) £96(106)x4/16s-120(132) Pl2A
Sergeant  £66(89)x3-75(101) £132(145)x6-144 (158) Plia
Stetion  £78(105)x3-84(113) £150(165)x6-162(178) P10B
Sergeant
Sergeant- g
Major
)887(117)x3-90(122) £168(185)
Sergeant )
Mechanic § .
Regimental £105(142)x3-120(162) £174(191)x6-200(22)) P94-84
Sergeant-
Major
Assistant £120(162)x12-170x12- £180(198):.12-228: 252x12- P7+5
Inspector 254x12-360(483) 336x18-4.80(528)
Inspector £360(483)x15-375x15- £,62(508)x18-516x2ly~ P3
of 420(561) 636(700)
Police
Chief £:30( 574 )x20-550(7L.3) A 98( 54.8)x18-516x2L.-636:
Inspector 714x30-694.(983) P2
3E2, Ye have already stated that we have net gencrally

considered the various allowances recommended for the Kenya
Police Force by the Police Commission. Nor have we found it
possible to study the allowances at present paid by the Hast
Lfricen Administrations to their Police Forces. In view,
however, of the fact that we have devised our proposed salary
scales for the other Policc Forces on the basis of those
recomrended in consultation with us by the Police Commission
for the itenya Police, it would be in accordance with our views
if the allowances paid to the Police were also reviged to
conform to the Kenya pattern, regard being taken, of course, to
variations in circumstances and in rank structure. This can
only be achieved by interterritorial c¢onsultation and, if our
recommendations regarding the new Police salary scales are
accepted, we strongly recommend that thesc should be taken in
hand,

/353. Notes regarding Police
gazetted ranks
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Notes regarding Police gazctted ranks

Ede Although wo arc not dealing generally in this
Chapter with the gazctted ranks of the Police, it may be
convenient at this point to add that under our proposals
officcrs bolow the rank of Assistant Commissioner who arc in
charge of Provinces will, as in the case of other Provincial
Heads of departments, be eligible for the provincial allowance
under the conditions rccommncnded in paragraph 24 of this Roport.

35k It will also be obscrved from the relevant Appendix

to this Report that we have provided in all territorics broken
scales for the ranks of issistent Superintendent and Supcrintendent.
We support the Xoenya Police Commission in this proposal.

Application of Police salaries and conditions of
Scrvice to Prisons and Customs Departments

Ehs Yhile the Police Commission have recommended that
Police conditions, including pay, allowances and other emoluncnts,
should be fixed independently of those of the Civil Service and prescribed
by regulations under the Police Qrdinance, they have qualificed
this by stating that this does not mean that the actual terms of
service which are decided upon should bear no relation to those
given to men rcecruited irom the same sources and cmployed in
comparable work elsewhere in Govermment service, e agree with
this qualificatioa and have, therefore, in so far as the grades
with which we are dealing in this Chaptor are concerned, .
recormended similar salaries for the uniformed staff of the
Prisons and Customs and Excise Departments. e have, however,

as we have stated above, n>t studied either the various
allowances recommended by the Police Commission for the Kenya
rolice or the allowances at present in issue in the Prisons and
Customs and Fxcisc Departments in East ifrica. e recommend
that this question of allowances in these Departments should
recelve the «ttention of the Govermments concerned, and tnat

such ellowances as may be agreed upocn for the Police Forces
should be applicd, wheres appropriate, to them. We would, °
howcver, oncc agein put in a plea for uniformity in this

rmatter, to be obtained by intertecrritorial agreement.

3E6, So far as salary scales themselves are «

concerned, we are onceé again confronted with the difficulty

that the orgenisation of the departments with which we arc

rew dealing differs from that of Police Forces, and also that

the rank structures of similar departments in the various
territories differ between themselves. Cur proposed salary
scales in these departments are necessarily based on things as

we find thom, and we have devised these scales by adapting to

the best ¢f our ability the scales proposed for the Police Forces
to sult the existing rank structure in each case. We venture to
suggest, however, although this is not strictly our concern, that
this is not a satisfactory long-term solution of the problem,
particularly in the case of the Prisons Depariments, Vhat is
required is a reorganisation of the Prisons Depariments on some
more ¢r less uniform model within East Africa. For example, in
Kenya there ic, apart from one post of Assistent, a notable gap
between the grads of Chief Warder Grade I, at prescent on a salary
rising from £117(170) to £153(21%4), and that of Assistunt
Superintendent of Prisons with a scale starting on a salary of
£5850(743). In Tanganyika this gap is filled by threec grades of

/Chief Warder
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Chief Yarder under the titles of .Special grade, Grade I and
Grade II. In Uganda the Chief Vardcr grades arc of a lower
salary status and the gap is filled by a grade of Jeilers on

a long scale starting from £100(135) and rising to £330(446).
Looking at the problem purely from a structural point of vicw,
we would suggest that the titles of Warder and Chief warder
should bec confined to grades rising, under our proposals, to

a salary of £270(297). Parallel to this, however, thorc should
be grades of issistant Prisons Officcr on a scale of £162(178)
rising to £228(251) with an entry point at £180 for a candidate
with a School Certificate qualification, a grade of Prisons
Officor rising from £252(277) to £480(528) and on top of this

a grade of Chief Prisons Officer on a salary scale of .2498(5L8)
rising to £36(700). This would allow of four promotion
ladders, viz, from Varder to Chief Warder, from Varder, Chief
Varder or issistant Prisons Officer to the grade of Prisons
Officer, from sissistant Prisons Officer or Prisons Officer to
Chief Prisons Offizcr, and from any of the lower ranks to the
grade of issistant Superintendent of Prisons via, if nccessary,
a Training Grade.

357, Thether such a reorganisation would suit the
requircments of the Prisons Departments is a matter which can
only be deccided in the light of technical knowledge, but if our
goneral recoumondation that ladders of promotion should be
provided whereby junior officers are given opportunities of
promotion, as for as their ability and devotion to duty will
take them, is to be impleomentcd, it is clear that some
considerable rcorganisation on these goncral linos is nccessary.

Proposals for Kenya Prisons Department
under prescnt structure

558, To return to things as we find them, the cxisting
grades in Kenya with their present salary scales and our
proposed scales and grading arc as follows:-

Reank Existing Scalcs Proposcd Scales Grading
Recruit  £37/16s(60) 3 o e
K] x2/8s-8hx
Yarder S0/ bes(6L) 1 lism ) (viennielly)-96(106) P164
53/8s(86) ) ‘
Lance £54.(86)x1/165-61/45(98) £84(92)x2/8s-96x3
Corporal (bicnnially}108(119) P154
ilarder
Corporal  £63(101k1/16s-70/ks(112) £96(106)xL/165-120(132) Pl2s
Warder
Sergeant  £78(122)x3-93(140) £132(145)x6-168(185) P11.-104
Warder
Warder £54.(86)x3-93(140) )
JLrtisa
) rrasen g €84 (92)x2/8s~96xh/165-120: PL3i
Varder £57(91)x3-96(130) 132x6-168(1E5)
Clerk '
Chief £96 (144 )x3-114(166) g
Warder
Grade IT ) £174.(191 )x6-204(22.) P%-8i
Chief £99(148)x3-117(170) )
varder Clerk )
Grade II )
Chiof £117(170)x6-153(214) )
fnde ] g 210(231)x12-270(2 64
Chief £120(174)x6-156(217) ) % 31)x12-270(297) Foa
Varder Clerk )
Grade I )
Asssistant £162(225)x9-270(365) £288(317)x12-336x18- P5

480(528)




359.

Rank

Recruit
Ylarder

Warder

Grade IIT

Yardee

Grade II

Warder
Grade T

Chief
Wardsy

Grade IV

Chief
Warder

Grade III

Chief
Warder

Grade IT

Chicf
Warder
Grade I

Chief
Warder
Special
Grade

131.

Proposals for Tangenyike Prisons Department

under present structure

In Tanganyika the existing scales and our proposcd
scales and grading are as follows:-

Existing Scales

U0/16s(55)

&h3/hs(58)x1/lhs-52/16s

%1/165-60(81)

£61/16s(83%)x1/165-69(93)

£70/16s(95)x2/16s-78(105)

183(247)

)
)
g 284 (113)x7/lrs~120x9-
)
)

£190( 257 )x10-24.0x12~
300(L405)

£300(24:05)x12-360x15~
465(628)

£470(635)x20-550( 74:3)

Proposed Scalssg Grading
£72(79)x2/8s-96%3 P1LA
(biennially-108(119)
£96(106)xh /165~ D124
120(132)
£132(145)x6-168(185) P10A
£174é1913x6—210x12- POi+8A
270(297 +6A

£288(317)x12-336x18- P5

4,80(528)
£1498(54.8)x18~516x24~ c6-5
636(7C0)
£540( 594 )x24~636 Pl

714x30-954(1049)

/360,

Proposals for Ugenda Prisons
Dept. etc
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Proposals for Ugenda Prisons Department
under prescnt structure

360. In Uganda the existing scales and our proposed

scales and grading arc as follows:-

Ranik Existing Scalcs Proposcd Scalcs Grading

Rocruit  4:0/16s(55) g £72(79)x2/8s-8lx3
Warder 3/Ls(58)x1/Ls-56/8s(76)) (bicrmially)-96(106) P16A
Lance £51/12s(70)x1/16s-58/16s  £84(92)x2/8s-96%3 P15A
Corporal (79) (biennially)-108(119)

Warder

Corporal £55/Ls(75)x1/165-66(89) £96 (106 )xk/165-120(132) PL2A
Yarder

Scrgeant £62/8s(84)x1/16s £132(145)x6-14(158) Pl1A
“arder ~69(93)

Chiof £72(97)x2/88-90(122) £150(168)x6-168(185) P10A
Viardor

Class III

Chicf £93(125)x3-111(150) £174(191)x6-186(205) P9A
Varder

Class II

Chief L1 (154 )x3-120(162) £192(211)x6-204(22L.) P8aA
'arder

Class I

Chief £132(178)x3-150(203) £210(231)x12-270(297) PbA
Ylarder

Luzira

Prison
Jailers £100(135)x6-136x8 -144x9  £180(198)x12-228: 252<12 P7-5

~180x10-240x15-330(L446) -336x18-480(528)
Proposals for Zanzibar Prisons Department
361, In Zanzibar the existing salary scales, our proposed
salary scales and gradings are as follows:-
Rank
Warder £0/16s(55): 43/hsx12
~£6/8s(76) £72(79)x2/8s-84x3 P16A

Wardress £43/4s(58)x1/bs-56/8s(76)) (biennially)-96(106)
Corporal £55/Ls(75)x1/16s-66(89) £96(106)x4/16s-120(132) PL2A
Sergeant £62/8s(8)x1/165-69(93) £132(145)x6-144.(158) Plli
Chief £114 (154 )xk/10s-132(178)  £192(211)x6-204(22%.) P8A
Warder

/362. Rent of Quarters in Police and
Prisons Departments
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Rent on Quarters in Police end Prisons Departments

362, The Kenya Police Commission have recommendsd
that Police ranks below that of Assistant Inspsctor in the
Kenya Police Force should be eligible for free quarters, and
that in the case of Assistant Inspectors and above rent should
be paid, In devising our scales fvr Police and Prisons we
have aitempted to follow this principle, and the P Scales
lettered & or B in the relevant Appendices are intended to
carry with them the privilcge of free quarters. It will

be seen that in the case of Police Forces other than that of
Kenya, we have assumcd that Scrgeants-liajor in the case of
Tanganyika, Hoad Constables and Hecad Constables-i.ajor in the
casc of Uganda end the Regimental Sergeant-~ajor in Zanzibar
will be oligible for frec quarters. In the case of the
Prisons Departments thoe problem is more difficult, owing to
the multiplicity end variety of roughly corresponding ranks
in the wvarious toerritorics, but undur our proposals all ranks
up to and .ncluding Chicf Varder Grade I in Konya, Chiaf

1 sr Grade IIT in Tanganyike, Chlcef Verder Luzire Pricon in

L

Uganda and Chici Varder in Zanzibar should rcceive froc

Trecatmen’ of Recruits in Police

gquai

and Prisons Departments

363, It will be

obscrved that throughout the Policoe

ters,

end Prisons Departments

wwe have followed the Konya Police L

Comnission in assigring no scparate s ary for Recruits, it
being considerced that they will be enlisted on the minimum
salary for a Constable or Yarder as the casc may be.

Application of Policc salarics and conditions of gorvice
to Cusioms Departments

36, "o nov turn to the Customs and Excisc Departments,
which prescnt less difficulty, since the colleuction of customs
and excisc rocvenue on the mainland is centraliscd in the Customs
and Bxcisc Department of the High Commissien and we have,
therefore, only to deal with the uniformed staff of that

department

365.

and the Customs Department of Zanzibar,

¢ heve assumed throughout that this staff

will not be c¢ligible for free quarters and have, thercforc, not
cmployed the lettercd P Scalcs. If any cmployees arc eligible
for free quartcers they should, under our proposals, be placed
on the corrcsponding P Scalcs lettered A,

366, Although the mainland department is centraliszed
under the High Commission the salary scales paid to the uniformed
steff vary at present botween the threc torritories, and we have
shovn table below. It scems, howsver,

.

thesce variations in the
a

clearly desireble that there sinould be common scales of reomuncration
2

/vhercver the staff is employed
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wherever the staff is employed; and we thereforec proposc
single scales.

Bast African Customs and Excise Department

367, ‘
Rank Existing Salary Scales Proposed Salory Scales Grading
Kenya £40/Lks(6L)x1/ s )
-52/Ls(8k) %
Preventivémmxgnyﬁx’.;£40/16s(55)x1/hs) £78(86)x2/8s-102x3 P14
men -66(89) ) (biennially)-114(125)
)
Uganda £:0/Ls(6L)x1/ks )
-52/L:s(70) )
Kenya £54.(86)x1/16s- )
70/ks(113) g
Corporal Tanganyika £54(73%x1/16s- ) 2102(112)xk/16s- P12
72(97 3 126(139)
Uganda £54.(73)x1/16s- )
70/L:s(95) )
Kenya £78(122)x3- )
93(140) g
Sergeant Tanganyika £6{89)x3- ) £138(152§x6- P11-10
96(130) 3 174(191
Uganda £78Elo5gx3-
90(122
Kenya £96(1hk)x3- )
114(166) )
)
Sergeant- Tangenyika £lOSé142)x3-) £1807198)x6- P9-8
Major 120(162) g 210(231)
Uganda £96(13%0)x3~ )
1(18%) )
Assistant £255( 3y )x15- £180(198)x12-228: P7+5
Inspector 375(506) 252x12-336x18~
1,.80( 528
Inspector £4.05(546)x15- £,62(588)x18~ c5
4,65(628) 516x24-636 (720)

/368, Zenzibar Customs Department
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Zanzibar Customs Department

The corresponding table in Zanzibar is as

follows;:=

Rank

Txisting Selary Scales

Yatchman

Corporal

Sergeant

Assistant
Inspectior,

Preventive
Force

Inspector,
Preventive
Torce

£40/165(55): k2: L3/hs
® /L s-66(89

£54(73)x1/168-72(97)

£66(89)x3-75(101)
£120(162)x12-360(483)

2.30( 574.)%30-550(730)

636: 714x30-89L(983)

Proposed Salary Scales Grading
£78(86)x2/8s-102x3
(biennially)-114(125) Pl
£102(112)xk /165~ P12
126(139)
£138(152)x6-150(165) Pll
£180(198)x12-228: P7+5
252x12-336x18-
1:80(528)
£4198(54.8)x18-516x2).~ P2
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CH.PTER XVII

THE PUBLIC WORKS DEP_.RTMENTS

The Professional Grades

369, Engineers, Jrchitects and Quantity Surveyors
possessing the prescribed qualifications of their
professions are at present cn the professional -scale
£550(745)—1520(16TO), and have been assigned the new
Scale L by us. We deal in Chapter XX of this Report
with the question of entry pcints for the professions
generally, and reference is also made in that Chapter
tc the position of Pupil Engineers.

The Technical Grades

370 The technical grades of the Departments present
a complex problem. The number of grades employed in the
three mainland territories is large and varied, and the
difficulty cof ferming a composite picture is aggravated
by variations in initisl and terminel points of scales in
different administrations, the presence of racial
differentiations in some cf the scales, differences in
designations of grades and the application in scme grades
of the some title over a very wide salary range. The
title of lechanic, fcr insteance, is applied indiscriminately
at present (in the Public Works snd other departments
alike) to posts the salaries of which range from £100 te
£840 per annum, The titles of PForeman and [rtisan
similarly cover a wide variety of grades. In Kenya and
Ugenda an Engincering Assistant is a product of the

P.W.D. Engineering School in Uganda entering the service
at £276 or thereabouts; in Tanganyika this grade is

known as Technical .ssistant, and the title of Engineering
Lssistant is applied to a grade on a scale of £840~1080.

371, If a general uniformity of pattern is to be the
aim, and racial differentiation is to be removed (and we
understand that this is desired in the Public Works
Departments as much as in any others), there are certain
principles by which we think that we must be guided:-

(i)  the present mincr differences in starting and
terminal points of scales must be abolished where,
broadly speaking, the same level of responsibility
exists;

(i1) if there is te be close grading, as there is at
present and as we agree there should be in this
type of post, there must be a structure which
offers reasonable avenues of progression to the
officer who is ready bto fit himself for advancement
by good weikin the field or by qualifying himself
in ‘his trade;

(iii) differing degrees cf responsibility should be
marked by differences in titles of posts, and
those titles should follow & broadly’unlform
pattern throughout the administrationse

/In these
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3724 In these circumstances, we think it best to
illustrate our recammendations by means of two tables.
Table . below shows a rcpresentative section of the
present gradings of technical staff in the mainland
territories., The table is not intended to be compre-
hensive, but we think that there should be little
difficulty in determining the appropriate placement of
any existing post which dces not appear in it. Table B
shows the grading which we recommend should be assigned
to each group of Table ., together with cur suggestions
for a uwniform pattern of nomenclature for the respective
grades. Wg shculd explain at this point that we have
not included Zanzibar in these tables Because the
Department is relatively a small one, In the relevant
Appendices we have assigned tc present Zanzibar pcosts
the grading that seems to be appropriate on this general
vattern, and leave it to the Zanzibar Government to make
any change in grading or nomenclature which may seem
desirable in the application of our recommendations to
lccal conditionsé- )
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T/ PLE L PUBLIC WORKS DEP/RTMENTS DUFSENT VATN GRADINGS OF TECHNICAL STAFR
Grom,  KENYL L £ CGroups ToNGINYIKL Group UGINDA £ £
TG Senior Road Surveyor 935(1262)-1003(1555) [Lo Engineellﬂg 840(1134}--1080(1430) 1, Superintendent  920(1242)-1000(1350)
Road Superintendent 855(3168)-100511.355) Assistant of Works
Senior Inspectcr of
Works 865(1168)-1005{1555)
Water Superintendent 865(1] L685 ~1005{1355 : .
Flectrical Supervisor 740( 999) ~1060¢1430}
2 Senior Inspector
of Works 740(999; ~ 840(1134) |2, Works Superintendent) 2. Senior Supervisor 550(743)-890(1202)
Road Superintendent  740(999) - 840(1134) Mechanical
Mechanical Plant uuperlntendentz 0(851)-
Inspecto. 740(999) - 840(11.34) Waterworlks ) 880(1188)
Inspector of Works 2 Superintendent)
(Bridges) Electrical §
Lssistant Road 650(877) - 790{1086) Superintendent)
Superintendent )
Senior Foreman
Electrician 790(1086)-200(1215)
Senior Inspector
(Water) 670{904)-840(1154)
Inspector of Works
(irater) 550(743)-790(1066)
3.) Joinery Shop Foreman 550(743)~-715(945%) Ss Foremen Operator
Workshops Foreman 550(743)-715(555) Road Foremen 550(743)~630(851) | {80 Senior Sub-Overseer
Senior Foremsn (!.sian) 450 (608)-550(745) Lirport Poremen ) i (8pecial Class)  450(808)-550(743)
Engineering lLssistant . |
ssian) 50§6082 ~550(745)
Foremen Electrician  550(743)~715(965)
Foreman (Buildings & \
Roads) 550(743)~850(877)
* » 4
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TABLE A (Contd) PUBLIC WORKS DEPARTMENTS PRESENT MAIN CRADINGS OF TECHNICIL STAFF
Cr o-uP 5 KEW\IXA - ) G'-y.‘ OUDe T_V.N' G;K;[\Tm £
4., |Pngineering Assistant  276(372)-450(808) [.Technical ‘ssistant 285(383)-550(743)

Groun.

UCAITDA

£

4. Senior Engineering Assistant

LoCeSeSpecial Division  295(398)-565(762)
Engineering Assistant
L.C.S.Professional

Division

190(256)~405(546)

Se

Foreman Grade I (Asian) 375(506)-450(608)

5. Junior Road Foreman)
(Executive Division))
Works Overseer
(Executive Division) 255(344)-
Artisan (" ")) 550(743)
Assistant Elec.Inspector)
(Executive Division))

5 Sub~Overseer
(Executive Class)
Artisan
(Executive Class)
Building Inspechr
(Executive Class)
Water Inspector |
(Executive Class) )

255(344)-450(608)

6o jMistri 255( 344 »560{21»86% Bo 6o

Foreman Grade II(isian) 2552544%-560(486(

Artisan Supervisor 220(297)=-315(425)
7. llrtisan Grade I 220(297)-255/344) | 7-9 Road Overseer g 7-9 Sub-Dverseer

. (General Division) (General Class)
Works Overseer 60(81)-240{324) Artisan
8, {Artisan Grade II 100(149)~-172(257) (General Division; (Ceneral Class)g
Artisan Road Inspector. 100(135)-240(324)

9

Artisan Grade III 72(116)=105(155}

(General Division)

(General Class))
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PUBLIC WORKS DEP.RTMINTS

T.,.BELE B. PROPOSED GR/DING OF ST, FTF BELOW PROFESSICN..L LEVEL
Group No. Proposed future Suggested wniform nomenclature
fTable &) Grading .for main grades
1, C2 Superintendent or
Chief Inspector
2e C4-3 Lssistant Superintendent
or Inspector
Se Co-4 lssistant Inspector
ox Senior Foreman
4o C6-4 Cé Senior Engineering
(with C5 as promotion ..ssistant
post) C6-4 Engineering .ssistant
Do Foreman Grade I
Be Regrade in approximate
segments of C or B Poreman Grade II
7e Scales (see poras Jrtisan or Headman
168~173 & 195) Grade I
8s /rtisan or Headman
' Grade II
9 +rtisan or Headman

Grade III
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The Grade of Senior Supervisor, Uganda.

573 This grade now has & scale £550(743) - 890(1202).
In order to conform to the principle of close grading which
has been adopted we suggest that it be divided into two
grades and redesignated as follows:-

Inspector - Q4=
_ssistant Inspector - Co-4&

Engineering lLssistant (Kenya and Uganda) and Technical
.ssistant (Tanganyika)

574, We have dealt with the entry point of this grade
in paragraph 212 of Chapter XTI. Cur recommendation is

that the salary scale should be C6-4, with one or more
promotion grades to be added on the higher C segments as
théy become necessarya

Regrading of Groups 5-~9

3756 Ve have not proposed any detailed pattern of
grading for these groups because we regard them as falling
within the range of analogous services on which we have
commented in varagraphsl68 to 173 of Chapter X«  For the
reason given in paragraph 173, we do not feel competent to
attempt a detailed regrading; in a department of such
techniceal diversity, the task is essentially for those who
possess both the nrofessional and the local knowledge. But
we emphasise once again the double objective of such a
regrading - tc ensure a properly graded structure of
remuneration by responsibility, and to remove racial
differentiation where it may be found. It is essential
also in this case that the avprenticeship and trade testing
system, on which East . frica has made a good beginning,
should be sc developed that a rising standerd of qualification
may be laid down for esach step in the ladder of progression.
Subject to these comments, we must leave the administrations
to entrust the task to those who have the knowledge to
undertake it, calling attention once more to the principles
of regrading which we have advocated in paragraphs 159,
169-174 and 194, and to our recommendation on uniformity

in regrading and in nomenclature contained in paragraph 195,

Works Staff in Tangenyika

376 We must add a note before leaving Groups 5-9, that
Tenganyika stands in a special position in regard to some
of the grades involved, The Tenganyika Goverrnment has
adopted, after careful and lengthy considerstion, a

system under vhich the bulk of its artisan grades are, we
understand, classificd as Works Staff, only a small number
being carried on the regular establishment, Torks Staff
are remunerated at appropriate market rates; and are
eligible for a bonus on leaving Government employment
after a minimum period of five years! continucus service.
.5 this decision hes been reszched and implemented so
recently and after so much deliberation, we do not suggest
that the Tanganyika Government should reverse it, and to
that extent our recommendations should be held not to anply
to the Tanganyike Service.

/Mechanics
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Mechanics

3776 We have already remarked above on the possibilities
of confusion existing in this grade a% present because

of the absence of distinction in nomenclature. We suggest

as a pattern the following grading and titles:-

Superintendent or Chief Inspector (Mechanical) c2
(vhere required)
Inspector (Mechanical) C4-3
Foremen Mechanic Co-4
lMechanics Grade T
Grade IT to be regraded as in
Gracde IIT paragraphs 168-173

Mechanical ’‘ssictant Subordinate service

Electrical Branch

378, We suggest the following pattern of grades and titles:-

Superintendent (Electrical) c2
Inspector Electrical C4-3
Foreman Electrical Co=4

Electricians Grade I )
Grade II to be regraded as in
paragravhs 168-173
Wiremen Grade I ;
Grade IT






3.
CHAPTER XVIIT

COMMENTS ON OTHER DEPARTMENTS

Departmsnts common to several administrations

369, Accountant General

Kenya - Accounts Division, Treasury.

Stores Verifiers: We have assigned the B Scale

to these posts on the assumption
that they are of the same status
as Treasury Accountants,

Tanganyika Stock Verifier: e have assigned the B Scale for
(su] 8 b
the same reason as for Stores
Verifiers, Kenya.

Hollerith Operator: Ve have marked this poust
"Regrade" to enable the Tanganyika
Government to decide whether it
should be properly graded as C5 or
on the top segments of the E Scale.

Hollerith Supcrvisor: e have assigned Ch-3 to this
post on the assumption that previous
experience is required,

370, Administrater General and Registrar General
Kenya Trust Officer:

Assistant Registrar of Trade Unions:) On the
information given to us regarding
the duties of these officers wc
consider that the B Scale sheould
be essigned to them.

Uganda Examiner of Accounts: It seems to us that this post
should also fall properly into the
B Scale and we have provisionally
graded it accordingly, subject te
consideration by the Uganda

Govermment,
Zanzibar Administrator General's Agents: These posts also
appear to us to fall into the
B Scale,
37l.  Agricultucc
Kenya -~ Board of Agriculture.
Secrstary: )

Secretary, Water Resources Authority: ) Ve have
marked these posts "Regrade™ to
enable the Kenya Government to
determine whether the duties
require a B or alternatively a
C grading

/hgricultural Department -
Plant Breeding Services, etc.
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sgricultural Department -

Plant Breeding Services - assistant Plant Breodor:(£300-550)) -

Sugar Services - wssistant Legricultural Officer:
Field Services - issistant igricultural Officer:

(£300-550) )
(£300-550) )

We have assigncd C5-3 to thcse posts on the assumption
that tho present salary contains racial differentiation.

Soil Conservation Headquarters - sissistant Surveyors:

tie have marked these appointments "Rograde" and the
appropriate grading should be assigned to them under
our rccommendations in paragraph

Tanganyika Seccretary: e have marked this point "Regrado"
on thc assumption that the Tanganyika Government

will wish to place it in the appropriatc segment
of the B Scale.

Uganda - [Ldministrative Division - JAdministrative .ssistant:

Ve have marked this post "Regrade" on the assumption
that the Uganda Government will assign the appropriate
scgment of the B Scale to this class of appointment.

372, Co-operative Development
Uganda - assistant Co-operative Officers: These appointments

have been marked "Regrade". The appropriate grading
for posts filled by cendidates from Makerere is

C5-3 or C6-L, according to length of ccurse. Tor
the posts which are now in the Professional Division

Grade II we suggest that the appropriate segments
of the E Scale should be given,

373. Forests

Kenya - administrative and General - Learner: (£150-200): Te

are unable to assign any grading to this scale,

Senior .ssistant Foresters: )
assistant Foresters: )
We have marked these posts "Regrade" on the

assumption that they will be placed in the appropriate
segments of C or E Scales,

Forest Guards: Ve have
marked the thres grades of Forest Guard "Regrade".
In Tenganyika, Forest Guerds arc graded in the
Subordinate Service and the Kenya Government will
wish to consider the application to them of our
proposed new Subordinate Service range. We invite
attention also to the new rates rocommended for the

lowest uniformed ranks in the Police, Prisons and
Customs services,

/3The Geological Survey
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37%.  Geological Survey

Tanganyika

Associate Chemists: ) ‘e understand that the former

Uganda

Assistant Chemists: ) grade hold a South African
qualification whereas the latter were recruited
from iakerere and that the former hold the higher
qualification, On this assumption we have
assigned the grading C5-3 and C6-L respectively,

Field Officers: Ve have assigned the A Scale
on the assumption that these are fully qualified
professional officers.

Records Officer (Woman): Ve have marked this post
"Regrade". If this officer holds the full
professional qualification she should be assigned
the A(W) Scale; if not, the grading should be
B(W)5-2.

Assistant Chemists: Ve have assigned the grading
C6-L to these posts on the assumption that they
are equivalent in qualification to the lesser of
the Tanganyika posts (see comment on Tangsnyika
above).

375 Govermment Chemist

Tanganyika

Associate Chemists: )

Assistant Chemists: ) Sce comment under Geological
Survey above,

376, Tmmigratien

Kenya
this post to be regraded and leave it to the Kenya
Govermment to allot the appropriate grading in the
light of our recommencation for the Immigration
Officer grade above.

Tanganyika Passport Officer (Female) (£550-780): Ve have marked

Immigration Officers: Ve have assigned the B Scale
to this grade, and suggest that the following pattern
and nomenclature should be adopted by all
administrations:-

Immigratien Officer: B5-2
Senior or Deputy Principal Immigration Officer: BL

Immigration Officer (£180-465): Ve have markcd

this post "Regrade". If this officer is an Immigration
Officer the scale to be assigned should be B(W)5-2;

if the post is in the grade of Woman Administrative
Assistant, as the existing salary implies, the grading
should be B(W)E—B.

/Judicial
Resident Magistrates
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377. Judicial

Resident ! .ogistrates: Ve heve been impressed by
rcprosentations made to us by the Chief Justices
and by thc Residont ilagistrates themsolves on the
rostricted promotion prospects enjoycd by

Resident Magistratoes. Their normal oxpectations
are of promotion to the post of Puisnc Judge, and
in practice promotion has proved to be very slow as
comparcd with the number of Magistrates scrving on
the timescale, e think that there is o casc for
the creocation of o few posts of Scnior liagistrate in
order to give this grade a rcasonablc oxpoctation of
promotion, and if this suggestion is favourcd by the
adninistrations wo rucommend thoat the grade of Senior
Rosident liagistrate should be placed on the first
super-scale in our recommendetions in Cheptoer XIX
i.c. £1740(1902)-1860(2022).

Interproters: Interproetors arc, as o rule, at
present paid in all administrations on the clerical
scales, though Zanzibar hes two posts of Head
Interpreter which arc on superior scales. /¢ have
merked the higher grade of Iantcrprotors, i.c. those
whosc salary scales cxtend at prusent beyond £37E,
for regrading. ¢ suggest that in the course of
this regroding, howover, administrotions moy wish
to adopt the Zanzibar systoem and gradce such posts

as Chier or Senior Intcrpretecr as may be appropriate,
If this is donec, wo suggest that the salary scale of
such posts should bc CE, but that Interprcters
promotcd or placed in this grade should coase to
draw any of the language allowances which arc at
proscnt paid to Interpreters on the clerical scales.
These allowances would, howevor, be continued for
Intorprotors placed on the new B Scales where they
arc at present paid,

Kenya Probation Officers: ‘¢ have assigned the B Scale
to this grade.

Uganda Librerian-Sccrotary: e have assumed that a
qualificd Librarian is not rcquirced for this post
and have, therofore, assigned to it the grading
appropriato to its present sslary.

378, Labour

Chief Inspcctors of Factories:)

Inspectors of Factorioes: )%e suggest that

these titles should be rescrved for posts in which

a professionel engincering gqualification is required;
the A Scale will then be assigned to such posts.
Thore the professional engincering qualification is
not required these titles should not be used for the
posts and they should fall into the eategory in the
note immcdiately following.

/Sngineer Surveyors:
etc,
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Engincor Surveyors: )

Trade Tcsting Inspectors:)

Bollcr Inspcctors:

and similar grades. ) is we undorstand tho
position, c¢ngineering qualifications are not roquired
for thesc posts, but some form of tochnical
qualification is stipulated. The posts should,
thercefore, properly be graded in either the B or

the C Scalcs according to the value of the qualificetion
roquircd, which, we suggest, should bc scttlced by
comperison with the qualifications demendcd for
tochnical masters and technical instructors
rospoctively (see paragraphs 291-292), "¢ have
accordingly marked all such posts "Regrade" cxcapt
thos¢ which arec clearly profcssional,

Labour Officcors: "¢ have assigncd the B Scalc
to this grade (scc Chaptor XII) and suggost that
the normel pattorn of grading should be:-

4ssistant Labour O:ficors: BS
Labonr Officcrs: B2
Senior Lebour Officers: Bl
Kenya assistant Industrial Relations Officers: Ve
understand that these officers are not of Makorcre or

tho equivelent level md have, thereforc, assigncd
the E Scale to the posts.

Registration of Persons - Fingerprint Clorks: o
arc informcd that these clerks arc cngaged on
spucialised work and arc, thercforc, unlikely to be
transt'erred, but that they are trcated as part of
the general cadre of the clerical scrvice for
purposcs of promotion, It may be thought cquiteblo
to errange o structurc of posts insidc the
departmont which will provide a sultable intcrnel
promotion system for this perticuler class.,

Uganda assistont Lobour Officours: e assume that, if the
present dosignation of thosc posts is rotained, they
should go on to the B Scale in segmont BS in
accordance with the pattern for Lebour Officers
rccommendcd above; if, howeover, the duties are not
of this status, the posts should be graded in the

E Sceale.
379 Lands and Surveys
Kenya Lands Dopartment - Land Officers: )
Principal egistrar of Titles: )
Rogistraers of Titles: )

Thesc posts should be graded on the & Scalc if legel
qualifications are reguired; if not, they should be
graded on the B Scale,

Tangenyika Survey Division - Computcrs: If a professional
surveyor's or other qualification is required for
these posts the grading should be 4; if not, they
should be on the B Scalec.

Alr Survey Division For grading Pilots see under
Civil Lviation (High Comuisasion) below.

/Uganda  Sonior Lend and Mincs Secretary:
Land and liines Sccretaxy:
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Sonior Land ond ¥invs Sccrotary:)
Lond and Mincs Scucorotary: Y} T¢ havo
ossignod Scale B to thesc posts but suggost that,
as the prosent selarics arc identical, they
should form onc grade.

J:’b L nd

no
(A
i9

Computors: Sce note under Tonganyika above.

Draughtsmon: 7c suggest that the prosont
gradoe on the salery scale £5£0-840 should bo
scparated into two gredes in accordence with
the structurce rocommonded in paragraph 262,

380, Logal Crown Counscl: The some considerations
epply as erc pointed out in parsgreph 377 above
in regerd to Reusidont wagistrates, Vie suggest
that the administretions should consider the
croation of a fow posts of Sunior Crown Counscl
(where thoy do not cxist alrcedy) on the
supcrscalo £1740(1902)-1860(2022),

Tengenyika Logal issistant: o assign the B Scalc to this
gra

g

Ugenda Crovn Prosccutor:)

Law Clork: ) ¢ undorstand thet, as full
professional qualifications arc not at proscnt
rceguirced, thesc two posts also should ’
appropriately bo placed on the B Scels,  The post
of Court Prosccutor in the Dopertmont of Commerce
falls into tho same category.

Zenzlbax Logal issistant: 7o have graded this post
in the B Scale also.

381, Logislative Council

Cloerk to Logislative Council: If professional
cualifications arc roquired for the post, the
grading should be L: othersisce the post should
be on the B Scalc,

382. Printing and Stationery:

2o rugard the sonior timcescale posts in tho
throe mainland dopertmonts as being somcvhat
undsr~-graded at proscnt in view of the volume

of work and rosponsibility attechced to them, and
wo have, thercefore, recommended tho following
rovised gradings:-

sssistant Government Printer: Cl
Press Supcerintendent or

Lettorpross Supcrintendents: c2
Pross Engincer: C3-2

ihis involves & substential up-grading of Press

Engineor in Tangenyike, end we have assigncd

tho scole C3~-2 to this post on the assumption

that the status of the post is the saac as that

of tho similar posts in {the othor two :
torritorics,

/Linotypu Cporators:
otc.

e —————

T
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Linotyps Oporators:)
onotype Qpereators
Forcnen, ctc.: wu have found it very
difficult to suggust suitable ruviscd salary scclus
for thesc grados,:hich corry the scme titles in
tho mainlend adninistrations, bucauss ol the widc
varictions in prescnt greding, ond in the status
and salery of posts thu dutics of nnlch eppear to
be the seanc,. In sonya there oppcers to bo
criploymont of EuropuL1 on oporative work to o
Tor greater extont thoan is found nccussery in tho
othcer torritorics. .2 hove, therefore, had no
altcrnativo but to mark ¢ good many of thesc posts
"Rugrade", end we vould further suggoest to the
Konye Govermicnt thet the rogreding procuss in
the sonye departnont should be accompanicd by an
cxaninetion by on iparticl grading toam of tho
noture of cmployment given to the verious rocos

and the romuncrotion paid for it.

f‘"‘l sSons

"¢ have allotted the scale C5-2 to the prescnt
grade of Assistant Superintondent and Supsrintendent
of Prisons, and woc suggest the grading should beo:-

Assistant Supcrintendent: Ct
Superintendent: Ch-2

There is some variation in the grading of the
scnior posts in the departments bolow the
Cominissioncr, Cur rccommcendations for these
posts arc as follovs:-

(i) The Doputy Commissioner of Prisons, ;onya
should b¢ raiscd to the first suporscals
grade £17,0(1902)-1850(2022).

(ii) The assistent Commissionur (Approved School),
ienya, thu sssistant Comnissionor, Taiganyika
and the aAssistant Couwsiissioner, “ccnda
should bc graded Cl, and

(1ii) +th. Supcrintendent of Prisons, Zanzibar
should be graded C2-1,

o

&

Assistant Storckcopor: If the holdor of this post
is in solc chargo of the storc, the grading should be
CE-L4; if he works to enother officor who is in
charge of stores, the grading should be C5

(se¢ paragraph 270).

Assistant Voterinary (fficur: "¢ have assumud from
the present selary that this post is not held by a
Makorere-qualified officer. ‘e have, therofore,

assigned the B Scale to it, and suggest redesignation.

/384° rovincial Administration
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38, Provincial Administration

Tanganyika

Liwalis:)

mudirs:

Kathis: )

Chicfs: )

Akidas: ) Brcopt in the cas. of .udirial

officers in Zanzibar we have dscided that it

would bo preforable not to attempt oursclves

to apply the now salary scalo structuro to

thesc posts, ‘¢ think that it would be

advisable to leave the doteiled application

of the now scalos to the Governments who may,

in their turn, teke thoir Provincial Commissioners
into consultation beforce coming to a final docision.
Wo have, thoreforc, merked all thosc posts "Regrade".
Tor Zanzibar, our recomacndation is thet thore should
be two grades of kudirial officcers, the higher grade
on C6-5 and the lower on Eb-l.

Dovelopment of Sukumaland - Assistant Livestock

Officor:
This post is at
presont on the profussional scele, £550-1320,
If the holder is required to heve the profcssional
voterinary qualification the title should be
alterecd.

388, Public Relations and Information
Lonya Provincial Information Organisation - Assistant

Provincial Information Officcrs (Scales il and MII):
Ve heve assigncd the B Scalc to thesc posts on the
assumption that the holders are not rcquired to be
Malorere-qualificd officers,

Assistant Information Officcr: %o have assigned

the E Scalc to this post on the assunpbion that the
holdor is not rocquired to be & Makererc-qualified

Engincering Assistants: Tho scalc C6-4 has beon
assigned to thesc posts on the assumption that the
holdors are products of the Hngincoring School in

Uganda
of ficer.
the samc way as holders of similarly-nemed posts
in the Public Vorks Depertmoent,.
386, Public Works Departmont

Konya - Administrative and General

Bstablishmont Officcr: Vo have merkced this post
"Rograde", as we must lcave it to the Kenya
Government to decide whether the duties of this post
varrant the assignmont of the B Scale or whether it
should be morc properly graded in the C Scalec.

Pupil Engincers: (£285: 320: 375:) %o have marked
those posts "Regrade" as it is not clear whether they
are for tho type of Pupil Engincer for whom we have
rocomnended the 4 Scele in paragraph

Moedical Dressers: Carc should be taken in epplying
the B Scale to thesc posts that they arc relatcd te
the corresponding grades in tho lledical Department,

/ater Law Scction
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Rogistrar of Vater Tight

St
hss1st“nt Rogistrar of Wat
nd

581 cr Rights:) ¢ have marked
these posts "Regrade" and loeve it to thv Konya
Government to docide whother thoy should fell into

the B or the C Scalo.

Meintenance of ALcrodromes ctc.

medical Orderlies:  Sco comment on kMedicel Dresscrs
above in this scction.

Troining Schomes

spprenticus: o must leave it to the “onye Covornmont
to cllocate appropriate salany scalos to tho gradus of
Profcssional and Non-frofussional Lpprontices in
accordence wWith the principles recommend.d in this
Report.

mﬂncnlfl‘”
Departmental

T

Szcretary: Ve have marked this copointmont "Regrade
and loave it to tho Tengenyilka Governmont to decide
whicther B or C is thou appropriate grading for this
oost.

.crodromes

Tor proposcd grading of Lirport Lenager scc under
Civil iviation (High Commission) bolow, ‘

Sunprlntund nt, Ingincering School: If this post is
hold by ¢ qu‘llflvd4prop ssional officcr the scale

should bu A; alternatively we hove suggested the
grading B3- 1

Rursar and Physical Trei q1nuro_flcvr~ J¢ hove assignod
ho 'rcding BE-2 in eccordence vwith the principles
advocetsd in Cheptor XIV,

Airpor*];anagqg: )

wssistent wirport lonager: )} Tor the greding of
Thosc posts sce uvndor Civil wvietion (High Commission)
bolow,

387.  Sccroteriet

Scerotarics: )
issistent Secretarics: )
Gsteblishment Cificors:)
rocom.ndation made in r.oo
prresreph 223 of the HWurort. 5 :
coplics equslly to tiese grcdes in the Scerstoric
in the dopartments,

/tenye Confid ntiel Secretery to the Chiof Sccretary:
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Kenya Confidential Sccrotary to the Chief Scorotary: Ve

T hove moarked this post "Rogrado" and it should bo
placed in the appropriate grad® of Pcrsonal
Scerctary (sce paragraphs 200-201).

Sstablishmont Officers: (2600-800) /o suggest
that, in regrading those posts, the porsonal and

pensionable allowance now paid should bc absorbed
into ponsionable salary.

anganyika TEstablishment issistant ¢ have marked
ELIEDE&EE:thCZZ g%stgm"ﬁcg}ado"; it will be for the
Tangenyika Government to decide whethor they should
be properly graded in the B Scale as junior
Establishment Officers or, alternatively, in the C Scale.

Uganda Gstablishmont issistant:

Scc note on the same
post in Tanganyika above,

Community or Social Devclopment

Probation Officors: This scrvicc appears under
the Judicial Department in Konya, undor Social
Dovelopmont in Tanganyike and undcr Comaunity
Development in Ugenda.  We have throughout assigncd
tho B Scale to the Probation Officer grode.

Kenya Joancs School - iAssistent Commissioner: In view of

the present salary scelec we hove assigned sogments
B3-1 to this post. This is subjcet to confirmation
by the Kenya Governmont that this corrcctly
represents the level of responsibility involved,

Tengonyikea Broadcasting ~ Radio FEnginocrs:

The greding
which wo have suggested for theso posts is CL-3,
which will involve & shadow oxtonsion for thc prescnt
holders, The Tanganyika Govermment mey wish to-

consider whether ono post on the scalc C2 should
be provided.

Ugenda assistant Community Doevclopment Officers: ‘G have
marked these posts "Rogrado", “Thoere they are filled
by Makorcre-qualificd officors the appropriate

C grading should be allotted, but the Ugande
Government may wish also to have a grade on the top

segment of E to provide promotion posts from the
grades bclow.

389. Town Planning

Kenya Planning Roscarch Assistant: )

Town Planning Assistant: ) %o have assignod

to these two posts, which arc held by women oifficers,
the grading C(W)4-3, These are posts in respect of
which the Kenya Government may have in futurc to make
an excception to the gonoral rule that tho inducoment
addition should not attach to posts on the C(W) Scale.

/390, Tovnship Authorities
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390, Tovmship Luthorities

Exocutive Officers: )

sssistant Town Clerks:) The grade of "Exocutive
Officer" in Tengenyike is ot presont paid on the
scale £840-960. Thore are also appointments of
- Building Inspoctor and Township Forcman on lower

scalcs. In Ugonde tho grede of Assistant Town Clerk
. is used in addition to thet of ixecutive Officor, but
AN the salery scale, £690~960, scoms to be attached to
\\ both grades., ‘¢ have marked all thosc posts "Rograde"
N and suggest that the adwministrations concorncd should
| ‘ cxamine the grading in ordor to sco whothor any
) differentiation is roquired to cccord with the
’ reletive responsibilitics of the posts. Te suggost
' also that they should cxaminc whetheor it is possible
| \ in tho coursc of this regrading to arrango an avenue
| of promotion to the lowor grade of Ixccutive Officer
from the grade of Township Forecman, and also of
District issistant or District Foromen whore it cxists.
e have, in the meantime, assignced a grading on the
C Scale to these latter posts vhich scoms to be in
accordance with their presont salaries and
responsibilitics,

Tanganyika Tanga - ‘orks Supcrintendent: Ve suggest that
this post should be re-designated in accordance with
our recommendation in paragraph 371 dealing with
the corresponding Public “Jorks Departments grade.

391, Local Govermment Department

Local Government Inspectors:)

Local Govermment Officers: ) It will be seen
that we have assigned the B Scale to tho former
grade and the C Scale to the latter grade.

392, Veterinary Services

Livestock Officors: In Lenya and Ugenda this title
is applied to grades peid on the scales £550-900

and £550-960 respectively. In Tangenyika, however,
the title of "Livestock Officer" is given to a

grade paid on the scale £550-1320 whereas the grade
paid on the scale £550-840 is known as "Assistent
Livestock Officexr". e have assigned tho scale CB-3
to the grades whosc prescnt scales terminate at

£840, £900 or £960 but we think thore should be
uniformity in nomenclature also and suggest that
Tanganyika should fall into line with thce other
territories and cecase to use the term "Livestock Officer"
for a professional gradec.

Kenya Senior Assistent Veterinary Officer: (£530-610) )
- issictant Voterinary Officer: (£380-530
e have marked those posts "Regrade".  They are,

we understand, pests held by Lsians and the correct
grading should presumebly be C5-3 in parallel with thoe

- sssistant Veterinary Officer grade filled by
liakererc-qualified officers, It is for the Kenya
Govermment to decide whethor the higher grading C2 is
required at present for the post of Senior iLssistant
Voterinary Officor,

/393, Weights and leasures
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393, Vecights and Mcasurcs

e notc that Uganda has a common scale £570-1000

for the posts of Chicf Inspcctor and Inspectors

of ¢ights and licasurcs. In Lenya the latter

gradc 1s on this scalec vhercas the Supcrintoundent,
“eights and livasurcs is paid on the scalc £970- 11#0.
‘¢ have assigned the scale C2-1 to the Supcrintcendent
in enya and suggest that Uganda may wish to crcate

a scparatc post on this samc grading for its

Chief Inspcctor.

In Yanganyika, Insbectors of " .cights and Micasurcs
aze on the same scale, £570-1000, and the Estimatos
sbo' onc¢ Chicf Inspoctor and two Inspectors, Tho
Tanganyika Govermment mey wish to consider

dlff rentiating the post of uthl Inspcctor by
assigning thce scalc C2-1 ian the samc way,

Ve should «dd thoy in Tanganyikea and Uganda the
Telghts and licasurcs scrvicos form a part of tho
Polico Department and the Department of Commerce
respectively, and only in fonya is the Department
of Twights and Livasurcs e scparcte ontity. it

is for the Kenye Govermmont to decide whothor

this diffcrence should be meintaincd, but we rccord
that we do not find in it any justification for

essigning a supcrscale salery to the Superintendent.

Kenya Departments

39, Zuropcen Scttlument Orgenisation (Appendix E to Estimatces)

stoto Agent: (£8F0-900) )

Assistant ,stgto agent: (”,/O 790) ) The reason
for tiro separete scales 1s not apperent and we have
assigned the scale CE-3 to both grodes.

395- In.lc nd Zevenue

With the cxception of the post of Principal

aevenue Officer end the Junlo clerical posts

we heve merkced all posts in this department
"Reogradc", ¢ do net think it would be appropriate
to assign newr scales Yo ths proscent grades in this
departmont until they have been fully oxamincd by

a grading team to ensurc that rulative responsibilities
have buon correctl; assesscd and the grading of pests
arrangcd accordingly.  "ithout wishing to pre-judgo
the work of the grading tcam, we must add that

vie formed the impression that this department is
over-iwecighted in the selary scalcs of its staff,

396. lembor for Agriculture - Board of agriculture - Secretary:)
“ater Desources Autiority - Sccretary:)

“'c have marked thesc two posts "Regrade" in
order that the Kenya Goverment mey determine
whether they should properly fall into the B or
C Scele,

High Commission Departments

/397‘Dusort Locust Survey
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Figh Comuission Departnents

397. Descrt Locust Survey

- Bxecutive Officer: '.¢ have marked this post "Rogradc"
in orde: that the High Commission may docide whether
the appropriate grading is B or C.

398. Bast ifrican Meteorologicel Dopartmoent

lictcorological Lssistents: e invite particulaer
atteontion to the fact that this title covers a number
of gradcs renging from a nininun of £48 per annum to

a mexinum of £900 per annum, Some of this wide range
may be causcd by recial diffcerentiation in salary
scales, and the structurc should be revicwed in ordor
to remove it.

399. Bast African Office in London

|

|
is these arc presunably salery rates bascd on United
Kingdon conditions w¢ have no recommendations to make,

400, East ifrican Statistical Departmont

Hollerith Iiachinc Operators: These appcar to be
racial sceles and should be roeviewed accordingly.

L01, Bast ufrican Dircctorate of Civil Aviation

¢ have considored the posts in this Department
concurrcently with those of Lirport lianagors in
Tanganyika and Uganda end Pilots in the Lands and
Surveys Department in Tanganyika. The gradings
7hich we havc adopted arc:-

Cperations Officers:
Pilots:

L . B Scale
slrport lenagers:

Teclccomunications Officers:

Lir Traffic Control Officers:

Lviation gssistant: C Scalc -

Radio Superintendents:
Radio Officers:

N’ N R g

We have assigned the grading CL to the post of

Chief Lir Traffic Control Officer and leave it to

the High Commission to allocate the appropriatc scgments
of the C Scalec to the various existing grades of uir
Traffic Control Officcr,

/402, Zast .frican Customs & Excise
Departments.
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Last 4fricen Customs & Bxcisc Dopartmoent

In accordance with our gencrel rocommendations
in paragrachs 224 and 231 of Che ter XII thoe
grading to be assigned to Collectors shculd be:-

Assistant Colloctors B5
Collectors B2
Senior Collcctors BL

t safrican Income Tex Departmont

Tox Officors: Vo have assignod the C Scale to
this grade and suggest that it should be scgncnted
es follows;-

Junior Teax Officer 08
Tex Officer: L3
Sonior Tax Officor c2
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CHAPTER XIX

SUPERSCALE SALARIES

The Existing Position

414, The present position regarding superscale
calaries in ths four East African territories and the
High Commnission is set out in the following table,

which lists the post under the various administrations
against each level of salary. Superscale salaries

in the self'-contained services of the High Commission
are dealt with in Chapters XXVT and XXVII respectivelys=






TABLE OF PRESENT SITARIES COF SUPERSCLLE POSTS 158.

Present High Commission
Salary Kenya Tanganyika Uganda Zanzibar (Non-self-contained
services)
£3150( 3500) Administrator
£2700(3050)  Chief Justice
£2600(2950)  Chief Secretary
£2550(2900) Chief Justice
£2500(2850) Chief Justice
£2400(2750) Chief Secretary Chief Secretary
£2200(2550) Commissioner of
Police
£2150(2500)  Financial Secretary

Member for Finance
& Development

Attorney General and
Member for Legal Affairs

Deputy Chief Secretary,
Member for Education and
Labour

Member for Agriculture,
inimal Husbandry, and
Natural Resources

Member for Health, Lands
and Local Government

Chief Native Commissioner
and Member for Af'rican
Lffairs

Member for Commerce and
Industry

Finsnce Member




H'gh Cromuission

Present Kenya. Tanganyika Uganda Zanzibar (Non~self-contained
Salary Services
£2100(2450) Financial Secretary Financial Secretary
and lMember for
Finance & Economics
Attoruey General and Attorney General
Membex for Legal Affairs
£2050(2400) |Director of Medical
Services
£2000(2350)

Member for Social
Services

Member for Local
Governnent

Member for Lands and
Mines

Member for Agriculture
and Natural Resources

Member fer Commumicatiors,

Works anrd Development
Planning

Director ef Medical
Services

Cecretary for African
Lffairs

Secretary for Social
Services, and Local
Govermment

Zecretary fer Agriculture
andNatural Resources

Dirzctor of Medical
Services

_
e
-
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High Commission

Present Kenya Tanganyika Uganda Veanzibar TWon—self consained
Selery Services)
£1950(2300) | Director of Ludit Cemmissioner of Customs
Legal Secretary
Commissicner cf Income
1 Tax
£1900(2250) Chief Justice
£1850(2200) | Puisne Judge Senicr Provincial Senior Provincial Chief Director,East African
Comuissioner Commissioner Secretary Meterological
Department
Director of Establish-
ments
Secretary to the Dirsctor of Lands
Treasury and Surveys
Director of igriculture Directar of Agriculture |Director of Agriculture
Director of Education Director of Education Director of Education
Director of Public Director of Public Director of Public
Works Works Works
Director of Veterinary Director of Veterinary
Services Services
Deputy Commissiocner Commissioner for
of Police Development
£1800(2150) Deputy Director of Deputy Director of Economic Secretary

Medical Services

Senior Specialist®t

Medical Services
Senior Specialist

Puisne Judge

Assistent Chief
Secretary




(4)

~ Mulage

(N -

: . o e t oh Commissic
Present Kenya Tenganyika Uganda Zenzibar s e ned
salary Services)
1£1775(2125) | Provincial Commissioner Provincial Commissioner | Provincial Commissioner
Labour Commissioner Labour Commissioner Labour Commissioner
Adninistrative Secretory| Commissioner of Police | Adminisbtrative Secretary
Puisne Judge
Deputy Director of
Medical Services
Resident,Buganda
Commissioner for
Local Government
£1750(2100) | Senior Assistant Director of Director of Veterinary Deputy Divector, East
Commissioner of Police Establishments Servicesyand Animal African Agriculture &
Husbandry Forestry Research Orge
Director, East Lerican
Bureau of Research in
Medicine & Hyglene.
Director, East Aprican
Directorate of Civil
Aviation
Chief Conservator Director of Surveys, Deputy Commissioner of
of Forests Land Officer and Commiss-— Income Tax
ioner of Mines
Commissioner of Police
£1725(2075) Medical Superintendent,




(5)

Tuberculosis Officer

Accountant General

Accountant General

Commissioner for
Social Dgvelopment

Commissioner for
Mines

Commissioner for Co-
operative Dgvelopment

Secretary for Trade and
Economics

Director of Geological
Survey

Director of judit

Secretary for Finance

Ofiicer

162.
Present Kenya Tanganyika Uganda Zanzibar High Ccmmission
Salary (Nen-3elf-Contained
Services)
£1700(2050) | Assistant Director of iAssistant Director Assistant Director
Medical Services of Medical Services of Medieal Services
Assistant Director Establishment Secretary
(Laboratory Services)
Director of Geoclogical
Survey
£1685(2035) Director of Water Director of Medical |Director, East African
Devel opment Services Statistical Department
Atterney
General
£1650(2000) |Senior Medical Officer Senior Medical Officer | Senior Medical



163. (6)

Fresent Kenya Tanganyika Uganda Zanzibar High Cemmission
Salary (Nen-Self-contained
Services)

£1635(1985) | Chief Conservator Commissioner for Co- Assistant Deputy

of Forests ) operative Development Cemmissioner of

Inceme Tax

Comissioner (Mines and Chief Conservator of

Geology) Forests

Solicitor General Commissioner for Cemmunity

Devel opment

Director of Surveys
Commissioner of Lands
Assistent Chief Secretary

Secretary for Commerce
and Industry

Secretary for Health,
Lands and Local
Government

Secretary for Legal
Lffairs

Secretary for griculture,
Animal Hushandry and
Natural Resources

Secretary for African Affairs

Secretary for Education and
Labour

Chief Veterinary Research
Officer ' A - I SRS s S S

——— —————

— e




Present 46 High Commissicn
Salary Kenya. Tanganyika Uganda Zanzibar (Non- self-contained
Services)

£1600(1950)x50 |Specialist Specialist Specialist Specialist Officer
—1700(2050) Medical Department

Senior Dental Surgeon

Malariologist

Senior Pathologist Senior Pathologist

Radiologist
£1600(1950) Solicitor General lecountant General

Director of fudit

£1585(1935) Director of Town

Planning

Senior Commissioner

Finencial
Secretary

Regional Commissioner

of Income Tax
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(3)

Present High Comrission

Salary Kenya Tanganyika Uganda Zanzibar Ner—-self-centained
Service)

£1535(1885) | Deputy Director of Deputy Director of Deputy Director of Director of Deputy Commissioner

Agriculture

Deputy Director of
Educatior

Deputy Director of
Public Works

Deputy Director of
Veterinary Services

Deputy Director of
fudit

Commissioner of Prisons
Commissioner for

Community Development
Road Engineer

Superintending
Engineer (Buildings)

Hydraulic Engineer
Chief Research

Officer,Department
of Agriculture

Agricvlture

Deput;” Director of
Education

Deputy Director of
Public Works

Deputy Director of
Veterinary Services

Deputy Chief Conserv-
ator of Forests

Chief Surveyor

Land Officer

Lgriculture

Deputy Director of
Education

Deputy Director of
Public Works

Director of Tsetse
Control

Solicitor General

Deputy Financial
Secretary

Agriculture

Director of
Education

of Customs

Director,East African
Industrial Research
Board




Zanyibaxr

!

overvieent Frinter

i
|

iutent Comrissicner

¢l Folice

|

Geclcgical Survey
Diresctor of
Information

Depuby Director of
Surveys, Deputy Land
£ficer and Deputy

Coamnissioner of Iines

Director of Public
Works, Mlectricity
and Land Survey

Town Planning Adviser Ccrmissioner of
Prisons
Assistant Coanissioner eputy Commissioner
cf Laads cf Police
Registrar General sneral
Deputy Rosd Ingincer
&




L1167, High Ccmmission
Present - - (Non-szlf-contained
Salary Kenya. Tanganyika Uganda Zanzibar Services)
—— 1
£1.135 | Deputy Labour Commissioner | Deputy Labour Commissioner|Deputy Labour Commissioner ?Comptroller of Customsg Regional Commissioner
(1785) | ! | of Customs

Chief Field Zoologist
Assistant Director of
Veterinary Services

Assistant Director
(Veterinary Research)

Chief Geologist

Director Department of
Trade and Supplies

Assistant Director of
Education

Chief Imspector of
Schools

Deputy Commissicner for
Local Government

Conservator of Forests
Principal Immigration
Officer

Senior Establishment
Officer

Chief Veterinary Research
officer

Regional Assistant
Director of Veterinary

Services
Asnistant Comm’ssioner
for Mines

Assistant Director
of REducation

Director, Tsetse Survey
and Reclamation

Chief Soil Conservation
Of ficer

Conservator of Forests

Government Chemist

Assistant Chief
Secretary, Principal
AssteSecretary

Deputy Director ef
Veterinary Services

Commissioner of
Prisons

Assistant Director of
Geological Survey

Deputy Commissioner for
Go-operative Development

Assistant'Direotor of
Education

Senior Research Officer,
Department of Agriculture

Deputy Chief Conservator
of Forests

Assistant Chief Secretary

Commissioner of
Police

|
?
zssistant Commissioner
i of Income Tax

i
i
i
|
i

Ceramic Specialist,
Fast African

' Industrial Research
‘ Board

|
{
!
|

Asteblishment Officer
}

}




163, (11)
Kenya Jengenyika Ugenda High Comission
(Nen—self—cornbained
! Services)
Assistan® Financial F T
Secretary Assistant Financial Secretary Office of

Senior District

Commisaionex
African Qourts COfficer
rssistant Cirector

of Agriculture

Assistant Director of
Surveys

Legal Draftsman

Deputy Public
Prosecutor

Senior District Officer

Locel Courts Adviser
Regionel Assistant

Director of Agriculture

Cliief ILdivestock Officer

Legal Draftsmen

Assistant Director of
Water Developmend

Irrigatica Engineer,
Water Development
Department

Assistant Director of
Pubiic Works

Secretary
Ldministrative Officer
(Staff Grade)

Lissistant Director of
Agriculture

Assistant Director of
Surveys and Assistant
Land Officer

Senior Crown Counsel
Administrator Genersal

Rurel Vater Enginser,
Geological Survey

Lssistant Director of
Public Works

Lssistant Commissioner
of DPolice

ALssistant Commissioner
of Mines

Town Plammer

Finance Msmber

Assistant Secretery I

Aseistant Director
East African
Meteorological Dept.

Director of Preduce
Disposal




Present
Salary

169,

Tengenyika

Uganda

Zenzibar

High Cemrdission
(Non~self-ccutained
Services)

£1400(1750)

Administrator General

£1385(1735)

Government Chemist

Chief Materials Engineer

Chief Flectrical Engineer

Senior Soil Conservation
Engineer

Mechanical Engineer

Structural Engineer

Government Architect
Planning Engineer
Game Werden

Registrar of Co-operative
Societies

Principal, Prince of Wales

School

Principal,Duke of York
School

Superintendent of
Agricultural
Education

Superintendent of
Technical Education

Lssistant Director of
Geological Survey

Assistant Labour
Commissioner

Chiaf Architect

Game Warden

Assistant Commissioner
of Police

Government Printer

Chief Water and
Drainage Eugineer

Chicf Architect

Game Warden

Registrar of Titles
and Conveyancer

Accountant General

Chief Fisheries Officer,
Lake Victoria Fisheries
Service,

£1360(1710)

Director of
Hydrological Survey.




(13)

Present 170 High Commission
Salary Kenya Tanganyika Uganda Zanzibar (Non=seif-conteined
_Services)

£1350(17¢2) Govermment Printer
£1335(1685)x50 | Senior Rgsearch Officer| Senior Research Officer
-1335(1885) Department of Department of

Agriculture Agriculture i
£1355(1705) Administrative Secretary -

T £I335(1685) Assistant Accountant Deruty Accountant Assistant Accountant | P . L
Ceneral Ceneral Gensral Accountant General Assistant Dlrecto?,
_ BEast Lfrican Statistical
Assistant Director Deputy Director Principal Luditor Principal Auditor Department
of fudit of Ludit
Superintendent of Principal Immigration Chief Veterinary Senior District Regional Commissioner
Surveys Officer Research Officer Commissioner cf Customs
Executive Officer, Public Relations Administrator
African Information Officer Gencral

Services
£1148(1498) Lssistant Director Assistant Director issistant Director

of Education of REducation of Education
£1108(1458) Principal, Kenya

High School for
Girls
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Broad—~banding

415, Anyone who examines this table will at once
be struck by the extraordinary multiplicity ~f salary
levels that has grown up ever the years and yet covers
only a relatively small range of salarye For instance,
between the top of the present long timescale, which is
£1320, and the salary level of £1775 there are ne
fewer than nineteen different levels of fixed salaries
or salary scales, In this connection we would invite
reference to paragraphs 44 and 187 of this Report, in
which we have discussed the same feature which occurs
lower down in the existing salary structure. We
doubt whether it is possible te make, with certainty,
the present meticulous distinctions in the value of
posts even within the structure of a single large
department, When this process is applied to many
-differant departments with completely disconnzcted
functions under a single administration, it becomes
even more difficult, and when it is applied to all
departments under five separate adminichrations it

is, in our view, completely wnpracticale To attempt
such fine estimation can only, in our view, lead to
petty Jealousies and bickerings about the value of
posts and to a tendency for experienced civil servants
to leave the service of one administration for similar
employment under ancther in order to gain a very minor
advantage in salary and prospective pension. These
results carmot be in the interests of the service as a
whole, and we bellieve that the only principle to adopt
is that where different posts are roughly on ‘the same
level of skill and responsibility they should carry
the same rate of salary, no attempt being made to

mark minor differences in the responsibilities of the
posts by minor differences in their salary levels,

416. We also hold the view, which accords entirely
with the principle vhich we have enunciated in the
preceding paragraph, that when an officer receives
promotion at these levels it should be accompanied by

a substantial increase in salary and not by a mere £50

or £100 per annume If these two principles are
accepted, it follows that departments should be broadly
grouped in relation to their size and importance; and that
when departments are for this purpcse grouped Gogether,
the salaries at the various levels of the pyramid should,
as farr as circumstances permit; be the same. On the
other hand, when they are not so grouped, the differences
in salary et the respective levels of the pyramids

should be substantials For our purposes we have adopted
differentials ol £200 per annum or a figure approaching
thet amount. It also follows that, within a single
department, a promotion should carry with it a very
definite and marked increase in responsibility and should,
at the same time, be rewarded by such increase in salary
as will meke the shouldering of that responsibility

worth while, This is particularly the case at the level

/of Head
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of Head of Dsparitment and Deputy Hesd of Department
for i% is clear that the responsibility of a Fead O.L
Department must greatly oubwsigh that of his Devulye
We have, therefore, itried where possible to mark the
increased respongibility at this level by a diifference
cf £400 per ennum in salary (in scme cases, where there
is no Deputy bub more then one Assistant directly .
responsibie o the Head of Department, it may be mores
Tminediately below this level we have differentiated
betwsen various promotion grades by increases of £200
per ennum in salary, decreasing to £120 between the
minimum of the superscale ladder and the maximum of
the long 't;:'m*e scale (inclusive of the inducement
addition). though we had already taken these
dC"lSiOHS befo e seeing the Treasury evidence before
: i nr the Civil Sarvice ab present

d IG n"imx our coavichion that
sipaes are correct is shrengthened by the
of the Rte Hono Sir Edward Bridges;GoCcBes GCoVeloy
MoGo Permanent fecretary to the Treasury, before that

gion, that at this level no differentiation less
than £250 or £300 or something of that kind is wented.™

Incremental supersceles versus fixed salaries

4176 We have carefully considered the question
whether we should generally recommend short three-step
inercvmental salwy scales for superscale posts, instead
of fixed saluaries as =xist at present in East Lfricas
There would appear te be advantages in such a system,
varticularly where the numbers of levels of superscale
salary are greatly reduced, since amnual increments would
tend to induce officers to remain in service for a
reasonable reriod after promotion and not to take
advantage of opportunities for optional retirement,
Further an officer's value in a post normally increases
with his experience in ite On the other hand an
officer would presurably not be selected for promotion
to the higher levels unless it was certain that his
intenticn was to rem2in in the service for a reasonable
period and unless he wes already very experienced,
Partly for these reasons, and partly because to have
recommended incremental scales for all promotion posts
up to Heed of Department level would have been a complete
break with Fast Africem tradition, we have confined

the principle of incremsntal superscales to the

lowest level of superscales

The Inducement principle in the suverscsle rsnge

418, We have set out the considerations on which
our reccmmendations for inducemsnt pay are based in
Chepter V of this Reports e feel, however, that

when the stage is reached of selecting the most suitsble
officer in any grade for promotion to a superscals post,
those considerations are no lon gar cperative, We have
stated in paragraph 54 of this Report tha’t scme of the

/ data
3 Minutes el Evidence tsken before the Royal
Commission on the Civil Service (HeMoSo0. 1954)
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data necessary for a close evaluation of market values
on which we could base our timescales for local
recruits has not yet emerged, and that our estimmte
of these scales must be considered to that extent
empiricals This is the case to a much greater
extent when superscales are in issue; no evidence is
available on which we could base a salary for, for
exomple, a locally recruited Head of Departments We
can, therefore, only recommend that, for the present
at any rate, the principle of inducement pay should
no longer operate in connection with superscale
posts, and that as superscale levels of salary must
clearly be fixed above the total of the maximum of
the timescale and inducement pay at that level (i.eo
£1620 per annum) in order that overseas officers may
be attracted to them, locally recruited officers
should also, if selected for these posts, be appointed
on these salaries. Vie have recommended that the
timescales suggested by us for locally recruited
cfficers should be kept under review by the
administrations to ensure that a suiteble relation
with local market values is mainteined and we consider
that the same course should be followed in regard to
our superscale proposals. If, at scme future date,
when a substantial number of locally recruited
officers is availlable for sslection to superscale
rank, it is found that the superscale salarier which
we recommend are widely out of line with levels of
remneration in other spheres of employment in
East Africa, the auestion whether the inducement
principle should be applied in the superscale range
also can be considered in the light of circumstances
prevailing at the time,

Superscale salaries for women officars

419. It follows from our propnsals in paragraph

95 of this Report that there should be no differentiation

between the salaries paid to men and to women in the
superscale ranges. Women will have attained equality

with men in the matter of salary by the time thsy reach
the salary of £1320 at the maximum of their long

tumescale,

Grading of posts by responsibility

420, We have in all our prcposals accepted the
view that subject to local variations in each territory
the general level of cost of living in Keaya,
Tenganyika and Uganda is substantially the same, and
that the cost of living in Zanzibar is not likely to
be less than that on the mainland. We have, therefore,
proposed the same salary scales for posts of comparable
duties and responsibilities below superscale level in
all four territories, and follow the same principle in
the superscale range. In other words, in assigning
levels of salary to the superscale posts in the four
terrivories we have had regard only to the responsibilities

/of the
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of the posts, and have made no differcntiation on
the ground of cost of living,

421, In grading posts within the superscaic
Premework which we have deviced in accordance with
noiples alrcady mentioned, we have carefully

¥, PR
the

of the torritories concerned on the relative

importanse of eash dsperwment vis-a-vis other posts
the some territory and comparable posts in other

territoriese  Cwing to the severe reduction in

possible to reproduce in our pattern the finer
differentiations which were recommended to us, bub
we have only devarted fram the general pattern of
relativities where, in our opinion, there have been
very good reascas fop doing 0.  We have also
had mecourse to the mess of evidsnce which we heard
on the subject of superscale relativities in
#ast Africa, and have drewn on the experience fram
“he United Kingdom and other Colonial territories
evaileble within the Commission itself, 1Most of
the alterations in relativities have resulted from
the compression into four grades of the existing
levels of salary of heads of department and belows
Others have resulted from the view which we take
iat the special responsibilities pertaining to the
Li2adship cf a department require in equity special
recognition in selary, Yebt others have been
necessary to produce whaty in our opinion, is a proper
promoticn ladder within departments, while others
sre diue to a desire to produce, as far as possible,
vniformity (having regard to the relative importance
of the same departments in the various administrations)
belwsen the various territories. We append notes in
raragrzph 423 on some of the more important
aiterations in grading which we have proposed,

General level of superscale salaries

422, Having thus deealt with certain principles
clfecting our superscale proposels, it remains +o
discuss the general level of seleries in the superccale
rangse The iovest grade of superscale presents no
difficulty, With the totel of salary and the
inducement eddition amounting to £1620 at the

maximum of the long scale, the desirability of giving
e substantial increase in salary on first promotion

to superscalc and our preference for a three-step
incremental scale at this level, the first superscale
naturally falls to be £1740{1902)x50~1860(2022)s An
officer en £1520, the maximum of the present timescale,
draws in total emolumenis (including cost of living
allowance) £1670, and under our nroposals will draw

in total emoiumants £1782, Under cur superscale
Preposals, the majority of officers at present en
salaries of £1435(1785), £1385(1735) and £1535(1685)

/il
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will be placed on a salary scale rising to
£1860(2022) and we think that this increase in
salary is generally adequate at this level.

-

423, As regards the higher posts in the range; -
however, the problem is not nearly so easy. as there
is no firm foundation on which to builde Opinions
will no doubt vary as to the proper level of salary
which should be paid, and no exactitude is possible,
We have made careful canperisons with other Colonial
territories at the levels of head of major
departments, and have come to the conclusion, in

the light of these comparisons and all other
circumstances within our knowledge, that we should
recommend a salary of £2600(2762) for the heads

of the major departments in all three mainland
territories. The present salaries of heads of
major departments are normally £1850( 2200), so that
ihe increase in total remuneration which we propose
for them is over £550 per amnum, We think that
this increase is Jjustified, and if our figure of
£3800 is accepted for the heads of the most important
departments, it follows from the earlier argument
that the levels of superscale salaries below this
should be £2400(2562), £2200(2362), £2000(2162)
£1860(2022)x60~1980(2142) and £1740(1902)x60-1860(2022)

424, At a still higher level we have made
comparisons of the salaries of Chief Secretaries in
other Colonial territories with those obtaining in
East Africa, and have come to the conclusion that
we should recommend a salary of £3200(3362) for the
Chief Secretary, Kenya, against a present salary of
£2600(2950), and salaries of £3100(3262) for the
Chief Secretaries, Tanganyika and Uganda against
their present saleries of £2400(2750).

Detailed proposals for the salaries
of superscale posts

425, Having thus fixed the levels of salary

wiich we recommend for various points in the superscale
structure, it only remains for us to set out the grading
which we recommend for each individual post within the
general frameworks This we do in the following table:-



TABLE OF PROPCSED SALARTES OF SUFERSCALE POSTS 178
(the figures in brackets after the posts refer to the notes in paragraph 426 below)
Proposed High Commission
Salexy Kenya Tanganyika Uganda Zanzibar (Non-self-contained
s e f Services;
'£3800{3952; i Administrator
£5500(53462) § Chief Justice T
T £B200(5562) | Chief Secrotary | Chief Justice |  Chief Justice

7 £3100(5262)

s o e 8 A5 w1

£2200(2062)

o

Financial Secretary,
Member for Finance
and Development (1)

Lttorney General
and Member for
Legal Affairs

Deputy Chief Secretary,
Memker for Education
and Labour

leiber fox
Lgricultors, jinimal
Husgbandry and Natural

Bssources

Member for EHealth,
Lerds and Iocal
Government

Chief Native
Commisgsionesr and
Member for African
Affairs

Member for Commerce and
Industry

i

e i e

o A S AN AP e 0

s

-Chl éf Secré'{:;ry

Iinancial Secretary
and Member for
Finance and
Fconomiss

ttorney General
and Member for
Legel Affairs (1)

T VN S PN

R ——————

4

Chief Secretary

Financial
Secretary

Attorney General

Finence Member(2)

Legal Secretary(?2)
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Proposed High Commission
Salary Kenya Tanganyika Uganda Zenzibar (Non-self-contained
| Sorviess)
£2800(2962) ! Menber for Social Secretary for
Serviceg Lfrican Lpfairs
Menber for Local Secretary for
Government Social Services
and Local
Government
Member for Lands and
Mines
Member for Lgriculture Secretary for
and Natural Resources Agriculture and
Natural
Resources
Member for Communications,
Works and Dgvelopment

Planning

£2700(2862) Chief Justice
5 - - »
A - L3 =
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Proposed High Commission
Salary Kenya Tanganyika Uganda Zanzibar (Nen-self-contained-
Services)
e } ;
£2600(2762) Director of Medical : Director of Director of Medical §Chief Secretary

Services(3)
Director of Education
Director of igriculture

Director of Public
Works

Puisne Judge

Provincial Commissioner

Commissioner of
Police

Labour Commissioner

Directcr of
Establishments

Directosr of
Veterinary Services

Solicitor General (5)

Secretary to the
Treasury
Director of Audit (6)

Medical Services(3)
Director of Education
Director of lgriculture

Director of Public
Works

Puisne Judge

Senior Provincial
Commissicner

Provincial

Gommissioner (4)

Commissioner of
Police

Labour Commissioner

Director of
Establishments

Director of
Veterinary Services

Dircctor of
nds & Surveys

Commissioner for
Development

Services(3) ;
Director of Education §
Director of Agriculture!

Director of Public
Works

Puisne Judge

Senior Provincial
Commissioner
Provincial
Commissioner (4)
Resident, Buganda
Commissioner of
Police

Labour Commissioner

Director of Veterinary
Services and Animal
Husbandry

Director of Surveys,
Land Officer and
Commissioner of Mines

Economic Secretary

Assistant Chief
Secretary

Commissioner of
Customs

Commissioner of
Income Tax




Pronosed
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High Commissicn
Salary Kenya Tan ika Uganda Zenzibar (Non-self—contained
.. Services)
£2400( 2562) Ldministrative Secretary Administrative Secretary |Financial . 1 Deputy
Secretary Director
Solicitor Solicitor General
General

Chief Conservator
of Forests

Commissioner of
Mines & Geology

Director of Surveys
Commissioner of Lands

Commissioner of Prisons

(8)

Secretary for
Finance

Chief Conservator

of Forests

Comissioner for
Mines

Director of
Geological
Survey

Secretary for
Trade & Economics

Director of Water
Development

Chief Conservator
of Forests

Commissioner for
Community Development

Commissioner for

|
Director f

Geological Survey

Establishment Secretary

Co—operative Development

Attorney General

East Africen Agriculture

& Forestry Research
Organisation.

Director, East African
Meterclogical

Department

Director, East African
Statistical Department

Director, East Aprican
Directorate of Civil
Aviation




Proposed
Salary

£2200(2562)

Kenya
Registfar General(9)

!
|
{
i

Deputy Director of
Medical Services (11)

Deputy Director of
Agriculture

Deputy Director of
{ Educatior

i
Deputy Director of
Public Works

Accountant General

|
;Deputy Commissioner
i of Police (13)

Deputy Labour
Commissioner (15)
Commissioner fur
Cormmunity Development

Director of Trade
and Supplies (16)

; Tenganyika

| Director,
| & Reclamation (16)
i
l!
!
{Deputy Director of
i Medical Services (11)
]
'‘Depaty Director

of Lgriculture

;Deputy Directer of
; Education

%Deputy Director of
i Public Vorks

i
| Accountant General
‘ _—
:Deputy Comrmissioner
! of Police

:Deputy Labour
Cormissioner (15)

‘Director of Town

i Plaoming

i Conmissioner for
' Social Development

Administrator General (9)

Tsetse Survey

i

Uganda

Ldministrator General

(9)

Director of Tsetse
Control

Deputy Financial
Secretary (10)

Deputy Director of
Medical Services{il)

Deputy Director of
Lgriculture

Depruty Director of
Education

Deputy Director of
Puklic Vorks

Accountant General

Deputy Cormissioner
of Police

Depuby Lebsur
Commissioner (15)

——

Zanzibar

Director of Medical
Services (11)

Director of
Legriculture

Director of
Education

Director of
Public Works
Electricity and
1 Land Survey

Commissioner of
Police

Senior Commissioner

(14)

High Commission

(Nen—self—contained

i

t

 Services)

Director, Bast African
Industrial Research
BRoard

Deputy Commissioner of
Customs

| Director of Produce

Disposal (18)

. Deputy Commissioner

of Income Tax (12)



Proposed
Salary

£2200(2362)

Kenya
Deputy Director of ludit

(17)
Assistant Chief Secretary

Secretary for Legal i[ffairs

Secretary for Education &
Labour

Secretary for igriculture,
Znimal Husbandry & Natural
Resources

Secretary for Health,Lands
& Local. Government

Secretary for [Lfrican Affairs

Secretary for Commerce and
Industry

Deputy Director of
Veterinary Services

Registrar of Co-operative
Sooisties(18)

Chief Veterinary
Research Officer (21)
Road Engineer (20)

Senior Specialist
Medical Department

v

(22)

181,

Tanganyika

Director of fudit

epnty Director of
Veterinary Services

Commissioner of
Prisons

Commissioner for
Co-operative
Development (18)

Public Relations
Officer (19)

Land Officer

Chief Surveyor

genior Specialist (22
Registrar General (25)|

Zangzibar

Uganda

Director of fudit

Deputy Director of
Veterinary Services

Commissioner of
Prisons
Deputy Director of Surrsys
Deputy Land Officer and

Deputy Commissioner of Mines

Director of Infarmation (1g)

High Commission
(Non -self—contair~d
Sexrvices)
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Tropoped ) - High Commission (Non-
Salary Kenya Tanganyika Uganda Zanzibar self-contsainaed Services)
£ZGOO(2162) Game Warden Game arden Game Warden '
LAssistant Director lissistant Director ﬁssistant Director
of HMedical Services(25) of Medical Services i of Medical Services
(25) | (25)
Assistant Director : Administrative Establishment Officer
(Laboratory Services) i Secretary

Principal Immigration

|

Principal Immigration'Medical Superintendent

Officer

Gnvernment Printer

Conservator of Forests

Superintending FEngineer
(Buildings) (26)

Hydraulic Engineer

IAssistant Director of
Lgriculture

/ssistant Director of
Educatien

Deputy Road Engineer(26)

Officer

Government Printer

Deputy Chief
Conservater of
Forests

Assistant Director

of Public Works

Regioreal fssistant
Director of
Lgriculture
Assistent Director of
Education

Mulago (30)
Government Printer

Deputy Director of
Geolegical Survey

Deputy Chief
Conservator
of Torests

Director orf

Hydrological

curvey

Assistant Director
of Public Warks

Assistant Director of
Agriculture

Lssistent Director ot
Education

Director,Fast African
Bureau of Research in
Medicine & Hygiene(27)
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Proposed Kenya Tanganyika Uganda. Zangibar High Cermission

Salary (Nea-self-contained
Services)

£2000(2162) Assistant Director of | issistant Director Chief Fisheries Cffieer

Veterinary Services

Assistant Director |
(Veterinary Research),

!
Town Flanning f.dviser E
Government Chemist

Chief Geologist

Deputy Futlic
Presecutor §
i

Legal Draftsman !

Senior ‘ssistant
Commissioner
of Police (28)

Chief Research Officer
Department of
Agriculbure

Assistant Commissioner
of Lands

Assistant Director of
Surveys

cf Veterinary Services

Government Chemist

Aseistant Director

of Geological Survey

lssistant Diresctor

nf Water Development

Legal Draftsman

Lssistent Commission
for IMines

Lssistant Labour
Commissioner

Deputy Commissioner
for Co-cperative
Development

Town Planner

er

fissistant
Commissicner
of Mines
Judicial Adviser

(52)

Land Tenure €fficer

c (32)

4 Lahd Officer

Assistant Director of
Surveys and [ssistant

éomptr}ller of Customs

Administrator General (1)

H
|
{
i
|
H
|

I S —_—

Lake Vizteria Fisheries
Service

Assistant Director
East iLfrican Meterolog-
ical Department
Assistant Director,
Bast Aerican Statistical
Department

Senior Assistant
Legal Secretary

Assistant Deputy
Commissioner ef Inceme
Taux ( 29)
Regional Commissiener
of Income Tax (29)
Secretary Cffice ef
Finance Member
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Proposed
Salary Scale Kenya Tanganyika Uganda Zanzibar High Commission
T T o T 1 T (Non-self -contained Services)
£1860(2022)x60 Specialisteledical | Speclalist,lMedical iSjpeoialist,Medical§ Specialist O0fficer |
wl980(2142) Department f Department Department Médical Department !
Senior Medical Senior Dental Senior Medical
Officer (36) Surgeon Officer (36)
Tuberculosis Malexriologist Senior Pathclogist

Ufficer

Radioclogist

Senior Pathologist

Senior Medical
Cfficer (36)




185, High Commissicn
- (Non—-self-contained
Proposed Salary Kenya Tanganyika Uganda Zanzibar Services)
Scale ' -
£I740(1902)x60-1 Senior Crown Counsel| Senior Crown Senior Crown
1860(2022) (33) Counsel (33) Counsel (33)

Senior Megistrate(33

Senior Research

Officer,Department

of Agriculture

Gorernment
Lrchitect

Structural Engineer

thief sccountant
Public Works
Department( 54:)
Planning
Engineer

Chief Materials
Engineer

Mechanical
Engineer

Chief Electrical
Engineer

Assistant
Commissioner of
Police (35)

Senior District
Commissioner

!

Senior Magistrate [Senior Magistrate (33)

(83)
Chief Soil
Conscrvation
Lficer
Senior Research
Cfficer,Departmernt
of lLgriculture

Shief Lrchitect.,

Chief fLiccountant
Public tlorks

&

Senior Research
Of'ticer, Department
of Jlgriculture

Chief fLir-hitect
Public Works
Department

Chief Iccountant
Fublic Works

Department(34) Department| 34)
hssistant /.ssi stant
Commissioner of Commissioner of
Police Police
Senior District Ldministrative

Officer

C2ficer (Staff Grade)

Senior District
Cemmissioner

Ceramic Specialist

East Lfrican Industrial

Reseerch Board

Regional Commissioner
of Customs

&ssistant Commissioner
of Income Tax

g - v
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Proposed
Salary Scale

Kenya

Tanganyika

Zanzibar

High Cocmmissien

(Nen—self—-ceutained

Servic=s

£1740(]902§x60~ Deputy Commissioner

1860( 2022

for Lical Government

Chief Field
Zoolrgist

Assistant
ALecountant General

__ssistant Director
of /udit

Chief Inspector of
Scheols

Principal,Prince
of Wales Schinrl

Principal, Duke
of York Schocl

Principal, Kenya
High Schrol for
Girls

Senior Soil
Conservation
Engineer,Department
of Lgriculture

Assistant Financial
Secretary

Chief Veterinary
Research Officer

Chief Livestock
Officer

Deputy i.ccountant
General

Deputy Director
of ludit

Superintendent of
Teshnical Zducation

Superintendent of

Lgricultural
Education

[rrigaticn Engineer,
Water Development
Department

Chief Veterinary
Research Officer

Assistant
Lccountant General

Principal fuditor

Registrar of Titles
and Conveyancer,
Public Werks
Denartment

Chief Water and
Drainage Engineer,

Public VWsrks
Devartment

Geological Survey

Assistant Director
of Infermation

| Assistant Finencial

Secretary

.ccountant General

Frincipal fLuditor

Rural Water Engineer,

{

Acceuntant General
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High Commission

Proposed Kenya Tanganyika Uganda Zanzibar (Nen—self-cintained Services)
Salary Scale
£1740(1902)x60 | 3
. 1860(2022) Senior Establishment {issistent Chief issistant Chief Assistant Secretary I
. Officer Secretary i Secretary
i Principal Lssistant psgistant

N

| A
wfrican Courts
} Officer

{Superintendent of

Surveys
1

‘ Deputy Commissioner
of Prisons (37)

Executive Officer
LAfrican Infarmation
i Services

;
t
|
!
i
i
!
|
§
i

Secretary

Conservator of
Forests

Local Courts
ldviser

Director of
Geological Survey
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Notes on individual. superscale grading

426, We append the following notes stting out
ressons for certain individual gradings:-

(1) Attorner General and Member for Legal Affairs,
Kenya
Financial Secretery, Member for Finance and
evelopment, Kenya

It would have been in accordance with our
om views to have recommended a salary of £3000(3162)
per annum for these two posts, as it appears to us
that the responsibility of these two Members must
exceed those of other Members, We wderstand,
however, that it is in accordance with the policy of
the Renya CGovernment that apart fram the Chief
Secretary all Members should be on an equal salary
level, and w~ have bowed to this view,

(2) Finance Member, East Africa High Commission
Legal Secretary, East Africa High Commission

In the light of the responsibilities of these
posts; we consider that they should properly be graded
with the Attorneys General and Financial Secretaries
of Tanganyika and Ugandae

(3) Directors of Medical Services, Kenya, Tanganyika

and Uganda

We have stated in paragreph 309 of this Report
that the recent revision of Medical Officers! salaries
which resulted in the salaries of the heads of these
departments being brought out of line with those of
heads of ether major departments, may be held to
have been in anticipation of & genaral salaries
revisien, The present gross emoluments of these
oficers, including cost of living allowance,are £2400 in
Kenya and £2350 in Tanganyika and Uganda and under
vur proposals will be £2762, Since the recent
saluries revision in this Department was dictated
by considerations of market value, we see no reason
to perpetuate the anomaly whereby the heads of these
departments receive greater emoluments than those
of ecther comparable departmentse

(4) Provincial Commissioners, Tangsnyika and Uganda

At present there are two grades of Provincial
Commissionsrs in Tenganyika and Uganda, one on
£1850(2200) and the other on £1775(2125)s Under
vur proposals this distinction will disappear,

(5) Solicitor General, Kenya

We consider that in view of political conditions

/in Kenya,
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in Kenya, this post has been seriously undergraded
in the past and that, in the light of its
responsibilities, we are Justified in equating

it with that of a head of a major department, It
also follows 2rom our view that the salary of the
Attorney General should be £3000 per gnnum, thab
in accordance with our principles the salary of his
Deputy should be £2600(2762) per annum,

(6) Director of Audit, Kenya

The high salary greding which exists at present
Por this pcst arises from the fact that the audit
cf the High Commission accounts i also undertaken
by the Director of A4udit, Kenyae

(7) Director, Fest Africsn Metserological
Departuent
We consider that the salary status of this post

should be ecuated with that of the Director, East
Lifricen Directorate of Civil Lwviation.

(8)  Commissioner of Prisons, Kenyae

We consider that in view of the present
conditions in Kenya the galary of this post should be
relatively upgradeds

(9) Registrar General, Kenya
Administrator General, Tanganyika
Administrator General, Uganda

We have deliberately suggested the upgrading
of these posts both in view of their heavy and
multifarious responsibilities and ia order to provide
promotion posts for golicitors in the Legal Servicee

At present avenues of promotion in the main are confined

to Barristers, and it is undesirable that for this
reason all golicitors should be tempted to qualify
fcr the Bars

(10) Deputy Financial Secretary, Uganda,

There are two posts of Deputy Financiel
Secretary in Ugenda, which in our view Justifies
a grading lower than that of Secretary for Finance
in Tanganyikas

(11)  Depusy Directors of Medical Services, Kenya,
Tanganyika and Uganda
Director cf Medical Services, Zangzibar

The considerations which we have mentioned in (3)
above in respect of the posts of Directorgof Medical
Services, Kenya, Tanganyika and Uganda apply also to
these postss

/ (12)
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(12) Deputy Commissioner of Income Tax,
East Africa High Cormission

The salery of this post has recently been
revised in order to attract officers from the Board
of Inland Revente "in the United Kingdom, The
considerations vhich apply to the posts in the
Medical Department apply therefore also to these
postss The gross emoluments of the post are at
present £2100 per ammume Under our proposals they
will be £2362 per annume

(13) Deputy Conmissioner of Police, Kenya

The salary quoted against the post in the table
in varagraph 404 is the salary recently recommended
by the Kenya Police Commission, The same
considerations therefore also applys

(14)  Senior Commissioner, Zanzibar

This post is at present graded for purposes of
salary with that of the Financial Secretary., We
consider that it should more properly be aligned with

that of the heads of major departments in Zanzibare

(15) Deputy Commnissioners of Labour, Kenya,
Tanganyika and Uganda

In view of the growing importance of indastrial
relations everywhere we have graded the Labow:
Departments with other major departments and the
relative upgrading of these posts follows from thate

(16) Director, Tsetse Survey and R.clamation,
Tengany.kae
Director of Trade und Supplies, Kenya.
Director of Produce Disposal, East Arrica
High Commissione

We consider that the responsibilities attached %9
the management of these Depariments Justify the
relative upgrading of the salaries of these postse
In the case of the first named, we see no reason why
the salary of the post should be less than that
atvtached to the corresponding post in Ugandas

(17) Deputy Director of Audit, Kenyae

OQur remarks ebove regarding the grading of the post
of Director of fLudit, Kenya, apply also to this poste

(18) Eegistrar of Co-operative Societies,Kenya
Comissioner for Co-opevative Development,

m R

Co-operation is not so far advanced in Kenya

/ end
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and Tanzenyika as it is in Uganda, and we consider
that the Head of the Co~operative Development in
Uganda should receive a higher grading on thet
accounts, We consider, however, that the post of
Registiar of Co-operative Societies in Kenya has

been soriously undergraded in the past and have,
therefore, regraded the two posts now under discuscion
o a basis of equalitye

(19) Public Relations Officer, Tangenyika
Director of Inflormation, Uganda

In view of the growing importance of Public
Relations we consider that these posts should be
rclatively upgraded, The post in Tanganyika has,
in our opinion; been conspicucusly undergraded in the

o ('",.'
Pr,\_.. [¥1s)

(20) Read Fngineer, Kenya

The post is at present held on a personal
basis on a pensionable salery of £215C per ammum, which
is considerably higher than that of the Director of
Public Workse Thils clearly cannot be perpetuated
in a salaries structure, and we consider that in
principle the salary of the post should be Less than
that of the Deputy Directors  Wg may not, however,
be aware of the full circumstanzes and have, theresfore,
equated the two posts for purposes of salary gradinge
L persomal selary scale will be nec=ssary for the
existing holder as at present,

(21) - Chief Veterirnary Research Officer, Kenya

This post at present carries a salary higher
than that of the Deputy Director of Veterinary Services,
though we consider that the Deputy Director should
in principle be on a higher salary. In the light
of tre present situation we have, however, equated the
two postse A personal salary will not be necessary
for the present holders

(22) Senior Swecialist, Medical Departments
Kenya and Tenganyika

Our remerks above regarding the posts of Director
end Deputy Director of Medical Services in the mainland
territories epply also to these postss

=\ . \ .
(2»»; egrstrar General, Tanganyika

-

Our remmrks under (9) above regarding the
decirability of opening up avenues of promotion for
foliciters apply also to this post and we have, therefore,
upgraded i,

/ (24)



192,

(24) Heads of Departments which we have
graded at the £2000(2162) level.

It will be observed that in a considerable

number of cases we have upgraded the salaries attached
to posts of heads of minor departments as cumpared
with the grading that we have assigned to offices

of Deputy and Assistant in larger departments which

at present carry the same salaries. Thi is due tc

the special responsibilities which, in our opinion,
attach to the posts of head of department as such,

and in the cases in which we have recommended a salary
of £2000(2162) we consider that the importance of

the department in question Jjustifies this gradings

(25) Assistant Directors of Medical Services,
Kenyva, Tanganyika and Uganda

The remarks which we have already made in
(3) and (11) cbove regarding the salaries which we
heve assigned to the posts of Director and Deputy
Director of Medical Services apply to these posts
also, It may be objected to our present grading that
the salary of £2000(2162) is only £20 ubove the meximum
of the scale of £1860(2022)x60-1980(2142), which we
have recommended in paragreaph 311 of this Report for
Senior Medical Officers, and it is certainly
contrary to the principles of our thinking that
prcmotion shovld be rewarded by soanall an increase
in salary. We therefore gave very careful
consideration to an alternative proposal that while
the salary of the Directors of Medical Services should
remain at £2600 in line with that of other heads of
major departments, the Deputy Directors should be
placed on £2400 and the Assistant Directors on £2200,
This proposal seems, however, to do more damage to
the logic of our superscales salesry structure than
the pattern which we recommends The difficulty is,
of course, caused by the high maximum of the special
timescale for Medical Officers, and we see no reason
in equity why tiis advantage should be carried on
into the higher superscales,

( 26) Superintending Engineer (Buildings), Kenya
Deputy hoad Engineer, Kenya

There is no post of Assistant Director of Public
Works in Kenya and these posts are at present on a
bighrsalary level than the posts of Assistent Director
in Tangenyira and Uganda, We do notthink that they
should be so graded and have, therefore, eguated them
with the general level of Assistant Directors in major
departments,

/ (27)
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(27) Director, East Aericen Bureau of Research
in Medicine and Hygiene, East Africa High

This post is at present on £1750(210C) per
annum, but we consider that it should be equated
with that of an !.ssistant Director of Medical
Services and have graded it accordingly.

(28) Senior Lssistant Commissioner of Police,
Kerya

The salary of this post mentioned in the table
in paragraph 404 of this Report is that recommended
by the Kenya Police Commission and it may be
concidered that in this salary the benefit of a
general salaries revision has been anticipateds

(29) Assistant Deputy Commissioner of Income Tax,
Bas. Africa High Commission
Regional Comrissioner of Incoms Tax

Qur remerks in (12) above relating to the post
of Deputy Cormissioner of [ncome Tax apply to these
posts also. In the recent revision a salary of
£1635(1985) per annum was assigned to the post of

Lssistant Deputy Commissioner and a salary of £1585(1935)

to posts of Regional Commrissionere As we have
stated earlier, we are not in favour of these minute
differentiations and we have assigned the same salary
to both gradess

(30) Medical Superintendent, Mulago, Uganda

For the same reason we have assigned to lhis
post the seme grading as that of Assistant Director
of Medical Services, although the present salary is

£25 per anmum in excess of the salary of the post of
lLissistant Director.

(31) Administrator General, Zanzibar

We have upgraded this post relatively to other
posts in Zanzibar on the ssme salary level at present
for the reasons stated under (9) above,

(32) Judicial Adviser, Uganda
Land Tenure Cfficer, Uganda

__We do not think that a higher grading than that
which we propose can be justified for these postse

(33) Senior Crown Counsel, Kenya, Tanganyika
- and Uganda
Senior Magistrate, Kenya, Tanganyika and Uganda

See paragraph 387 and 390,

/ (34)
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(34) Chief Accountant, Public Works Department,
Kenya, Tanganyika and Uganda

See paragraph 259,

(35) Assistent Commissioner of Police, Kenya

Our remarks under (28) above regarding the
post of Senior fssistant Commissioner of Police,
Kenya, apply also in this case,

(36) Senior Medical Officer, Kenya, Tanganyika
and Uganda

See paragraph 311,

(57) Deputy Commissioner of Prisons, Kenya

e

See paracgraph 393,
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COMLIENTS ON SCE GENER.L POINTS LFIFECTING Sul..RIES

Incremental credit for Var Scrvice or Lilitary Service
v

L27 . Under rules common to the Colonial Service as a
whole, incremental credits have been given on a pointment to
orficers who by reason of service in the late war have cntered
the Colonial Serviece at a higher age than the normal. - The
general plan adopted was that war service after the average
pre-war age of dntry was counted in full towards increments in
a salary scale, and war service beforec that age counted only
in part according to a prescribed scale. The object of these
concessions was, of coursc, to bring tho salary-carning level,
reckoned by agec of an cntrant with war service, up to that of
the normal entrant, and to that cxtont to improve his pension
prospects as well,

428, It is clear that in the end these concessions

would lapse by passage of time, as the point must be reached

at which no entrant can any longer claim that the beginning

of his career has been set back by service in the war of 1939-L45,
But our discussions in East Africe have led us to recommend that,
as close on ninc years will have clapsed from the cessation of
hostilities in that war by the timc this Report is implemented,
the administraticns should abolish the concessions in respect

of entrants to the East African public scrvices after that date.
They have scrved the purposc for which they woere instituted, and
their continued application is increasingly difficult to justify,
is already causing cmbarrassment and is more likely in future

to create anomalies than to remcdy any substantial injustice,

429, Post-war compulsory military scrvice stands on a
different footing. Here also therc arc rulecs applicable to
the Colonial Service as a whole. Periods of military service
of this kind count towards incremcnts in the salary scale in
the following manner:-

Two years of service or more - 2 years
Tvienty-one months up to two years - 21 months
Ei hteen months or more, but less - . 18 months

than 21 months

Fifteen months or more, but less - 1F months
than 21 months

One year or more, but less - 1l year
than 15 months

‘:ﬁeSS*than one year e Nil

Ve are +f opini.n that these concessions should
continue unchinged as long as the period of ¢ompulsory service
remains at two ycars in the United Kingdom. An entrant to the
service may, for legitimate reéason, not have had ‘to discharge this
liability, but it is not equitable that he should thercby gain a
permanent advantage over his colleagues. The concessions should,
of course, apply also to compulsory service under Kenya legislation
in accordance with the same formula.

/Initial entry points in the Professional Scale
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Initial entry points in the Professional Scale

L3¢, It is the custom at prescnt to give cnhanced

entry points on the professional scale £550-1320 to candidates

appointed to certain of the professional services. The I
entitlement to an enhanced entry point lies - or, it would be i
mere correct to say, lay in its original conception = -in the

comparative time taken to rcach the standard laid down by the

Secretary »f State as the minimum required of a candidate.

This time may be made up entirely of the years of study’ "
required to obtain the professional qualification; in some

professions, however, it includes a certain mini.um of practical

experience after qualifying. Candidates for the legal service,

for instance, are recuired to have three ycars' professional

experience cither as a barrister since call er as a solicitor

since admission, A careful distinction must be drawn between

this practical expericnce which is an csscntial part of the

minimum standard for appointment, and further experiencc which

goes beyond that minimum. Ve deal with the latter kind of .

experience in the latcr scction of this Chacter devoted to

incremental credit for experience, :

431, The enhanced cntry points which opcrate in the
present professional scale -are as follows:-
Initial No, of
salary Incroments
Agricultursl Officers £585 1
(including Agricultural :
Chemists, Entomologists,
etCo ) : ‘
Architccts )
| ) £655 3
Engincers )
)
Quantity Surveyors )
)
Tewn Planners )
Geologists £690 | L 1
Legal Officers: A |
Barristers £865 8 !
i
Solicitors £760 6 ;
lMedical and Dental Officers £865 8 |
Mines Officers £655 3 3
Veterinary Officers £865 8 \
432, e have examined these ontry points in |

consultaticn with the Colonial Office, andi sre grateful t«
the afficers of that Division for the help and faotual
information which they have so readily given us. Jrom this
examination it is clear that in the fixing .af these entry |
paints some element has entered wther than that required te '
constitute the minimum qualification of a candidste. The ’
|
\

/The true figures
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The true figures, based solely on this latter clomont
end taking as zero the Administrative Service, with three
years for & degrece and a fourth year spent on the First
"Devonshire" Course, are:-

Agricultural Officers

(including Africultural Chemists,

Entomologists, cte, )

Architects
Engineers

Quantity Surveyors
Town Planners
Geologists

Legal Officers:
Barristers

Solicitors
Medical Officers
Dental Officers

Veterinary Officers

R e NS

No. of increments

1

1

1

(For lines Officers the entry point appears to be fixed
by post-qualification experience;

the "rue" figurc is zero).

433. In so far as the incremental credit at present
granted exceuds that tabulated in the preceding paragraph,

entry points have moved upwards because of considerations of

market value, il.c. the difficulty of recruiting at the true

figure,

as follows:-

Present

Agricultural Officers £585(790)

Architects )
Engineers %
Quantity Surveyors)
Town Planneis

Geologists

Legal Officers:
Barristers
Solicitors

liedical Officers

Dental Officers

Veterinary Officers

£655(884)

£655(88L.)
£690(932)

£865(1168)

£760(1026)
£865(1168)
£865(1168)
£865(1168)

Qur rccommcendations are

Proposed

£852(937)

£852(937)

£888(977)
£852(937)

£1074(1181)

£1074(1181)
£1074(1181)
£852(957)

£1032(1135)

‘/e have, thercfore, had to considecr how far it is
necessary to take account of this consideration in suggesting
the entry points on our ncw Scale A,

No. of

ducroments
on Scale 4

i

'_l

H o O Oy

/e add
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e add the following cxplanatory notes:-

(1) 4i-n the case of ledical and Vetcrinary Officers
the entry points recommendcd by us are four
incroments above the "true" figure in paragraph
above, and in the case of Legal Officers three
increments above, We have felt obliged to
recommnend these enhanced points because we arc
satisfied that currcent conditions in regard to
recruitment from external sources dcmand that
they shall be retainecd for the present. It must
be emphasised that these are "market value"
additions to salary and should, therefore, be
subject to periodical revicw in the light of
recruitment conditiens., Alternatively, if at
some future date the administrations, in
pursuance of the suggestion made in paragraph E8
of this Report, should vary the ratc ef
inducement addition to salary for particular
classcs of the scervice, these "market value"
enhancements of entry point would disappear in
that process.

(ii) These "market value" enhancements of entry
points apply only to rccruitment from external
sources., As far as we are aware, there is no
reason to apply them to local recruitment. s
Legal, Medical or Veterinary Officer recruited on
the basic salary should be given the "true"
entry point of his profession, but not the extra
three or four increments respectively.

(iii) According to our information, current
recrultment conditions do not demand that
any "market value" enhancement should be offercd
to Geologists or Dental Officers, e have, ¢
therefore, recommended the adoption of the true
figure in these two cascs. Y'e erec of opinion,
however, that the rcasons which hatve lcd us to
recommend the application to Scientific Officers
of the extension of the 4 Scale (sece paragraphs
20 erd2E1l) apply equally to thesc two classes of
officer, and we recommend that they should be able
to proceed to the extended maximum of £1482 on the
same conditions.,

(iv) Current conditions require that the "market
value" enhancement for Veterinary Officers should
be four increments; but the "true" point has been
adjusted co 1ts correct figure. Discussions with
veterinary authorities both in this country and in
East Africa suggest that the comparative smallness.
of superscale appointments in this service may be a
deterrent to recruitment. In senya, for instance,
excluding the Research side of the department, there
are only three superscale posts to twenty-nine
timescale posts; in Uganda the figures are two and
seventeen respectively. Ve rcecord this in passing
because of its possible relevance to recruitment,
though we understand that the administrations
concerned already have it undecr consideration,

/In the
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L3h In the administrative Service, and in the
professions other than thosc listed above, the cntry point
as fixed in relation. to minimum gualifications should be at
the bottom of the . Scale. The professions to vwhich this
applies are:-

Chemists (if not holding the qualification
of any other profession)

Hducation Officers
Fisheries Officers
iassistant Conservators of Forests
.eteorologists
Surveyors
Statisticians
Valuers
Two particular cases require special comment:-

(i) issistant Conservators of Forests

There are two types of rccruit; first,
thosc who take a degrec followed by a year's
Porestry Course at Oxford; and second, thosc
with a dogree in forestry who are appointed
without further training. The "true" figure
for the latter class, on the basis of calculation
used by us, is strictly minus one. "'¢c rccommend,
however, that this class should entcr Scale i
at the minimum, but serve two years before
receiving. the first incrcement.

(ii) Pupil Engincers

The qualifying period of candidetcs for
this grade is two ycars less than that of the
professional engincer, as they are not requirecd
to have two years' practical expericnce. ~ Here
again the "true" figurc should, therefore, be minus
one, but in this case also we recommend entry at the
minimum of Scale 4 with service for two years before
receiving the first increment.

It will be remarked that in paragraph 83 of this Report we have
recommended the general abolition of the standstill in salary
while on probation. This does not apply to the two special
cases in (i) and (ii) above, in which thec standstill will operate
for differcnt reasons.

s

/Increments
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Increments for experience eyend the minimum standard

4355, We turn now to the sccond reason for granting
incremental credit referred to in paragreph 430 above,
i.c. that the candidatc has exporicnce which gnes beyond the
minimum roquired to make him eligible for the appointment
concerned, The prescnt practice in Bast ifrica is to allow
increments up to & total of four for "approved" cxpericnce;
in recruitment for the cducational appointments, increments
for approved tcaching experience arc allowed at the rate of
onc¢ incremcnt for onc and a half ycar's expericnce up to a
maximun of twelve increments,

436. The satisfactory working of these arrangements
depends on two conditicns. In the first placc there must

be some clearly recognisable point of departurc for
calculation of the incroments, or in other words some clear-cut
minimun standard for appointment to the servicc concerned
which cntitles the candidatc to enter either at the minimum
salery «f the scale or at some prescribed point above it.
Secondly, given this fim base therc must also be a clear
understanding of what constitutes "approved expericnce" in

any particular case. Both of these condifions can generally
be met in most of the professions; for doctors, lawyers,
engineers and so on the minimum qualification is a prescribed
onc, and cxperience beyond that minimum is in practice of the
profession., The same is true in some of the technical

grades such as pharmacist, laboratory technologist or health
inspector. But in other of the many grades to which the

B or C Scales are applied the positien is different; the
standaerd for cntry may not be expressed in terms of some
recognisable qualification such as a diploma or membershin

of an institute, and experience may not be of a kind that

canlt be valued in terms of incremental credit. This is
particularly the case in the "field" grades in the ngricultural,
TForestry, Game and Veterinary Departmcnts, and in some of

the foreman and supcrvisor grades in the Public Works Department.

437. We suggest, therefore, that the system of
increnents for experience should only be applied wherc the
definitinns of initial qualification and subsequent cxperience
are clear, It should not be applicd where ncither point is
capable of clear definition as a means of justifying thec
appointment of a candidate with some previous experience at

a point some way up the scale; this fnrced application of

the principle can only lead in practice to anomalies and
confusimn, There is an alternative criterion at hand -

thet of market value, by which we mcan the salary and conditimns
of service which will make the appointient as attractive to

the candidate as employment outside the public service. Ve

do not suggest thet it is always casy to assess market value.
But the assessment will be made by an impartial Public Service
Commission; and to the sxtent that the B or C Scale applicable
to the grade concerned is broken, the bottom points of the
successive segments will provide possible alternative

entry points.

438, Our view is, in short, that there is an esscntial
difference between recruitment on the principle of increments
for experience and recruitment on merket value, in that the
former is based on an ascertainable formula and the latter is
adjusted to current market conditions. is long as the two
methods of recruitment exist side by side we suggest that the
difference should be obscrved. We suggest as general working

/rules; -
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rules: -

(i) Increments for cxpericnce should as a rule only
be granted where reccruitment is to the lowest 'grade
of a scrvice; where there is direct appointment to
a highcer grade, the assumption is that cxperiencc
has alrcady been taken into account.

(ii) The present limitation of incremcnts for cxperience
to four can remain, but should not bc a rigid rulc.,
Its gencral justification presumably is that it docs
not pay & Colonial territory to recruit at too late
an age, as the timo for settling down and acquiring
local experience may be too short, as may also be the
pensionablc carceor offered. Further, the interposition
at high points in the scale of newcomers whosc expcrience
has been gaincd clsevhore may be upsctting to officers
who have practiscd their calling wholly in East Africa;
at best a pcriod of adjustment tn local conditions may
be necessary befors the newecomer pulls his full weight.
But there may be exceptions to this, and it seoums
unnecessary for the administrations to tic their own
hands too tightly. Increments for teaching cxpericnce,
. at the present rate of one increment fer 1F years!
- expericncce, might be rceduced to a working maximum of
“eight incremunts.

(iii) Recruitment at markct value should not be applicable
to reeruitment to a grade on the A Scale, except an
contract. For posts on the B and C Scales it should
apply where thc alternative of increments for experience
is impracticable because of the abscnce of clear
definitions,

(iv) Recrultment et market value should apply cqually to
recruitment from cxternal sourccs as to recruitment
locally. Y'c suggest that the Establishment branches
of the administrations should take their Public Service
Cormissions into consultation whon considering the
salaries which an external rccruitment agency
recomnends should be offcered to obtain candidates.,
Therc should also be continuous inter-territorial
consultation and agreumcnt on the general level of
rates to be offered whether locally or externally.

The cost of education of childrsn outsidc
East Africa

439. Ve rsceived during the course of hearing evidence

in Bast Africea amplc c¢vidence that onc of thu greatest financial
difficulties, if not the greatcst difficulty, encountered by the
overscas officer lies in the matter of thc ecducation of his
children in his home country, especially the United Xingdom.

The position does not arise so acutely in Uganda or Zanzibar where,
in consideration of a tax payable by all Europesns, vhother civil
servents or not, grants arc made of varying amounts for the
cducation of Guropean children. In Ugenda this is only the
casc, as far as primary cducation is concerned, when parents

are stationed wherc no primary school exists. At present

/also in Tanganyika
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also in Tanganyika, pending the provision of adequate
education facilities for ‘he full sccondary cducation of
Buropean children, cducational grants in consideration of
a Buropean education tax arc madc for this sccondary
education. The amounts of the grants paid at present are,
in summary form, as follows:- '

Territory Grant per child towards Crant per child towards
primary education secondary education
outside Hast .frica outside East unfrica

Tanganyika - £100 per annum

Uganda £90 per annum for the £140 for the first child.
first child, £99. £1L9 for the second and
for the sccond, and £108 £158 for anysubsequent
for any subsequent children or threc-fifths
children or half the of the school fecs
school fees whichever vhichever is the less.

is the loss

Zanzibar 4 maximum of £75 peramun A maximum of £132 per
for the first child and annum f>r the first
£85 for subscquent child and £142 for
children subject to subsequent children

parents paying the first gsybiect to parents paying

£105 for the firstchild  the rirst £123 for the
and £95 for subscquent first child and £113 for
children. su"sequent children.

Since these grants are paid in respect of all European
children, vhether those of public servants or no%, they dn

not form conditions of Government service and are, therefore,
outside our terms of rcfercnce, They serve, however, to ecase
this problem for public servants in thesse territories. In
henya, however, the position is dii'ferent. Herc there is

no education tax, but educational facilities are aveilable

for Buropcen children in ienya at the cost of a very considerable
subsidy from the public revoenue. No doubt, therefore, it can
be argued that the overseas officer should tekc advantage of
these facilities, and that no additional charge on the revenue
on account of the parcnt who docs not vish to do so can be
Jjustificd. Wie venture, howevor, .o suggest that the offer

of these facilitics doeg not in all cases meet the requirements
of overseas officers, ¢ arc in no position to compare tho
standard of thce cducational facilities offcred in kenya for
Buropean children with those available in the United Kingdom,
although we hecard considerable evidencc on this aspect of the
question; but therec is a very natural desire on the part of
parents to give their childron the samc educational advantages
as those that they thomselves cnjoyed, and if possible to send
them to the same school as themselves or at least schools of
equivalent standing, The main point, however, so far as
officers recruited from overseas are concerned, is that they
are in most cases members of a transferable servicec; and to
put their children to school in Kenya involves thoe risk of
their being themscl . es transferrcd to other territorics during
the period of their cducation, with the conscquent necessity
to transfer their children to schools ir the United Kingdom or
elsewhere at possibly the most important stage of their
educational career, There is also the casc of officers
transferred to the benya service when thelr children are already
at school in the United “ingdom. To have to change schools
in the middle of their children's sc¢c ndary cducation is a
risk which few parents will willingly undertake.

/It is this question
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4140, It is this question of transfcrability which, in
our opinion, diffcrentiatcs the casc of the overscas public
scrvant from that of the Huropcen scttler in Kenya in this
matter, Since to suggest that the ienya Govermment should
adopt some such form of Europcan cducational tax systen as

is in operation in thc other East ufrican territorics falls
entircly outside our terms of refercnce, wo can only leave
this subject by strongly recommending that the Lenya Government
should introducc some system of placing its overscas public
scrvants in the semc position in this rospeet as their
brother officurs in, say, Tanganyika. Yic might add that

it is possible that such a system might result in a saving

of cxpenditurc on Europcan cducation in Kenya. The same
considerations will apply to Tenganyika itself if and whoen the
present cducational grants arc withdrevm as at prosent proposcd
on the introduction of sccondary cducational Tfacilities:
Europcan children. iic have sald in paragraph 119 that, in
formulating our proposcd salary scaelcs, we have taken into
account that most officers arc marricd and have familics, but
have not made provision for the education of children in the
United Kingdom,
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TRAINTIG

L1, 4s has becn 1cmarked carlier in this Peport, it
is the ultimate objcctive of the East African Govbrnmunt to
siwaff their public scrvices as far as possible from their own
resSources and in Chaptor III we have tricd, by analysing the
scrvices in divisions end giving figurcs of prescnt cducational
output, to show how far the Govornmontg have still to go in
order *o fulfil this ambition. Purther, wherc the onlargod
interprotation of our terms of reference has obliged us to
rocommend structural changes, we have worked on the assumption
that wo arc providing for scrvices ultimately to be rccruitcd
wholly within East Africa, In thesc scrvices it is the desire
of the Govermments that therc shall be cqguality of opportunity
for all races; to this we havetricd to 2dd a systom of lagiers
of promotion from grade to grade which will be opcn to all who
have the zeal and ambition to usc thom. But to set up the
ladders is cnly half the task, The means must also be providsd
wherchy, by training and study, the aspirants can be Fitted

to climb thom.

The prcsent position

1.2, counderteok carlicr dn the <onort to cxplain neors
fully cur nrovosal for & YWraining Crade for the “xocutive and
tochnicrl divisions of the scrvice, £t would not ba casy to

deal with this proposel in isolation, or ¢nough mercly tc¢ define
its boundarics; a rccommendation of this importance, though
rulating dircctly to oic pert of the scrvice, must affcct the
structurc as a whole. Tor that rcason alonc wec think that we
shall not be regardud as straying beyond our fi-ld if wo orfer
some comment on training for the public scrvices as a whole.

L3, Let it be said at the outset that we aro far
from claiming to bring any ncw gospel to Zast Africa. e have
dravn whorever nccessary in this Report on tho cvidence given
to us of what is bcing donc by administrations at present to
fit cendidates for the public scrvices or to train thom after
they have entcred. If we do not detail in full the training
institutions or couvrscs that exist, our apology in regard to
thosc not mentioned nmust be that this subject is subsidlary
to the main purposc of the Report. But we would like to
record the convincing imprusvlon which w2 rcececived of the
awareness amon; mombers of the Legislatures and scnior officers
of the administrations of the 1mportanc@ of training, and of the
thourt:t vhich mony hoads of departments and professional
officers are giving to its development. Few criticisms can be
justly made on the grounds either of present achievements or of
good intentions. The suggestion which we wish to make is that
now, when the founcations of an indigenous public service are
boing leid, is the timc to focus all this activity and thought
into co- o*dlnqtod,plannlng. We must, however, preface this
suggestion with a bricf and v“ry gunoral survey of the present
state of affairs.

Jlbde. The adninistrative end Professional
Fvieions
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The Administrative and Profcssional Divisions

Lub, Paragraphs 39-41 of this Roport will serve to
indicate the present position in regard to training for these
scrvices, together with the further information in

paragraphs 319-320 on training for the mecdical profession.

i’c should add that, according to information given to us, the
Royal Technical College at bMairobi is likely in time to provide
cducation up to graduatec level in scionce. Therc is little
morc for us to say, for thc reason that the development of
higher cducation is a matter of major policy which is not in
our province. A University or a higher Tcchnical College has
wider functions to porform than to provide staff for the public
services alone, though the Govermments will no doubt sce that
duc weight is given to that roquirement in their plens for
development, and thet their scrvices can compete on fair terms
for the products of thesce institutions. In tho mcantime,
until cuntres of higher cducation arc so doevclopcd that their
output is adcquate in numbers and quality to mecct the domands

that will exist throughcout the FEast African ficld of omploymont,

the position will remain that local aspirants for the
administrative and meny of the professional scrvices can only
rcach the proscribed stendards by sceking highor cducation
outside ZEast Africa, cither by their orn resources or with the
aid of scholarships or other financial assistance, The
alternative of lowering the standards should not, in our
opinion, be contcmoplated cven as a temporary measure,

The ZIxecutive and Tcchnicel Divisions

L5, We have illustrated in Chapter XI the part

playcd at present by the University College of Makercre, in
its diploma courses, and by other training institutions in
supplying cendidates for some services in thesc divisions,
Valuable though thesec contributions are, it must be romembered
that only a minority of tho numcrous services arc catocred for
in this way, and that the output is still rclatively small
from somz cources. i.orecover, Makerere and the Engincering
and Survey Schools in Uganda are at proscat open only to
Africans, and other centres arc similerly westricted; tho
Egerton School of Agriculture in Kenya, for instance, is
restricted to Europeans. It would not be unfair to say that
tho present picturc of training facilities for these divisions
is a patchwork one; somc services are provided for on a
racial basis, and othcrs arc not provided for at all. The
result is that the administrations have to recrult very largely

in the open market in order to kvep their cstablishments filled,

and this in many cascs obliges them to go outside Hast Africa.

L6, It is against this background that we set our

propos:l for a Training Grade in these divisions of the Scrvice.

The primary and outstending necd is to build up in this way

the class of officer who will carry out in Gevermment offices
and cstablishmonts the work of the cxccutive class as we have
defined it on the United Kingdow aralogy in Chapter XI - the

accounting, establishment, and other day-to-dey work which falls

below the "policy" level. But we must make it clear that
the proposal is by no mcans confined to this spherc alons,
There are, in our opinion, many technical and ficld ;rades in

the professional departments into wvhich, by meens of a Training
Grade, the locally-born cendidate cen be introduced either direct

from school or from the ranks below,

/4L7. The Clerical and analogous divisions

R
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1

‘ ho_Clorical and analogous divisions

L47. ¢ did not find any cvidence of orgenised
schomes of clerical training, though it was intorcsting to
notc that Ugenda has crcatsd a post of Supcrvisor of Clerical
- Training, Yic shall rcturn to this point later. In rogard
to the analogous scrvices we have rumarked in paragraph 160
on the cxisting schemes of departmental training uwnder vwhich
candidates arc traincd after loaving school for scveral years
- bofore boing an ointed to a grade. There is also a varicty
of treining arrangements for scrving members; +to cite tuo
instanccs, the lMcdical Departments train their iedicel
Assistants and lower nursing grades, and the new Natura
Rusources 3chool at Tengeru in Tanganyika offcers training
for the lower grades of scveral of the ficld scrvices under
the same roof. The training systom for the anclogous
srades is not o complete onc, but it has clcarly reccived a
lot of attention.

The operati

on of the Lraining

L), 8, A Training Grade should be able to fulfil soveral
nveds which sre not covercd at presont. By i's non-racial
nature it should offer opportunitics altcrnative and cquivalont
to thos¢ which at proscnt have a racial restriction in thom.

It should opc: a wery to candidatcs vwho, though promising in
perfermence at their secondery schools, have not the rusources
to g~ on to post-sccondary cducaiion, And above all it

should provide for the middle gradcs of the public scrvices
men and women trained from the outsct in the ways of Govermmont
scrvice and in the dutics which they will take up.

the proposal finds favour for thesc roesons, we

149, ir
it should be implemented in thoe following weay:-

suggest that

(i) Crostion of Grade The Training Grade for the
oxocutive side, as wo have dofincd it, should bc under
cuentral control. Thoe dstablishmont branches would
rogulate the size of the yuarly inteke into the grade
cccording *to the cxpoctation of vacancics, cssisted
by the edvice of the Chiof Accounting Officer or the
admninistration in ro¢spsct of accounting posts. As
rugerds the technical or sub-professional grades in
the dopertments, the initietive in proposing the
sotting-up of a Training Gradec should lic with the
hoad of department concerncd in cach casc,

s.
S

(i1i) Selection of Cendidatecs. It would be for the Public
Service Commission to cxemine the field of candidates
and advise on svlection. Candidates alrcady scrving
in lower gradcs would be nominated by heads of
departments, and the Commission would consider their
claims concurrently with thesc of avplicants {or dirces
entry to thée Training Grade.

(iii)  Arrengement and duration of Courses. e have suggested

a five-year scale for the Training Grado. Tithin this

’ period we think that there should normally be tims for
training combined with testing of the candidate's ability
in practical application of what he is being taught.
(As wo have romerked carlicr, it would be possible to

. omploy a trainec in a post in the El grade during part of
his training, as the scalec of that grade and the Training (
CGrad® is the same). It mey no% be negassgry in some cascs

/that a treaince should spend
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that a trainee should spend the full five years

in the grade, as this will depend koth on the
length of the actual coursc and practical work

and the results achieved by him. Exccutive
training should in all cases includc a course in
organisation and method (seec paragraph below),
The curriculum of training would be drawn up with
the advice of the profossional heads of departments
concerned, who would act in consultation vhere a
Training Grade might serve scveral departments,
8.8, & grade for training draughtsmon. The
curriculum might includc a period of overseas
training where the facilities in Bast Africa are
at present inadequate.

(iv)  PFailure to qualify in a Trainipe Gr.de. Apart from
culpable failure, which would bec dealt with by the
normal disciplinary methods, it may happen that
a member of the grade fails to rcalisc
expectations and cennot be rccommended for
appointment to the grade for whicli he has been
trained, The way in which hc would be trcated
would, we suggest, depoend on the nature of the
reports on him, If he had already been in
the Service on selection, he could at worst
roturn to the grade from which hc came, viltiout
loss of scniority. Alternatively he could be
postcd to any other grade in his scrvice up to
the E1 scgment, and would retain the chance of
achieving his original eim by direct promotion
throughout his subscquent scrvice if he
subsequently proved fit for it. A direct
entrant to the Training Grade who failcd to
qualify could be given the alternative of
lecaving the Service or of being posted to
another branch, in a grade at best not highor
than the Training Grade, e rucommend that
a direct cntrant to the CGrade should not have
pensionable status until he has qualificd and
been posted, but that his scrvice in the Grade
should then be regarded as part of his
pensionable service under the ordinary pensions
rulcs,

Planning of training for the future

450, We hope that enough has becn said above to give

a broad picture of the gencral position at prescnt, and to
indicate how the proposal for a Training Grade may be cxpocted
to £ill what scems to us to bc an obvious gep. It may be
useful to try to survey the futurc in the same broad
porspective, The analysis in Chapter III led us to the
inference that in present circumstances the East African
Administrations must make the best use of the recrults whom
they now obtein within their own territories. It is no doubt
true that in the long run the tide of educational dovelopment
will bring in &n adcquatc flow of’toeal cendidates even up to
the highest grades. The evidence given to us indicates that
the administrations are not content merely to wait for that
tide to rise, If that is so, there arc cogent reasons for
co-ordinating their efforts and resources in the ficld of
training. In any large scrvice therc arc men whose natural
abilitics will take them high ebove the level at which their
educational attainment brought them in provided that those
abilities are trained and tempered for higher responsibility.
The service in which such incentives are freely offcred is

/likely to be far more efficient
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likely to be far more cfficicnt at all levels than one which
is confiined within rigidly drawn compartments. “e do not
accept as an argument of any force against the free provision
of such incentives that the results may for a time be uneven or
disappointing; the gain in morale of the jervice which should
result from this evidence of the intention to do away with
arbitrary barriers should be a more than ad:quate compcensation.
Murther, therec is thc aspeet of cost to be considered, No
part of the public services should be, in the woras of the
4748 Commission, "a kiandarin castc, divorced in income and
invercsts from their fcllows", The serviccs must be able to
compete on fair terms for the best of the material available,
but not to monopolise it. 'c have tried to fix our selary
levels by that standard. But even if the levels are right,
the scervice is not zitting full valuc for moncy, and the
taxpayer's interest is not fully prescrved, unless cvery post
is weighted with a responsibility cquivalent to ths salary, and
cvery holder is being uscd to the limit of his ability.
Political considerations apart, we belicve that it will pay
handsome dividonds if the administrations have a comprchonsive
system vherchby public scrvants of talcont and industry can be
recogniscd and picked out of every grade for training and
advancement to the 1llmit of their bent. It scecms to us that
only in this way can the administrations begin to move avay
from the exsonsive, and to somec cxtent haphazard, cxpedicnt
of reerultment in the open merket until such time as the
educational system within East Africe is rcady to take the full
atroin of dumpnd.

A Standing Committee on Trainin
g &

h51, e suggest, therefore, that a Standing Comwitteo

on Training should be set up forthwith, at any ratc in cach of
the four territorial administrations, It has been suggested
that this work should bc done by Public Service Commissions

wien they come into operation. e agree that the Comasissions
have an interest in the matter; but their concern with a
candidate normall- extends only up to the time when he is
appointed to the scrvice, and a considerablc part of the training
is given after that stage. tie suggest that the permanent core
of the Committec should consist of the head of the Esteblishment
Branch of the administration (represcnting both the Estehlishment
and the Treasury intecrest), the Dircctor of Zducation and a
represcentative of the Public Service Counission, The heads

of the professional departments conccrned should bc co-opted as
and when required, The functions of the Committee should, we
suggest, be:-

(1) To set up the executive Training Grade.
(ii) To devise a systom ol clerical training.

(iii) In consultation with the co-opted heads of dopartments,
to examine the prescnt systems of tuchnical training in
all grades, to decicde to what extent the creation of
Treining Grades for technical scervices is desirable
and to organisc the systom of training in the analogous
grades so that it may be fully comprchensive .

(iv) To receive reports on trainees in the Training Grades
from time to time and to advisc the Goverament on
guestions of posting on promotion from the Grades or of
reversion.

/L52.  The varticipatim of the
iizh Commission
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L52, The participation of the High Comnission b
in these arrangements will require spccial considcration.

It is likely that, except perhaps for exccutive and clorical

training, the Self-Contained Services (i.c. the Railways and

Harbours and the Posts and lelhcommunlcatlons) may find it b
preferable to operate their owm arrangements, as they do at
present, becausc of the spccialiscd nawure of the technical
training required., As rogards the other services of the
High Commission, the alternatives are to participatc in the
territorial arrangements or to creatc a Standing Committce
for the High Commission also. - The dccision whether to

adopt one or othcr of thesc altornetives, or a combination of
them, can only be made after consideration of the actual
requirements, and we suggest that the Administrator should
initiatc a survey of thesc roquiremonts at once,

B3, The arrangoments in Zanzibar, in so far as that
Govermment decides to adopt our sug gustlons will be more
simple, as no Public Servicc Comaission is Likely to be
createdin that territory. But we trust that Zanzibar will
encounter no difficulty in meking usc of training scrvices
on the mainland to the extent that may bc found helpful to
ite scrvicoes,

LB, This lcads on to the guestion of inter-territorial
co-operation in training, There is no doubt that in some
cases the combined resources of the administrations may provide
better and more cconomical training scrvices than can be given
by scparate institutions, but on tho othcr hand therc mey be
geographical, cthnical and othor recasons which make it best

for cach administration to follow its own path. We can do no
rore thin to emphasise the desirability of inter-territorial
liaison at all times in the matter, and of occasional mcetings j
of representatives of the respective Committeos to discuss
matters of common interest. In this way the administrations 1
will be furnished with comprchensive and expert advice on

which to base the ducision whether to pool their rcsources

in any particular project or to act on their ovn,

The necds of tho Local Government Scrvices

455, Organs of local Government erc new being created
throughout Last Africe, and as they become cstablished some of
the functions now carried out by the Central Govermments will ;
be increasingly devolved onto them, It is not casy for
local government authoritics, whose resources are often
limited, to keep their salary patterns in rc¢lation with

those of the central Govermment services, and fear has boon
expressed that cur rccommendations may arvrﬁvatc this
difficulty. We suggest that by allowing officers of the
lccal government bodies to use the training facilities the
territorial Govermnments will go some way to offoring relief,
in that the standard of efficiency of the local government
services should be noticeably raised in time by this means.
From all points of view this kind of assistance is likely to
bo of groat.benefit to the devélopnent of locel governments

/56, Organisation and Method
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Organisation ard liethod

L56, e have been asked at various times whether

we can advise what action chould be taken to obtain for the
public sorvices in Bast Africa the bencfits of modern developments
in organisation and method, This branch of the Treasury in the
United Kingdom rcceives freouent requecsts from Colonial
toerritories for assistance, and it is unlikely that it could
spare an officor for secondment to .ast Africa. e suggest,
however, that the administrations might jointly ask feor the visit
of a Treasury Organisation and Methods officcr, the object being
that he should mect representatives of cach administration in
conference for a common discussion of their problems, to be
accompanied by such inspection on the ground as time pemits,

It seems likely that the larger administrations may thon find

it of Dbenefit to arrange for scleccted officers to aticnd a
course of training in the United Xingdom and thea to set up
Organisation and kiethods branches under their charge. If this
is done, it may be found convenienl also to entrust this branch
with two functions in addition to that of advising on and
supcrvising the introduction of modcrn methods throughout the
Service; it should be responsible for teaching organisation and
method to the executive Training Grade and to periodical courses
of other scrving officcrs, and the head of the branch might also
be charged with the dircction of clorical training.

The future of Hstablishment Branchcs

L57, It is relevant,inom-clusion, to comment bricfly on

the functions of the Establishment Branches, The suggcstions
which we have made in this Chapter will clcarly throw an extra
burden on them. If our suggestions are accepted and implomented,
it would bc advisable for administrations to review the status

and staffing of thesec branches. ¢ think that it will bo found
to bec the most convenicnt form of organisation that the head of
the brarch should be responsible to thc kiember for Finance or the
Financial Scecrctary, though as rugards the disposition of
Government staff generally he will have responsibility towards

the Chicef Sccrectary also as long as tho letier rotains gencral
charge of the Civil Scrvice. The rugulation of cstablishments
and rates of rumuncration arc csscntielly Trcasury functions,

and we think so long as the Hstablishment Branch remains outside
the Treasury, friction is almost incviteble owing to

divergency of outlook, If this arrangement is adopted, the

Chief Establishment Officer-codld then .wiercise . '
xecutive coutrol, under the Member for Finance, of the
Orgenisation and Methods Branch, In view of the importance of

all this work in its rclation to the efficient working of the
Govermment machine, the administrations will no doubt ensure that
the Establishment Branch is organised and steffcd to carry out all
parts of its responsibilities. By way of illustrution, woc suggest
that a post of fairly high level will be rcquired to perform the
exccutive work of the Standing Committee on Treining both preparatory
to and resulting from its deliberations. Lastly, wc cannot
emphasise too strongly the nsecessity for closc liaison, by personal
contacts as well as by correspondence,botivesn the Establishment
Branches throughout East Africa; it is Dby this constant co-opcration
more than by any other means that & common standard of ccononical
administration can be prescrved. It should be thc unvarying
practice of Feads of Gstablishment Branches to cultivate these close
relations, and of' the administrations to vncouragc them.

458/ 1t will not be out of place
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LE8, It will not be out of placc to ond this Chapter
with a quotation which shows how much importance is attached
to this question of training cven in a scrvice as highly
devecloped as the United Kingdom Civil Sorvice:-

g "While our scheme is experimental in tho scnso of boeing
the first attempt to dovise a systom of training for all
civil scrvants, aiming both to incrcasc the compctonce of
the individual and to give the whole profiession a highor
conception of the contribution it can makc to the welfare
happiness and good govermacnt of the community, some of
its features arc already in successful opcration in the
Service or elsecwhere, and we do not doubt that the rest
will also be productive of good and carly rcsults, But
alone they will not sufficc to attain our objcctive of a
Civil Service keyed up to moet the demands of its
generation not orly successfully but acceptablyto the
community. For this the Service must be pervaded with
a scnse of its obligations to the citizen as well as to the
Crovn, The faults we have rccitced carlicr can be pointed
out and to some extent prevented in the lecture-room, but
if there is to be an ever-prescent consciousness of the
importance of clarity of thought, directness of action,
simplicity of expression, speced, initiative, considcratcness
and the other virtuses in vwhich civil scrvants are said to be
deficient, these must be the key-notes of daily practice
in all ranks from the highest downwards., It is our hope
that if training - the idea that, besides boing told what
their jobs are, people necd to be guided into the right way to
do them - is given dve prominence as a cardinal feature of
good staff management, and if our schomc is worked with
enthusiasm and vision, the whole Scrvice will in due
course bc brought to an appreciation of the higher standards
atteinable and will be inspired by the force of cxamplc to
attain them,"

+ Paragraph 119, Report of the Committee on the
Training of Civil Servants, May, 1944 ; (published
by H.M. Stationery Office (Cmd. 6525)

|
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CHAPTER XX1T

SUPERINNUATTION LRRANGEMENTS

459. The history ef retiring benefits in the East
African territories up to 1047 is contained in paragraphs
191 to 221 of the Report of the 1947-48 Commission;

from the historical angle, therefore, it is only necessary
to set out in this Report the action which was taken by
the Governments on the recommendation of that Commission.

Pensions

469, The 1947-48 Commission recommended that the
contributory pension schemes which it found in existence
and in prospect in Kenya and Tanganyika should be replaced
by firee pension schemes, the level of saleries being
adJusted in the light of thigss The Government of Kenya
has adopted this and now, with the exception of a very
small rnumber of officers whose posts have aot been
declared pensionabley, all Furopean and /f.sian officers,

as well as African officers serving in posts on salary
scales with maxima of over £72 per amnum, have been
accorded free pensionable status on the basis of a
pension constant of 1/600th for each completed month of
service, A number of Buropean officers, however, both
in Kenya and elsewhere, whose texms of service prior to
the 1st Jamary, 1946, included free pensionable status
on a constant of 1/480th for each completed month of
pensionable sexrvice, retain that constent in respect

of their service prior to that dates Similarly, the
Government of Tanganyika dropped its proposals for a
contributory pension scheme, and all pensionable

cfficers now come under free pension schemes on the basis
of the same constant. In Ugenda and Zanzibar, similar
pension schemes cover pensionable officers of all races,
snd there are now no contributory pencion schenes,

apart fram that of the Railways and Harbours Administration,
under the East ifrican Governments,

461, We have been asked, in the course of hearing
evidence, to recormend varicus alterations in the general
pensicns scuruwcture of the East ffrican territories,

such as an increase in the pensions constant to offset the
increase in the cost of living and en increase either in

~ the maximum cormutable portion of a pension, which is at

rresent one-fourth, or in the number of years! purchase
allowed for commmutation, which is at present tene
Subject, howevery, to the relatively minor amendment
suggested below regarding *he minimum age for pensionable
service, we do not recommend any change in the present
pensions structure, which is already in conformity with
the general Colonial pattern; and, having regard to
present conditions in Eas% Africa, we think that the
present pensions constant of 1/600th is sufficiently
genereus, Our view is that a pension should be a
reward for a lifetime's service, and a substantial
increase of the pension constant would inevitably lead,

/in the
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in the case of many officers, to their attaining their

meximum pension fraction of two-thirds of salary well ¥
before what we consider to be a proper age for retiremente

The increase in the cost of living will be teken care

of by the increased salaries on which pensions will be

calculated. ("

462, We do, however, recommend an alteration in

the age limit below which service under Gevernment

cannot at present count for pension, which is now 20

in East Jfricas We have tried to trace the origin

of this restriction, which is of very long standing,

but without success, In present conditions in East
Lfrica we recommend that the age qualification for
pensionable service be lowered to 18, which is approximately
the age at which a locally domiciled person will have
completed his educational career up to School Certificate
standard.

Computation of Pensions in respect of
service on present salaries

463, e have been approached on a number of occasions

with a view to our meking recommendations on the subject

of permanent increases to pensions already in issue, 3
but, in our view, the case of officers who have already
retired does not come within our terms of reference. It
is, however, a general provision of pensions legislation
that, in cases where an officer has not held a post or
been in a grade for three years at the dete of retirement,
his pension falls to be calculated on the average of

the salaries drawn by him during the last three years

of his service, Because of this provision, the
pensions of sore officers in the Bast /frican services
en the date vhen the salaries resulting from our
recormendations come into farce will, in part, e
celculated on salaries in force before that dates In
such cases we recommend that for purposes of pension
computation these 'pre-revision salaries! shall be taken
to have been-the total of salary plus cost of living
ellowance drawn et the relevant period minus 10% of this
total, ard that legislative provision should be made
accordinglye

Death Gratuties in respect of
Persionable Officers

L6, The present position regarding death
gratuities is that, when & pensionable officer dies in
service for any reason, a year's pensionable emoluments
become payable to his legal personal representative. We
have been asked by a number of staff associations to
reccrmend that, in such circumstances , there should be
payable instead the amount which would have been paid
if the officer concerned had retired on the date of death
and commuted his pension, if such a sum should be in
excess of one year's pensionable emoluments, We feel
wable to accede to this request, since in fairness to

/the general
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the general taxpayer it seems to us that the amount
paysble to the estate of a deceased public servant
should be determined by one method in all cases, and
that the public service cannot expect to ‘have the
best of both worlds's /As in the majority of cases

a year's pensionable emoluments will exceed any
emount which might be due by way of commutation of
pension, it would not be in the general interest of the
public service to substitute the latter method of
calculation for the former, and we do not, therefore,
recormend any change in the present method of
computation of the amount due. Ve think, however,
that some improvement might result from making
provision that the amount due should be paysble to the
dependants of the deceased officer, the discretion

as to whom it should be paid or emong whom it should
be shared being exercised by the Chief Establishment
Officers, who would, no doubt,; soon build up a body
of precedents to guide them in cases of difficulty.
In the last resort, the money could always be paid to
the legal personal representative as is the case nows
This would avoid the gratuity ahtract ng estate duty
and should, in many cases, result in its being received
earlier by the widow and family of the deceased
officer, when they are most in need of it, than if it
passes through the hands of the legal nersonal
representatives

Mixed service pensions

465. We have been asked for our recamendation
:n the case of officers with pensionable service in the
United Kingdom or other non-Colonial territories who
are transferred to pensionable offices in the East
Lfricen territories, and who, by reason of the working
of the various pensions provisions in the territories
in which they commenced their service and in East lprica,
do not receive the amount of pension on retirement that
they would have received if the whole period of their
service had been in East ifrica, or, for that matter,
partly in East Africa and partly in other Colonial
territoriese

466, In brief, the provisions relating to transferred
pensionable of ficers in Colonial territories are that their
pensions are calculated on the basis of the length of their
Colonial service as a whole and of their salary on
retirement, and the various territories in which they have
served apportion this aggregate pension among themselves

in proportion to the total amount of salary drawm by

the individuals concerncd from eache In other words, an
officer with mixed Colonial service is in the same position,
so far as his total pension is concerned, as an officer who
has served throughout in one Colonial territorye.  The
Government of the United Kingdom and other non-Colonial
Governments do unot, however, adhere to these arrangements,
and, in the case of an officer transferred to Colonial
territories, calculate the pension payable by them on
retirement on the basis of the salary drawn by the officer
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at the time of his transfer, which is, of course, in
practically every such case a great deal less then his
Colonial salary. While, therefore, the Colonial
Governments treat such an officer transferred from

United Kingdom or other non-Colonial service in the same
way as an officer transferred from other Colonial

Service, the aggregate of his Colonial and non-Colonial
pensions is generally considerably less than the aggregate
pension of an officer with a similar amount of purely
Colonial Services

467. We are not concerned with pensions legislation
and practice in the United Kingdom and non-Colonial
territories, and clearly the only way in which the East
&frican Governments could remedy this inequality is by
paying the difference, and the argument submitted to

us for doing so is that the East African Governments

have received an officer already trained at the time of
his transfer.

468, We do not appreciate the validy of this argument
from the point of view of the East African tax~payer. The
fact that the officer is already trained is presumably
reflected in his salary on arrivel in East ..frica, and

we see no reason why the tex-payer should, in addition,
carry an extraordinary pension burden on that account.
Owing to the fact that salaries in the United Kingdom and
non—~Colonial territories are usually lower than correspond-
ing Colonial salaries for overseas recruits, the Bast
Lfricen share of the pension of such an officer is

nearly always higher under the working of the ordinary
rule than it would be in the case of an officer with
similar service transferred from another Colonial
territory. Nor, from the point of view of the officer
himself, do we think that there is a strong case in equity
for increasing his pension to the amount which he would
have earned had his whole career been in the Colonial
Service, Generalisations do not perhaps cover every case,
but an of ficer, whose service has taken the form that we
are considering and who originally elected to join the
Home service and not the Colonial Service, has not been
subject to the risks of a tropical climate for so long

as hig Colonial Service confreres with equivalent services
Moreover, he must clearly have considered that a transfer
to the Colonial Service at a later stage in his career
was, having regard to all the conditions including those
relating to pension, in his interest; and, finally, he
will in nearly all cases gain a much higher pension at

the Colonial retiring age than he would if he had remained
in his Home service. For a person with mixed Home and
Colonial service we see nothing inappropriate in his being
granted sezparate pensions for his Home and for his
Colonial services ‘

469, A suggestion has also been made that relief
might be granted to officers in the category which we
are discussing by ignoring in their cases the normal
rule that the hypothetical total pension on which the
East African proportionate actual pension is calculated

/should
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should not exceed two-thirds of their retiring salarye
This, however, is merely another method of paying

these officers an amount of pension greater then that
for which they would be eligible under the general
practice for pensions of transferred officers; and since
this rule is, as far as we are aware, of general
application throughout all Colonial territories, we do
not recommend for the reasons already stated, that it
should be interfered with.

Inclusion of war service and periods of courses
of training in computation of pension

L7Q, It is perhaps appropriate at this point to
note that we have been requested to consider the
question of counting part, if not all, of war service
prior to appointment as service for purposes of pension
computatione It has been the practice since the war
to give incremental credit for such service in deciding
on the starting salary of new recruits (though we
recommend in paragraph 428 that this practics should now
cease), and it is argued that the grounds which, in the
post-war recruitment period, Justified thisconcession
would also Justify the counting of such service for
pensions PUrpose. We also understand that value is
given to war service for pensions purposes in the
United Kingdome '

L7 . We consider, however, that the extension

of the concession to Colonial territories would give
rise to great practical difficultiess It would be
necessary to make distinctions between different types
of war service and this would inevitably give rise to
Jealousiess, It is also, in our opinion, too late now,
nearly ten years after the end of the second World War,
to teke up this question, which might more proverly have
been a subject for the consideration of the 1947-48
Commissions We do not recommend, therefore, that war
service prior to appointment to Goverament service
should have any pension values

L72, We have also been askesd to recommend that the
period of pre-appointment courses should count as
service for computation of pension, but, here again, we
feel unable to add our support to the requests Although
it may. in some cases, produce situations which appcar
to be anomalous, and the dividing line may sometimes be
difficult to draw, we consider that the only safe
principle which is at orce generally fair to the officer
and the taxpayer is that pre-—appointment courses of
training during which the candidate, while being trained,
is doinrg a substantial amo'mt of effective work for the
Government should have pension value, while pre-appointment
courses of training, for example at a University, should
not do so. On the basis of this principle what are
nomally known as pre-appointment courses of training,
€ege the first Devonshire Course, should not count for
pensions

/Provident



217,

Provident Funds

515« In Kenya the 1947-48 Commission found three
provident funds in existencs - the Kenya Eurcpean Civil
Service Provident Fund, the Asian Civil Service
Provident Fund, and a Government Staff Provident Fund
which catered for the needs of Africanse In accordance
with the Commission's recommendations that posts, the
occupants of which normally remain in service until
rctiring age, should be accorded free pensionable status,
and thst, on transfer from provident fund to pensionable
sbatus, the officer concerned should surrender to
Government his entire interest in the provident fund,
including his own contributions, and his whole scrvice
should then count for pension, the first two funds were
closed for all officers who were participating in them
prior to the lst January, 1946, and elected for the
revised terms of service, and fcr 21l new entrants

into the Service on or after that date. The Government
Staff Provident Fund was absorbed into a new Provident
Fund scheme which became operative on the lst April, 1951,
and which is designed mainly for the benefit of African
officers serving in posts on salary scales with maxima
not exceeding £72, which have been accorded provident
fund statuse 1In addition, a small number of African
subordinate officers of the Police and PrisonsServices,
whose posts have been accorded free pensicnable status
but who haveelected for provident fund benefits in
preference to free pensior benefits, as well as a few
minor employees who were depositors in the former
Government Staff Provident Fund, have been allowed to
participate in the new fund, The terms of this scheme
are that the member contributes 745 of his salary,
Government contributing a like amount for the first ten
years of his service, 111% for the next ten years, and
15} for the remainder of his service.

L7, Ir. Tenganyika non-pensionable officers of
both the senior and Jjunior service are normally

required to contribute to the Government Employees’
Provident Fund wnless employed on contract-gratuity
terns, which are usually apnlied to short-term engagements
of two tours or less, Subordinate employees in receipt
of salaries of not less than Shs,70/- per month are also
permitted to contribute, but are not required to do so.
The terms of this fund are that both the employee and the
Government contribute 81% of the employee's salary but,
unlike the case of Kenya, the employee can withdraw the
total emount to his credlt in the fund at any time

on leaving the service other than by dismissal; and if he
is subsequently appointed to a pensionable post the whole
of his provident fund service is allowed to count for
pension, while his own deposits in the fund are returned
to him,

BT Tn Uganda, at the time of the 1947-48 Commission,
the current regulations contained no provision for
pensionable status for Asians and Africans, although a
number retained such status which they had attained under
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previous regulations. Instead, they were admitted,

with the exception of Members of the Employees'

Division, to the Government Employees' Provident Fund.
Since that date, in accordance with the reconmendations
of the 1947-48 Commission, all grades in the Local

Civil Service with the exception of the Employees’
Division have been accorded free pensionable status,

with the result that the scope of the Government Employees!
Provident Fund is now confined to Non-Commissioned

Ranks of the Police Force and Prisons Department (except
Police Constables end Prison Tarders) and to officers
serving in established posts on agreement for a period of
yearse The terms of the fund are that both the
Covernment and the employee contribute Wb of the officer's
salary for the first 15 years; thereafter, the employee
contributes 5% and the Government Ph.  Compound

interest is paid on both contributions at a rate which
may be varied by the Governor-in-Council but has so far
been fixed at 24%, and in the event of transfer to
pensionable service the employee receives a refund of his
ovmn contributions and interest, while the whole of his
provident fund service counts for pension.

476, In Zenzibar no provident funds of general
application existe

L77. The High Commission has a provident fund on
the Kenya model intended, in th= main, for African
employees drawing less than £72 per annum, but a few
exceptions have been made and other non-pensicnable
employees adm’tted as contributors,

In paragraphs 240 to 243 of their Report, the
1947-48 Commission discussed at some length the question
of the treatment to be accorded to provident fund service
for pensions purposes when immediately followed by
service entitling the officer to firee pension, and
recorded their preference for the system whereby an
officer should, at the time of his transfer to pensionable
service, surrender *to the Governmment his interest in the
provident fund of which he is a member and at the same
time have the whole of his provident fund service counted
for pension. This seems to us to be logical in principle,
as the Government should not pay superannuation bencfits
twice in respect of any period of service. Consequently,
if an officer is to retain a right to the Covernment
contributions to a provident fund and interest thareon in
respect of any period of provident fund service, that service
should have no value, apart from qualifying value, for
pensions purpossSe Ify, however, he retains the right to
his own contributions and interest thereon, the Government
contributions and interest thereon being refunded to the
Government, the service in guestion could quite logically be
trecated in the same way as non-pensionable service is
normally treated for pensions purposes where followed by
pensionable services, ise., at half value. Finally, as
recommended by the 1947-48 Commission, it would seem
equitable that if the contributor surrenders his whole
interest in the provident fund (i.ee his own as well

/as



219,

as the Government contributions and interest thereon)
to the Government, the service in question should

count in full for pension, the contributors!
contributions being accepted by the Government as
payment of a pension contributions Subject to the
retention of any existing rights of indivicduals,

we recommend that in the case of future transfers of
provident fund contributors to the pensionable
establishment, the individual be treated at his option
in any one of these three ways. This option would
not, of course, affect any other election which he might
be entitled to make to continue his service entirely on
a provident fund basis rather than to receive a free
pension at alle.

L79. In the-course of our evidence we have been
asked to recommend .that the gratuvity system, which we
deal with in paragraph L481-486 below, be replaced
generally by a provident fund system for employees not
on the pensionable establishment. This would appear

in principle to have adventages from the point of view
of Government finance, since the liability in resnect

of the superannuation of non-pensionable employees
would be met as it was incurred, although this could
equally well be done by the creation of a reserve fund
for the gratuities. On the other hand, the creation of
a vast number of wvery small accounts for individual
minor employees under a provident fund may cause
expenditure on clerical and accounting work out of
oroportion to the value of the accounts. ithether this
change would be to the adventage of the employee is

also open to doubt, as, apart from the fact that this
issue clearly depends on the terms of the provident fund
in question, provident fund benefits are based on current
salaries throughout a person's career, whereas gratuity
benefits are normally based on salary at timz of
retirement, While, therefore, we leave this suggestion
vhich has been made to us for the coasideration of the
Governments, we make no recommendation on it, and in
constructing our salary ranges for the subordinate service
we have assumed that no change will be made in the
nethod of’ providing superamuation benefits for this
grade of employeeo

480, It will be observed from paragraphs L73 to
475 above that there is a wide discrepancy between the
rates of Gevermment contribution to the provident funds
and also important differences between the conditions under
which provident fund benefits may be withdrawn in the
various mainlend territories. Although, if our

proposals in the matter of extending the range of
pensioneble offices are adopted, the scope of the

various funds will be much reduced, we recommend that

the provisions of the Tanganyika and Ugenda funds should
be brought into line with the Kenya model, subject to
consideration of our suggestion at the end of paragraph 488
that provident fund benefits should only be withdrawable
when the contributor is no longer able to work or dies.

It seems very desirable that there should be uniformity in
this matter between the East African territories, and the
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Kenya rates of contribution are, in our view, more
equitable than those operating in the other
territories,s C(nce again, it will be necessary to
safeguard existing rights.

Gratuities

481, Gratuities are, in general, of two classes;
nemely, those paid under the terms of their contracts
or letters of appointment to officers engaged for
relatively short periods, and those paid to minor
employees who may serve for the whole of their working
lives but are not, by reason of their low salary,
admitted to pensionable status.

482, As regards the former, we have no comment to
meke in the matter of the rate of gratuity except that,
where the sum nayable is expressed as a sum of money and
not in terms of monthly salary, it would seem equitable
that, in cases where the officer's salary is raised as

a result of our recommendations (see parsgraph )s
the sum paysble as gratuity on satisfeactory termination

of his employment should be raised in approximately the
seme proportion.e We suggest that the precise amount of the
increase should be discussed among the Chief Establishment
Officers of the various territories in order to secure
uniformity, particularly in respect of future recruitment.
Where the gratuity is expressed in terms of monthly
salary, the raising of the salary will automatically
adjust the amount.

483, As regards minor employees, the present
position is that, in Kenya and Uganda, ninor employees
who are not eligible for any pension or provident fund
benefit and retire on grounds of ill health or age after
fifteen years service (or in the case of abolition of
office or reorganisation, after seven years) are eligible
for a gratuity of half a month's pay as at the date of
their retirement for each yesr of services In addition,
if" they have over thirty years service end their salary
does not exceed £10 per mensem, they receive an anrnual
allowence of £12 which is increased to £15 if their
service amounts to thirty-five years end £18 if their
service amounts to forty years or more. In Kenya, this
arrangement also applies to a few minor employees who have
been permitted to participate in the provident funde

48k, In Tanganyika 2 similar provision exists as
regards gratuities but no annual allowance is granted in
addition to the gratuity. In respect of service during
which a minor employee elects to contribute to the
Government Imployees Provident Fund no gretuity is payable,
but such service is counted towards the qualifying period
of fif'teen yearse.

/In Zenzibar
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L85, In Zanzibar a gratuity is granted based on
one month's salary for each year of service up to

twelve years and half a month's salary in respect of
gach year of service over twelve, In lieu of this
gratuity, at the employee's cption, there may be granted
an annuity equal to one half the pension that would have
been grantable if the post in which the employee served
were pensionables

486, We consider that the terms under which
gratuities are calculated for minor employees should be
improved, and that in future they should be paid at the
rate of one-twelfth of one month's salary as at the
date of retirement for each campleted month of service
without 1limit to the amount which can be earned on this
basise If this recommendation is accepted, the annual
allowances paid in addition to gratuity in Kenya and
Uganda might be abolished; minor employees at present in
service in those territories being given the option on
retirement of either receiving an enhanced gratuity at
the rate which we recommend or a gratuity at the present
rate of half a month's pay ror each year of service

plus the ammusl allowance at present ratess Wg do not,
however, recommend any relaexation of the present
conditions under which a minor employee tecomes eligible
for a gratuity on retirement, although the Zanzibar
Government, which prescribes 5C as the qualifying age
for retirement on account of age, might well fall into
line with the mainland practice in this respecta

487. Fmplacement on the pensionable establishment

We recormend that, on the basis of the

salary scales which we propose, posts the minimum salary
of which is rot less than £90 per ammum (i.e. - the bottom
o€ our EB scale), should be eligible to be declared
pensionsbles By seying this, we do not, however, mean to
say that every post carrying a salary above that

figure should necessarily be made pensionable. Bvery
Government must, in view of the constantly expanding

and contracting activities of its various departments,
carry on its pay roll a considerable number of terrorary
officers whose services can be dispensed with in cese

of need without a superammuation commitment. But, subject
to the exception in the next paragraph we consider that

in all grades of the public service those posts above the
£90 minimum level which can safely be regarded as part

of the permanent establishment should be made pensionables
This does not apnear to be the case in Bast Aprica at the
moment; in the course of our investigations we came across
numerous cases of public servants who had been employed
continuously for many years but had still not been placed
on the pensionable establishment. We recommend that
instructions should be given by the Governments that the
cadres of all deparitments should te now reviewed, and
subsequently reviewed at regular intervals, to ensure that
this principle is followed, and that individuals who have
already been employed over a number of years and whose
services, if satisfactory, will clearly continue to be
required, are not condemmned to an indefinite future of
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non-pensionable employment.

488. The exception which we desire to make rests
on the fact that we agree with the view exnressed in
paragraph 225 of the Report of the 1947-48 Commission
that pensionable status is not really suitable for those
posts in the public service which, though permanently
required, are notnecessarily filled by persons who
intend to spend their whole working lives in the
Government Service, e.gs artisans, who mgy transfer from
public service to private employment and vice versa. In
the case of these grades a provident fund forms the best
form of benefit, although, if provision is made in the
provident fund scheme that the benefits cen be withdrawn
at any time on leaving the Government service, this may
lead to persons resigning at any time for the sole
purpose of drawing their provident fund benefite With
such a provision a provident fund may cease to provide a
superannuation benefit altogether. This can, and in our
opinion should, be overcome by providing that provident
fund credits can only be withdrawn at a certain age, or
when a man is certified as being no longer able to work,
or on death or on retirement from East Africa. If such
a system were adopted the employee would at any time on
due notice be at liberty to leave the Govermment service
to better his prospects outside, but his provident fund
credit would remain earning interest in the fund until
he finally ceased to be able to work and would then
fulfil the real purpose of a superannuation benefit.

It would, however, be necessary to safeguard existing rightse

Retiring benefits for Police, Prisons and Customs

489, In Kenya all uniformed ranks of the Police
Force are pensionable except African constables, who
contribute to the Govermment Provident Fund, and a small
number above that rank who have elected to do so in
preference to free pensionable status,

490, In Tengenyika pensionable status only extends
down to the rank of Sergeant-lMajors Below thal rank,
members of the Force are eligible only for a gratuity
after twelve years' service of two-thirds of a month's
salary for each year of service.

491 . In Uganda commissioned officers and the
European and Asian Inspectorate only are pensionable. The
African Inspectorate contribute to the Government
Provident Pund, while the African rank and file receive
gratuities on the same basis as in Tanganyikas

492, In Zanzibar pensionable status extends dowvn to =
the rank of Assistent Inspectors; below that rank
gratuities are awarded on the same basis as in Tenganyika
and Ugandas

493, The position is generally the same in regard
to the staff of the Prisons Department in so far as there
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are corresponding ranks, while in the Customs ,
Department the preventive staff down to and
including the rank of Corporal are pensionable, and
Preventive sden contribute to the High Commission
Provident Fund,

S C—

L9l . Before the arrival of the PoliceCommission
in Kenya in August, 1953, we were ourselves coming
round to the view that Aprican constables in the Kenya
Police Force should be given free pensionable status,
and we are glad to see that in paragravhs 295-297 of
their Report the Commission have recommended that
African constables should in future be placed in the
same position as their colleagues in the higher ranks,
i.e. that existing members of the Force should be

given the option either to retain their provident fund
status, or to receive a pension on their total
vensionable service based on the same principles as
those apnlying to the rest of the Force, but that
future entrants should be given normal pensionable
statuss  PFor the reasons mentioned by the Police
Commission we doubt whether this change will be
popular with some of the men themselves, but we regard
it as in their interests that it should be made,.

495, In paragraphs 300 and 301 of their Report the :
Police Commission have gone on to recommend that, in

view of the special consideration that the Police
Force needs an establishment with a reasonably low
average age, a member of the Force in the rank of
Constable, Corporal or Sergeant should be given the
right voluntarily to retire after twelve, sixteen or
twenty years'! service, and, if he does so rctire, to
receive either s gratuity at the rate of one-tenth of
his annual psy for each completed year of service, or
his accrued provident fund benefits in the case of
persons who elect to retain their provident fund statuse

496, We support these recommendations, except
that we think that the more normal rate of one month's
pay for each year of service should replace the rate

of one-tenth of the annmual pay for each year of service F
recommended by the Police Commissions. We also think ;
that, if a member of the Force is to have the right to
retire after any of these periods, the Government
should have the complementary right to retire him after
the same period without reason assigned,in which case
he should be eligible, at his option, either for a
grotuity calculated as above or for a proportionate
pension.

497. We do not, however, agree, with what we understand

to be the recormendation of the Police Cormission in

paragraph 298 of their Report; nemely, that existing

contributors to the provident fund who elect for

pensionable status in the future, should receive a refund

of their deposits in the provident fund on retirement and »

also have the benefit of counting their back serv-ice

for pensions purpose in full, We recommend that they
/should
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should be treated in accordance with the principles
that we have suggested sarlier in paragraph 473, i.e.
that if they are to retain their interest in their own
contributions to the Provident Fund, their back service
ghould only have half value for computetion of pension,

498, Since the same considerations as apply to the Kenya
Police Force must apply to the Police Forces of
Tanganyiks, Uganda and Zenzibar, we recommend that the
same policy should be adopted in those territories; and
since they affect equally the corresponding ranks of
the uniformed staff of the Prisons Departments in the
East African territories and the uniformed preventive
staff in the Customs Depaertments of the High Commission
and Zanzibar, the same policy should also apply to
theme  We have already recommended similar salaries
for the lower uniformed ranks of these Departments,
having regard to their different circumstances in the
matter of the provision of free quarterse

Widows' and Orvhans' pensions

L99. The position in respect of Widows' and
Orphens! pensions has not changed since the Report of
the 1947-48 Commission was written.,  While schemes
exist for the dependants of European officers in all the
East Africen territories, there is no provision for the
dependants of Asian officers in Tangenyika, while the
Uganda scheme for the dependants of Asians provides for
a fixed pension ol £50 per annume his latter scheme
is unsatisfactory both for the Government, since it is
actuarizlly unsound, and also for the more highly paid
Asian officers,

500. We have been pressed by numerous associations
of African public servants to recommend the institution
of Widows'! and Orphans'! pensions schemes for African
officers, To do so would be a further step towards
equating the conditions of service of all established
public servants, regardless of their race, and we attach
the greatest importance to this principle, On the

other hend, since all Colonial Widows' and Orphans!
pensions schemes of which we are aware contain an element
of subsidy by Government, it can well be argued that
there is no reason why the widows and orphans of that
section of the indigenous population which comprises the
public service should be subsidised at the expense

of the vwhole tex-paying commnity. In other words, while,
so long as it is necessary to recruit public officers
from overseas, it may be necessary to continue to make
special provision for their dependants in the case of
their death, if for no other reason than the necessity
for providing conditions of service as beneficial as those
offered in other Colonial territorics recruiting in the
same field, there is no reason why the scheme should be
extended now, when locally born officers sre beginning

to replace officers recruited from overseas, to cover the
indigenous section of the service., There is certainly
no necessity in principle to treat the widows and orphans
of public servants as a privileged class in this respect,
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and no doubt many such widows and orphans will be cared
for under traditional custom in East Africa.  But
traditional customs are bresking down and a class of
African society growing up divorced from its tribal
environment,  PFurther, there is noc developed social
security system in the East African territories such as
exists, for instance, in the United Kingdom. Moreover,
in a number of Colonial territories single Widows' and
Orphans' pensions schemes exist which cover all
pensionable public servants, regardless of rank or race,
On balence, since we are recommending identical basic
selaries for all public servants regardless of race, we
consider in principle that the same policy should for
the present be adopted in regard to widows and orphans
in BEast Africa, TWhen social services are more fully
developed the question can, subJject to the preservation

of accrued rights of existing contributors, be
reconsidereds

5 . But even if the principle of Widows! and
Orvhans! pensions schemes for Africsns is accepted by

the East African Governments, this does not settle the
matter, as there are practical difficulties. The system
of registration of births, marriages and deaths is, to

say the least, very incomplete in East Africa and polygamy
is undoubtedly practised, though we met in the course of
our evidence varying opinions as to its extent. We do
not recommend that Widows! and Orphans! pensions schemes
should be established in Bast Africa other than on an
actusrizl basis, and these factors will presumably cause
considerable difficulty in working out actuarily sound
schemes, though the latter difficulty might, at any rate in
part, be surmounted by means of provisions on the lines

of the Asiatic Widows'! and Orphans! Pensions Decree of
Zanzibars,  Having recommended that the principle of
actuarial schemes for pensions for the widows and orphans
of Africen public servents in the East African territories
be accepted in principle, we can only recommend that
actuariel advice be obtained on its practical applicationa

502, It follows from these arguments that we also
recommend the sstablishment of an actuarisl Widows and
Orphans' pensions scheme for dependants of Asians in
Tenganyika and that the Ugenda scheme for dependsnts of
Lsians should be revised to conform to actusrisl principles,
due regard teing had, of course, to existing rights. It
would be in accordance with our views, subject to the
conslderations mentioned above regarding the desirability of
having "idows! and Orvhens' pensions schemes at all for
the indigenous population, if, so far as is practicable,
the present racial Widows! and Orphans' pensions legislation
in East lfrica gave place to non-racial schemes; but
actuesrizl advice may be against this, There are also
practical difficulties, e.g. the present European Widows'
and Orphans! pensions schemes in the various territories are
conducted on a pan-Eest Africen basis, and the Kenya Asian
Officers' Family Pension Fund is already funded. We

suggest, however, that the aim of non-racial schemes be
kept in view,
/e




503 . We have also in the course of our evidence
received a number of complaints regarding the inadequacy
of the pensions payable under the existing schemes and
also various suggestions for smendment of the schemes,

e.gv the admission for benefits of widows married af'ter
the retirement of the contributors, and of adopted
children. In particular, we have received several
representations to the effect that contributions to the
existing schemes should be funded =und not paid into revenue
as at presents

50k . So far as adequacy of pensions and the suggested
amendments to the schemes are concerned, we do not

consider that we are in a position to make recommendations,
since these are cleerly matters for actuarial advice.

We understand, however, that a review of the schemes has
been under consideration for a long period. and with a view
to expediting action on them we would suggest that an
officer of the United Kingdom Government hctuary's
Department, after sufficient study of the problems at issue,
be asked to visit East /[frica and discuss the action to

be teken at a conference with the Financial Secretaries,
Widows! and Orphans! pensions questions sre always difficult
and somewhat tedious, and their difficulty in East Africa
is enhanced by the desirability of common action between
the various territories. These circumstencess combined

with pressure of work on already busy officers make the
problem almost insolutle by correspondence, and we
therefore suggest that the visit of an actuary, who could
then himself become acquainted with the problems on the
spot and give his views on policy, would be the best means
of ensuring that common action, which could be decided upon
round a teble, would be taken.

505, Ls regords funding, the advocates of this

proposal usually proceed on the assumption that if the

present scheme had been funded, larger benefits would have
been payable than sre now paid, We are in no position to
express an opinion on this point, but it is clear that

since no separate accounts are kept, it is almost impossible
to convince contributors to the present schemes that larger
pensions would not have been payable if contributions

had been separately invested, On balance, we consider
funding to be the better course, though there are obvious
difficuities which will require the very serious consideration
of the Govermments before acceptance of this recommendation
Cegr the determination of the hypctheticsl balances of the
fund and the finding of the money. Suggestions regarding

the solution of these difficulties are made in the Report

of the Committee on Pensions to Widows and Orphans of Officers

in the Colonial Service and on Colonial Provident Funds (1936)*

and there is no need for us to repeat therm,

/Lge of
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Age of retirement

506 . The 1947-48 Cormission recormended in paragraph
260 of their Report that any officer, whether

European, lsian or Lfrican, should be permitied to
retire at any time after attaining the age of 45 with,
in the case of a pensionable officer, proportionate
pension, and that the Govermments should be empowered
to require officers to retire under the same conditions
without assigning cause., They safeguarded this
recommendation by a proviso that the arrangement should,
in the first instance, apply for an experimental

period of three years,

507. This recommendation was brought into force
in the East [frican territories for a period of three
years from the 1lst January, 1949, and was renewed for
a further period from the lst January, 1952 L
present the arrangement ceases to have effect at the
end of 1954 in the mainland territories, and the end of
1955 in Zgnzibare. It 1s generally referred to as the
Y45 years rule!.

508, The obJject of the recommendation was to
enable officers whose keennezs had lost its edge, and
who were staying on in the service because they could
not afford to lose their prospective pension, to
retire; and also to enable Governments to dispense with
the services of oflicers of mediocre capecity without
resorting to procedure designed to epply only to cases
of proved imcompetence, The 1947-48 Cormission
pointed out that if the experiment had the effect of
purging the service of disgruntled or mediocre officers,
it would be all to the good, whereas if it resulted in
the premature retirement of officers of good quality it
would be detrimental to the service. They hoped that
experience of its working gained during the experimental
period would enable the Governments to form an copinion
whether it should be made permanent.

509. It has obviously been impossible for us to

assess the result of the werking »f the experiment from this angle,

as we are wnacquainted with the merits of the officers
who heve retired under the scheme and the circumstances
in which they retireds We have canvassed the opinions
of senior officers of the various Goverrments on this
issue and we find that they are divided, some considering
that the scheme has been beneficial to their Govermment,
others holding the contrary view. Ve must, therefore,
leave it to the Govermments themselves to judge the
working of the scheme from this aspects

50, We should, however, wish to make some general
observations in this connection. First of all, we think
that a pension should be the reward for a life's

service under a Goverrment and not merely a form of
assistance which will ensble an officer at a comparatively

/early




228,

early age to embark on a new careers Ve are
therefore, in principle, opposed to a system which
permits of optional retirement at the early age of

45, although we would see no objection to the present
system if the age of 50 were substituted for that of
45, On the other hand, since optional retirement is
allowed at the age of 45 in the case of certain Vest
African territories, recruitment from overseas will
undoubtedly be adversely affected to some extent if

the experimental rule is not made permanents To

form a precise estimate of the extent to which it would
be affected is a matter of difficulty, since East
Africa has advantages, e.g. better climatic conditions,
to offer,which will at least in part offset such a
disadvantage, But it would appear that within East
Africa itself there should be uniformity, if possible,
in this matter, since if salaries and other

conditions of service are to be equal as between the
territories, as we hope they will be, recruits will
naturally be attracted towards the territory or
territories which offer them the earliest retiring

age on pension, This is eviaced by the universal
popularity of the rule among the Staff lLssociationss

4 third point that was mentioned to us is that, when
it is announced that the experimental concession is to
be abolished, there may well be something of a landslide
among officers over 45 years of age, who may be
prepared to stay on in service while the door remains
open for them to vetire at any time, but who are not
prepared to bind themselves to continue in service
until they reach the age of 55 Fourthly, we

consider that public servants are entitled to adequate
notice of the abolition or amendment of the present
rules Ldmittedly, it may be argued that since the
present temporary concession is due to expire at the
end of 1954 (or in the case of Zanzibar at the end of
1955), public servants have no right to anticipate

a decision that it will be extended. But everyone must
plan his future, and since the experimental period

has already been once extended, it seems to us that, in
the absence of any announcement by the Govermnments of
their future intentions in this matter, Government
officers had a reasonable right to assume that the
concession would not be cut off at short notice, and to
plan accordingly,

1. SubJject, therefore, to any agreed view
which the Govermments may come to in the light of their
assessment of the effect of the working of the rule on
the efficiency of their services we reccmmend:-

(1)  that the operation of the rule should be
continued to a date not less than twelve months
after the date of the announcement by the
Govermments of their intentions in this matter;

/(11)
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(i1)  that officers who had attained the age
of 45 years by the date of cessation of
operation of the rule should have the option
of retaining their rights (and their
liabilities) under it until they leave the
service of the Colony in question; and

(iii) that the rule should be made permanent with
the substitution of 50 years of age for 45 years
of agea

52, It follows from our remarks on the '45

years rule' that subject to what we have said in
paragraph regarding the uniformed starf

of the Police, Prisons and Customs Departments, we
should not recommend any extension of it to permit

of officers reliring with superannuation benefits

after twenty years or other period of service
regardless of aze, as has heen suggested to us in
various forms during the course of hearing our
evidence, nor would our general principles permit

us to recommend varying retiring ages according to
races We consider that, with the usual exception

in favour of High Court Judges, retirement should, in
general, be compulsory at the age of 55, uanless in

the case of any individual the .Administration concerned
considers that it is in the public interest that the
officer should remain in service, and recommends that
this should be incorporated in the pensions legislatien,
where this has not already been dones :
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CHAPTER XXIIT

HOUSING

Bl3. ‘e should state at the outsct of this Chaptoer

that we are unable to subscribe to the vicw cxpresscd in
paragraph 161 of the “oport of the 1947-48 Commission that

the Govermments should relicve their officcrs of the anxicty

of finding accomnodation, and should themsclves provide quarters
for them; cr of Covermment cquarters are not available,
should accopt responsibility for ronting privatcly owncd

houses and let them to officers against payment of rent. So
long as officers have to be recruited from overscas, it will

be necessary for the administrations to accept rosponsibility
for their housing, as such officers cannot bc cxpeccted to

build or ccquirs houscs of thoir o.n. There will clso be

a number of remotc stations where privatcly owned accommodation
of a suitable nature will not be available for locally domiciled
officers who may be transferred to such stations, and also a
number of Government institutions where it will be in the
interests of the administration concerned that its cmplovces
should live on the job, ¢.g. hospitals, post offices,
agricultural stations, cte. In such cascs administrations

must build quarters for their staffs, But it would, in our
opinion, be entirely unjustifiable for the administrations to
accept an unlimited liability to build quarters for all their
staffs, both on account of the cnormous canital expenditure |
invulved to the taxpayer and also because it would makc the
public service a privileged class in this rcspect. The
building cepacity of the territoricvs aveilablc for the
construction of houses must be shared betwcen Government
employees and thc gencral public.

Lo

Bl This 1s not to state thet the Commission are
opposed to the building of houses, Indecd, thce housing
shortage in some parts of the East African territorics is
acute, and, in consccuence, the rents charged by privatc
landlords arc extrumely high and out of rcletion to tho
general level of salaries; and this results, in respcct of
public servants, in very high cxpenditure on rent allowences,
But with the cxception of the cascs mentiocd in the prcceding
paragraph, we consider that the efforts of the administrations
in the matter of housing should be dirccted towards the
provision of houses for the population in gonecral and nct for
public scrvants as such, through the apgoency,possibly, of local
authoritics or a scparatcly constituted Housing Authority.

Ront of Government quartcers

F15. At present, in accordance with the rocommendations
of the 1947-48 Com.ission, she guneral practice of the East
African Govermments is to charge 10. of salary as rcent for
Government quarters, where available, in the cass of Europcan
officers subject to a maximun of £150 per annum, and 7-. in the
case of othor officers, subjcct to a maximwm of 250 per annum.
The additional 2% charged in the casc of REuropuans is justified
on the ground that Europcen quarters are partially furnished,
while non-Zuropean quarters arc not. i'¢ are dealing with the
question of furniture for Government quarters and the charge

to be made for it suparately, so that for the present purposes
it may be assumed that the rental charged at present for Goverrment
quarters in the Bast &frican ter:sitories is 778 of selary.

/E16. In paragraphs 161 and 162
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516. In paragraphs 161 and 162 of their Roport,

the 1947-48 Comiission stated that the salary scalcs
proposcd by thoem took account of this recommendation and

had been framcd on the basis that thesc arrangements would
apply to all officors. It may bc assumcd, therofore, that

an alternative opcen to that Commission would have bcen to
reduce all salarics by 7'% and to rccommend the privilege of
free quarters for Government officors. This would clcarly not
have bcen in the intercsts of the officers concernsd, both as
rogards pension and salary while on lcave and also bccausc cost
of living allowancc has, in reccent ycors, been calculated on
the basis of total pensionable salary. This, however, is
now forgotten by the public scrvice, and we¢ have reccived in
the course of our tours a number of compleints that in certain
cases, the rent charged oz tho basis of a percentage of salary
is greater than the ront properly asscssable; and in certain
circumstances the Governments have admitted the principle of
this contention by granting rcent r¢ductions. In any case,
looked at in isolation and without rcgard to the origin

of the concession, the principle of basing rcent on a
percentage of salary must result in illogicalitics, as the
rent payable on any given house will, under such a system,
vary from timc to time in accordance with the salary of the
officer occupying it. Turther, an officer on a high salary
but with no family may be willing to have a small house but
could object to paying a high rent for it, whilec a junior
officer with a large family gets o large housc for a small
rent. hile we do not, in view of thc origin of the practice,
admit the velidity of these complaints, the origin has now
becoms so obs.:urcd that we consider that the best course
would be to abandon the principle of basing rcnt on saleries
and to base them on the houses. It should, of coursc, bc
made cleoar that, whatever besis for rent of quaricers is
adoptcd, it is necessary tc adjust the lovel of remuncration
of public servants in relation to it. Qur concern is with
the net remuncration of a public scrvant aftcr taking into
account the order oif the rental which he is likely to have

to pay for his quartecrs,

517, it was urged by cortein unofficials vwho were

kind enough to give cvidunce that rent should be charged to
public scrvents for their cuarters on an cconomic basis,

e appreciate the reason for this view - namely, that it is
desirable to know the full cost of employing a civil scrvant;
but, in cur opinion , a strictly cconomic rent system (in

the sense of market value) is impracticable in a public service.
Thers must be a number of Govermment quarters that have hardly
any economic value, e.g. quarters in a prison compound or
leprosy settlement or in a remotc station. In other cases the
quarters can only bc occupied by the officer for whom they

are provided, ¢.g. quarters that form part of an institutional
building, such as a post office or volice station, Again, a
public servant can be posted anywhere, and it is not desirable
that his net remuneration should fluctuate violently

according to the relative value of property in his particular
station. It would, of coursc, b possible to arrive at a system
of rentals based roughly on the average cost of construction
and maintenance of the various types of quarters at post-war
prices, their situation and the value of the land being ignored
for this purpose; but, in the majority of cases at least, such
calculations would lsad to rentals considerably in excess of
the rent that is at present paid, and it would be nccessary to.
increasc the salaries of public servants to enable them

/to pay them
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to pay them. Ve scc no point in increasing the pension
bills of the administrations mecrcly for this purposc,

Bi8, Aftor teking into considcration all the rolevant
factors that have becn brought to our notice we have adopted
& middle coursc, and r-commend that the ronts to be charged
to public scrvents should be related to the size and emenitics
of the quarters concorned, but should not be ticd to thoir
values. e thercefore suggest that all Govermnment quarters
be roughly classificd into scven grades according to their
type and accommodation, thc critcrion of which might be the
number of their bedrooms, and that annucl rentals should be
charged according to the following table. "¢ can, in this
Reporti, do no more then describe the typcs of quarters
to vhicn we refer end which cemc to our notice during our
tours in hast Africa. This rough description will, howcver,
clearly not be sufficicntly precise for the working of the
systen, and if our proposals are acceptced, we suggest thet
an inter-territorial confersnce of scnior Public "orks
Department officers should be convened to define the various
grades of quarters morc pruciscly, possibly by refurcnce to
their floor arce, typc of ¢ nstruction or replaccmont cost.
per_annum

Grad:: A, Juarters of the type et present goncrally

allotted to Zuropcan officcrs and contalning

morce then three bodrooms. £78

Grade B. Juarters at prusent gencrelly allotted to
Suropcan officcrs and containing threc
bedrooms £60

Grade C. Quarters at present generally allotted to
Europcan officers and containing two
bedrooms. £h2

DI
el

Grade D. (Quartors at present gencrally allotted to
(European of'ficers and containing only onc
(bedroom, £30
Cuarters at prcsent generally allotted to
Asians and containing morc than two bedrooms.
Grade 1, Quarters at present gencrally allotted to
lans and cont.lnlng two bedrooms.
yjuarters at prescnt gonerally allottod to £21
frlcans and conteining morc than tw

(
Grade F gguartors at presont gencrally allotted to
Asiens and containing only onc bedroom. £12
(2vartors et present gonerally allotted to
(Africans and containing two bedroous.
Grade Ge. Quarters gencrally allotted to Africans
and containing onc bedroom. £6

Tor purposcs of classification, living rooms that can bc uscd a
occasional bedrooms snould not be classificd as bodroons; and
guarters that the Public “orks Department consider to be sub-standard,
cither in construction (“ogard being paid to the comfort of living

in them and not the 1lif¢ of the querters) or in the cmonitics

normeally espropriate to the class of querters concerned, should be
roduced by one grade bclow the grade that would othorwise be justified.
No rent should be chargcd in cases where an officcer has no private
room of his own, e¢.g2. in barreck accormodation.

/519, ¢ should add that,
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519. e should add that, by describing the grados

of quarters in the manner that we have adoptocd, we do not
intend that there should, in future, be any racial
discrimination in their allotment. Subject to availability,
they should be generally allotted according to the secniority of
gradiig £ of ficers concerned, although no doubt where possible
the allotting authority will takeo into account personal
circumstances. e should also make it clear that the
suggested runtal system if adopted should not, in our

opinion, involve any elteration in the prescnt system of
compulsory allocation of quarters, where nccossary. The rent
charged on our platform system will not gencrally cxcued

what is already charged on the basis of a percentage of salary,
and, in the majority of cascs, will be less. The Governments
clearly cannot afford to allow their houses to remain
unoccupicd, and senior officers nust, where neccssary, be
prepared to occupy and to pay roent for the larger houscs,

520, Classification of guartcrs in this nanncr nust

ne -essarily be arbitrery; but we heve deliborately constructed
our rent table so that the differcnce between cach grade of
quarters in the matter of the runt payable is very smell, and
this should prevent any real herdship arising on this account,
e recomaend, thercefore, that the Establishment Officors

should not allow themsclves to be involved in correspondence

on account of applications for rcductions of rcnt, either on
the ground of minor differcnces in the amcnities of various
quarters in the same grade or becausc the rent payable under tho
the table above on eny particular quertors is higher than

the economical rent according to local asscssment.

Rent allowancc for officors occupying privatc quarters

521.. 4t present, in cases where no Govermment

quarters are available for a Governmeont officer, and he has,
therefore, to rent a privately owned house at a charge which
exceeds the rent deduction which would be made if ho occupied
Govermuent quarters, certain of the East african

fdninistrations pey him & non-ponsionable rent allowance

of the differcnce betweon the rent which he actually pays
(subject to certain mexima and to his satisfying tho
administration concerncd that the housc is not out of

proportion to his status) and the appropriate rent deduction

on the bLasis of his salary. If our rocommendation

regarding the rent to be paid for Govermment quarters is

adopied it will he nccessary, in calculating the rent allowance
in such cases, to deduct from the rcnt actually paid to the
private landlord the rent payable in respect of a similar
Govermment quarters, regard still being had, of coursc, to the
officer's status, Ve should add that, in principle, we arc not
in favour of this system whereby the administration pays, by

way of rent allowance, the difference betwoen tho rent actually
paid for a private house and the rent which would be payable to
the administration, 11 a Goverament quarters wvors available,
It throws a very large amount of work on Establishment Officers
and is clearly open to considerablc abuse. ¥ec, therofore,
spent & considoreble time trying to evolve a system whercby there
should be peaid to officers not provided with Government quarters
rent allowances of fixed amounts presc:ibed according to salary
levels. The shortage of houscs, both Government and privately
oimed, is, howvover, at proscnt so acute, and the rontals charged
by private landlords so high in certain parts of Bast africa,
thet we have had with reluctence to abandon this proposal as
impracticable in present circumstances; it is not

dosirable to crystallisc rent allowances in such cascs at their
present levels, but at the same time a severc reduction

in the amounts paid at present would causc hardship. The

/differential between the amounts
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differential between the amounts thet it iwould now be nccessary
to pay as rent allowance in diffeerent parts of the territories
is also too grzat to permit of the forzuletion of such an
arrangement without an claborate grading syetemfrom onc town

to znother, We rcecomaend, however, that the Govermments
should bear this suggostion in nind and as soon as housing
conditions peruit should ro-ciacmine the problem with a

vicw to the introduction of This systom in so far as a rent
ollowﬁnco system is nccoessary. It would save a lot of
unprofitable vork in Zstablisiment Offices, and also cnable

the admninistrations to meke & rclieble cstimate of their curront
licbilities in rcspect of the housing of their servents, which
is not always possible at prosent.

522, To aveid misunderstanding, wo should perhaps

add at this point that we have dealt scparatcly with the
question of provision of gquarters and vayment of rent allowences
in the case of the lower uniformed renks of the Police, Prisons
and Customs scrviccs and the subordinate scrvices ”“nur“lly in
Chepters XVI and IX ruspectively of this Report.

Rent of furniturc

E23, 4%t present in the Bast African territories
Zuropsan quarters are partially furnished, and, in conscquence,
a ront of 10s: of salary is charged for such guarters as against
7> in the case of unfurnishod quarters. Por the reasons
stated above ¢ do not agrece with thisrnethod of assessing the
charge for furniture on tho basis of & percentage of salary.
The furniturc rental should, in our opinion, be assesscd on

the velue of the furniture supplied, and not on the salary of
the officor occupying any particular quarters .

7 e arc informed that the approximate cost, as at
the 1st July, 1953, of the furniturc supplied to Europcan
gquarters in icnya is as follows:-

Juarters with one bedroom £150
Guarters with two bedroomas £200
Juartcrs with threc bedrooms £250
Quartcrs with four bedrcoms £350

Quarters with four bedrooms have a higher scale of furniturc
generally in addition to the furniture for the extra bedroon.

525, Ve were also informed that the average life of

furniture in a Government guartcr is appro 1matu1y ten years,

though this does not, of course, mean that all articles of furniture
necessarily have onlr a life of ten ycars and necd to be roplaced
after this period; some articles of furniture have a longer life
than others. But we have been informed that the cost of
replacements and repeirs to & complete set of furniture epproximately
equals its original valuc over that psriod.

/526, On this basis
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£26. On this basis, if overhoad charges and interest on
the capital cost arc taken into account, a commercial charge
for the furniturc supplied, on & no-profit basis, would be of
the following order:-

Quarters with one bedroon £18 per annunm
Quarters with two bedrooms  £24 per annun
Guarters with threc bedrooms £30 per annum

Quarters vith four bodrooms £42 per annum

527 Ve strongly rscommend that the rent charged for
furniture should be related to the cost of the furniturc
supplicd and approximate to a coamercial return: but in case
our information revgarding the average 1lifc of the furniturc
rupresents too low an estimete, and i~ order to provide for
differences cither in quality or in quantity of the furniturec
actually supplied in particular cascs, we arc prepared to
modifly the figures set out above to the extent of recommending
thet the following scale of charges should be mado:-

Tor quarters normally allottcd to
a Luropcan officer and containing
on¢ bedroom £15 per annun

T'or quarters normdlly allotted to
a Furopcan o ficer and containing
two + bedrooms £18 per annum

For quartcrs normelly allotted to
a Ruropcan officer and containing
threc bedrooms ’ £24 per annum

For quarters normally allotted to
a @uropcan officcr and containing
more then three bedrooms £36 per annum

F28, Objecction may be taken to our proposals on the
ground that the rent that we suggest for furniturce is ncarly
as high as the rent that we have rocomcnded for the quarters
thomsclves,  This, of course, is due to tho fact that the
ronts that we have suggested for quarters arc, for rcasons
that we have oxplained, heavily subsidizud, whereas the rent
that wve recommend for furniture is related to a commercial
rent. Oificers of those classcs for vwhom we have recommended
that Government should underteke a housing liability could not
be c¢xpected to provide their ovm houses but could, if they do
not wish to pay furniture reut at the rates we recommend, be
expected to buy their ovn furniture.

529 It will be obscrved that we have so far dealt only
with the position in senya, which we have shown by way of cxample.
The scales of furniture provided for quartcrs and their cost vary
in the different East African territorics, and if we had
maintained a strict rclation betwecen the valuec of the furniture
supplied and the rent to be charged, it would have bcen neccssary
to calculate the scale of ronts to be charged scparately for

cach territory. As wc have said, however, in paragraph £27, we
have in our rocomrendéation modificd the figurces based on a

strict calculation, and it is in any case one¢ of our principles
that over-rofinement of calculation in matiers connected with the
remuneration of th. public scrvice is to bc avoided. e trust,
thercfore, that the other territories will fecol able to accept
the scale of furniture ront which we suggest for the various

/classes of quarters
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classcs of quarters for Kenya in the intcrests of uniformity
between the various torritories. If thc discrepancy betucen
the valuc of the furniturc at prescnt supplicd and our suggestced
rentals is in eny case too wide for this to bc accoptable,
adjustment might be made in the scales of furniturc. Ir,
however, this course also is unacceptable and any territory
feels it to be nccessary to evolve new furniturce rent platforms
of iws own, wWc would again put in a pleca that the calculation
should not be over-nicc. Cnc of the objccts of our modification
of the calculetcd rentals in favour of round and rcduced figurcs
is %o prevent Istablishment Officers from becoming involved in
correspcadence on applications for rcduction of furniturc rcnt
on the ground of minor defccts or deficiencics in the furniture
supplied to particuler officors, If, thercfore, new platforms
are unavoidable, we recouirend that, while the rents charged
hould be v leted to the value of the furniture supplicd and the
cost of its maintenance, they should be substenticlly rounded
downwards in order that Asteblishment Officcers may be able to
declince to enter into such correspondence, which nust cost in
the time of all the officers concerned more than any resulting
adjustment, at the levels of furniturc rent which we rcecommend,
is likely to be worth,

530, viec have so far dealt o ly with Zuropcan-type
guarters. This is because, apart from isian quarters in Ugenda,
these are the only quarters for which furniture is supplied,
But we would rccommend that, subject to the availability of
furniturc, furniture should bo supplicd on appropriatc scales
to officers of any race who apply for it, provided that the
rental charged for the furniture is rclated in the nanner we
describe to the cost of it and the cost of its maintenance.
This would not, of course, cxtend to the acceptance of
applications for odd articles of furniture, and quarters should
either be furnished according to the appropriate scale or not
at all, “hile the issue of furniture to wsian quarters in
Uganda remains on its present scale, we rccommend a flat rental
of ©6 per annum,

31, We trust that thesc recommendations regerding the
rent to be charged for furniture in Govermment quarters will
dispel the discontent which cmerged on a number of occasions
during our hearing of evidence in Bast nfrica, and which arises
from the pressnt position whereby some officers are eligible

to enjry the usc of furniturc at a rontal of 2%p of their salary

and others erec not so c¢ligitvls, Officers who made this complaint

arc normnlly of the lower paid categorics, and tend to forget
that, while comsiderable furniture cen economically be supplicd
at 2%: of a large salery, practically no furniture can bec
economically supplied at a rontal of 2%. of a small one.

But so long as the rental is sxpressed in tcrms of a percentage
of salary, we fcel that this grievance will incvitably persist,
and that it can only be dispelled by making the furniture

aveilable to all who ask for it, regardless of race, on thc clear

understanding thet a charge releted to thc cconomic rent is paid,
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CH&PTER YXIV

LRAVE AND PASSAGES

Loave

532. The decision that racial diffcrentiations, where
they exist, shall be rcmoved rrom the salary structure of the
Bast african idministrations has obliged us to examine the
present regulations on leave, in order %to scec how far they, in
their turn, have becen conditioned hitherto by a racial structure.
/e have also had to consider to wiat cxtent the recommendations
which w2 may makse on the subject of lcave must be geverncd by
the assumption that the scrvice for which we arc providing is
one which will ultimately be recruited from within Hast nfrica,

£33, In a homogenous service the determining factors

in regard to lecave arc status and scniority in the scrvicec,

But where the sorvice is, and is likely %0 be for some time to
come, rucruited from external as well as indigenous sources,

the domicile or place of birth of the officer has to be taken
into congidcrotion in determining the kind of leave to be granted,
If this results in difforent arrangements being applicable to

an officer recruited from outside the country, there is no rceason
why preferential trcatment based on racs should be imputed,
aivays provided that the gencral conditions arc not more
favourable than are justified by considerations of status, +he
difference is cictated not by race, but by geography.

53k.. Yo havo, therefore, roviewed the present lecve
system in terms of devising arrangements which will be suiltable
for en indigenous scrvice on the principle of graduating lcave
by seniority and status, while, at the same time, having due
regard to the requirements of that part of the scrvice which
is rccruited from oversecs. In the following paragraphs the _
present regulations for the various parts of the services

are sumnarised in brief, and our reccommendations follow.

These summaries have becen compresscd in the intercest of
brevity, and minor differences in practice and nomenclaturc have
been ignored, but they give a substantially corrcct picture

of the present position,

Presont lecave regulations for locally-born or
dO]’!liij:j;‘e_di _S'tél:g;’f:u

Africans
535, The existing practice in the various administrations
in regard to African staff is set out in the following tablos-

/Table
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Admnistretim Category Length Vacation Maximum Local | }Maximum
of loave | that |leave that can
Tour carning| can be |carming be
rate | accumu-|rate accunulated
Iatod.
Kenya (a) Grades| Period 20 days{ 80 daysil0 days Nil
other than necessary|por
(b) to annum
accunulate
€0 days
(b) iinor | Period 14 days | 56 days| 8 days Nil
employees | necessary per.
to annum
accunu-
late 42
days
Tanganyika | (a) Grades| 30 to L8 |24 days' 96 days|lh4 days | 28 days
other than! months per annum
subo rdineto
staff i
(b) 36 to 48 |15 dnys ' 60 days! Nil Nil
Shordinate; months Der annum
staff ;
Uganda 411 36 2l daysl 14 days | 28 aays
grades months ber annﬁn
Zenzibar (a) 30 days 120 deys!lh days | 28 days
Officers per
dirawing annum
|Shs, 396/67
i and over
i a month
(v) 2 @doys 120 doys|lh days | 28 days
i Officers per
draving annum
over
She, 150
a month
(c) 15 deyn | 60 deys| 8 days Nil
Of'ficers per
drawing anrrn
less than
Shs.150 !
a month
{ 5
High LH11 Period 18 days 1 days | 22 days
Commissim grades necossary
to
accumu~
late
72 days I

+ 6 days may be carried
forward as vacation
loave

/Iocal leave is not
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Locel leave is not, with the exception asterisked, allowcd
to be taken in conjunction with vacation leave,

£36. It will be noted that in all grades, with the
exception of subordinatc steff in Tangenyika, lcave is divided
into two distinect categorics - vacation lecave, which can be

accuiulated in most cascs for four years, and local lecave which
nay or mey not be accuiuldbléalso, but may not be taken in
conjuction with vecation lcave, The practice of ha Vlng these two
kinds of leave nay be a reflcetion of the treatment given to the
higher ranks, or ney have had its origin in long distances to
be tf&Vullpﬂ and slow cormunications, “hatever may be the
reason, it scens to us that the proctice has lost any virtuc
which it posscsscd and is out of place in an indigenous scrvice,
and we suggest that thc opportunity should now be taken to
discontinue it. Our rccomricndation is that for locally-born
or domiciled staff lesve-corning should be cipresscd in futurc
in o single category of days per year according to status in
the service, e think, however, that to coese the transition,
and because local circumstances nay still rcequirec it, some
accunulation of leave should still be pemmitted.

Lsians

E5 Tl Therc arc scparate reguletions for usian

staff at present, though in their casc also icave is divided
into the two distinct categorics of vacetion and local leave,
The latter verios betocon e and 15 Jdays. The 1947-48
Commission r:cormmendcd in poragrepn 186 of their Report that
all asian officers of the permenent staff should be granted
vacation leave for the purposc of procceding overscas as

fOllOWS:- Ratec of. leave
Tours (inc1u31ve of voyagc)
Officers with up to 60 - 72 z days & month
1F years service months
Officers with over 48 - 60 3 days a month
1F yecars service months

The Govermment of Kenya has followcd this recommendetion, but for
officors serving in the Northern Province has added one day per
month to the leave- earning rate of each class officer with a
consequent reduction in the length of tour.

538, The Govermment of Tanganyika has discarded the
differential treatment of officers with less than 15 years!

service and, apart from isian officers who were pensiorable under
Ordinance 21 of 1932, has adopted a flat leave earning rate of 3 days
per month and a tour of 48 months for officers rccruited from
overseas, In the case of .isian officers who were on Local Civil
Service terms on the 30th July, 1948 and such officers who have been
subsequently appointed locally the lsave-ecarning rate is reduced

to 2 days per month and the tour increased to 60 months. Voyage
leave up to a maximum of 14 days in each direction is also granted.

539. The Government of Uganda also grants vacation leave at
a flat rete of 3 days per month irrespective of length of service
with the addition of voyage leave after a tour of between 4LE and
60 months..

540, The Govermment of Zanzibar gronts vacation lsave
at a flat rate of 3 days per month vith the addition of voyage leave
not exccuding 12 days in each direction to non-~European officers

/of other than East African domicile



240.

of other than East African domicile after a tour of
betiicon 40 and 50 montho

FL1, The ¥igh Commission has adopted an inclusive rate
of vacation lcave with no addition in rogpues of the vo,egos

& \E i =

8

and grants lcave 4 the K enysa rates in respcct of
service in Kenya, at the ratc of 3 days pcr month for officors
with 15 yoars' service or riorv and 2% daye per nonth for
officers with less than 15 ycars'! scrvice in respest of
scrvice in Tanganyika, and at the rete of 3 days per nonth
for all orficers in respect of scrvice in Uganda,

B2, The tours with the exception of officers scrving
in the Northern Province of Henya represent the time taken
to accuaulate 180 days of lcave except that officers scrving
in Tanganyika with less than 15 years'! scrvice nay go on
leave after accunulating 150 days' lcave,

B3 It should be noted that the arrangements
sumarised above apply to all isians without distinciion of
place of birth or domicile. In conscquence, an wsian
officer born or doniciled in Hast .frica is grantcd lecave
to the sisian continent, togethocr with free passages, in
exactly the same way as an officor born or domiciled in
that continent., There is, of course, nc rcason why an uisian
siiould not spend leave in his country of racial origin, but
if he is an sast African by birth or domicile it is difficult
to scee why he should rccelve assistance from public funds
to do so, and the practicc is out of harmony with the
principles or an indigenous scrvice, Nor do we regoerd it
as justified for climatic recasons in the casc of JAsians,
Ve rccommend, thereforc, thet it should be discontinucd in
the casc of Puturo on’ rqnts though we thirk that existing
rights of scrving members should be prescrved unless
surrcendered by mutual consent. Th:s change should not
apply vo futurc recruits who are islan-born; in their
casce the terms of cengagement in respcet of passages to and
from their country of birth ere a matter Dr arrangcmont at
the time of recruitment.

Tuturce luave regulatibne for locally-born
or domiciled staff

Elly, We,recommend that, in futurc, one kind of
lsave oniy should be grantcd to locally~born or domiciled
staff of all administrations, and that it should be earned
and granted on the basis of tne following table:-

Grades by salary snnual cntitlement

Subordinate Service up to 18 days
Shs.150/- & nonth inclusive

£90 per annun up to 228 por annun 2L days
inclusive (including Subordinate
Service over Shs.150/- a month)

£252 per annum up to £318 per annum 30 days
“nclusive

£336 por annum up to 480 per annum 36 days
inclusive

£498 per annum but less than L2 deys

£810 per annum

£810 per annum and over 60 days

/ﬁb further rccommend:-
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we further recommend:-~

(1)  that this new scale of leave shall come into force
at a future date to be agreed by all administrations;

(ii) that in respect of leave taken within East Africa,
Sundays and public holidays should be excluded from
the calculation of leave under this table, but in
respect of leave taken outside East Africa Sundays
and public holidays should count as part of the
leave,

(iii)  +hat accumuleted leave standing to an officer's
credit at the cate of change-over mey be carricd
forward under the terms of the existing rcgulations;

(iv)  that leave under the new rcgulations may be
accunulated in any two consccutivc years, e.g. an
officer earning 24 days a year who takcs only 6 days
in the current year may carry forward 18 days and
take a maximum of L2 days in the second year, but may
not carry on the 18 days into the third year;

(v)  that tnesc regulations, whon brought into force,
shall apply to locally-born or domiciled off'iccrs
of all races, subject to the special provisions
referred to in paragraph 543 affecting serving local
officers who at present onjoy overseas passage
privileges.

Sabbacical leave for local officers

BB, It will be scen that our proposcd regulations rest on

the basis that an Tast African officer's lcave is spent in East
Africa, or that if hc chooscs to travel outside it he should

not cxpect assistance from public funds towards the cost of
travel. We are strongly of opinion, however, that it will be

to the beneflit of the public scrvice if an officor, whon he

has reachcd a position of responsibility after an adequatc period
of service, is given facilitics periodically to spend his lcave
elsewnerc in the Commonwealth in order to broaden his cxpcrience.
e thercfore recommend:-

(1) that when a local officer has rcached a salary
of £810 per annum or over (i.c. when he has scrved
for five ycars on the A Scale, seven years on the
b Scale or nine yoars (from £5L0 per annum) on the
C Scale), hc should be allowed to spend a period
of leave overseas oncc in every five years, and
should be granted for this purpose the same passage
privileges as are granted to officors. rocruited from
the scheduled terridarics (sec paragraph 567 below);

(ii)  +that, in order to take this leave, the officer should
be ellowed to accumulate a maximum period of 150 days
within the five-year cycle, the balance remaining
available to him for lecave taken within Eest Africa.
Further, he should be allowcd to accumulate lcave for
this purpose in the five ycars preceding the year in which
his salary reaches or pesscs °810, so that hce may be in
a position to apply for overseas leave at any tims aftcr

/his selary has rcached that

figure,
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(v)
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his salary has rcached that figurc., o suggest
that the administrations should lay down a minimum
accumulation of 90 days, as well as & maximum of
150 days as, as qualifying for overscas lcave,

For instance, five ycars' lcave at 42 days a year
accunulates to 210 days, Of this the officol

should be allowed to rcscrve rot leas than 90 or

more than 150 darys for overscas leave; the }
balance of 60 to 120 days may be used during tho
five-year period for leave within East Africa
subjest to a maximum in any year of 42 working
days' leave of this kind, If, hcwever, an
officer declarcs his intention not to accumulate
for overscas leave, he may accurulate for

loave in Bast Africa under the rule proposed in
paragraph (iv)above.

Overseas leave may be taken in the United
Kingdom or elscwhore in the Commonwcalth, but
not cutside the Commonwealth except with special
permission.

It should be open to the administretions to
require the officer to take short courscs of
study or pay visits to instituticns in the United
Xingdom or clscwherc during his leave; but this
should not be a condition invariably attached to
the leave, nor should these regulations operate
in any way to prevent an administration from
sending an officer whose salary has not yet
reached £810 outside Fast Afwica for the specific
purpose of a course of study.

On reaching superscals rank a local officer
shall enjoy the same lcave and passago privileges
as apply *o officers from tho schedulcd
torritories of the same rank,

Retention of existing privilcges

e have sald in paragraph BL3 above that we

think that the existing rights of Asian officers to overseas
leave and vassages shnuld be prescrved unless surrcndered by

nutual consant, It will have been noticed that the present
rogulations in this respect are not uniform as between
administrations, As the cxorcise of prosent ontiticnonta

will expire by lapse of time if discontimmed for new entrants,

it would be open to adaninistrations to leave them unchanged;

but for the sake of uniformity they may perhaps wish to adopt

a standard rete of leeve inclusive of voyage (as will be scen later,
we arc rocommending an inclusive rate for officers from scheduled
territories), If so, our suggestion is that the leave-carning
rate adopted should be three days a mont. iinclusive of voyage
ﬁhroughoﬁt the officer's service If this is adopted, we
recommend that the officers earning lsave at this rate should

/be entitled also
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be entitled also to casual leave within Fast ifrica at the
rate of 12 working days a year as recommended in paragraph 55
below for officers from the scheduled territories. Passage
privileges would remain as at prosent.

EL7. The question may, however, arisc whethor a
serving Asian officer may prefer to surrender his present
entitlements in regard to lecave and passages in exchange

for the new arrangements, including sabbatical lceve, which
we recommend above, e suggest that serving Asian officers,
at the time when they arc appointcd or promoted to a post
carryiug a salary of morc then 2480 per annum, should be
required to opt whether to accept the new regulations or to
remain on their existing regulations as amcnded above, Such
option, when exercised, should be irrevocrble; *© in other
words, the officer who eleccts to retein his present privileges
must remain on them for the rest of his scrvica,

eL 8, Ve recommend that locally-born or domiciled
serving Huropcan officers who arc at prescent in cenjoymoent

of ovecrscas leave and passage privileges should have their
eristing cntitloments prescrved, subject to the proviso

that from the date of adoption of the now regulations their
leave-gcarning rate should be in accordance with the new table
in peragra h Bl above.

Prosent leave regulations for Huropsen officers .
EL9. In paragraph 172 of thoir Report the 1947-48

Commission reecommended suvnstantially uniform conditions of
service in respect of rates at vhich vecetion leave might be
carncd and the length of tours of service after which it might
be taken throughout the four iast african territorics

These rccommendations were broadly adopted by the GHvernment
of Kenya but not by the other Governments and the present
position is sumeariscd in the teblc below. This tablce tekes
no account of further variations in the leave-carning rate
which have resulted from the incroaszing availability of air
travel for purposcs of taking leave sinco the 1947-48
Commission made its recommendatioi.s,

/Table




Adminis-

Class of

tration '|

Kenya

Off'icer

(i) officers
while below the
age of L0
scrving in
healthy stations.

(ii) Officers of
the age of 4O and
over serving in
hzalthy stations
and all officers
serving in
unhealthy stations
(except the
Northern Province)

(iii) Officers
scrving in the

Tanganyika

Uganda

Zanzibar

High
Commission:

! Northern Province

A1l officers

411l officers

411 officers

. Officers

stationed in

i Kenya

Offiners
stationed in
Tanganyika

Officers
stationed in
Uganda

2y

Vacation lecave
SIS eV
carning ra.c

L% days for each
completed month
of service
(inclusive of
yoyage periods)

54 days for each
completed month
of scrvice
(inclusive of
voyage periods)

6% days for cach
complated month
of service
(inclusive of
voyage poriods)

5 days for each
month (exclusive
ol voyage pericds)
or 6 days
inclusive of
voyoge periods)

5 days for cach
month (exclusive
of voyage periods)

» & days for cach
month (exclusive of
voyage periods)

As for officers
of the Government of
Kenya

i7 days for cach
i month (inclusive of
! voyage periods)

6% days for each

month (inclusive of
ivoyage periods)

/550,

|
|
%

In the case

et i e s et

36 to 48

nonths,

30 to LO
months.

The period
ovor which
a minunum of
165 and a
maximizn of

220 days leave
has been
accunulated,

B

ol to 36

months.

30 to 36

nonths.

2L to 36

months

The period
over which

a minimum of
165 and a
maxinum of
220 days leave
has becn
azcunulated.

of officers
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550. In the casc of officcers of the Tanganyika
and Janzibar Govermments, th. normal pceriod of additional
leave allowed in respect of the voyage is 32 days in cach

direction or the period of the voyages, whichever is less,
while in the case of Uganda the upper linit is 28 deys, Mombasa
being considered the point of departure on and roturn from
leave,

551 e have alrcady stated oy recommcndations in
regard to Buropcan officcrs of local birth or domicile, and
also in respect of Lsians, whether local or Asian birth or
domicile, who at prescent enjoy overscas lcave «nd passage
privileges. It remains row to consider the ileave arrangoments
of other officers rccruited from overscas; or, to oxprecss it

in terms of the future, of officers rccruited from the scheduled
territorics  (sece paragraph 62.)

Proposcd lcave rogulations for officcrs from
scheduled territories

H52. In view of the expressed desire for uniformity

(and it is particularly desirable in regard to the lsave
conditions of officelSrscruited from overseas) the first point
for consideration is whether the leave-earning rate should be
inclusive or exclusive of voyage time. It will be seen from the
table above that present practice varies in +this respect,

The practice of granting voyage leave seeus to have originated
from the recommendations of the Plymouth Committee of 1934

(Cmd. 4730). The aim at that time was uniformity of leave
conditions among overseas officers in Colonial territories

as a whols., If the rate were inclusive, an officer going

to the United Kingdom on leave trom, say, Fiji would obviously
consume far more of his leave in travel than an officer going
from Bast Africa, and it was for the purpose of adjusting this
difference that voyage leave was introduced as a supnlement to
earned leave, 4t that time, however, surface travel was the
normal way of making the Jjournsy, Now that air travel has
become highly developed, the difference in comparative times of
journeys fiom the various territorics has shrunk to a matter of
days, and this reason for perpetuating voyage leave has become
correspondingly weaker, Some officers prefer to travel by

sea, and may regard a sea voyage as part of the recuperative
process for which leave is intended; others prefer to spend

the longest possible time in their home country. As far as

the requ.rements of the service permit, freedom of choice is

all to the good; but we fecel that conditions no longer justify
permitting the officcr who elects for sea travel to be absent
from duty for an additional period of 28 tn 32 days, during
which he is on full pay and his accommedation and board are provided.
We have decided to recommend, thercfore, that all administrations
should adopt an inclusive lecave-carning ratc irrespective of the
method of travel which is upsd,

BE3., Ve recommend that, in future, the following should
be the standard leave-earning rates through the Bast Alvrican
administrations, and that the rates should be inclusive of travel
time: -

/Table
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Days a month

Kenya of duty
1. Officcers while below the age of L.

40 scrving in healthy stations

2 Officcrs of the age of LO or over
serving in healthy stations, and
all officers scrving in unhcalthy
stations (except the Northern
Province),

\n

3 Officers serving in the Northcrn 6
Province,

Tanganrika
[l <> Ruihadhuinciil

)
)
Uganda ) 5
)
)

Zanzibar

Ve further recommend:-

(i)  that thesc rates should come into force from a
future dato to be appointed bty agrecment betwoon
the administrations;

N
[
e

N~

that an officer sheculd be cntitled to carry on
any leave earned up to the appointed date under
the present regulations;

(iii) that under the new regulations an officer should
be regard:d as qualified to go on lcave, subjecct
to the exigencics of the scrvice, when he has
earned 180 days' leave during his first ten years
of service, and 150 days' leave thercafter, except
in the Northern Proviacc of Xenya, where the
respective periods should be 144 days and 108 days;

(iv)  that no officer should be allowed to take more
m

P
than cight months' leave at any onc time,
including lcave prior to retircment,

Local or casual loave

55, It will be scen thet, as rcegerds local officers,

wo have recommended that local, as distincet from vacation, leave
should ceass to exist, being abscrbed into the single category

of leave which we advocatc, The question arises what should

be recommended in regard to local lecve for officers from the
scheduled territories. At present the prectice veries, local
leave being granted up to 1L days a yoear in some administreations
and 18 days in others, and tho rules for accumulation aolso differ,
BER, Some senior officers have advocated thet scparate
local leave for officers from the scheduled twerritories shculd be
discontinued, and that an officer wishing to take periods of
casuel leave in East Africa should dreaw on his earning of
overseas leave for this purpose. "o doubt the advisability

of this. The carning of home leave will be reduced in most

/cesas by our propossls,
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cases by our proposals, and an officer's natural tcndency to
conscrve his leave in order to spend it in his own country is
likely to be increascd for that rcason, It is not to the
wenefit of the service that an officer should spend prolonged
periods in a station with no change in cnviromment or rclief
from responsibility, and we think that facilitics should exist
to cnable him to got awey poriodically. v.¢ rccommond,
therefore, that officers from the schcduled territorics should
be allowed, in addition to vacation lecave as rccommended above,
casual lcave up to 12 working days (i.c. cxcluding Sundays

end public holidays) in a year, and that this should be
accumulable in respccet of any two consccutive years not broken
by a period of overscas lcave,

556, We rccommend also that Asian officers who arce on,
or clect to remein on, the oexisting lcave rcgulations which
allow them oversces leave and passages, should be cntitled in
addition, o casual lcave at the same rate of 12 working days
a year, and subjcct to the samc conditions. As stated in
paragraph 246 above, this rccommendation is contingent on the
adninistrations adopting a leave-carning rete of threc days a
month inclusive of vnyage for this class of officer,

B8l We suggest that, to avold eny ambiguity, thc term
"casual lecave" bc adopted in future for lcave of the category
dealt with in this section.

Srort tours

=58, In consequence of greater availability.of cir
travel, the Bast African Administrations are in some cases
tending to introduce a practice of short tours for overseas
officers, under which the officer goes on leave after & tour

of ° 15-24 months, or possibly Less, and takes a correspondingly
shorter leave, e have been spscifically requested to give

our views on this practice,

5E9. The question of short tours must be viewed from
ti o angles - that of the administration and that of the officer.
On the part of the aduinistration it has bsen argued that short
tours should be a great holp towards continuity of tenure in

a post, though not all administrations entirely subscribe to

to this view, Clearly this argument can only hold good if

the duties of the absont officer arc covercd by those remaining
on the spot without a scries of transfers and short-term acting
appointments; if not, the clement of disturbance causcd by

leave mercly becomes aggravated. Yo focl that normally it
should be possible to "cover uvp" in this way during an abscnce

of the officer concerncd for a pcriod of two to throe months;
subject to that, our opinion is that short tours should be &an
aid to continuity. They should 21so help to avoid the stalcnoss
that inevitably affects an officer towards thc cnd of a long
tour in tropical conditions, The question of cost must also
affect the administration's attitude, If the added cost of more
frequent passages could bc offsct by a substantial rcbate on
account of the numbcr of passages tskorn, or by a noticeable
reduction in the leavc relicef carricd on the cstablishments, it
would be easier to cnvisage @ general adoption of the short tour
system; but it remains to be scen whether substantial cconcmies
arc feasibl 2 in these ways,

/560, Opinion among officers themselves
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560, Opinicn among offirers themselves on the
pros and cons of short tours scems to be fairly cqually
balanced, There are inevitably elements of disturbance,

and consequently expenditure, associated vith going on lo Ve
which an officer has to meet from his own pocket; the morc
frequently leave comecs round, the heavicr the droln on his
resources, On the other hand, if this obstacle is not too
great, an officer vhose children are being cducated in his
home country will Welcome the opportunity of secing them
more often, If Shey ere beinz cducated in Bast Africa,
opposing considﬁratlons may aoply; hc may be willing to
loeve them at school and take a short lcave home during the
school teim, or altwrnazlwwly mey wish for family or othor
reagons to take them home with him, in which case a broak

n thelr educatien can only be 701d0d if he cen obtain leave
during the holiday period. It is not surprising in thesoc
circumstances that opinions on the short tour system very
considurably in the service,

561, @ feel, therecfore, that thore can be no

question of our malking a definitc recommendation cither for

or against thoe adoption of &« short tour system fur officers
from the schceduled “erritories as a wholae,. It scems to us
tnat the administrations would be beost advised to procecd as
they are doing at the moment; +that is, to introduce the
gvygste: by,  degrees as financial and other circumstances
permit, It will probably be casier, and e way of applying

the romedy where it is mest necded, to introduce it from

the top of the service downwards; but it may also be decided
to be of benefit to apply it to some sclccted claesses of the
scrvioc, (cog. the Administrative Service) as a whole, and some
alministrations are, in fact, -vorking on these lincs at prcsent.
In the leter sectio n of this Chaptcer dealing with passag

we make rccommendations on the subject of the passage
wnultlement of officeres takirg leave en short tours which are
desipncd to ceasa the incrocscd incidence of cost on thom, ’

B62, Ve do not rocommend that any scrving officer er
class of officer should be called upon to accept an obligation
to serve short tours as a condifion of being placed on the
new salary scales or wether toms of scrvice provosed by us,
As we have indicated above, therc ere two sides to this
guestion, and wc suggest that a change-over *to the short tour
cm, as far as it way be found desirable and feasible, can
he cffected by degrees and by cnlisting the 'OOd#Wlll
of the present service. It is, however, very nccoessary that
leave arrangements should be flexible, and for this purpose we
suggest that cach administration should insert an oxplicit
provision in its code of regulations whereby the administratien
would have the right in tho public in%ercst to call upon &1
officer to taks his leave bofore the complcetion of a nermel
tour of duty, proviaed that no cxpensc by way of passages is
thercby imposed on him which he would not have had to mecet if
the normal tour had been completed. /o scce no rcason why this
should not anply to serving members as well as futurc entrants.

&
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Passages

The prescent regulations

563, Deasonable uniformity exists among the various
Dast African Administrations in the matter of sea passages for
VllCh officers are eligible for the 5flV and their families

n ruspect of each tecur of serv1ce, as all have followed the
TVCOﬁMCﬂda+1QnS of the 1947-48 Commission that free roturn
passages should be granted oncce in cach tour for officeors and
their wives and, in_the case of marricd officers with families,
the equivalent of a further return adult passage for the children.

/Provision also.exists,
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Provision also exists in all territories whereby, in

cases where this passage assistance is insufficient to

meet the full cost of the transport of the officer and his
family, the officer concerned may use towards this cost

any savings which he may be able to effect by travelling in
a grade of accommodation lower than that for which he is
eligible under tho passage regulations.

6L, Since the 1947-48 Commission reported, however,
the Inarcased availability of eir travel facilities has given
rise to considerable alterations in the structure of the
passage regulations of the various territories and these have
resulted in discrepancies, In Tanganyika, officers avpointed
af .er the lst fobruary, 1951, and certain classes of officer
appointed before that date, are regarded as subject to
compulsory air travel cundltlons when proceeding on or
returning from vacation leave in the United Kingdom, and are
granted frec alr passages for their depsndent children without
limit as to their anumber provided that they trawvcl with one

of' their parents. On the other hand, an officer not subject
to compulsory air travsl conditions who is direcited to travel
by air when procecding on or reiurning firom vacation leave

in the United hingdom is subject to normal limitations in

rospect of any excess cost that he would have had to pay if

ho had travelled by sca onc grade of accommodation lower than

that for which he is cligible. In Uganda, an officer

appointed to the service after the 15th wrarch, 192 is

normally required to travel by air at the dircction of Government,
but receives no additional concessions in respect af passages

for his family as & result uiless he is roquired to procced

on loave after a tour shorter than a nommal one; ionysa has rocontly
introduced on an opticnal basis a shoct tour system of lcave

in rospect of the holders of certain sp001 Pied posts in the
Administration, and while travel by air or sca is allowcd

subject to the return of the officer to the Colony within

the short period of lecave grantced, officers who opt for the

short tour system boccome eligible for passage assistance for

thedir whole family without limitation,

E6E. In icw of the reviscd arrvangements for lecave which
we have advocato aLlior in this Chapter, we have now to
deal with two conulnguncics, 1.C,:-

(a) sca or air travel aftor a normal tour;
(b) sea or air travel after a short tour.

E56, If the administrations acc.pt our rccommendatien

that the lecave-carning rate for officecrs from the scheduled
territories should be an inclusive onc, we suggest that unless

the public intorest requires Othb'WISv, the officer should be

at liberty to travel either by sca or by air as he prcefers.

If, however, he is subject to compulsory air travel at the
direction of the Government and the Government wished to enforce
that obligation at any particular time, the option would not apply.
e su.gist also thet this goneral rule should apply equally aftor
a short tour as after a normal one; if the officer prefers to

/3pend a larg: part of a short
lecave
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spend a large part of a short leave on the sca, therc secms
to be no rcason why he should not do so provided that he rcoturns
at the due time.

E67. In respect of lecave after a long tour we think
that the administrations would be justificd in kecping their
exponditurce on pessages at its prescnt limit of thrce adult
passages provided that they accopt and implement the new
salary scalcs and othcr conditions of scrvice roconmended

by us. This limit would apply cqually to air or sca travel,
and would opcrate also in the case of local officers taking
sabbatical Teave or Asians exercising their passage privileges
under tie existing rocgulations. Ve suggest, however, that
the present arrangement should be continucd whereby an officer
may travel on a lower grade of accommodation in ordsr to use
the savings to cover additional membors of his family not
provided for by thrce adult passages. Tt should bc a condition
of this concession that the full sum grantcd is cxpended on
passages,

£68. In regard to leave after a short tour, however,
here are further points to consider, As we have said alreeady,
an officer on short *ours is subject to more froquedt
disturbance for which he is not reimbursed; morcover, hc mey
have to meet extra passage costs twlce as often if his family
is not covercd by threc adult passages. Tor these rcasons

wo rcconmond that, wherce an officer is requircd by his
administration to serve short tours, he should be granted
passage assistance for his family without limitation. In
addition, where an officer scrving long tours is called on by
his administration to go own lcave so long before the cxpiration
of his normal tour that, in effcct, he will have scrved only

a shor® tour, hc shouid be grantced passage assistance without
limitation in the same way, “here he does not qualify for
this, he should, as we have said in paragraph 562 above, receive
the assistance which he would ordinarily have rcccived on
completion of his normal tour.

569. In rogard to the passage c¢ligibllity of an office
who 1s granted lcave belore cxpiration cf his minimum tour

for private rcasons, we rccommernd no change in the prescnt
practico.

E70. We have erdeavourcd in these recommendations
both to co-ordinste and to simplify present practicc in Hast
Africa, It seems to us in this way much time may be saved

in headguarters offices and Establishment Branches which is
liable to be spent on the application of coumplex regulations and
in the consideration ol hard cases arising or alleged to arise
from them,

Other assisvance towards travel on leave

B7la Various concessions ere granted by the administrations
in the way ef free railway travel within the territories or within
Fast Africa in connection with leave taken within the territories,
In the interests of brevity we will not detail these concessions,
<@ are in favour of their continuance, and the only question is
vhether anything shouid be said about their co-ordination. Complete
uniformity is, of coursc, neither possible nor necessary, as there
are geograprical and climatic difforences. e suggest thot, whon
more urgent matters have been disposzd of, the respective -

i
-
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/Establishment Officers
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Dstablishment Cfficers might comparc notes of the present
rules in their adrinistration in order to sce vhether any
alignment of practice 1s desirable,

572 In regard to officers who take leave oveisecas

we have becn asked to consider the question whoether the coust

of travel from their port 2f Jiscmbarketion to their home
shouvld be defraycd from pubiic funds, ‘e should makc 1t

clear that we have assumed that the adiinistration il -pay

the Cost of travel of an officer and his family and their
baggage to the port or airport of departure from Zast Africa

on loave and on recturn, and that lcave will begin on the day

oi departure from the port. On the question of travel from
the place of discmbarkation our considercd wview is that the
adninistrations snould rcgard themsclves as having discharged
thelr 1li2bility whon the officer and his family disocmbark in
their owvm country. There is a limit to the cxtont to which
fortuitous inecualities can be levelleod out. Ye fcel that

the work involved in checking and accounting for expenditure
under this hrad would not be jusiificd, aud that the better

way is %o strike a goneral level in salerics which will provido
for contingencics of this kind. ‘¢ roccord for the information
of the administrations end of the officers concorncd that we
have taken this particular contingency into account in revising
the salary scales of the grades concerncd,

BT If our rccommendation is adopted, there is no necd
fpr absolute rigidity in its applicetion, T'e do not imply
that justice is done to the officer whose home is in Vancouver
by leaving him to reach it at his owm expense from Montreal,

If he ftravelled by eir he would presuaably be given a passago
to the trann-continen*tal airport ncarcst to his home, and it

is equitable that he should be given an equivalent mcasure of
assistance if he chooses surface travel. But rciier

cen be given in such cases without an administration involving
itsclf in a multipliclty of petty claims,



|
i
ol o .L, -

SN
L



CHIPTER XXV

ALLOWINCES AND OTHER CONDITIONS OF SERVICE

5740 For purposes of this Chapter we divide
allowances into two classes - those vhich are
reimbursements of expenditure incurred in the course
of duty, and those which ere an addition to salary.

Reimbursements

Fntertainment allowance

575 The Commission have received a number of
representacions on this subject tending to suggest that
entervainment allowsnces should be attached to a wider
range of posts than au present; but we have decided to
recormmend thati there should be no tampering with the
principle on which such allowsnces are attached to
posts at present. This is, as the Commission understand
it, that allowences expressed in fixed sums a month
are given only to holders of posts on whom “here falls,
by virtuc of their status as representatives of the
Government in the territory, a continuous buvrden of
entertainment., It is because the liability is
rerennial, and because the entertainment is extended
to a wide range of the cummunity as a whole, that
paymeat of a regular allowance is Justifiable. We
are unable to recommend it in any case where these
criteriado not apply. It will have been seen that,
we have taken sccount of the entertainment aspect of
ths District Commissioner!s and Provincial Officer's
responsibilities in our recommendations in paragraphs
239e = 247,

576, We are reinforced in this view by the fact
that it is the practice in some administrations to
reimburse the cost of occasional entertainment given

in the course of their duties by officers who are not

in rececipt of entertainment allowances.  These payments
are of two kinds:-

(a) an officer who entertains a visitor in the
course of duty to a meal or for the night
may recover the cost from his administration
according to a prescribed scalej

(b)  an officer who is called upon to offer
hospitality to a visiting body of importance,
such as a missic-n of the Trusteeship
Council or one of the Specialised Jlgencies
of the United Nations Organisation, or
from the United Kingdom or other territory
or group of territories, may recover the
cost of the appropriate entertainment from
a central vote, subject to previous
sanction having been obtained.

Ve



We encountered at times some criticism
of this former arrangement on the ground that it is

troublesome and embarrassing to the officer to mske
the claim,

He is, of course, not under any compulsion
to do so; but we think this attitude a mistsken one,
and our view is not only that both kinds of payment

are justified in present East African conditions,

but also that *they should be adopted by all
administrationss We would, however, suggest that

there should be the greatest amount of decentralisation
in operating the former errangement (if the rates

are prescribed centrally, the actual payment can be
widely devolved); and that in regard to the latter,

the aim should also be to decentralise as far as
possible, in order to avoid the delay and trouble

of charwelling all applications throush one central
authority.

Expenses on transfer

577 Here sgain we refrain in the interests

of brevity from setting out in detail the present

regulations in the administrations, in which there

are various discrepanciese Our recommendation is

that, as soon as is convenient, representatives of
the Fotablishment branches of each administration
should confer, in order to work out a uniform
pattern of reimbursement of these expenses which can
be recormmended to their respective administrations
for adoption, We think that a broadly uniform
pattern is of importance because this is a matter on
which public servarts are quick to draw comparisons
and to found grievances on thems We recommend that
in devising a uniform pattern the following
principles should be observed:-

(i)  a public servant transferred by order
of the administration should be entitled to
recover the full cost of transporting
himself, his family and his kousehold
effects by the authorised means of travel
from the o0ld station to the new. The
cost of transporting servants and their
effects should also be recoverable on an
authorised scale,

(1i) Fe should be entitled to recover also the
cost of hotel or other lodging expenses
necessarily incurred for nimself and his
family and servants for a reasonable period
before leaving his old station, while on
the journey and after arriving at the new
statione. Normally payment should not be
made for a period exceeding seven days in
all, but this should be extended in speclal
circumstances. Alternatively, instead
of actual expenses, the officer should be
entitled to claim subsistence allowance

/at the
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at the prescribed rate for the same
periode In either case payment should
cover only the nights in which he is not
in occupeatior of quarters or in rcceipt
of a rent allowance,

(1ii) In order to cover all expenditure other
then that under (i) and (ii) arising
from a transfer, am officer should be
paid a disturbance allowance in respect
of the transfer which we suggest should
amount to one-sixtieth of his annual
basic salary, exdusive of cost of living
a’lowance or inducement addition. 4n
officer is always liable to find himself
out of pocket on a transfer because of
various expenses which are not easy to
assess or cover by reguleticn, and we think
it equitable that these should be provided
for by a small lump sum payment

(iv) Disturbance allowance should not be
peyable when an officer goes on leave,
but should be paid if he is posted to
a differsnt station on return from leave.

578, In general, the mrinciple by which
regulations relating to expenses on transfer should be
governed is, in our opinion, that an officer should
be ahle to recover all reasonable eipenses in
connection with the transfer that are in excess of
his norm<l daily living expensess It is impossible to
provide i'or every contingency by regulation, and check
by financial and audit officers will occasionally
bring to notice points on which an ad hec decision
will be necessary; but if this general principle is
kept in mind no of ficer shouid have substantial cause
for complaint,

Travelling and subsistence allowances

579 We have received various representations

on the subject of thece allowances, W do not propose
ourselves to suggest any revised scales of allowances

of either kind, for we cannot pretend to have acquired

the extensive local knowledge which is required

for this, and which 38 slready possessed by the authorities
on the spot. Our cormments and suggestions can only be

of' a general nature.

580, With regard to travelling allowances, i.€s

the cost of running a privately-owned vehicle on Government
duty, it seems desirable that the three mainland
territories and the High Commission should have the same
system of assessment, There cannot be a rigid
uniformityinrates; the cost of petrol, lubricants and
spare varies considerably in the territories according

to distances from supply centres, and road conditions

/are



are another factor to which weight may have to be
given. But if the ra*es of allowance paid by
the territorial Governments are zoned according

to local considerations, the rates paid to High
Commission officers can then eguitably be fixed on
the territorial scales according to where they

are stationed.

581, Ls subsistence allowances are related to
the salary and status of the officer under the
present system, we assume that the present rates
will be revised as and when our recommendations

for revised galaries are adopted, We should
record that it was suggested in evidence received
by us in various places and from various grades

of the service that the current rates are inadsquate
in comparison with present costs of living on toure
We suggest that the revision of rates should be
undertaken on an inter-administration basis, in order
to ensure that a common system of assessment is useds
Subsistence allowance is not easy to assess with
accuracy; but it should be designed to keep the
officer's living expenditure on an even keel, so
that he is neither discouraged from travelling

on duty because he is out of pocket, nor inspired

to do so by the hope of adding substantially to his
income,

Allowances in addition to salary

Acting allowence

582, The present method of calculating acting
pay when an officer is appointed to act in an office
higher than his own remains the same throughout the
East ‘frican territories as when the 1947-48
Cormission reported, i.e:-

(a) Vhen acting in a non-incremental post,
the officer is eligible to receive as
acting pay half the difference between
his salary and that of the post in which
he is actinge

(b)  When acting in an incremental post,
the officer is eligible to receive
as acting pay the whole difference
between his salary and the minimum
of the scale attached to the post in
which he is acting.

There are some minor differences in practice within
these limits in the various administrations - in
qualifying periods of service in an acting capacity, in
posts to which the arrangements apply and in the
reasons for absence of the substantive holder on which
eligibility for acting pay is baseds

/ 583, We




256,

583, We have been unable to discover any
convincing reason for the marked difference in the
rates of allowance payable under (a) and (b) above.
One suggestion whicl. we have seen on record is that

a Junior officer cannot be expected to assume the same
recponsibilities as a senior and more experienced
officer, Buc if the difference between substantive
and acting emoluments is small, it follows that the
~»fficer must be within the orbit of promotion; if he
camnot carry the higher responsibility to the full

he woula not be promoted, and if so it would be bette:r
that he should not even act in the appointment, On

he other hand, if the difference is considerable and
the officer therefore relatively Junior, it is
difficulc to conceive how in practice an
adminiswration can assess this alleviation of
responsibility; either an officer is in charge or le
is note

584, It seems to us that the basis on which any
system of ccting pay should rest is not whether the
officer is capable of carrying the higher
respoiisibility in whole or part - which should be
the predetermining factor of his selection - but
whether the burden which he is called on to carry

is ezsentlially the same as that of a substantive
holder of the poste The latter is an ascertainable
fact, 1t cannot seriously be contended that,
except in circumstances of emergency, a deputy who
tekes over the work of his senior during the latterts
temporary absence moves into the position of
isolated and unaided responsibility which would be
his 1ot if his senior were remove d permanently from
the scene; to carry this contention to its logical
conclusion would mean that every fortuitous absence
of his senior through leave or sickness would
involve payment of an acting allowance, But this
brings in another consideration - the length of time
during which the responsibility is carried. The
burden of office is liable to be cumulative,

535, In pursuance of these lines of thought,
we have endeavoured to determine the circumstances
in which an acting allowance should or should not be
payable, Qur recommendstions are as follows:-

(1) (i) Vhere the substantive holder of a post
has ceased to perform the duties of
his office because of =

a) leave prior to retirement,

b) permanent transfer or promotion
to another post,

(c; removal from office,

(d) death,

the officer appcinted to act in the

post shall be granted an allowance

equal to the difference between his

/om
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own substantive salary and the
fixed salary of the post or the
minimuam of the salary scale of
the post,

(ii) The officer shall be required to
art for one month before this
allowance is paid; but if the
eoting period exceeds one month
it shall be paid from the date
on which he began to acte If
he reverts to higgbstantive duties
before one month has elapsed no
payment shall be due to hime

Yhere the substsnrtive holder is
avzent from duty because of :-

(2) leave for any period,

Eh sickness,

¢) speciel duty of a temporary

nature,

and an officer is appointed to act
in the post, the acting officer shall
draw no allowance until three months
have elarsed., For any pecriod in
excess of three months an acting
arlowance shall be drawn of the

same amount as under (i), but

here shall be no retrospective
payment.

588, It will be seen from these recommendations
tiwt, dn cur opinion, no differentiation should be
mede in tiie way of calculating an acting allowance
according to whether the superior post is on a fixed
or an incremental salary.  Further, when the
substantive holder's absence is of a temporary nature,
we think that it should be exvected of the service
his duti=s ghnll be covered f'or three months
rezort to acting appointments to which acting
1wde  4s we have indicated in paragraph
532 4o dlscucsing the question of short tours, the
aim shculd be to avoid the disturbance and loss of
continuity caused by reshuffling of appointments
for relatively short periods,

i) L
e
v

527, There is a further reason in- support of
our recommendation that when an acting allowance is
paid, it should asmount to the full difference between
substantive sslary and the fixed or initial salary

of the superior post. It sometimes happens that an
administration wishes to test an offiser in an
acting capacity in a vacancy before deciding on his
fitness forr promotion. Though service opinion
frowns on such periods being unduly prolonged, it is
hardly practicable to fix a set limit. If, however,
the officer is drawing the full difference between

/the respective




the respective salaries, the objection to a long
period of test is less strong than if only half
the difference were paid.

588, We are aware of the practice that exists
in some Colonies of paying en acting allowance
equivalent to 95} of the difference between the
respective salaries., Ve do not favour the practice;
cuch a fine acsessment of relative capacitycan serve
little purposc beyord being an irritant,

589, There is me implication of our recommendations
to which we should draw attention. It is sometimes
necessary, for reasons of law or regulation, to make
and publish the appointment of en officcr in an
acting capacityin order that he may be duly
euthorised to perform the functions of the office,

I our proposals are adopted, it should not follow
that an officer gazetted to act in an appointment
should thereby become entitled to an acting allowance
of any kind, or that an officer not so gazettea
should be held to be ineligible for ite Whatever
may be the future practice in regard to publishing,
acting appointments in the Gazette, it should be
clear that the statutory asvect is divorced from the
financial implications.

590, We recommend that acting sllowance, under
the system advocated by us, should be payeble in
respect of any post of which the minimum salary exceeds
£480 per annume  This recommendation should not,
however, be tzken to preclude the payment of extra
remmeration to holders of posts on salaries of

£480 or less in exceptional circumstances where the
burden of work wmdertaken Justifies ite

Medical benefits

591. The 194.7-48 Commission made no comment
on the subject of medical benefits; but as we have
received various representations on the subject the
administrations may wish to have some indication

of the general views which we have formed.

592 In the first place it would be a useless
exercise to try to reduce to a common psttern the
systems of medical benefits for public servants now
existing in East Africa, Not only do medical and
dental facilities and geographical circumsiances vary
from one territory to another, but in Kenya there is
special legislation applicable to Furopeans (the
Hospital Treatment Relief (Europeans) Ordinance,1951),
whereby a compulsory contribution to the European
Hospital Treatment Relief Fund, based on gross income,
is levied on all Furopeans. This applies not only to
European public servants in the Kenya Service, but
also to High Commission officers stationed in Kenya,
£t is from this Fund, augmented by & Government grant,

/that the



that the European Hospitals in Kenya are mainly
financed, and European officials pay a charge for
hospital treatment of themselves and their familiese
A1l races in the Kenya public service are eligible
for free medical treatment for themselves and
families, and fisians and [fricans are eligible

in addition for free hospital treatment in general
wards in the Government hospitals,

593 Generally spesgking, free medical
treatment is the rule throughout the East lerican
services; there is a disparity, however, in regard
to dental treatments The High Commission has no
regulations of its own on the subject, but its
officers geiwcvally follow the practice of the

A

territ ries in which they are stationead,

584, In origin, the medicel benefits enjoyed
by the public scrvices werc not provided solely

as a perquisite or form of hidden cmolument; the
facilities, and the means of getting to them from
isclated stations, were inbtroduced in order to
maictain the fitness, and thereby the efficiency,
of the services, That consideration still holds
good, and will no doubt govern the attitude of the
administrations in any changes in existing benefits
which they may make from time to time, The only
comment we have to make relates to the long~term
objective of an indigenous public service, The
position ought ultimately to be reached where,
vrovided that medical facilities are adequate, public
servants should be on the same footing as anyone
else in tneir use of them, and the administration
should employ its funds on medical services for the
comrmmity as a wholes In conbtemplation of that
prospect, distant though it may be in some parts

of Bast fLiprica, we do not think it advissble

to recommend any extension of medical or dental
bencfits, t may be that there are disparities
which couvld be Jjustifiably levelled out at the
present, but that we prefer to leave to the
administrations to decide in the light of comparative
conditions. The long-term trend should, we think,
be in the direction of bringing the public service
and the general public onto the sare plane rather

than of maintaining for cne class facilities which will

have become privileges rather than requirements of
efficient administration.
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CHAPTER ZXVI

POSTS & TELECOLMUNLICATIONS AIMINISTRATION

Supserscale Posts

E9E, Since January, 1949 this Administration has been a
self-contained and self-financing organisatien within the

East Africa High Commissicn, This was not the case when the
Report of the 194L7-48 Commission was issued. Purther, ths
scope and res onsibilities of the Administration have
considerably increased in the intorval, with a consequential
increase in the number of higher posts, cespecially the superscale
posts, which wers placed at seven by the 1947-48 Commission and
now stand at twenty. The growth of work and increase in
responsibilities have led to at lcast two interim revisions of
salaries, the last as from lst January, 1952, when the following
increases in salary took effect:-

Postmaster Goneral: from £2150 to £2650

Assistant Postmasters
General:-

Traffic )
Engincering % from £1685 to £1850
Finance %

Regional Directors from £1435 to £1600

At the same time, cloven posts, which were put within the
timescale by the 194.7-48 Commission but had advanced in the
interval to £1335, were further increased to £1435, while two
other such posts on the enginecring side wore raisced in salary
from £1435 to £1600. Lilthough we formecd the impression that
the work of the Posts and Teleccomnunications Administration is
still growing, we do not recommend any further upgrading to
superscalc at the present time. Our rccommendations as rcgards
the existing superscale salarics arc as Tollows:-

Statement 4.

SUPERSCALES

Post Present Salary Proposed Salary
Postmaster Ceneral £2,650(3,000) £3,200(3,352)
Assistant Postmastems General £1,850(2,200) £2,400(2,562)
Regional Dircctors )
Assistant Engineers-in~Chicf ) £1,600(1,950) £2,000(2,162)
Personnel Manager )
Deputy Regional Directors )
Controllers of Traffic £1,435(1,785) £1,740(1,902)-
Staff Enginecrs 1,860(2,022)

Finance QOfficer
Accounts Officer

/Presont salary position below tho
Superscale level
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Prosent salary position below the superscalc level

596. These salary scales, which follow the
recommendations of the 1947-48 Comm1351on, arc at present on the
SRS ra01a1 basis as those obtaining in the Xonya
adninistratio n, and apply to the Uga nda end Tenganyika

b»wnbros of the Service as well as to the Konya section.

The structure of the Service conforms broadly
ttern, set out by us in paragraph 25, as that of

to the pa
ic services throughout the Bast ..frican idministrations.

b
the puhlic

Sources of recrultment

The sourccs of recruitment arc at present broadly

597,
as follow

(1) Ruropcans:

Europcan men have bcen recruitcd locally in
relatively small numnbors as learncers on both the
opcrational and cngincering sides and women have
been ree uited locally as telephone operators
and in some cases as siucnographers. The great
majority, howcver, of the Turopean staff have
bcen oxpericenced staff recruited from Great
Britain, generally on sccondment in the first
instance from the British Post Office.

fZuropean staff are subjcct to service anywhere
in fast Africa

(2) Asians:

Asian staff (almost entirely male) has been
recruived locally into the basic Grade II scale
for employment on clerical, cngincering and
operational work, This tmff is subject to
service anywhere in Bast Africa. During recent
years Asien girls have been recruited es telaphone
opoerators muinly in the larger towns. liost Asian
cruits have been sccondery school cendidates,
having spent about two years in sccondary schools.

nocruitment to the graded staff on the

en gincering and operational sides havc boen
centraliscd for some years, recrultment being
controlled by the Principal of the Central

Training School. Recruits, in the main, have
been from primary schools and possoss tho
proliminary school certificate. This staff is
liable to transfer anywhere in East Africa
although, generally spealing, there has not bgen
a great deal of movement as yot.

/Cost of Living allowance
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Cost of Living allowances

598. As foreshadowed in paragrs wph 108, it is nccessary

to give somc account of the history of the cost of living

allownnces pald by the East ifrican Posts and Yelccoumunications

Adninistration to their staff from timc to time. 48 this

staff scrve in ell throc mainlend torritorics in Zast ifrice,

w Ldministration evolved a compromisc vhich was fairly unifomm
woughout thelr scrvice and, at the samc time, stood in

reonsoncole rolation to the rates veid by the Govermmont of

ech toerritory. a8 raogards the higher renks of the graded

Ge the rates since 1952 have becn uniform throughout the

svrvics ond in conformity with the rete of cost of living

allovencss granted by torritorisl cdministraotions, viz:-

\.C' tc Of
"1lomgnco

a8 Trom lst January, 1952 25
48 from lst Jdugust, 1952 30.- £300
«5 from 1lst Scptomber, 195 5o £350

The “osts and Telecomnunications .dninistration has, however,
since 19F2 adopted broadly the principle Tollowed by cenya
neying a higher cost of living allowence in the case of the
lowver income groups than in the case »f others. This has
been effected bJ the use of the device of a minimum allowance
in the cese of its lower paid graded staff, viz:-

As from 1st January, 195 iinimum rate of allowance £27
a8 from lst august, 1952 Liinimum rate of allowance £35

As Trom lst September, 19E3 Jinimum rate of allowance £36

variation between the
the scrvice in that,
imum of £1B0 was grantcd

e Tanganyika and Uganda sontlcns as from lst Jeanuary, 1951,
end 20, with a maximun of £200 es from lst July, 1951, in the
wenye sectilon the allowence siven at lst January, 1951 was
craded as follows:-

Sefore 1st January, 1952, there vas s
os granted o territorial soctions o
max

¢

P

¥
vhercas 15 on all salarics with e

(1) On first £300 - Rate 20

(2) Cn next £350 - Rete 10k

Haximum ~1E0

)
L
)

(3) Cn romainder - Rate 5o

The allovence in the Kenya scctlon granted at 1lst July, 1952
vas the same as that given in the Tangenyika and Uganda suctions,
viz, 20., but it was accompanicd by & small lump sum poymoent
QnL_LuLm Sh,160/)to officers on salaries of £300 or less, who did

10t benofit under the ncw flat rato systom.

/The history of the cost of living allowances
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599. The history of the cost of living allowanccs
crented to permancnt minor cmployecs has been nmuch the seme
as that of the graded staff, as will be scen from the
accompanying 3catement B. The main difforcence lics in
the fact that minor employces have been granted a rether
high rate of cos%t of living allowance (55 at the proscnt
time) and that there has becn some upgrading of the vagos
of minor cmployces in Kenya, so as to keep in line with the
overall ratcs paid to its minor cmployees by the Kenya
Administration.

600, If comparison is made with the table of cost of
living rates at paragraph 108, it will be secen that therc is
e broad cduivalence between tho cost of living retcs granted
to its staff by the Posts and Telccommunicetions Administration
and those given to its staff by the Kenya Government. ns
stated in paragraph 109, our sslary proposals cre designed to
cover the higher rate of cost of living allowancc paid to
its lowest income groups by the Kenye Govornment, They
should also be adequate for the Posts and Telecommunications
staf'f,

Table of cost of living alloianccs
Statement B,

T. Kenya
Range of ages Rate Zith effect
from
(a) On all wagos 2050 dew e 51
(b) On all wages g 20 14751

# iith one lump sum varying
from Sh.24/- to Sh.60/- to
permancent minor cecmployces
on wage up to Sh,100/- per
month,

(¢) On all wages x 255 1.1.52

% With a wage adjustment
varying from Sn.6/- to
Sh.15/- per month on

basic wages up to Sh.100/-
por month in order to provide
wags plus COLA approximately
to rates of Kenya Government.

(d) On all wages 33-1/3% 1.8.52

(e) On all wages L0 1.5.53

II. Tanganyikae

(a) On all wages ) allowance 1.1.51
) determined by

(b) On 21l wages ) Provincial Comnittee  1.7.51

(c) On all wages 25 Yo ds 52

(a) On all wages ' ’ 33-1/37 1.8.52

(e) On all wages Mo 1.4.53

/III. Ugenda
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Range of iages Batve fron
(a) On all wagos 150 1151
(b) On all wagos 205 1:7.51
(c) On all wages 25, Lsle 58
(a) On all wagcs 33-1/% 1.8.52
(e) On all wages 405 1B 5
Principles of propossd salary structure
601, The Postmaster Gencral recommends to us that, so

far as the future salary structure of his Administrotion is
concerned, the following six principles be avpiiced:=-

(2) Salery scales should be irrespective of racc or
plece of domicile.

(b)  Tccruitment should be ot all levels coinciding
with the output of the various cducational
institutions.

(c) Cpportunitics should be evailable Tfor pcople
recruited at all levcels to procucd on merit
to higher appointients without any arbitrary
limit.

(a) General conditions of scrvice and prospects of
staff rccruited to the diffcrent departments of
the sdministretion should be broadly compar:sblce
for people of the same gencral cducational level.

(¢) The conditions must bo such as to attract recruits
with adequatc basic educetion and the nccessary
ability to cnsurc that the worik of the Department
can be performed c¢fficicntly. It has been
recogniscd that the stendards of performance
rcquired in Posts end Teloco.munications are
broadly comperable throughout the world and in many

g

cascs arc conditioned by the type of cquipment in
usc, or boing doveloped.

(f) The pruscnt Europecan selary scales contain a
considerable cloment in respect of cipatriation,
but even so they do not attract in sufficicnt nunbers
candidates of the required calibre whom it is now
necessary to recruit outside East africe and vhom it
will be necessary to reccruit for some time to come, if
the development of Lfosts and Telecommunicetions
scrvices is to procecd as planncd,

‘‘hese principles arc in accora with thosc we oursclves have
cnunciated in Chapter IV, and we trust that the salery scales

rocommaended by us will cnable the Postmaster Genercl to achiove
the aims sct out above.

/4 and B Sealc vosts
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4 end B Scale posts
602, spary from the professional En;ineers and
Architects, who are sraded on the & Scale, the rest of the
staff below the superscale level are eithor proper to the
B Scale or occupy technical or clerical and analogous posts
which should be graded on the C or & Scalcs.

603. e regard as appropriate to the B Seale the
crades of Assistant Controllers (both postal and
tclecomunications), the Insvectors and Assistant Inspectors
of Traffic, Dstablishment and Assistant Establishment Officers
and, subject to what we say in paragraph 258, the accounting
staff, ZEngineers promotsd to the grade of Executive Engineer
without full professional qualifications should also gzo into
this category. In view of the technicalities of grading in
these fields, we must leave to the Fostmaster General the

task of scgmonting the 3 Scales in this Administration as

the nceds of his scrvices may dictate.

60k, In this ficld we have two main observations
to make:-— '

(1) The Postmaster General is anxious that rociuits
to the operational side of his Administration
shall have broadly the same conditions of scrvic.
and prospects of promotion as recrults to the
clerical side, e accept tals view, Indeed
it has already been put forward by us in
paragraph 169 as an objective to be arvived at in
Last African services generally.

(i1) Cwing to the peculiarities of the working of the
Post Office, the Administretion finds it necessary
to make use of rather more sub-divisions of the
E Sceles, both on the opsrational and the clerical
side, than we ourselves suggest in Chanter X.

The Postmester General has accordingly recommended
to us in substitution of the present racilal

scales the followin: pattern of orgenisation -

see Statement C - in the operational and clerical
fields, which we can accept as being in line with
the principles that we recommend. Ve draw
attention. however, to the orgenisation put ~ ’
forward by us in paragraphs 159 and 169-17L,

and then leave it to the Postmaster General to
consider how far his proposed organisation should
be modified to comply with the general pattern

set out in those paregrephs:-

/Statement C,
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POSTS IN THE NON-PROFESSIONAL ENGINITRING SIRVICES AND CEsRICAL SIRUCIURLS

Clerical Structurc

Chicf Clerk

Scnior Clerical Officer

Clcrical COfficecr Grade I
Clerical Officer Grade IT

Clerical Assistant
Grgdg I

Clerical issistant
Grad: IT

sngincering Strueture

Scnior Assistant Encincer
Assistant Engincer Class I

assistant Engincer Class IT

Senilor Technical Officer

Technical Officcr Grade I
or Senier Lincman T

Tochnica; Officor Grade IT
or Sénior Lineman IT

Technical issistant Grade I
or Lineman Grade I

Technical issistent Grads IT

or Lineman Grade 1T

Services Structure

Postal % Telegraph Group

Senicr Postmaster or Chief
Superintendent
Postmaster Class I or
Supcrintendent
Postmaster Class II or
sssistant Superintendent

Oversecer -

Postal & Telsgraph Officer
Grade I

Postal & Telegraph Officer
Crade IT

Postal & Telegraph
essistant Grade I

Postal & Talegrarh
Assistant Grade IT

B Scale, cither through the D Scale or by dircct promotion.

The gradings quotesd for the above scales arc those for men.

eguivalent scales for womcn,

Telephone Group

Tolephene Supervisor
Class I

Telcphone Supervisor
Class II

Senisr Telephonist

Telepkhenist Grade I

Telephisnist Grade IT

Telepkwne issistant
Grade T

Telepkiine Assistant
Grade II

(1) The clerical staff will also havc access to the accountant and establishment posts, which are graded on the

It is assumed that women will be pleced on the
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605.  Four further observations suggest themselves:-

Executive or intermediate .de

c I8
W oddin

(1) The Postmaster General urges that a place be
found in the new P sts and Telecommunications
structure for an intermediate grade with
Higher School Certificate or Intermediate
degree qualifications corres onding to the
iIxecutive rade which is one of the main
crades in the United Kingdom Civil Service
organisation.

Por the reasons explained in peragraphs 189-190,
we do n>t consider that the time is yst ripe to introduce into
Last Africa the closely graded structure which, in the
United Kingdom, fills the gap between the clerical service

and the administrative grades. J¢ do, however, suggest in
paragrach 191 that the same ends might be acnieved, while

preserving the floxibility of orgesnisation which is
essential at the present time in East Africa, by using the
segments #2-1 for superior individuel dutics. ioreover,
the creation of thce Treining Grade on the D Scale which we
recommend in paragravchs 67-70 will, in itself, go far
tovards introducing both in the clerical and operational
fields an Executive grade resembling that «f the RBritish
Civil Service, Wa do not, oursclves, possess sufficicnt
detailed knnwledge of the Post Officc organisa ion to
enablc us to rocommond prociscly how the segments E2-1 and
the D Scalc should be used in the Posts and Telscommunicatiens
Administration to »roduce the results described carlier in
this paragraph, but subjecct to what we have said gencerally
in our Report on thsse points, we fecl that detailed
solutions can be left to the Postmastor Genecreal.

Telephone Suporvisors (7) Class I and IT

(ii) Thesc two ' rades have, at thce pircsent time,
to be recruited from outside Zast Africa,
where the teclephone scrvice is young, and
we understand that roeruitment is nnt casy,
Whilc we hopc that, in duc course, the Last
African tclephone scrvice will produce its
own Telephone Supcrvisers, we recognise that,
so long as recrultment outside East Africa
continues, it will bc nccossary for these two
vosts to carry the induccment additisn which
is not normally attechced to the C Scales for
women excepnt, as woe rocommend in paragraph 97,
Whnore extornsl recrultment 1s necessary and
the basic salary is not adoquate to attract
candidates.

/iii) “'clophonists

=
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Telcphonists

(iii) “le have found a variety of gradings for this
type of post in most departments of the scrvice
throughout the East African torritorics. Thesc
gradings, which renge from the minimum of the
present clerical eand analogous scale, viz. £48(77)
to a meximum of £5.0(729), are to some cxtent
o goverued by questions of sccurity as well as by
the size of the switchboard operated. A uniform
grading structurc is put forward in paregraph
for use in the Posts and Tclecommunications
Department, and we suggest that the gradings
finelly adopted by that service should be followed
for cquivalent duties in other departments, duc
regerd being had to sccurity considerations.
We fecl confident that the Postmaster General will
be happy to give guidance in this mattor. 1n
the meantime, we have marked all such posts
"Regrade" with a refercnce to this paragraph,

Entry points and rccruitment qualifications

(iv) Jc assumc that the Posts and Telecommunications
Administration will conform to the rccommendations
on these matters that we put forward for
application to Rast Africa gencrally,

Zoanzibar

The Post Office in Zanzibar is o small
dopertment, the telephone service being separatcd from the
Post Office and forming part of the Public orks Department.
/e have no special recommendatiens to meke in regard to it
and the proposals thet we put forward with regard to salaries
will be found in Appendix .
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CHAPTER XYVIT

E \ST AFRICAN RATILWAYS AND hAR“OU?o_ﬁTMINTqu}TIQN

Gsneral
€06. Sinre the Report of the 1947-48 Commission was
iscued, the East African Railways and Harbours Administration

has beooms a self-contained and self-financing organisation
within the East Africa High Commission. The following
removks of the 194,7-48 Commission (paragraph 335), indicating
their general approach to the question of the salaries of
Railwnyvs and Herbours staff are no less valid today and have
govern=d ocur consideration of this organisation:-

¥,.... Wwe could not fall to recognise that the staff of
the Railway stands in a special position as compared
with the Kenya civil service generally e.ccceesceocns
in that it is laid dovwm in the Railway Ordinance, 1937,
that the Railway was to be "administered on business
princiyles, dus regard being had to agricultural and
industrial developzent in Kenva and Ugunda by means of
cheop transport”. It will be seen that in some respects
our recommendations are abt variance with those which we
make in regard to the civil services generally. These
differences rest on the peculiar circumstances of the
Railway."

These "peculiar circumstances" are threefoeld:-

Short scales

(1) As an administration organised on commercial lines,
the East Af'rican Railways and Harbours
Administration, while conforming broadly to the
general cuvil service pattern as regerds its super-
scole poshs and its Officer and Assistant Officer
grades, finds it necessary to grade its Junior
Service in a series of short ascending scales which
sherply evaluate the different degrees of
responsibility and skill required by the posts in
this group.

However, as the Scales in the Junior Service are
now on a racial basis (Buronean Scales 9, Asian
Scales 11 and African Scales 9, or 29 in all), and
as the Railways and Harbcurs Administration has
adopted the principle that racial scales shall be
replaced by a system of grading by responsibility
rather than by race, the opportunity has been
taken to reduce the present 29 racial scales down
to 14 mon-racial scales, arranged in three
divisions, including one scale in ecach division for
Juniors or Probationsrs, plus three fixed salary
points in the Executive or Senior Division. These

/scales, although
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scales, although in sherter segments to mark
divisions of responsibility, do in fact
correspond to the range of scales applied to
the public service generally, allowance belng
made for the point with which we deal in the
following sub-paragraph that the staff of the
Railweys and Harbours Administration enjoy
free quarters. That is to say, the minimum
salary in Division III, £84, corresponds to
the mirimum of E6, £90, while the maxirum of the
FExecutive Division (£1224) corresponds to the
maximum of the Civil Service Scale C1(£1320),
account being taken of the abatement of the
Railway scales in respect of free quarters.
The incremental Jumps in the scale: which we
have agreed with the Railways and Harbours
Administration, although somewhat different
from those recommended for the civil service,
are roughly equivalent. Generally they are
characterised by a Jump of one increment
between each segment of the two lower
divisions and a Jump of roughly two increments
between each segrent in the two senior
divisions.

quarters

(i1)

As stated above, the staff of this Administration
enjoy free quarters or an allowance in lieu. We
have accordingly abated the salaries recommended
for the staffs of the Administration by an amount
equivalent to the revised rent charge

recomunended by us for the civil service
generally.

Pensions and provident funds

(131)

Present conditions provide fcr non-contributory
pensions for professional staff - that is Assistant
Officer, Officer and supcrscale posts, and con-
tributory pensions involving a contribution of 5%
of emoluments in respect of all posts in the
present Junior Service except Divisions IIIA, IIIB
and IV on Scale C, which are on Provident Fund
terms requiring a contribution by the employee
equivalent to one-twelftn of salary. These
conditions accord generally with the reconmendations
of the 1947-48 Commission. We recommend, however,
in paragraph 487 that the whole of the graded

staff in the civil service from the lowest grade
(86) upwards e given non-contributory pension
conditions. As it is also our objective to
preserve gencral equivalence in conditions between
the Railways and Harbours Administration and the
rest of the public services, it follows that either
the whole of the Railways graded staff (i.e. Junior
Service as well as the Senior Service) must also be
Ziven non-contributory pensicnable conditions or,

/if not,

o
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if not, that their salaries mst be adjusted to
allow for the contributions that will be payable.
There are arguments in favour of either course, as
the 1947-48 Commission points out. On the whole,
however, as the Railways and HarboursAdministration
now considers that uniform pension conditions are
very desirable, the balance appesrs to tilt in
favour of non-contributory pensions for all graded
staff, and we ‘have constructed our scales on that
assumption.: Should the Administration, on turther
consideration, come to the contrary conclusion,

then it will be necessary to adjust the scales
proposed for the Junior Servizce to allow for the
amount of the contribution (i.e. an increase ot
roughly one-twelf{l: in the case of the Grades X and
XTI and the Junior/Probationer grade of Divisicn III,
and an increase cf 5% in the case of the rest of the
taff up to the top of the Executive Division). So
or as the Executive Division and Division I are -
ncernad, an increase of 5% on the basic scales

1 also involve a corresponding augmentation of
the induscement addition.

S
o
e
~~

Loe

Jest of living allowances

607. As foreshadowed in pavagraph 108, it is necessary

to give some account of the history of the cost of living
allowances paild by the Railways and Harbours Administration to
its steff from tine to time. As this stafi serve in all

three mrainland territories in East Africa, the Administration
evolved a compromise which was fairly uniform throughout their
service and at the same time stood in reasonable relation to
the rates paid.by the Government of each territory. As
regards the higher ranks of the graded staff, the rates since
1952 have been unirorm throughout the service and in con-
formity with the rate of cost of living allowances granted

by territorial administrations, i.e.:-

With effect from Percentage of Maximum allowance

salary per annum
1lst January, 1952 25% £250
1st August, 1952 30% £300
1st September, 1953 a5% £350

The Administration has, howcver, since 1952 adopted broadly
the principle followed by Kenya of paying a higher cost of
living ellowance to the lower income groups than to others.
This has been efiected by the use of the device of a
minimum allowance for its lower paild gradea staff, viz:-

With effect from lst Janmuary, 1952 - minimum rate of
allowance £27 per annum

With effect from 1st August, 1952 - minimum rate of
allowance £33 per annum (increased to £36 in
Tanganyika from lst April, 1953 and in Kenya
and Uganda from 1lst May, 1953).

/In the
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In the period before 1952, on the other hand, 15% on all
salaries with a maximum of £150 per annum was granted in
all three territorial sections as from lst January, 1951

and 20% with a maximum of £200 per annum as from

1st July, 1951. An allowance of 5% on all salaries with
a maximum of £50 per annum was also granted in all three

territories to cover all claims in respect of 1950.

608. The history of the cost of living allowances
granted to African subordinate staff has been much the

same as that of the graded staff, as will be seen from
the following table:-

AFRICAN SUBORDINATE STAFF (ALL RANGES)

Rate of Cost of Living Allowance With effect from
20% 1. 1.1951
20%

(Sh.3/~ a month added to basic 1. 7.1951

pay in Kenya and Uganda and Sh.l/-
in Tanganyika so that cost of
living allowance would not form

too high a proportion of total
emoluments )

20%
(Further additions varying from 1.12.1951
Sh.3/- to Sh.11/- a month,
according to grade, made to basic
pay in all territories because of
Kenya's decision to raise to 40k
the cost of living allowance pay-
able to this class of staff)

25% , 1. 1.1952
33-1/3% 1. 8.1952
L%
(In Tanganyika only - Sh.2/- per 1. %.1953

month alsc added to basic rates
of Subordinate grades H,G,F,and E )

LO%
(In Kenya and Uganda sections) 1. 5.1953

The main difference lies in the facts that subordinate:

staff have been granted a rather higher rate of cost of
living allowance (5% being the difference at the present

time), and that there has also been some upgrading of their

basic wages. Our salary proposals take account of the
higher rates of cost of living allowance which have been
paid to the lowest income groups, and seem to us adequate

for the Railways and Harbours staff.

/609.

———
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General principles of the recommended
salary structure

609. Although the application of the principle may not
always be without dirficulty, the Reilways and Harbours
Administration accepts the principle of abolition of the
present racial scales and substitution of grading by
risponsibility. The Administration fu -ther agrees that
gradings of posts should be fixed by common standards of
responsibility, so that employees of &ll races may have the
opportunity of rising as high in the ’‘service as their
abilities will take them. It is also agreed that the
principle of the inducement additiogq as enunciated
by us in Chapters V and VI shall apply to Railways and
Horbours salary scales, so long ag/ it may be necessary to
T e e W JBYTTACE Staff from optsidieTast Mirica. The scale of
indUcement addition proposed f£ofr the Railways and Harbours
staff, which ic set out in detail in Appendix s 18
equivalent to that recommended for other services in East
Africa, allowance being made for the fact that the Railways
and Harbours scales are abated to take account of the free
quarters enjoyed by that staff. Certain difficulties,
__--which are inherent in the application of the principle of
- non-racial scales so far as this Administration is
concerned, apply almost entirely to the present Junior
Service and we refer to them in detail later when we come to
that service in paragraph €16 ot this Chapter.

Present structure of salary scales

610. The staff of the Railways and Harbours
Admiristration are at present divided into the four
following classifications:-

(i) Superscals, comprising troadly the General

Management, Heads ol Deparvments and their Chief
Assistants, and Senior District Officers.

(ii) Senior Service, comprising Officer and Assistant

Cifilcer grades on various segments of a long
scale:-

£590(796)x30-710(EB)x35-920x40-1040(1390)

As an exception to the above, Assistaunt Engineers
(Civil) have a slightly different scale which is
one year shorter:-.

£590(796): 590: 650x30-680: 750x30-790(EB)
x35=-920(PB )x40-1040(1390)

A superior segment to both scales runs
£1080(1430)x40~1200(1550)

Officer Grades. District Officers are on the
segment £1060(1430)-1200(1550): Senior Port,

-
b
Lake Marine
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(iv)
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Take Narine, Accounting and Stores Officers
are on the segment £1000(1350)-1120(1470;,
while Commanders of Lake Steamers and Harbour
Masters have the segment £960(1296)-1040(1390)-

Assistant Officer Grades. Assistant Officers
normally procced up the scale to a meximum of
£1040(1390) except that Assistant Officers in
minor departments, (including Pilots, Marine
Officers snd Engineers) proceed to a maximum of
£920(1242), while Senior Assistant Officers in
those Depaf¢n@nts are placed on the segment
£960(1295)-X040(1390). Chief Engineers,
liarine, havel a special scale £960(1296)-
1000(1350). “Chere hes.bgen for many years &
Cadet Grade for\this service but conf®i& (8 =~
the Civil, Mechanical and Elecirical Enginecering
and Traffic grades. The present Scale is

£500(675)x30-590(796) .

Junior Service

As indicated in paragraph €06(i) above,
this service consists of three racial scales:-

Scale A (or the European scale) extending
by 9 segments from £325(439) as a minimum to
£1100(1450) as =2 maximum.

Scale B (or the Asian scale) containing
11 different scales from £174(235) as a
monimum to £660(891) as a maximum.

Scaie C (or the African scale) containing

9 different scales from £72(108) as a minimum
to £516(697) as a maxirmun.

The Junior Service contains all categories of
graded staffs, and comprises all types of
upervisory and skilled staff from Senior
Station Masters and Building Superintendent
dovn to Junior artisans, clerks, points
headmen and gangers.

The full present scales are given in
Appendix -

Subordinate Service

This service, which ranges from unskilled
labourers to semi-skilled ertisans,forms
approximately 80/ of the Administration's
total staff, and their wages represent nearly
LOk of its total wage and salary bill.

The existing salary scales for this
service are as follows:-

/Grade D

pe et
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Kenya & Uganda Tenganyika

Shillings a month Shillings a month

Grade D 90(126)x5-115(161) 90(126)x5-115(161)
Grade E 6..(90)x4~100(1L0) 54(76)x3-87(122)
Grade F 55(77)x3-82(115) 54(76)x2-61.(90)
Grede G 50(70)x2-66(92) L7(66)x1-53(5)
Grade H 40(56)x2-60(84) 32(45)x1-48(67)

Starting salaries in Grade H vary from place to place, and
in large towns may be up to 6/- a month or even more above
the mininum of the scale. Local allowances are paid in
acddltion to basic salaries at lMombasa, Nairobi,
Dor-es-Salaam, Tenga and a number of other townships in
Tanganyika.

Provnosed structure of salary scales

Superscale posts

611. Our general recommendations in regard to the
salaries of thzese pusts are as follows:-

Group Grade Present Proposed
salary - salary
£ £
1. General Manager 3,500(3850) * 3800
2. Deputy General Manager 2,600(2950) 3000
3, Chief Assistant to )
General Manager )
Chief Engineer )
Chief Commercial )
Superintendent ) 2250(2600) 2600
Chief Operating )
Superintendent )
Chief Accountant )
Chief Mechanical )
Engineer
Chief Ports Manager ;

« Increased from £3100(3450) in 1953.

/e
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Group Grade Present Ereposed
salary = selary
£ £
. Assistants to Officers in)
Group 3 )
Chief Establishment )
Officer )

Port Manager (liombasa) — )1900(2250)
Ports Assistant to
General lManager
Stores Superintendent )
Regional Represcntative )
(Tanganyika) )

2200

e e

Construc?ion. Engineer 1700(2050)
(restyled Acsistent chief
Engineer)

Nt e e e NN NN AN NN

5. Construction Engineer
(Harkbour Development)
Works Engineer
Planning Engineer
Senior Marine Officer
Assistent to Chief
Mechanical Engincer
(Technical)
(Present occupant has
personal right to be
graded in Group L4)

1500(1850) 2000

Senior Mariae Officer
Assistant Stores
Superintendent

1300(165C

A

N NN R N N A S L N N e S g
R N N N N s

/District Officers
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Grade Present
salary
cr scale
£
District Officers(Grade I)

District Engineer I

Design Engineer

Liaison Engineer

Architect

District Traffic
Superintendent I

Assistant Superintendent
(Read Services)

Senior Merine Engineer

Revenue Accounbant

District Mechanical
Engineer T

fenios Mechanjcal Engineer
(Motive Power)

District Motive Power
Superintendent I
Works Manager

Principal Welfare Officer 1200(1550)

1300(1650)

N e e N N e A N NN NN N N
R T I I N e e

Administrative Lssistant I )

Assistant Chief )
Establishment Officer ) 1080(1430)-
Pert Manager (Dar-es-Salaam)) 1200(155Q))

Senilor liarine Engineer )

Proposed
SaLary

£

1872

6B

District Officers(Grade II)

District Accountant 1200(1550)

Administrative Assistant II
District Engineer II
Bridge Ingineer

Signal Engineer

Plant & Workshops Engineer

N e et A N

Estates & Rating Surveyor 1080(1430)-
District Traffic 1200(1559)

)

)

)

)

)

)

)
Superintendent II )
Assistant Superintendent )
(Hotels ard Catering) )
Road kotcr Engineer )
District Mechanical )
Engineer IT )
District Motive Power )
Superintendent II )
Works Manager II )
Electrical Fngineer )
)

)

)

)

Engineer i/c. Lake Kioga

District Stores
Superintendent I

Senior Harbour laster

1000(1350)-

)
)
)
)
)
)
)
)
)
)
)
;
1120(1470) )

1752

/6C



Group Grade Present
salary salary
or scale
£ £
6C District Officers(Grade III) "
Engineering Accountant 163
Works Accountant 1000(1350)-
Senior Accountant 1120(1470)

2784

District Engineer III
District Traffic
Superintendent IIT
District lotive Power
Superintendent IIIL
Cormander (Marine) 960(1256)--
1040(1390)

NN N N P T P i, N e

Tarbour MMaster

Administrative Assistant III 1080(1430)-
1200(1550)

)
)
)
)
)
)
)
)
)
)
)
)
%

Proposed

Note :

612.

The principle of inducement pay will not operate
in connection with the above superscale salaries
(see paragraph 418), but they will carry a cost
of living allowance equivalent to 10/% of the top
of the long scale as applied to the Railways and
Harbours Administration, viz. £152. 8. O per
annum. Allowance has been made in the salaries
recommended for these grades that rent free

housing is provided by the Railways and Harbouxrs
Administration.

The main point for remark on the reccmmenda-—

tions avove is that we have accepted the recommendation
of the Administration to take out of the long Scale the
Officer grades described in paragraph 610(ii), and have
proposed the creation of three grades of District

Of ficer

at the superscale level:-

(1) Senior District Officer. -

At present superscéle at £1300(1650)

(2) District Officeir - Now on the segient

(3)

£1080(1430)-1200(1550)

Minor District Officer - MNow mainly on the

segment £1000(1350)-1120{1470)

The principal reason for this recoummendation is that the
ropid development of the Railways and Harbours organisa-
tion has increascd the responsibilities of both the Officer
ana the Assistant Officei grades to such an cxtent as to

/necessitate in

1
l
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necessitate in the Management's view the extension of the
scale for Assistant Officers to the present maximunm of the
District Officer grade and the consequential elevation of the
District Officer grade to superscale rank. The proposal

.conforms to Railways practice elsewhere in Africa, and is

calculated to remove recruitment difficulties which the
Administration has experienced under the present system.

613, The opportunity has also been taken to upgrade
certain posts mainly in the Lake Marine and Port sections
which, in the view of the Management, are at present under- .
graded. The grade of Administrative Assistant, which is now
on the top segment of the long scale should, in the view of
the Administration, be upgraded and divided into three grades
correspording to the three grades of District Officers. We
concur in these proposals.

Group A (formerly Senior Service)

614. This group of posts, which covers the professional
grades of the service will, as stated above, in future
comprise only the present Assistant Officer grades. The long
scale is broken into four segments, including that for Cadets
or Junior Assistants, but as there is one common establish-
ment the risk of stagnation is averted. This group is at
present designated the Senior Service, the non-professional
group being called the Jurior Service. As there is a certain
emount of overlapping between these services, the maximum
salary of both being identical, the Management recommend the
abolition of the present method of nomenclature and suggest
that the Senior Service be restyled Group A and the Junior
Service Group B. We support this recommendation. :

615. It is the intention of the Administration that the
Cadet or Junior Assistant scale shall apply to all Departments,
and that it shall be used either for training serving staff
recomnended for promotion to Senior Officer status or for
training candidates recruited for Senior Officer posts from
outside the service. Direct entry to the cadet grade will not
be confined, as at present, to Europeans, but will be open to
Asians and Africans - in particular graduates of Makerere
University College - with suitable qualifications. Candidates
from the United Kingdom for appointment to the Cadet grade
will continue to be selected by the Secretary of State. Local
candidates whether from within the service or from outside
will be selected by a special committee to be constituted
within the Reilweys & Harbours Administration.

The present and proposed scales are as follows:-

/Assistant Officers
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PRESENT SALARY SCALES

Assistant Officers in Major £590(796)x30-710(EB)x35~
Departments 920(PR )x40-~1040(1390)

Assistant Officers in Minor £590(896)x30-710(EB)x35-
Departments 920(1242)

Assistant Engineers (Civil) £590(796): 590: 650x30-680
£750x30-780(EB )x35~-

920 (PB)x40~-1040(1390) r
Cadet-Engineer £500(6752: 530: 560:
590(796,

PROPOSED SALARY SCALRS

Assistant Basic Inducement - Total with

Officers Pay inducenent pay 1

Segment I  £1089(1198)x45-  £282(310)x6~- £1371(1508)x51~ l.
1224 (1346) 300(330) 152,.(1678)

Segment II  £927(1020)x35- £252(277)x6~  £1179(1297)xk5-
104 (11.48) 270(297) 1315(1445)

Segment III £789(868)x33~ £228(251)x6~  £1017(1119)x39-
886(977) 2,,6(271) 1134(1247)

Cadet or £579(637)x30- £186§205;x6- £765(842)x36~

Junior 729(802) 216(238 945(1040)

Assistant

Group B (formerly Junior Service)

616. The present scales and cur detailed recommendation
for thi new salary structure of this Group are set out in
Appendix . As stated in paragraph606(iwe have replaced

the 29 racial scales now prevailing in this service by

14 non-racial scales arranged in three Divisions, including
one scale in each Division for Juniors or Probationers, plus
three fixed salary points in the Executive or Junior
Division. In order to fit in with organisational require-
ments this Service is graded into a series of short
ascending scales which closely evaluate the different
degrees of responsibility and skill demanded of the posts

in this Group.

617. The classes of posts to which these scales apply - |

demand meny different kinds of qualifications and
experience and cover a wide variety of duties, comprising
all categories of supervisory, technical and skilled staff
from Senior Station Masters, Building Superintendent,
Works Assistants, Workshops Foremen, Inspectors and Senior
Clerks, to locomotive staff, guards, ticket examiners,
points hecadmen, gangers and artisans.

/618.
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618. The Administration contemplates that there will be
two means of advancement for serving staff, either:-

(a) through the grades in the normal way, or

(b) by selection for accelerated promotion from
Division I to the Cadet Grade or from Division II
or III to Division I or II, via the
trainee/probationer grade.

Ve welcome this system of advancement, which is in line with
that which we recommend for the civil service.

619. Educational qualifications for direct entry into
the various Divisions are in line with those recommended by
us for the civil service; in particular, the ncrmal
educational qualification for direct entry into Division II
will be the Carbridge School Certificate, and into

Division I the Higher School Certificate or a hizh standard
rass in the School Certificate, or a Makerere College degree
of a standard not considered sufficiently high for the Cadet
Grade in Group A. In view of their special requirements the
Administration will set up its own Selection Boards for
direct entrants into the higher ranges of this service, in
order that full weight may be given to qualities of
character and vpersonality as well as to academic
gqualifications.

Difficulties in the application of non-racial salary scales

620. As pointed out in paragraph 609, there will be some
transitional difficulties in the present stage of development
in East Africa in the application of the principle of non-
racial scales. Although in certain fields {e.g. Clerks and
Station Masters), reasonable channels of promotion are
present in all the three present scaies A, B and C, and these
channels are readily convertible into appropriate segments of
the new scales, in other fields the prescnt scales B and C

ao not include provision f'or semi-supervisory or supervisory
posts. It will, therefore, be necessary to make provision
for proper channels of promotion to such posts, even though
it has not hitherto been the practice tc employ non-Kuropean
staff in supervisory capacities in these fields., It has for
example not beer the practice to employ non-European
locomotive drivers as Locomeotive Inspectors, nol~European
clerks or Station Masters as Traffic Inspectors, Asian
artisans as Foremen or African artisans as Ieading Artisans,
Chargehards or Foremen; and although in other cuses pro-
vision has been made for non-European supervisory posts,
(e.g. permanent way staff, where provision exists for Asian
and African posts of Permanent Way Inspector, etc.), this,

in some instances, has been done more to provide for staff
serving in those grades at the time of the last salaries
revision than to provide definite channels of promotion for
staff serving in lower grades. The adjustment of
establishments, so as to create these channels of promotion
and the training of non~European staff in the technique of

/supervision, will
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supervision, will take time; and it is important, if
the experiment of a non-racial structure is to succeed
without detriment to the development of the Railways
and Harbours and their safe and efficient operation,
that the process of adjustment should not be hurried
unduly. '

Drivin~ staff and Ticket Examiners and Collectors

621, Special difficulties will apply to these
grades owing to the desire of the Administration to
meintain, for the time being at arny rate, the policy
of employing a proportion of each of the racial groups
in BEast Africa on its driving and ticket examining
staffs. As long as c¢his policy is mainteined it will
be necesssary for the Administration to offer starting
salaries at the levels required to attract candidates
of all races. t 1s the intention of the Administration,
however, to ensure that non-Europeans as well as
Europeans shall obtain accelerated promotion to the
higher grades in each of the above fields if their work
and ability Justify such a step.

622, The salary scales for the above staffs which
are set out in Appendix while identical in amounts
with those recommended for the rest of the Railway,
differ as regards arrangement irto divisions. This
modification arises from the different methods of re-
cruitment and the types of training experience and
skill required of these staffs.

Artisans telow the supervisory level

623, The different channels of recruitmert and
types of training and experience required for artisans
necessitate some modification of the salary structure
and recruitment and promotion arrangements proposed for
the normel Group B posts. While the standard salary
sca’zss arc applied to artisan grades, the scales arc
not grouped intc divisions in the same way as for the
rest of Group B ~ see Appendix

As far as promotions are concerned it is intended to
adopt, in the case of artisans below the grade of
Ieading Artisan, a system of promotion based on
individual skill in view of the difficulty of
classifying posts of artisan acccrding to
responsibility. The gencral outline of this system
will be:-

(2) trade tests will be laid down for each
grade of artisan in each trade which will
be keyed in to the standard trade tests now
being evolved on an East African basis by
the Labour Departments;

(b) promotions from grade to grade within the
artisan scales will be determined by

/(1)
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(1) the employee passing the trade test for
the next higher grade, and

(i1) the employee's past reccrd and his
ability, as assessed by past performance,
to maintain the standard of output and
accuracy required in the grade to which
he is to be promoted.

It will be seen that promotions will not be solely
dependent on the passing of trade tests, as these do not
always accurately measure the employee's ability to maintain
the required degree of skill at the rate of output required
in actual work. In addition trade tests can only be framed
in a gererel way, and cannot alweys take into account the
many, and varied kinds of skill required in a major industrial
undertaking like the Railways and Harbours Administration.
For these reasone it is essential in considering promotions
of artisans to pay regard to the individual's past record and
performance as well as to the passing of trade tests.

62L.. Recruitment of artisans will continue to be effect-
ed, as now, either direct or throush the apprenticeship
schemes. Staff recruited direct as skilled artisans from
outside the service may be placed at a point in the scales
appropriate to their degree of skill, which will be
established partly from the trade testing certificates, if
any, which they hold, partly from references and partly by
tests appliea before they are offered appointment which
would be on the lines of the suggested trade testing
procedure. Recruitment through the apprenticeship schemes
may be a little more difficult to administer than under the
vresent arrangements, since, if all apprentices were brought
in a¢ the salary levels applicable to the lowest level of
apprentices, there would be no possibility of obtaining
candidates with higher educational qualifications whom it
will still be necessary to recruit.

For this reason it appears necessary to have three
classes of epprentice, on the lines of the three classes of
trainee/provationer for Divisions I, II and III respectively
in the clerical and general service. The lowest class of
apprentices will be equivalent to the Division III
trainee/probationer, the educational standard required being
as it is for the present African apprentices. Such
apprentices on ccompleting their training will be placed in
the artisan scales at a point commensurate with the degree
of skill they have obtained. Above this there will be a
class of apprentice whose position might be taken as
equivalent to the Division II trainee/probationer and for
whom similar educational qualifications, i.e. the Cambridge
School Certificate, will be laid down. The training for
this class ot apprentice would be of a rather higher
standard with a view to their attaining a degree of skill
sufficient to Justify placing them on completion of their
training into one of the intermediate grades of artisans
or into comparable technical posts, €.g. in the Drawing
Office.

/625.
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625. The highest class of apprentice would be
equivalent to the Division I trainee/probationer, and
the training in this would be primarily designed to
produce fully qualified artisans in particular trades
who were capable ol filling supervisory posts or
technical posts such as draughtsmen. Suitable
candidates of all races would be considered for this
type of training, both those applying from outside the
service and those already serving in one of the lower
categories of apprentice or artisan. As far as direct
recruitment is concerned, however, it is doubtful
whether higher educational qualifications could be
insisted on than are proposed for the intermediate
class of apprentice, and selection would, therefore,
have to depend almost entirely on the candidate's
personal qualities as assessed by interview. On
successiul completion of their training, apprentices
in the highest categovry would normally be placed in
the Ieading Artisan scale, their line of promotion
then being through the grades of Chargehand and
Foreman, but those who showed aptitude for design
work would be posted to Drawing Office or similar work

and would progress in the service through the grade of
Draughtsman.

Group C (Subordinate Service)

626. As a result of our enquiries, we are satisfied
that the range of remneration proposed at paragraph 147
for subordinate employees in East Africa generally will
ade quately meet the needs of the subordinate service in
the Railwaye and Harbours organisation. We recommend
therefore that the ranges of remuneration proposed at
paragraph 147 shall apply to the Railways and Harbours
subordinate employees subject to the follcowing points:-

(i) The standard ranges, which run from a minimum
of 8h.60/~ a month with quarters (Sh.69/-
vithout quarters) to a maximum of Sh.189/- a
month with cuarters (Sh.198/- without
quarters) plus the local allowance where
apnliceble, will need aegmentation into four
or five segments on the lines of the present
subordinate grades D t2 H. This vask we leave
to the Administration, but as we are advised
that the present overlapping system of
segmentation tends to blur the fast that
progress from one grade to another is a
promotion because the employee at times fails
to receive a reasonable increase in promotion,
we wish to reccrd our support of the
Administration's view that at this level a
sensible increase of pay on promotion is
generally desirable. In this connection we
also invite attention to our remarks ot
paragraph 138.

/(i)




(i1) Subject to our observetions in paragraph 1323, we
see no objection to the standard minima of Sh.60/-
or Sh.69/- 2 month being lowered in very remote
areas at the discretion of the Railways and
Hexbours Administration.

(iii) The local allowance which we recommend is tapered
off from Sh.1€/- a month at the minimum until it
disappears when the wage reaches Sh.135 a month
with quarters (Sh.lhL/- without quarters). Sub-
ordinate grades in the Railways and Harbours
Administration now receive a lcocal allowance,
varying from Sh.6/- a month at Nairobi or Mombasa
to Sh.5/- at Dar es Salaam and Tanga and Sh.3/- a
month at a number of towrchirs in Targanyika.
There 13 no urpper salary limit for the existing
allowances, which may be held as an addition to
the maximum of Grade D, i.e. Sh.115/- a month

(161/-~).

The existing local allowances should, of course, be
replaced by the new allowances; the Jdisoppearanceof the new
allowance at and after the Shs.155/-(basic with quarters)
point in the new range is more than compensated by the
total increase in remunceration. This increase is, in our
view, adequete for the Railways and Harbours subordincte
service as well as for ths corresponding grades in East
Africa generally.

(iv) We understand that the Railways and Harbours
Administration intends to increase its nminimum
house allowance to Shs.l10/- a month in Kenya and
Uganda and to Shs.8/~ a month in Tanganyika. In
that event, our recommendations in paragraph 137
will cpply.

Retiring bencfits, leave and other conditions

£ N e
Ol servaice
e s

Retiring benefits

627. Allusion has already been made to one facet of
this question in paragraph 606(iii) of this Chapter, where
we recommend a uniform system of non-contributory pension
conditions for the whole of the graded staff of the
Peilways and Harbours Administration -~ a recommendation

5 in line with our proposals for the public services
geverally din Best Africe. The Rallwgys Adminaszrabics
while strongly supporting a uniform system of pension
conditions for all their graded staff, had under considera-
tion a scheme of contributory pensions for that staff, the
intention being that the salary scales of those grades for
which non-contrivutory pensions are now proviued should be
increased by an amount equivalent to the contribution

vhich the off'icers concerned weuld be required to make,

The effect of this would clearly be to give these olficers
the advantages of a contributory pension scheme at no cost
to themselves; and since their salary scales are rclated,

which i

Lot fa L
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account being talken of the provision of free quarters,
to the scales of officers of corresponding grades in
the civil services, to give them superannuation
advantages over the latter. This we are not prepared
to recommend.

628. To those grades now on Provident Fund terms
who would change to a non~-contributory pension scheme
under our proposals, our recommendations in this

context as set ouvt in paragraph 478 of Chapter XXII
would apply.

629. For the rest, we take the view that in the
conditions prevailing in East Africa there is no good
ground for differentiation in retiring benefits as
between Railways and Harbours staff's and other
Government staf'f. Our recommnendations on this matter
as set out in Chapter XXII should apply also where
applicable to the Railways and Harbours organisation,
and in particular our propcsals for the improvement
of the terms under which gratuities for subordinate
service staff are calculated.

Leave and passages

630. Our general recommendations on this subject
as set out in Chapter XXII are in line with the desire
of the Railways Administration for uniform leave
conditions throughout its organisation, subject to
minor variations to meet differences in climatic
conditions., We see no reason why these recomunenda-
tions should not apply to the staff of the Railways
and Harbours end have, therefore, no special
recommendations to make here as regards the amount

of leave allowed or the length of btour or the
conditions wnder which the cost of passages are
allowed.

651 A claim was made to us that as civil
servants gencrally do not retain quarters while on
long lcave outside East Africa, and therefore escape
any deduction from their salaries on account of rent,
the Railways and Herbours staff eare at a relative
disadvantege in that iheir saleries are abated in
respect of free quarters while on long leave and no
compensatory allowance is granted %o them. It must,
however, be remembered that the value of free
quarters in the case of the Railways staff is at
present reckoned at 15/ of salary for purposes of
calculation of pensicn, whereas their salaries ags
recommended by us have been generally abated for

free quarters by only about 84. At present the
abatement, as compared with civil service salaries,
is of the order of 10%, and we have to this extent
ircreased the advantage which ¢he Railways and
Farbours ofricer enjoys over his confrere in the
civil service as a result of the privilege of

/rent-free quarters.




rent-free quarters. Clearly in these circumstances there
is no case for removing the existing disadvantege which he
suffers as a result of his enjoyment of this privilege, but
on the other hand there would appear to be a good case for
reviewing the value at present given to free quariers in
the calculation cf superanmuation benefits, at least in =o
far as new recruits to the service are concerned., We might
edd that while we have eccepted the stasus quo in so far as
the provision of free quarters for the stafT of the Railways
and Harbours Administration is concerued and have con-
structed our proposed scales of salary for its staff on that
hasis, we are not ocurselves convinced that the
Administration should not fall in line with the practice
obtaining in the civil service generally in that respect,
and consider that the ultimate solutior will purohably lie
in thet Adwinistration vaying the same levels of salary

as the civil service (though differently segmented to meet
departmental requirements) and charging rent for quarters
on the basis that we suggest in Chapter XXIII.

Grievances on the subject of abatement of salary in
respect of free quarters during long lecave would not then
arise.
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CHAPTER .ZXVIIT

CONVERSION ARRANGIMENTS

632. ¥e rocommend that every serving officer should
have the option of remaining on his prescnt terms or of
accepting ncew terms in full as from the datc or dates of
implementation. The optiocn should be exercised at the date
of implementation and should be irrevocable,

633, It is our intention that no officer's nct
emoluments on conversion under the ncw conditions shall be
less than thosc which he draws at present, account being taken
in both cases of addition to salary by way of cost of living
allowance and decduction for rent and Widows' and Orphans'
contribution, We have endeavoured to securc this by the
rules proposed in this Chapter, but if in an~ casc the rosult
is otherwise, we suggest that the difference should be
adjusted by the grant of a temporary allovance as may be
appropriate,

General Rulcs for Convcrsion

635l Some new scalcs arc of thc same length as the
0ld; not infrequently the new scale is shorter than the old.
In a few instances the new scale is longer. Qur gencral
method of conversion in each of these three cascs is as
follows:~

A, Vhere the new scale is of equal length to the old.

A point for point conversion has becn made according to
years of service in the grade.,

.B. Vhere the new scale is shorter than the old.

(i) Ve have calculated the gross gain at tho base
point of the two scales and at the topmost points, and
have graduated the conversion between these two points in
an upward or downward progression, as the case may bo.
Wherc the new scale contains an incremental jump and
the old one does not, we¢ have taken, as the basc point
for this purpose, not thc initial salary of the new scale
but the increment at which the jump is reccived. “here
the old scale also contains a jump, but at a later year
than the new, the corresponding year on the new scale is
taken as the base point,

(ii) 1In order to fit the old scale within the
shorter length ef the new scale, pairs of incremental points
in the former have been bracketed against one point in the
latter in such a way as to preserve the progression as closely
as possible. The formula governing the future incremental
dates in a bracket (which is adaptcd with acknowledgements
from the report of the Northern Rhodesian Salaries Commission
of 1952) is as follows:-

There two points in the old scale convert to a single
point in the new scale and such points arc merked with

a bracket in the Conversion Tables, officers will convert
to the new scale at the salary shown in the Table but
their incremental dates will be varied in accordance
with the following rules:-

(a) An officer who at lst January, 1974 was
receiving the lower of the two old salary rates which
convert to one new point will, as at lst January, 1984
convert to the revised salary shovm, end one-half of

/his service
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his service on that old selary prior to lst Januvary,

1554 will count towards his first increment in the
revised scale,

(b) In the case of an officer who at lst January,
198l was receiving the upper of the two o0ld selary
rates which convert to one point, he will be deemoed
to have served for one year at the lower of the two
old salary points. To this one year will be added
the actual period of service prior to lst Januery, 1954
on the upper of the two points and one half of the
resulting total period will count towards his first
increment in the revised scale,

Examples

(a) An officer who received £670(90Lk) per annum
ont the old scale £550-900 with effect from lst July,
1953, will at let Jenuary, 1954 convert to £948{1043)
per annum, At lst January, 1954 he has served for six
moanths at the lower of two old salary points converting
to cne point; one half of this period is three months,
which is the credit due to him for ircremental purposes

and he will proceed to £984(1082) per annum on
lst October, 1954,

(b) An officer who received £690(931) per annum
on the old secale £5£0-900 with effect from lst July, 1953
will at lst January, 195 convert to £948(10.3) per annum.
Ho will be allowed one year for service at £670 per annum
(or service he must be deemed %o have had at that salary);
to this will be added the period of six months served
on the upper of the two old salary points (i.e. £690)
giving a total of 1 year 6 months; one half eof this
total is nine months, which is the credit dus to him
for incremental purposes and he will proceed to
£981.(1082) per annum on 1st April, 195L.

Where the now scale is longer than the old

(i) The base point has been fixed in the same
way as in B above. The upper point has been fixed by
irking the year on the new scale corresponding to the
final year of the old scale, and the conversion is
graduated betwsen these two points,

(ii) Where an officer has served at the date of
conversion for more than a full year on the maximum
of the old scale, and is certified as fit to proceed
higher, the formula by which he comes onto the
additional points at the top of the new scale (again
with acknowledgemenis to the Northern Rhodesian
Salaries Commissinn) is as follows:-

/An officer who,

-
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An officer who, on the 1lst January, 1954

had been on the maximum of his old scale

(or a fixed salary) for more than one year and
would convert, in accordance with the appropriate
conversion taeble, to a point lower than the maximum
of his new scale, will be allowed to count

cue half of the period in excess of onec year
trwards bis next increment in the new scale, but

in no case will he be given more than one
nercment on this account.

e

635, We have assumed that every serving member
is entitled, subject to passing bars, to proceed to the
limit of his prescnt expectations; +that is to say, to
the point beyond which movement is a promotien to a higher
pest or grade as distinct from advancement over a bar
within his grade. Promotion to e higher post or grade
includes, for the purpose of this definition, promotion
to a nigher grade the cadre of which is fixed as a
percontage of a lower one or of the esiublishment as a
whole, Vhere a serving member's expectation as thus
defined, is less under the new scalc of his grade than
under the old scale (i.e. where the new scalc cnds at a
lowser point, account being taken of cost of living
allowance in cach case, than the oLd), we have provided
"shadow" gcales for conversion purposcs above the top
point of the new scale, The principles of these
shadow scales are:-

(a) Encugh corversinn points are provided to
cover the gross deficilency betwecn the top points
of the now and old scales.

(b) The incronontel reto provided for these
additional points is that which exists at the

top peint of the new scale; the officer will not

be entitled to any superior rate of increment which
may occur in the salary scale next above hls present
grade unlcss and until he is actualliy promoted to
that grade.

636. In cases whore we have marked an appointment
or grade to be regraded, shadow scales are provided
to enable an interim conversion rate to be paid pending
the appointment of serving officers to posts or grades
under the new grading.

637. A serving member whose salary is converted
in the first placs to a shadow scale, and who is
subsequently allocated to a post or grade the salary scale
of which has a maximum which is less than his present
cxpectations as defined above, should have the right to
continue to serve on the shadow scale and to earn
increments on it until he is promoted to a post or grade
in a superior scale, or until he retires from the service,
whichever is the earlier.

/Special Rules for Conversion
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Special Rules for Conversion

638. Contract ippointments. In the Appendices to
this Report we have not suggested new salaries for
appointments which are on contract or agreement. Ve ?
suggest that where the salaryv of such an

appointment is based on existing salary levels for

the pensionable establishment, the salary should

normally be converted in accordance with the conversion

table appliceble to thse relevant scale, In other ;
cascs, whether the salary is expressed as a fixed
figure or otherwise, we nmust leave it to the
adninistration to decide in each case whether any change
should bo considered in the existing terms of the
contract. We scc no reason, however, for revising
contract terms which have been fixed on existing

market rates in tho United Kingdom or clscwhcere,

639. Conversion of prosent "oxpatriate" scales. The
great majority of tho present scales which fall to be
converted onto our C, B or & Scales were deviscd by
the 1947-48 Commission as suitable for recruits from
overseas (sce quotation from paragraph 91 of that
Commission's Report in paragraph 50 of this Report).
They contain, therefors, the "expatriation" or, as

we have called it, the "inducement" element., Ve

are of opinion that there is no other practical

course than to convert every officer at present
serving on these scales to the appropriate salary
point on. the new scale inclusive of the inducemcnt
addition, and to rccommend that the officer shall
continue to be paid at the inducement rate until such
tire as he passes out of the range in which it operates,
If the alternative of converting the locally-born
officers onto the basic scales were adopted, the
principle thet no officer's emoluments shall be
decreaced on conversion would involve their being
given shadow scales high up in the basic salary rango,
with a mass of complications in the Stafr Lists and
Estimates for some years; and the scrting out of
officers into the two categories would add to the
considerable amount of work which the implementation
of this Report will cause. ‘Whichever alternative

is adopted, the rcsult in tems of the officer's new
emolunents would be very much the same; we have, therefore,
chosen the simpler course,

610, We nust add, hcwever, that there are some
present salary scales which in our opinion cannot be
regardcd as containing the expatriate element
Instances are:-

Kenya and High Commission

£575 x 25 - 700,

The Clerical 4 Scales for men and women.,

Tangagzika

£550 x 20 - 630 (Junior Service Superscale)

Uganda

Local Civil Service - Special Division (all grades)

/We regerd such scales
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We regard such scales as huving been devised essentially
for local officers; moreover, all of them fall into the
category for which we have recommended regrading. The
shadow scales allotted to them in the meantime are
expressed in terms of the basic salary range; but in
effect this method of conversion gives them broadly

the same as would convernion to & lower basic salary
plus inducement addition, and their futurc saleary
position is safeguarded by the provision in paregraph 637
above,

Cenversion of officers on
three-fifths salaries.

6Ll We have given special consideration to tho
case of these officers. 4Ls we sec it, the position is
that although the Govermment have announced their intention
to abolish the Three-Fifths Rule, they have not yet
stated what is to replace it; the officers will,
therefero, still be serving on their existing scales

when this Report comes to be implemented. Ve think that
it would be inconsistent with the rundamental

principles of our Report to make any other recommendations
then that thoy should be converted onto the apprupriate
new basic scale of their grade as if all their service

in the grade had been on that scale. Tor instance,

an officer serving on the starting poirt of the Three-
Fifths professional scale £330(446) - 792(1067) would
convert to the starting point of the basic Scale A,

i.e. £630(693) 2nd so on year for year; at the tenth
point £54.0(729) on the old scale he wculd convert to
£960(1056) on the necw,

642, We ary awaere that in consequence of the
Kenya Pclice Commission's Report two isian Assistant
Superintendsnts of Police serving on a three-fifths scale
are lixely to have been converted to the full scalse
recommended by the Commission for that rank, If this is
so, the position from our point of view s that these
officers will be scrving on an expatriate scale at the
time of implementation of our Report, and will, therefore,
have the benofit of tho arrangémqnt proposcd in garagrapﬁ 639
above. But we cannot regerd this as a grouna £or
recommending that all officevs now on three-fifths scales
should convert to the full inducement rate.

643, Conversion of women's scales. The rules which
we have adopted for the conversion of women's scales
which are four-fifths of the corresponding men's scales
at present are as follows:-

(1)  In respect of conversion %o the A(W) or B(W)
Scales, the present base point of the scale is laid alongside
the base point of the new scale, and conversion then proceeds
in accordance vith the general rules in A, B and C of
paragraph 634 above, For instance, the present four-fifths
professional scale for women is £496(670) - 1056(1406).

For conversion purposes £496 is laid alongside £630(693),
and conversion proceeds from that base up the A(W) Scale.

/(ii) salaries converted
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(ii) Salaries converted to the A(W) and B(W)
Scales are decmed to contain the expatriation
element, and are converted with the inducement
addition.

(iii) e think it vquitable that any woman
officer at present serving on an unabated scale
should convert to the A(W) or B(W) Scale as may be
appropriate, subject to ths proviso that she suffers
no loss in cmoluments thereby (see paragraph €33 ebove).

(iv) 1In respect of conversion to.the C(¥W) Scale,
conversion is to the basic scale without inducement
addition, the appropriate segments of the C(W) Scale
being applicd to the present scale,

Conversion of Nursing Sisters and Matrons
to the N Scale is in accordance with the general rules,
inducement additicn being incluced,

6Ly, Conversion Lo the B Scale. Grades now scrving
on tho broken profcssivusi sceoic £550-~:050 and
£1097-1230 (oo paragreph 224 ), and gazetted Police
Ufficers, have been zonverted to the new B Scale in
accordance with the general rules.

e have concidered the casc of serving
of ficers in services now remunerated on the full
professional scale to which we have assigned the
B Scals (sse paragraphs228-9).  Our recomaendation
is that these serving officers should be converted
to the B Scale, The latter is twenty-one years
long as compared with the twenty years of their
prescent scale; by the omission of one salary
point in the conversion, we have provided a
conversion table which is in accord with the general
rules of conversion in this Chapter and gives them an
appreciable benefit from the new scale(w).

645,  Conversion of the Scals £3.0-520 or beyond
Tn Fenya and the High Commiscion this scale is &
nine~-year one, with annual increments of £22.10,0d.
The outlet is into the common grade £550 x 20 -690 x
25 - 840-x 30 - 900, In the High Commission

the formor scale is knovn as Jl. In Targanyika
the scale is known as M12, and sxtends to £840 as
follows:-

£340: 3.0: 365 x 25 - 84;0. It is therefore
superior, in increments up to £690, to the common
grade £550 x 20 - 690 x 25 - &40,

In all threec administrations we have
marked this scalc "Regrade", and we assume that Kenya
and the High Commission will replace it in future by a
Training Grade (t» which it seems to approximate at -
present), and that Tanganyika will in future turn
the lower part into a Training Grade leading on *o the
appropriate grades on the C Scale. On these assumptions,
we have confined ourselves to providing a shadow scalc
for scrving mcmbers. The disproportionately high
incrocments at the lower end of the scale present a
difficulty; we have had to overcome this by teking

/<462(508)
(+) see Appendix
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£,62(508) asthe comparative base point for
£34:0(459) and £660(726) as the comparative top
point for £520(702), or £515(695) in Tanganika. (+)

Operatica of bars

646, If our recommendations in paragraphs &4-89

are accepted and implemented, it will take the administrations
sone time to set up the machinery to operate bars of the

Zind which we propose. They mey find it convenient,
thercfore, to lay down that until a date to be

appointed in tlie future, an officcr shall continue

to be subjecct to bars of the existing kind at the points

on the new scales corresponding to those at which they

are now placed on the old. From the appointed date, the

new bars would be substituted for the old in every scale,

Incremental datec

6L7., The incremental date of an officer will

not normally be changed by the conversion process except
under the rulss leid down in paregraph 634 above.

We suggest, however, that adninistrations which do not
already follow the practice may wish to evail themselves
of' the opportunity of this conversion to fix all
incremzntal dates at the first day of a month. This
practice saves a good deal of calculation for odd periods
of the month, We suggest that at the time of conversion,
all incremental dates be fixed at the first day of the
month in which chey now fall due, or will fall due

under the adjustment in paragraph 63k.

Ley-out of Appendices.

648, The Appendices to this Report contain
detailed scncdules of cach head of the Expenditure
Estimates (oxcept for the Railways and Harbours
Administration), giving present and preposed salary
scales together with reference to the relevant paragraphs
of the Report and to the Convoersion Tables, The
Converaion Tables are grouped as much as possible, but
the Commission have endesavourcd to provide separate Tables
or vhadow Tables in cvery case whoere a particular scalo
does not fell into a common group. Should there be any
omission, they hope that the administretion will find no
difficulty in constructing a table from the material
already available in the Appondices.,

(+) sece Appendix -
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CHAPTIR XXIX

DATE OF TiPLEMENTATION AND FINANCIAL IMPLICATIONS

649, We are particularly charged under our texms of

reference with the duty of making a recommendation on the

question of the date from which the new salary scales and other

conditions of service which we recommend should take effect.

650, One obvious objection to the back-dating of any

) salaries revision is that it involves the reopening on a very

large scale of transactions which have already been settled, and
in consequence much additional work for the establishment and
accounting officers of departments and also for the audit.
To mention but a few of the concomitant disadvantages, ncw
salary vouchers with their necessary book centries have to be
prepared for all public servants, and their net rcmuneration
under the old system deducted from whatever net remuncration

1 may be due to them under the new system. These vouchers have

| all to be checked and paymeont made. In addition, pcnsion
computations of officers who have retircd during the period

of back-dating have to be altered, and if the revision is

carried back into a previous income tax ycar, asscessmonts may

need revision. For these reasons alone we should have preferred

to recommend for the implementation of our proposals some dato

in the future which would have allowed time for consideration

of our Report by the administrations and the logislaturcs

concerncd before decisions on thom were put into force.

651, There are, moreover, in this Report a number of
proposals which cannot possibly be back-dated. For instance,

a very substantial amoun® of regrading o posts is involved which
will, in many cases, result in a.redisftribution of dutiecs.

This process of regrading will take time, and it would clearly be
wrong for an officer to draw the salary appropriate to certain
duties for a pceriod during which he did not porform them, or
receive remuncration appropriate to a particular grade for a
period during which that grade did not, in fact, exist. Again,
our rent proposals cannot be put into operation until Govermnment
quarters have been classified under our proposed platforms.

652, .ith all these considerations in view we made it
clee:r to representatives of the administrations concerned
immediately after our arrival in Hast Africa that, in our view,
‘ it should be the task of the adninistrations to maintain, by
\ means of cost of living allowances, the relation between the
; cost of living and the general level of remuneration of the
| public services during the period of our deliberations in order
\ to prevent our having to recommend the back~dating of our
| proposals on this account. We understood that this principle
‘ was accepted by the administrations, and in fact the rate of
cost of living allowance was raised in all the East African
territories in the sccond half of 1953.

653, Against these arguments, however, we have regretfully
to admit that the completion of this Report has teken us considerebly
more time than we had originally hoped. Further, the public
service had asked for a general revision of salaries ‘some
considerable time before we were appointed. Again, it has been
urged on us with some force during our hearing of evidence that
there has been, in the past, too much delay between rises in the
wage adjustment index and the implementation of increases in the

. rate of cost of living allowance to meet these rises, and that
some compensation is due to the public services on this account.
Some delay in this matter is clearly ineviteble (though we have
recommended in paragraph 117 of this Renort 4 way in which

\ /it should be reduced
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it should be reduced to a minimun), and we reject any claim
that we should recommend a calculated amount of componsation

on this account. FPinality must be reached at some time:

claims for back-dating of incrcaseg "

in the rate of cost of living allowance should be dealt

with at the time of the award. But all these considerations
taken together lead us to the conclusion that it would be unfair
to the public service for us to recommend that the
implementation of all our proposals should weait for some

date still further in the future.

254, ¢ have, therefore, decided to recommend to

the administrations conccrned that, from the point of view of
implementation, our proposals should bec divided into two parts.
This will, in any case, probebly bc morc convenicnt, as many of
our proposals will, no doubt, rcquirsc a substantial period

for considoration, So far as salarics, in vhich wo include
the inducement addition and our proposcd cost of living
allowance, arc concerned wo recommend implomentation as from
the 1st January, 1954, In all casocs where rograding of posts
will be necessary we have provided salaries for purposes of
immediate convoersion, and there should be no difficulty in
introducing new salariecs vhile at the same time, tomporarily
retaining other conditions of servico under cxisting
regulations, e,g. rental doductions in the form of a

percentage of salary. But as rcegards all our other
recommendations w. consider that they should be brought

into force with cffect from somc futurc date, aftcr the
necessary approval has beon given to them and such other
preliminary work as may be recuired for their implemontation

has boen dona. In this connoetion wo would remark that
it will not . necessaryfor the same datc to apply to all our
recommendations regarding future conditions of scrvice.

For example, therc is no reason why the samc date should
apply to our suggested systom for rental of quarters and

to our proposed lecave and passagc conlitions. But wu would
press strongly that it bc arrenged by inter-territorial
discussion that the same change in conditions of scrvice
should become cffoctive in all four East African territories
from the samc date. “his would also be desirable in
principle in the caso of the najor changes of structurc
resulting from the rcgrading of posts, but may not i prac~
ticec be possible, as the regrading process ney tako
different periods in the three mainland torritoriecs,

and therc is no reason why one territory should wait a

long time to implement its new structure after regrading .
is finished because the process is not completc in another
territory.

655 Buforc we leave this subject, we should iiish to
restate in other words what weo have already said in paragraph 46
of this Report. A4ll our rocommendations in the ieport fom a
balanced whole; and although we have recommended, in the intcerests
of the public service, that our proposed salaries should be
introduced respectively from the lst January, 1954, and that

our other recommendaticns should be implemented from dates,

in the future as and when it may be possible to do so, our
proposals cannot be doemed to have been implemented until all

are in opecration.

/Financ ial Implications
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Financial Implications

656, Although we are not specifically required
to do so, we should have wished to give in this
Report some approximate figures of the cost of our
recommendations to the various administrations with
vhich we are concerned. Cost in this connection
can, of course, be interpreted in different ways.
It can, first of all, mean the difference between
the cost of remunerating the public service at
the rates we propose and at the existing rates
during the period immediately following the
implementation of our Report, ie.e. the cost of
conversion to our proposed salary scalese
Ldternatively it can mean the difference in cost
scme years ahead when all our proposals are fully
in effect, In both cases the financial liabilities
arise on account of superannuation benefits, leave—
earning rates, etcs should be teaken into account,

657, We have tried to frame estimates of the
cost of our proposals under the first interpretation,
but the existing differences in the present practice
under the variocus administrations make any rough
and ready basis of calculation of the cost of
conversion unreliable, For instance, the greatest
increase in salary scales under our proposals lies
in the lowest paid rankse The Government of Kenya,
kowever, pays a higher cost of living allowance
at ¥ level than the other territories, and the
increased cost on conversion on this account is
1lirely, therefore, to be proportionally lower in
Kenya. than in other territories. The Zangzibar
Government, on the other hand; at present pays a
lower cost of living allowance over a considerable
pertion of its service than the other territories,
and therefore the cost falling to it is likely to
be proportionally higher in this range. Again, the
non~self-contained Services of the High Commission,
owing to their nature, employ proportionately less
lower paid staff than the territorial Governments,
and the incidence on them of our recommendations so
far as increased cost on conversion is concerned will
be different, In order to work out reliable
estimates of increased cost on conversion in such
widely varying circumstances a great deal of detailed
calculation would be necessary, and for us to
undertake this work would result in our delaying
the completion of our Report still further. The
Treasuriss of the various territories would no doubt
check our calculations in any case when they received
our Reporte In these circumstances, we feel that it
would be better to leave the task of accurate
computation to them and the departments concerned,
rather than to include in this Report our own
overall estimates which may not be entirely
reliables, We have no wish either to alarm the
taxpaying public by pitching the figure too high or
to deceive them by suggesting too low a figure.

/While
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6584 While the figure of cost of conversion
is mainly a matter of computation, it is impossible
to form at this stage at any rate a relisble
estimate of additional cost under the second
interpretation, since much devends on the grading
assigned to the large number of posts for which
we have recommended regrading, and also on the
segmentation of the scales that we propose for the
subordinate services end the grading of posts
within that segmentation.  There are, however,

in our Report a number of recammendations which,
when fully implemented, should produce considerable
economiess For instance, increased emphasis on
the training of locally recruited officers for
higher vposts, in comnection with which we have
recomm~ndaed the establishment of a Training

Grade, should result in savings both on salaries
and on passage costs as compared with the
recruitment cof officers from overseas, 4&gain,

we have commented in paragraphs 150 and 405 on
what we consider to be the very high cost at
present paid for clerical services in Kenya,

This no doubt elso applies to departments of other
adninistrations, such as the Income Tax

Department of %he High Commissions. A closer
regrading of clerical posts in relation to the
value of the work performed should, in due course,
eliminate thise Finally, our recommendation

that the administrations should dissociate
themselves from any liability to house all their
employees should resul®t in a saving of a very

large capital expenditure of an unremunerative kind
frem revenue,

659, While, therefore, a substantial increase f
in expenditure on conversion of the public service ‘
to the salaries which we recommend is inevitable,
our hope is that, when our recommendations are in i
full effect ~ which must, of course, take a

considerable period of time ~ there should be

economies which will, in part, offset this.
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SULLIARY OF CONCLUSIONS AND RECO/IMENDATIONS

Peragraph CHAPIER IIT - STRUCTURE AND SOURCES CF
numnbers RECRUITM;.’ OF THE BAST AFRICAN STR TCES

L2 The Bast African territories are not yet
in sight of being able to staff thalr public
‘ services entirely from their own resources.

CHAPTER TV - GENERhJ PRINCIPLES OF THE
'hmi)&ﬂmRLSTﬂRLWL

The recommendations of the Commission are
“ramed on the understanding that uniformity
between the administrations is desired,

-

16 The recommendations of the Comuission are 2
carefully balanced whole and rcjection of
; some part of them may result in the balance
- being disturbed.

L7 - L9 The Commission have endeavoured to revise
the salary structure in such a way that
racial distinctions shall disappear and that
gradin:, by responsibility of duties shall
replace grading by race where it exists.

The Comiissio n aim to provide the
foundations for a public service which will
ultimately be recrulted wholly within the
East african territories.

CHAPTER

_——‘—-—-nv

El The besic salery scales which are being
recommsnded are based on the assumption
that they are intended for local candidates.

If Bast Africa wishes to recruit its fill
of candidates from external markets some

| inducement additional to basic salary must
be offercd,

(93
A Sx]

E6 The receipt of such an inducement addition
should not confer on the recipient any

| superiority in status o: senlority within

a zgrade.

58 The scale of induccment pay which is being
recomended is a common one for all the grades
in which 1t is appliceble. although the time
may come vhen it may have co vary for different

’ classes of appointment in accordence wita the
changes in market conditions.

/Chap. VI
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CHAPTER VI - THE APPLICATION O THEL

INDUCEMENT PRINCIPLA

The inducement addition should apply

to all grades to which overscas officers
have to be recruited to supplement

local resources, except where the basic
salary offercd is clearly enough %o
attract overseas recruits.

The four Hast sfrican territories and
the High Commission should be regearded
as a unit for the operation of the
inducement principle and the external
recruitment ficlds in which inducement
pay forus part of an offer of
employment should be scheduled.

Where a candidate of local origin
obtains appointment by the Secrctary
of' State to the adwministrative or
professional services, and certain
other specified services, he should
receive the inducerment addition to
besic salary even if posted for
service in his country of origin.

Recruitment of local candidates in « .
other categories cf posis will be

rade through the Public Service Commission
with due rccognition of the market

value of practical experience of East
Lfrice.

& Training Grade should be instituted
as an avcnue of ontry to the Ixecutive

~and higher technical grades.

The inducement addition to salary
should be pensionablz and should count
as part of salery for the purpose of
reckoning any cost of living allowance
which is payeble in addition to salary.

L oseiay g s < - i o a6 =
ConlitR JIEX -~ CTEAR QTRUSTURGL PRINCIFLD
T e 1T et e - -

OF THE NEW SCALES

The time has not yet come for the general
adoption of a broken scalc system; but
the kind of salary structure best suited
to each branch of the service is
recommended,

Scale A, which is recommended for the
adniristrative and professional
services, is a lonz scale., Scales B and C,

/which
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v which are recommendsd for other categorics
of posts, are expressed cach in five segrents
which in suitable cases arc linked so as to
form a long scale; in others the sceles are
broken so as to constitute a graded hierarchy
without stagnation.

81 A scnsible increase in salary at a wrelatively
early stage in a public servant's carecr is
recommended, The peint of increase Las beon
placed generally in the reviscd scales at
the completion of five years' service aftcer
the normeal age of cntry; in the junior
clerical and analogous grades it appears
as a smeller increasc at two different
points,

83 The practice of imposing a standstill in
salary in certain grades during a
rrobationary period should cease.

86 It is assumed that the Public Service
Ccommission will be called upon to advise
regarding movement from segmont to scgmont
in & broken scale, when this is in fact
promotion to a post of greater responsibility.
In a long scalc, thore should be only one
kind of check on an officer's progress in
addition to the annual incremental cortificate,
and that check should be & bar which should
be an cffective extra-departmental examination
of the officer's performance. This
cxamination should be undertaken by Scrvics
Boards of adequate weight and impartiaiity.

88 This cxamination should operate beflore
o 3 S~
tho incremental jump recommended after five
or six years' scrvice mentloned above, and
thercafter at intervals of not less than
five or more than nine years.

90 - 92 iccelerated promotion within the
timescales has proved difficult @ work in
Bast 4ifrica and should be left in the
fislds where it can operate under
recognisable standavds i1.¢. promotioans to
a higher grade, where the criteria are clear,

93 - 96 The practice at present followed in Bast

africa of pqylng women on the basis of
four-fifths of that of men in the same
grade is morc severe tlan tunat obtalnlng
either in the United Kingdom or in other
Colonial territories. Women should not
receive the triple or cther incremental
jump reccrmended in paragraph 81 to provide
for increased domestic responsibilitics, but
in cther rcspects should receive the same
pay as men, Superscale salaries shcild be
the same for men anc women,

/97. Inducement eddition
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97 Inducement addition is not necessary
as a matter of course for women P
recruited outside Zast 4frica to
posts in the field of the C Scales
wherc the basic selary is in itscelfl

adequate,
98 - 99 Members of His Highness's Zanzibar
Service should in future draw the

salary of the grade or post in which
they servre, and salary scales should
coasc to be attached to thée divisions
of His Highness's Zanzibar Service.

CHALPTER VIII - THE COST OF LIVING
FACTOR TN SuLuRTES

105 The same gencral level of romuncration
is recommended for adoption both on
the mainland and in the whole of
Zenzibar Protectorate.

111 The overall level of emoluments
recommonded by the 1947-48 Commission
is assumed to have been adequate, and
so far as the cost of living factor is
concerned, the Commission's
recomnendations are bascd on the rise
in the cost ol living since the end

of 1947.

113 -4 Consolidation in pensionable salaries
of the whole of the preseut cest of
living allowance is not recommended
and 104 of the revised remuneration
should be left floating as a
non-pensionable allowarcce to provide
a buffer ageinst the possibility of
a future generel fall in prices,

115 The ceiling on cost of living
allowances should be raised to
tho top of the revisced timescale
with inducement addition (i.e. £1620),
loaving £162 por annun as the maxinum
allowancea,

117 ~ 18 lst January, 1954 should be taken as
the basc date for the indices to be
used for the considoration of any
future variation in the cost of living
allowance., Certein measurcs are
suggested in these paragraphs to
provide for early and uniform action
in the event of any future
subg tantial change in the cost of
living.

/119 The cost of living
allowance
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5 119 "he cost of living allowence paid to
public scrvants should not voiy in
accordince with naritel status and
foami 1';/‘

- THJ SUBORDIIL.TT

132 - 133 The inimus should be rois-d to Sh.60
e month for this cleoss of ciiployce
provided vith Covernmont quartors
the noranl outstations, cnd She69
he is not. Thesc arounts should
10 . cost of living ~llowianco. Tt

) be roduced ot tho dis

13 csponding maxiie shoul? be S“ 189

with querters &nd sh.19¢ without,

136 Supcirannuation benefits should be
calculated on the '“rithout guartcrs!

A
rangce.

137 Tousing ellovence should be added to
the 'with querters' ronge subjoct to the
proviso that not less should be pald
than the corresponding point on uhﬁ
tvithout quarters! iango.

138 ithin the range represented by those
danime and naxime scgwcntation is
suggested, with four or five scgaents

(18]

into ”H1cn agiinistrations should ag
tiolr discretion it the verious grades
of cmiployces, Segmentation cnd grading
should be co-oirdincted throughout Zast
wIfrica snd Zstablishmcent 0r1100“s should
t in

PR

concort on this wbior.

™
Q

W3 - 146 Ir cddition %o the basic reoves mentioncd
in para: revhs 132-13L o local allo ancae
is rccomuended, tepering off from Sh,l1lb
e zonth as the nininvi of the range to

notiin at Sh,14) 2 ionth ( Aithout cuarters -
Sh. 135 with Quartcrs) - thls allowance

to we paid in the urban arceas of Nedlrobi,
sompesa, Der-es=Saleem and fapale, and
glther in vhole or in part in any other
u”bar or swimi-urban aree to widich

p— e ard 4- . "l 94
ovaerninis nay 4 ish to criend it,

D

~ 4

147 Sanges of remunerciion for subor jlkug
scxlces aro ssv out in tabular Tom

150 .anzgiber end Peomba are trcoted a: an urban
aree so far es the locel allecveance is concernced, and tho
selory ranges for subordinatc services proposcd for the
viiole of the “angzgibar Protaciorate represent basic renges

- G

Qu

and the locel zllceuance added tosuther.

/183 Counvorsion procsduie
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153 Conversion procedurc for cxisting
employeos to new rangcs.

CHLPTER X - CLERIC.L AND 4LNaLOGOUS
SERVICES

156 4L uniform pattern of salary scalos L
(labolled L Scales) rising from
£90(99) to £480(528) and divided
into six scgments is rocommended
for these scrvices.

158 £480(528) is tho upper iimit boyond
which the salary range of the main
body of the services should not
oxtend. Posts worth a highor salary
should bc classificd on the C Scaleos -
seec Chapter XI.

159 In accordance with the principle that
grading by rcesponsibility of duties
should replace any grading by race,
segnents 6 and 5 of the I Scales
should be used for minor clcrical work and
segments 4-3 for more important
clerical duties.

160 Intry ooints to the new scales should
depend on the standard of c¢ducation
rcached at the time of first
appointmont.

163- 164 Recorriondations are made on the
regulation of establishments in the
grades olaced on the E Scales.

168 - 174 Dograding of analogous grades in
accordance with the principles
recommonded in these paragraphs is
left to administrniions, but it is
ad7is~d that the rograding of those
gradoz <hould follow the pattern of
szalcs inid down for the clerical
structiare, and that grade for grade
the vay and preepects should be at
least us good, ifnot bettor

CHAPTER XT - THE EXECUTIVE AND
TECHNICLL SERVICES

180 & uniformm patltern of salary scales
(labelled C Scales) rising from
£98(548) to £1320(1452) =nd
divided into six segmonts is
recormiended for these scrvices,
These scales will attract the
inducement addition where
appropriate,

181 - 187 The C Scale is a brokon scale
" but the linkego of

certain scgmnonts is rocommended
in appropriate casos. 4 top
segrient cquivalent to that of the
adninistrative and professional
A Scale is rccommonded for use when
an administration considors that a
grade at such a salary is roquired.

1
|
|
|

/190-19L4 Rocommondations
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> 190 - 19k Recormendations arc made as regards
regrading of higher posts in the clerical
' and analogous scrvices,

195 Uniformity in regrading and dosignation
is nccessary.

, 196 - 203 Recommended structure for stenographers
and sccretarics,

204 The scalc recommended for the Training
Grade is the D Scale £408(449) - 480(528).

205 - 213 Recomacndations as regards entry points
into the C Scale.

21 Recomended grading for Assistant District
Officers.
217 The aim is a non-racial structure

sxtending from D6 grade at £90(99)
comprising the clerical and 'office!
cxccutive classes and extending through
N the C Scele into its highest segments.
A similer structure paralicl with this
is reccomuended for the presenht 'analogous!
grades and the higher technical end
‘ exccutive grades, There should be ladders
of promotion for the zoalous snd
cfficicnt public servants in both stvructurcs.

; 219 It is supeested that adninistrations should
: discard the present soparation of their

services by nunenclature into divisions or
’ into Senior and Junior Scrvices.

220 The rcadmnission of .Lsians to pormanent and
pensionable status in the lower and middle
orades of the public service in Uganda is
supported,

RATIVRE AND PROFESSIONAL

T
CES
223 - 229 A4 salary scale called the B Scale is
recommnended intermediate between the
A and C Scales. It starts at £568(647)
and rises to £1320(14k52) and is divided
into 5 segments. It will attract inducement
addition whsre appropriate.

It applies to Accountants, Auditors, Collectors
and Senior Collectors of Customs and Excise,

, gazetted Police Officers,, and to officers

| recruited direct into senior grades of

| Community Development, Social Development,

o Wellare Departments, ana I,abour Departmsnts -
slso to some Administrative Secretaricc in
major departments and to Assistant Secretaries

| or Establishment Officers in S.cretaciats.

/231 Segments B5-2
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231 Seenents B5-2 should have a cormon
gstablishment for the lssistant
Officer and Officer grades.
Segment Bl should be reoscrved as a
scparate establishment for the Scnior
Off'icer grade,

233% Vorien Ldninistrative idssistants are
graded in the appropriate scgments ol
the Womsn's Scalc B5-2.

235 The long A Scale runs fron 2630(693)
to £1320(1452) with bars aftor the
fifth and fourtcenth ycars, It will
attract inducerent addition where
appropriatec,

239 - 241 Special non-pensionable allowances at
three diffcerent rates varying according
to tho responsibility of the district
are rccommended for District
Cormissioncrs or District Officers in
charge of a district,

242 - 2,7 4 sinilear allowarnce at & single rate
is also proposcd for professional
officers in charge of provinces wherc
Govoernment consicders that the
roesponsibilitcy involved Jjustifics the
allowancea,

248 The scale for Mediecal Officers
should bo cxtended for the presont
beyond the naxinum of the nomal
long scele oy three biennial
incroments,

250 The same coursc is rccoaiended for
sertain scicntist grades on the
professional long scalc,

253 The A Scale should be restricted 1o
the Ldninistrative scrvice and
profeszionsl scrvices with a proscribed
professional qualificaticn.at the time
of roccrultment

CHAPTER XIII - CLASSES CGiliON TO SEVERAL
TRPARTNENTS

256 ~ 277 Recommendations in regard to iccountants,
Draughtsmen, Leboratory Technicians,
Librarians, Storckecpers, Surveyors,
Computbors,

/CH/PTER XIV
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285

287

268 - 293

294 - 298

301 - 302

310

307

CHAPTER XTIV - THE EDUCATION DEPARTHMENTS

The full A Scale should be paid to
Educetion Officers with full profcssional
qualifications, but the cadre of such
officers should ultimetely be reduced to
requirements of organisation, inspection
and adninistration.

appointrents for teaching duties with
present qualifications should be on the
B Scalc, the normal cxpcctation being
scgrnents BE-2, with the scgment BL
rescrved for more senior posts.

The sane gradings will apply to ifrican
and isian Education Officers, provided
they have the prescribeed qualifications.

Technical teaching staff should be placed
on the segments BE-2 or Bl if they have the
Higher National Certificate of the United
Kingdem or its equivalent. Otherwise
they should be graded on the C Scale.

A new scale - T - £462(508) - £684(752)

is recommended for teachers with the Makerere
Diploma or Dsgree, graduates of Asian
Universitics, and holders of the Higher
School Certificate who have qualified in the
Neirobi Teacher Training course,

A pattern of organisation is rccommended

for tcachers with lower qualificetions based
on & Scales. 4s in the Clerical Service,

the entry point for School Certificate holders
will be £162(178) in Uganda and £180(198) in
the other territories,

There should be an avenuc of promotion
from the & Scalo to the T Scale and from
the T Scale to appropriate segments of the
B Scale.

CHAPTER XV - THG MEDICAL DEPARTHENTS

The scale recommended for liedical Officers
with United Lingdom qualifications is the

L Scale plus an extension of three biennial
increments., The entry point should be
£1074(1181) for Medical Officers recruited
in the United Kingdom and £690(759) for
locally-recruited Medical Officers with these
quarifications.

/319—521 iiedical Officers
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322

323 - 324

525 - 327

329 & 335

330 - 33k

338 = 342

45

346 - 347

348 - 350

308

lledical Officcrs with
qualifications registrable in
Tast ifrica should be placed on
the Scale BE-1.

Medical Officers licensed to
practice in Bast .frica should be
placed on appropriate segments of
the C Scale,

Nursing Sisters and Mental
HMurses with S.R.N. or M.R.N.
qualifications are placed on
the Scale N5 - £5L0(59%) -
£804.(884), »ut certain frec
sevvices now enjoyed (value
£100-£110 a year) should be
withdrawn,

Higher scales are recommended
for Sister Tutors, Health
Visitors, Physiotherapists,
Occupational Therapists and
lMatrons.,

- Review and rcegrading in order to

ensure a properly graded
structure is recommended for
subordinate grades.

necormendations in ragard to
Hospital Superintendents,
Pharmacists, Health Inspectors,
Radiographcrs, Orthorocdic
T'cchnicians and Entonological
Pield Suaff,

CH.PTER XVI - DPOLICH, PRTSCNS 4ND

CUSTOLS

Scales for uniformed grades

of the Konya Police are
rescrrmcnded after discussion and
agreonent with the Kenya Police
Cormission,

Scales revommended for Kenya
Police shculd also apply to Police
of other Zast .ifrican territories
subject to variations in rank
structurc.,

ngecormendations in regard to
Tanganyika Police.

Liecommendations in regard to
Uganda Police,

/351,
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359

360

362

367

368

370 - 372

373

374

309

Recommendation in regard to
Zanzibar Police.

Officers below the ranlk of Assistant
Commissioner in charge of Provinces
should be eligible for ths provincial
allowance recommendad in paragraph 245.

Separvate salary scales recommsnded for
Suvperintendents and Assistant
Superintendents.

Similar saleries recommended for
uniformed staff of Prisons and
Customs Departiments as for Police
but allovances to be subject for
inter territorial discussion.

Re-orgenisation of wuniformed Prisons
grades on uniform basis for Rast
Africa is suggested,

Proposals fer Kenya Prisons
Department under present structure,

Proposals for Tanganyika Priscns
Department under present structure.

Proposals for Ugandas Prisons
Department under prescent structure.

Proposals for Zanzibar Prisons
Department.

Rent on quarters in Police and
Prisons Departments.

Proposals for uziformzd staff in
Customs Department of the High

Commission.

Proposals for Zanzibar Customs staff,

CHAPTER XVIT -~ PUBLIC WORKS DEPARTMENT

Present variety of titlcs and scales
throughout the tcerritorics  should be
replaccd by a uniform patterr and
recommendations arc made with this in
view covering the main technical posts.

Recommendatica in regard to Senior
Supervisors, Uganda.

Recommendation in regard to Engineering
Assistants, (Kenya and Uganda) and
Technical Assistants (TananYikl)

Grading of lower ranges of technical
staff is left to administrations subject
to recommendations made in paragraphs
159, 169-174 and 194-5.

/376
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378
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Torks staff in Tanganyika have
recently been re-organised and may
be held to be outside the
recomriendations of the Commission,

Recommendations in regard to
Mechanical Ssction,

Recommendations in regard to
Electrical Branch,

CILLPTER XVITI -~ COMENTS ON OTHER

379 ~ 413

DEPARTMENTS

Comments on posts common to
several administralions.

CHAPTER XIX - SUPKRSCALE SaLaRTES

L15 - 416

417

418

419

422-424

Ixisting multiplicity of superscale
s~laries should be replaced by a few
broad bands ef salary covering posts
of roughly cqual responsibilities
without regard to minor differcnces.
There should normally be a difference
of £400 per annum between the Head
of Department and his Deputy and
£200 bewreen the Deputy and the ncxt
level of responsibility, dscreasing
1o £120 betweer the lowest supe scale
galary and the top of the long scale,

4n incremental scale 1s recommended
for the lowest range of superscale
salaries,

The inducencent addition is
consolidated into the salaries
recormended, which should be paid
irrespective of place of birth or
domicile,

Tiomen's superscale salaries should
be the scme as for men.

The levels of superscalersalarics
rocomnended are:-

(1) Lowest superscals lecvel
£174.0(1902)xA0-1850(2022)
(2162)
(2) £2000 - Deputy or .issistant
Dircctors and Heads of
smallest Departments,

, .o (2362) .
(3) £2200" Deptty Directors and
Smaller Departments

2562
(4) 52405 - Bgads of medium
Departments.
(2562) |
(5) £2600 - Hoads of major Depariments
2962)~( 3962
£2800-38-00 = Covers ¢ highes
(6) 8(0 38) ( ) the highest
posts at different levels of
responsibility.

/425
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425 Dotailed proposals for superscale
posts

426 Notes on individual supcrscale
grading.

CHoPTER XX - COMMENTS ON GENERASL POINTS
LFFLCLING SaLARTES

L2

~]

- 429 Incremental credit for War Service
should nuw cease, but credit for post-war
compulsory military service should
continue.

430 - L3k Recommendations in regard to initial entry
points on the Professional scale, including
proposals to retain some element of market
valus enhancement in respect of Legal,
Medical and Vetverinary officcrs,

Ldditional increments ror ‘approved?
oxperience should only be applicd where
definitions of initial qualifications and
subsequent experience are clear, They
should normally be granted only whore
recruitment is to the lowest grade of

the sorvice. The present limitation

cf’ increments for experience is accepted
but should not be a rigid rule.

=
AW |
1
i
=
N
(@]

439 - 440 Lssistance is reccommended to public
scrvants in Kenya who educate theoir
children outside Rast Africa.

CHLPTER XXTI - TRAINING

442 - 450 Recommendations for the creation of a
Training grade under the control end
regulation of stablishment branches.
The Fublic Scrvice Comm’ssion should be
asked to advise on sclcction and the
course of training should normally be
completed within five years.,

L51 - LE5 4L Standing Committee on Training should
be set up in cach administration to review
and roegulate the training system throughout
the public service.

456 Orgarisetion and Methcds branches should
be established in the larger adninistrations
after a visit, if it can be arranged, of an
adviser from the Organisation and Methods
Division of the United Kingdom Trcasury,

BT The status and staffing of Establishuent
Rranches should be rcviewed so that they
may be able to hendle the additional work
invo.ved by our proposals.,

CHAFTER XXIT -~ BENRFITS OF RETIREMENT AND THE
RETIRING AGI,

462 The age qualification for pensioneble scervice
should be lowered to 18 years but otherwise no
change is rocommended in the present pensions
structure.
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L6l

465 - 169

470 = 472

478

186

1487 - 188

Lol - 496

499 - 502

312

Increases of pensions to officers
already in retircment are not within
our tems of reference, but where an
officer's emoluments are averaged for
pensions purposes, it is recoamcnded
that pre-revision cmoluments shall be
taken as the total of salary plus
cost of living allowance for the
period minus 10% of this total.

Death gratuities in respect of
pensionable officeres might be made
payable to dependants at the
discretion of Clief Establishment
Officers.

No change is recomriended in the
prescent pension arrangements for
officers with 'nixed' scrvice in
the United Kingdom and Rast africa.

Var service and periods of courscs
of training prior to appointment tn
Goverrnment scervizce should not now
have any pension value.

“Then Provident Fund ssrice is
followed by pensiovnable scrvice,
the officer concerned should
either surrender to Government

his interests in the Fund and
count all his Provident Fund
service for pension, or, if he
retains his interest in the Fund,
that scrvice should not count for
pension,  4Altornatively, if he
retains his own contributions plus
interest on them only, then half
that scrvice might count for ponsion.

Gratuities for mino:' employces should
be improved end reckoncd at one-twelfth
of a month's salery for sach cormpleted
month of scrvice without limit as to
the amount that can be earned on this
basis,

Posts of which the ninimum salaxy
is £90 should be cligible to be
declared pensionable,

The recommendations of the Xonya
Police Commissior in regard to Kenya
Police Pensions ave supported cxcopt
that the rate for gratuities should bec
one nonth's pay for cach year of
service,

Tidows ond Orphans Pensions schemes
should be set up on actuarial basis
and actuarial advice obtained on the
practical application,
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£13 - Elk
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527 - 528

513

It is lefv to Govermments to decide
whether to withdraw prescent experimental
scheme for optional retirement at

L5 ycars of age, but, if it is withdrawm,
adeogquate notice should be given and the
present rule should be made permancnt
with the substitution of 50 years for

L5 ycars of age. Retirement, cxcept
in special cases, should be compulsory
at BB years,

CHA#PTER XXITII - HOUSING

Govornments should not accept en unlimited
liahility to housc their staffs, So long
as officers have to bc reoccruited overscas
quarters must oc provided for them.
Quarters may also have {to be provided in
ronote stations and at Government
institutions.  Apart from thesc cascs,
Government efforts should be direcied

to the provision of houscs for the
ponulation in general, and not for Civil
servants as such. 4 strictly cconomic
rent systen is inpracticable in

Government .ervice,

The rent to be charged for Government
quarters chould be related to the size

and amenitics of the quarters, which

should be classified into seven grades
according to type and accormodation.

The annual rents propesed very from

£6 for the smallest to £78 for the largest.
Quartcrs should be allotted on a non-racial
basis, according to the senlority and
grading of the officers concerncd.

The principle is not favourcd whereby
where no quaerters arc available for a
Government officer, Govermnaent pays the
difference be “weon the rent actually
aid for a suitable housc and that of
corresponding Government gquarter, but
n prescnt housing corditions therc is no
uitatic alitornativo.

w oHe» g

Furniture should be supplicd at a ront
related to the cost of furniture supplied
and verying with the size of house.

Furniture should be supplied to officers
of any race who apply for it, provided
they pay the economic rent for it.

/CHAPTEL XXIV
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CH.PTER XXIV - LEAVE AND PASSAGES

New regulations are recommended which
will be suitable for an indigenous
service on the principle of graduating
leave by senicrity and status.,

For locally born or domiciled staff,
one kind of leave should replace
the present differentiation into
vacation and local leave, Lcave
should be accumulable only in any
two consecutive years,

Sabbatical leave once in every

five years, with passage privileges,
is recommended for local officers
who have reached a salary of £810
per annum, This leave may be taken
in the United Kingdom or elscwhere
in the Commonwealth.,

Existing rights of scerving Lsian
officers should be preserved, but
they should have the option of
elecling for the new terms on
reaching a salayy above £480.
Superscale offisers should onjoy
identical lcave and passage
privileges irrcecpective of
domicile.

The leave-carning rate of all
officers rccruited from schedulecd
territorics should be inclusive of
voyoge time,

The normal rate should be 5 days
per month of duty, with a veriable
table for Kenya end the IHigh
Commiission in accordance with
clinatic difforences

The normal tour of duty
should be that in vwhich an officer
earns 180 days' leave during his
first ten years of scrvice, and
150 days thercafter, with opccial
rates for the Northcern Province of

Konya.

Leave, including leave prior
to retirement, should be linmited
to 8 months at any ons time,

Local or casual leave up to

12 working days in any yeaer
(accunulable for two consecutive
years) is recommended for
Orficers from schedulcd
torrivories and 4sian officers
retaining their existing rights
to vacation lecave and passages,
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561 - 562

575

577

566

603

60l

576

£90

596

515

administrations would be best advised

to introduce a short tour system by
degrees, from the top of the service
downwards., Serving officers should

not be required to accept an

obligation to serve short tours as

a condition of rcceiving the new scales

or other conditions recommended by us, but
administrations might publish a regulation
whereby they reserve the right in the
public interest to call upon any officer
to take his leave before the completion
of his normal tour of duty, provided no
additional expense by way of passages is
imposced upon him,

An officexr on overseas loave should
ordinarily be at libcrty to travel by
air or sca, as he prcfers, both after
a short and after a normal tour.

CHAPTER XXV~  ALLOVANCES 4ND OTHER
CONDITIONS OF SERVICE

The oxtension of the system of payment of
fixed amounts of entertainment allowance is
not recommended, particularly as there is
an exlsting system of claiming reimbursement
of the cost of ccecasional entertainmont,

Recommendations in regard to expenscs on
transfer from one station to another.
The general principle should be that an
officecr should be able to recover all
reasonable expenses in excess of his
nornel living expenses.,
The revision of rates of travelling and
subsistence allowances should be undertaken

on an intoer-administration basis,

Recommendations in regard to acting
allowance.

The cextension of medical and dental
benefits is not recommended,

CHAPTER X¥XVI - POSTS AND TELECQIMUNICATIONS

ADMINISTRATION

Recommendations in regard to Superscale
salaries,

The B Scale is rocommended for Assistant
Controllers, Traffic and Establishment
Officers, and Accountants.

4 pattern of grading is recommended for the
consideration of the Postmaster General for
operational or technical grades placed on the
C or E Scales.
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611 - 613

614 - 615

616 - 625

626

627 - 629

630

316

Telephonists in other Departments
should be graded on the lincs
gencrally fixed for the grading of
Telephonists in this adninistration,
with due allowence for sccurity
considerations.

CHAFTER XXVII - R4ILWAYS AND HARROURS

ATMINISTRATION

Scales proposed for this
4sdministration differ from

those for the Civil Service, owing
to the following facts:-

(a) the undertaking is
organised on commcrcial
lines,

(b) +the salaries have been
abated to allow for free
housing,

(c) the junior staf’
contribute towards their
ponsions,

Hon-racial basic salaries plus
induccment addition, where
appropriate, are rccommended for
this scrvice also.

Dlecommencations in regard to
Superscale salarics,

tccommendations in regard to
Group 4L or Assistant Officer
grade posts.

Recommendations in regerd to
Group B (formerly Junior Scrvice)
posts.

Nccormendations in regrzd to
Group C (formerly Subordinate
Service) posts.

A unifor non-contributory pension
scheme is recommended for all
graded staff, and the terms under
which gratuities for subordinate
staff arc calculated should be
improved,

Our general recommendations as
regards leave and passages should
apply to the Railways and Harbours
staff,

/CHAPTER XXVIII
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657 - 659

317

CHAPTER XXVIII - CONVERSION ARRLNGEMENTS

Ivery officer should have the option
of remaining on his prescnt terms or
accepting the new terms in full.

No officer's nct emoluments on conversion
should be less than his present ones.

General rnles in regard to conversion.

Revision of contract salaries nust be left
to the administration to decids in cach case,

Therc is no other practical course but to
convert every officer at present on an
toxpatriate! scale to the appropriate point
on the new scale inclusive of the 'inducement!
element, Instances are given of some scales
which cannot be regarded as containing the
expatriate element.

Officers at present on 'threec-fifths'
scales should be converted to the appropriate

new basic scala.

Recommendations in regard to conversion of
women's scales,

Recommencations in regard to conversions
to the B scale,

Conversion to the scale £340-520 or bceyond.
Operation of bars in the new scales,
It is suggested thaet the practice of

fixing incrcomental dat.s at the first
day of a month should bc followed,

CHLPTER XXIX - DATE OF IMPLEMENTATION AND

PINANCIAL TIHPLICATIONS

1st January, 1954 is recommended as the

date of impleomentation so far as salary
proposals are concorncd, Other reccommendations
should bec brought into force with effect from
some future date after approval, and after any
other necessary preliminary work

L close estimate of the cost of our proposals
would be unreliable at the present time, but
there should be economies which will, in part,
offset the inevitable increased expenditure,

D.J, LIDBURY, Chalirman
DoGes Godsall, i{ember
L.H, Gorsuch, lember,

J.H, Gould, Sccretary
Majorie Ryley, Assistant Secretary

30th April, 1954.
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APPENDIX
C.0. Ref: 21203/5/A.
DESPATCH

CIRCULAR 833/53 THE CHURCH HOUSE,
GREAT SMITH STREET,
LONDON, S. W. 1.

31st August, 1953,

COLONIAT, REGULATIONS PART I - PUBLTC OFFICIERS

I have the honour %to adiress you in rsspasct of a
revisicn of +hoss Tre visions in Parht T of <vhe Colonial Regulations
which deal with the control by the Szeretary of State of appointment
to vacant posis and with disciplinary procedure. You are awvare
that it is my view that the time has now come for these provisions
to be revised so as to conform with the post-war pattern of the
Colonial Service and to carry out the implications of

paragraph 21 (ix) of the pamphlet Colonial No. 197 "Organisation

of the Colonial Service".

2. Constitutional developments have already gone far
in some Colonies and these developments may be  expocted to extend.
It is therefore both nccessary and desirable that thoe present
regulations should be replaced by new arrangements which are
related to the changed circumstances of the prosent day,

Control of Lpwointments

3 The existing Chapter III 4 of the Colonial Rogulations
roeplaced an earlier vorsion in vwhich the Sccretary of State

£:00 a ycar or over and had a nominal veto on local appointments
to o:'fices vhose initial emoluments verc betwecn 2200 and £400.
In the cxisting version, the control of the Secrctary of State
extends to

(2) any post scheduled in onc of the Unificd Services;

(b) any other post with initial emolumonts of £60C a yeer
T over, 4 highor limit has been fixed in some territories,

L, The underl-ing principle of thesc rulcs is clear,
B’ we alogical conscquence of the scetting up of the Unified Scrvices
that the Secrotary of State should control both the sclection of
persons fcr appointment to those Services and the filling of posts %o
which members of the Services were entitled to look for promotion.
This was reasonable so long as recruitment for the bulk of professional
and administrative posts ves from outside the Colonics themselves, and
so long as the Scerctary of State was able to prescribe and maintain
sultable salarics and terms of service.

/5e In many Colonics



5. In many Colonics that phase is passing or beginning
to pass, Local candidetes arc becoming evaileble in incroasing
numbers for highcr grade appoiniments, and there is  naturel
prossurc to give them first consideration. Local Public
Sorvice Com:issions are being sct up to advise on the scleetion
of such candidates, and it would be a ncedless formality to require
that the rccommcndations of thosc bodies must in all cases be
confirmed by the Sceretary of State, or that the consent of the
Sccrectary of State should bec obtained beforc a local candidate is
appointed,

6. On the other hand, there can be no question of the
Sceretary of State abrogeting his control ontirely. The necd
is to defims the sphorc in which he must retain control and to
Justify the dofinition by recognisablc considerations of the
public intsrcst, so as to rcducc, i’ not climinate, the likelihood
of political controversy over the filling of particular posts,

7 It must be recmombored that by rceruiting officers
into thu Coloniel Service tho Secrehary of State has incurrcd
certain clsar obligotions to the porscons whom he hes sclected.
It is not oniy that he has by impliceation gueranteed that the
terms of the offer made by him on behalf of a perticular
Covernment will be honourcd by that Government. Officers who
heve cntored o Unified Service have been furnished with e list
of posts which, they hav: bocn told, will normally bec filled
by members of that Service, They havo boen supplicd with the
presont Colonial Reogulations which state that the Scerctary of
Stato will control the filling of such posts and that in
sclecting officers for promotion he will not confine himself
to thosc scrving in or recommendcd by the Governor of the Colony
in which the vecancy occurs. Pinally, thoy have boen told
that the appointment, confirmation, promotion, retircment and
tiransfor of mombers of the Unificd Services will be governcd
by the dircctions of the Sccretary of State.

8. I hove roached the conclusion however that in the
circumstances of today it is no longer necessary or appropriate
that the Sccrectary of State should rctain an exclusive right
to selecct cendidates for initicl eppointment to the higheor grades
of the public scrviccs in all torritories (i.c. idministrative
Cadet, iicdicel Officur, wgricultural Officer, cte.). If the
Govornor is adviscd by a Public Service Commission or other
compctont authority that & suitable local candidate is available
for such posts, tho Governor should bo cmpowered to appoint
that cendidete without refoercnce to the Sccretary of State.

The Becretary of Stato will, howover, continue to select
cendidetos for such posts at the request of the Governor, and it
is clearly osscntial to lay dowm that the Governor has full
dseretion te ask the Socretary of State to sulect, and that,
unless the Sceretary of State's concurrence has been obtained,
candidates from outside the Colony concerned are not to be
rocruited through any other channcl (oxcept, of course, the Crown
igents within tho sphore in which they oporate).

9. The procedure indicated in the previous paragraph
may be sulteble for first apvointments but it is esscntial for
tho Scereotary of State to rotain some control of the filling of
veecancics to which officers whom he has recruited in the past
arc cntitled to look for promotion, Otherwisc he cannot carry
out his oxplicit ond i:plicit obligations to these officers.
Purthermore, unless the Sccretary of State can give officers

/whom he may recruit




whom he may recruit in the future some assurance of

promotion, he cennot expoct to be able to meet the recruiting
nceds of the Colonial Governments cither in quentity cor in
quelity. It may be that some of the larger and more popular
Colonics could in practice secure recruits on the basis of the
attractions which thoy offer within the four walls of their
separate public sorvices, But even they would stand to losec
much if theysacrificed the appeal which the idea of a Colonial
Scrvice makes to the potential candidete, particularly in

the numerically smaller branches of the Service, in which even
the largcest Colonies do not have cnough posts to provide a
full carcer for cvery officer appointed. For the smallor
and less sought after Colonies the appecal of the widsspread
Scrvice not limited to ono territory is undoubtedly a major
factor in satisfactory rccruitment.

10. It is not intonded to imply, however, that all
promotions arc to be resecrved to officers originally
recruited by tho Snorotargof State. It would be unrealistic
not to recognisec that, as " cally recruited officers work their
way up, thers must he an ir reasirg tondency to appreve a local
candidate who dis wol'. qualilticd for o promotion post cven
though scmeone with longer service or better qualifications
could be obtained on transfer from outside.  Nevertheless,
promotions nust continue to be made on the established basis
of "official qualifications, experience and merit"; and it
is clearly desirable thas, for as long &s possible in all
territories, promotion posts should continue to be filled by
sclection from crongst all members of the Colonial Service
meriting consideration for them, whercever they may be scrving
et tho time. 4t the very least, it must romain with the
Secrotary of State, in the exercise of his general responsibility
for the good government of the Colonies as well as his particular
obligation to officers whom he has recruited, to satisfy
himself in any given instance that the officer appointed to
any vacant post is 1ully qualificd for the duties of the post.

11. Tak’ng all the above considerations into account
I consider that the provisions of the existing Colonial
Regulations in regard to the control of appointments are no
longer cntirely appropriate and that the present needs are
for rules which provide that

(a) in goneral, the solection of candidates for
appointnent or promotion to vacancies in the
Fublic Service of a Colony rcsts with the Governor,
subjcet to the cxercise of his discretion in
sccking the advice of the Public Service Commission,
if therc is onc:

(b) ne Secrotary of State's approval shall be
required for apvointments to posts the initial basic
salary of which is not less than £1000 a year (or
such smaller sum as shall be prescribed in rclation
to particular territories):

(¢) wvhere the Governor is of the opinion that there
is no suitable local candidate for any vacant(office
the initial basic salary of which is less than £1000
a year or that it is in the public intercst that
candidates from outside the Colony should be
considered for such a vacency, he may either request
the Sccretary of State to select a candidate or
instruct the Crown Ageonts for the Colonies to
cngage a sultable candidate,
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Lccordingly, Colonial Regulations Nos., 23-29 are revoked
and replaced by three new legulations, the precise
provisions of which are set out in the enclosed amendment
sLlips Nothing in these new Regulations should, however,
affect the present arrangements for appointment to, or
promotion in, the Colonial Audit Service, to which special
considerations clearly apply.

12; It will be observed that the device of a salary
limit has been retained. Consideration was given to the
designation of specific posis, appointment to which would
still require the Sccretary of State's approval. The
salary criterion however would eppear to bc simpler and less
objecctionable than the designation of posts, which would
have to be worked out separately for cach Colony and might
involve a neasure of controversy. As regards the precise
salary limit, a figure of £000 & year would give all that
is nceded for practical purposes, since for some time
at any rate, the initial basic salary of all posts in the
junior graiss of the Unified Services is likoly to romain
below that figure, In a number of Colonics the adoption
of o basic salary as high as £1000 a ycar would include a
nunber of promotion posts for which it would be desirable
for the Secrotary of State to retain a measure of
responsibility and I am addressing the Governors of these
territorics scparatcely, indiceting the appropriate figurec
in each case,

13, T should wish to make it quitc clear that
whilc powers arc now given to Guvernors to appoint
sultablc candidatos to posts which have been included
in the scheduleos of the Unificd Services, it is not
iatended that these powers should be construed as
including the power to adnit any officer so appointed
to menmbership of such a Scrvice. This power is still
rescerved to the Secretary of State as provided by the
Special Regulations of the various Scrvices and will
continuc to be excrcised only by hinm, It may well be
that some of those officers who will be appointed under
tho powers now given to Governors may wish to apply for
Unified Service status, If they can bo rcecommended to
the Scerectary of State as entirely suitable for membership
and have the requisite qualifications (where thesc are a
condition of mncmbership) there will be no bar to adnission.
I think, however, that local officers will as a rule
rightly look to the Public Service of their own Colony to
offer the stotus and the career to which they may
normally aspire.

1k, I have taken the opportunity to re-state in the
preceding paragraph the position in respect of admission
to membership of the Uniified Services, since it may be thought
that the deletion of any reference in the new Regulations to
appointments to offices normally filled by members of those
Scrvices conferred powers on Governors to admit officers
after the introduction of the new provisions. = Further,
whon the new Regulations are made public officers may think
that appointments to an office scheduled in a Unified
Service would automatically convey membership of the
appropriate Service, It is clear, I hope, from what has
been said above that the existing positiom in this respoct
remains unaltercd,
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5o You will observe that the dsfinition of "local
candidatos" includes persons resident in any other part

of the Commonwealth who are recruited by the Colonial
Government under arrangements approved by the Sccretary

of Stata. Provision already exists (Colonial Regulation
No. 29) by which Governors may be authorised to recruit
for certain posts in places othor than the colony in

which the vacant offico cxists, and authority to do so has
been given in somc cascs, The cxercise of the extended
powers provided by the new regulations should, I consider,
be subject to some limitation, having regard to the general
responsibility laid upon the Secrctary of State. To

meot this, I considor it desirablc that such recruitmeat
shiould be through approved recruiting machinscry, where that
exists, and that any disponsation previously grantcd, or

to be grantcd in the fubure, to a Colonial Govermment to
recruit outside the Colony, should not in practice be
excrcised in respect of vacancies in the Administrative,
4udit end (gazeited) Police Scrvices.

18, I+ would bs en advantags to bring these new
arrangcasnts into force with effect from a specified date
and I theiofors direct that the revissd Regulations should
be regarded as in force with effect from 1lst October, 1953,

® (-] o - @ @ & ° e o o e & o Ll ® @

I have the honour to be,
Bir,
Your niost obedient,
hurble Servant,

(signed) OLIVER LYTTELTON






fmendment Slip

CHLPTER IIT QFFICERS
'AY Lppointments

For Colonial Rogulations 23 to 29 inclusive,
substitute as follows:-

23. Except as provided in the two following Regulations,
the Governor may sclcct suitably qualified local candidates
for appointment or promotion to vacant offices in the
Public Service. In making his selection the Governor
shall tele account of any advice tendered by the Public
Service Comiission, if such a Commission has been established
in the Colony. The claims of meritorious officcrs in the
Public Scrvice will generally teke precedence over those

of persons not already in the Public Service,

For the purposc of this Regulation the term 'local
candidates! mcans persons resident or serving in the Colony
and includcs pcrsons resident in any othor part of the
Commonwealth who arce recruited bv the Colonial Government
under arrangenents approved by the Sceretary of State.

2k, The sclcction of a candidate for ony appointment the
initial salary of which is not less than £1000 & ycar, or

such lesser sun as the Sscretary of State may prescribe, shall
be subjcct to the approval of the Sccretary of Statc.

When & vacancy ocsurs in such a post, the Governor shall
report it to the Sccretary of State. The Governor may
rocomnend a candidate to fill the vacancy, but it shall be
clearly understood that the Secretary of State may sclect

another candidate,

23, If the Governor is of opinion that there is no
suitablc local candidate for any vacant of'fice the initial
selary of which is less than £1000 a year or that it is

in the public intcrest that persons other than local
candidates should bc considercd for such vacancy, he may
either rcquest the Sccretary of State to select a
candidate or instruct the Crown sgonts for the Colonies

to recrult a sultable person.
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PROPOSED SCLLES

Schedule of Basic Scales &y B & C
Inducement formula

Schedule of Scales A, B & C, showing
inducement additionss

Schedule of Sceles D, E, Ny P & T
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cl £1128(1241)x48-1320(1452)

£1128(1241)x48-1320(1452)

SECTION( ) (i1)
SCHEDULE OF BASIC SALARY SC LES PROPOSED FCR THE PUBLIC SERVICES
(Excluding the Bast African Railwaeys and Herbours Ldministration)
MEN WOMEN
£ 21 (W) 4 _Scale
A3 £630{693)x30-750(825) 43 £830(693)x30-750(825)
(W)
A2 £810(891)x36-918x42-1128(1241) 12" £780(858)x30-810x36-916x42-1128(1241)
(W)
Al £1176(1294)x48-1320(1452) Al" £1176(1294)x48-1320(1452)
lMedical/Scientific extension— £1374(1511)x54 biemially - Medical/Scientific extension - £1574§1511)x54 biennially —
1482(1630) 1482(1630)
_B: Scale (W) ‘B_Scale
B5 ~ £588(647)x24-684(752) B5  £588(647)x24-684(752)
(W) |
B¢  £762(858)x30-852(937) 34) £708(779)x24-732x30- 792(871)
(W
B3 £882(970)x30-912x33-984(1082) B3  £822(904)x30-912(1003)
(W)
B2  £1020(1122)x36-1128(1241) B2 £948(1045)x36-1128(1241)
. (v .
BL  £1176(1294)x48-1320(1452) Bl £1176(1294)x48-1320(1452)
C Scale () C Scale
cé £498(548)x18-516(568) 06 £498(548)x18-516(568)
i (W) '
c5 £540(594)x24-636(700) %5) £540(594)x24-636( 700)
ot 1 ,
04 £714(785)x30-804(884) 04) £660(726)x24-634x30-744(818)
(w
c3 £834(917)x30-924(1016) 3  £774(851)x30-864(950) 4
' (w ' '
02 £954(1049) x30-984x36-1092(1201) c2’ £894(983)x30-984x36-1092(1271)



(i1i)
Section(B)

STATEMENT OF INDUCEMENT FORMULA

Scale

(a) £150 at basic salary point £498,
Then by increases of £6 at each incremental
point to £684.

(b) £198 at basic salary point £714.
Then by increases of £6 at each incremental
point to £1320.
Scale ¥
(2) £174 at basic salary point £588.

Then by increases of £6 at each incremental
point to £732,

(b) £210 at basic salary point £762.
Then by increases of £6 gt each incremental
point to £1320.

Scale A

(2) £186 at basic salary point £630,
Then by increases cf £6 at each incremental
point to £1320,

(b) For the points beyond £1320 in the extension
of the A Scale the inducement addition is
fixed at £300.

3




(iv)

c
SECTION (C) Basic Inducement Total
TTTT  SCHEDULE A,B & C SCALES (MEN) SHOVING INDUCEMENT ADDITION AT EACH POINT —
oo 498 (543) 150 648 (713
A B 516 (568) 156 672 (739
Basgic Inducaﬂen"’:/ Tota.l Beaoic Inducement Total ® 0000000005 000000000886608605860C00060008
830 (693) 186 816 898 588 §647 174 762(838) 540 5594 162 702 (772
660 (726 192 852 937 812 (673 180 792 (871) 564 (620 168 732 (805
13 690 (759 198 888 (977 636 (700 186 822 (904) C5 588 §647 174 762 (838
720 §792 204 924(1016 660 §726g 192 852 (9572 612 (673 180 792 (871
7504 (825 210 960(1056 684 (752 198 882 (970 636 (700 186 822 (904
810 (891 222 1032(1135 762 (838) 210 972(1.069) 714 (785) 198 n12(10052
846 (931 228 1074(1181) pa 792 (871) 316 1008(1109204: 744 (818 204 948(1043
882 (964 234 1116(1228 822 (904 222 1044(11.18 774 §851 219 984 1082
A2 918(1010 240 1158 1274 852 (937 228 1080(1188 804 (884 216 1ﬂzc g2
960(1056 246 1206 1527 889 (970 05% TII6( 1228 B3 (OI7) 907 *656 TI6Y
1002(1102 252 1254 (1579 912(1005 240 1152(1267% 8584 (950 228 1u92 1201
1044(1148) 258 1502 1432) B3 8(10 246 1194(151 C3  894(983) 224 1128(1241
1086(1195) 264 1550 148 84(1082 252 l?56<l5b0 92/g1016) 240 1164(1280
1128(1241) 276 1404 (15
1020(1122 258 1278(1406 954%1049 246 1200(1320
1176(12942 282 1458(1604 1056(1162 264 1320(1452) C2 984(1082 252 1236(1360
Al 1224%1346 288 1510 1663 1092(1201 270 1362(1498 1020(1122 258 1278(14€6
1272(1399 294 1566 1723 1128(1241 276 1404 (1544 1056E1162; 264 1520(1452
1320(1452 300 1620(1782 1176(1294 282 1458(1604 1092(1201) 270 1%62(1498
122451546 288 1512§166o 1128(1241 276 1204(1544)
Medical Scicniifie Extension 1272(1399 294 1566(1723) C1 1176 1294; 282 1458(1606)
1374(1511) 300 1674(1836) BL 1320(1452 300 1620(1782 1224é1546 288 1512(1663
1428(1571) 300 1728 1850 1272(1399 294 1566(1723
1482(1630) 300 1782 1944 1320(1452 300 1620(1782



SECTION (C) | (v)

c (W)
SCEEDULE OF L, B & C SCALES (WOMEN) SHOWING INDUCEMENT ADDITION AT ELCH POINT Basic nducement  Tekal
¥ T3 ) 498 (548 150 648 (713
ACT) o LT e B(W) c(M6 516 gsesg 156 672 %759%
Basic Inducement Total :; Bagic Inducement Total 0000000000000 00000006006006080806080
630 (693) 186 816 (8983 588(647) 174 762 (838 540 §594 162 702 (779)~
660 (726 192 852 (937 612 (673 180 792 (871 564 (620 168 732 (805 .
690 (759% 198 888 (977 636 Evoo 186 822 (904 588 §647 174 762 (838) (Nursing
A(W)3 720 (792) 204 924(1016) B(7)p 660 (726 192 852 (937 c(w)5 612 (873) 180 79y (871) |Sisters
750 (825) 210 960(1056 684 (752 198 882 (970 636 (700) 186 822 (904
780 858 216 996(1098) 708 (779) 204 912(1003 660 (726 192 852 (937
810 891§ 222 1032( 1155g 732 ésosg 210 942(1036 684 §752§ 198 882 égve
846 (931 228 1074(1181) p(w)4 762 (838 210 972(1069 c(wW)4 714 (785 198 912(1003
882 (964 234 1716 1228% 792 (871) 216 1008(1109) 744 (818% 204 948(1043
L(W)2 91821010 240 1158(1272 822 (904 222 1044(11483 774 (851 210 984(1082)
960(1056 246 1206(1327 852 (937 228 1080(1188 804 §884 216 102051122
1002(1102 252 1254(1379) B{w)3 882 (970 234 1116(1228) c(W)3 834 (917) 222  1056(1162
1044(1148 258 1502(1432 912(1005 240 1152(1267 864 (950 228 1092§1201 Matron IT
¢086(1195§ 264 1350(1485 948(1043) 246 1194(1313) 894 (985) 234 1128(1241
1128(12 276 1404(1544 984%1082 252 1236(1360) 924(1016 240 1164(1280
1176(1294 282 1458(1604 B(Y62102o$1122 258 1278(1406) - o(W)2 954(1049 246 1200(1320 Matren T
1224 15463 288 1512(1665 1056(1162 264 1520(1452% 984 (1082 2113 125651560
a(w)1 1272 1599 296 1566(1723 1092(1201 270 1362(1498 - 1020(1122] 258 127871406
1520(1452 300 1620(1782 1128(1241 276 140421544) 1056(1162 264 1320(1452
1176€1294) 282 1458(1604 1092(12013 270 1362(1498
Medical Scientific Extension = . h 1224(1346) 288 1512(1663 1128(1241) 276  1404(1544) Matror-in-Chief
‘%; d i B(ﬁol 1272(1399 294 1566(1723 1176(1294 282 1458(1604
1374(1511) 300 1674(1836) 1320(1452 300 1620(1782) C(W)1 1224(1346) " 288 1512(1663
1428215713 300 172821890; 1272(1399) 294  1566(1723)
1482(1630 300 }ré 1944 1320(1452 300 1620(1782)

(Inducement

e : caddition not

R ' norma.lly payable-
(1A) see paragraph 97)




B 4
(vi)
Section D Schedule of Scales Dy, B, N, P AND T
E SCALE
D Scale

Men and Women Men Women

£408(449)x18-480(528) E6~£90g99)16u]20(152) E(W)6-£90(99)x6-120(132)
E5-132(145)x6~156(172) E(W)5-126(139)x6-156(172)
E4-162(178)x9-180x12-228(251) E(W)4=162(178)x9-180x12-228(251)
E3-252(277)x12-300x18-318( 350) E(W)3-240(264)x12-300(330)
E2-336(370)%x18-390(429 E(W)2-318(350)x18-390(429)
E1-408(449)x18-480(528 E(W)1-408(449)x18-480(528)

N Soalq

'N? Scale with inducement addition

N5-£540(592)x 24~684x30-804 ( 884)
N4—-588(647)x24-684x30-864(950)
N3-864(950)

N2-954(1049)

N1-1128(1241)

N5~£702(772§x50—912x56-1020(1122‘
N4- 762(838 x50=912x56~1092(1201§
N3-1092(1201)
N2-1200(1320)
N1-1404(1544)




Section D

Plei

Ple

P13
P14
Pl4

PL3L
P12A

Pl2

Plia
Pll

P10B
PLloA

P10

Eo
paa

P8

P7

PGA

P5

P4

P3

P2

PL

_ P Scales _
£72(79)x2/8s~84x3(biennially)-96(106)

£78(86)x2/8s=90x3(biennially)-102(112)

£84(92)x2/8s-96x3(biennially)-108(119)

£72(79)x2/8s-96x3(biennially)-108(119)
£78§86;x2/88~102x5(biennially)-114(125

£84(92

£102(112)x4/16s-126(139)

£132(145)x6-144(158)

£138(152)x6-150(165)

£150(165)x6-162(178)
£150(165)x6-168(185)

£156(172)x6-174(191)

£174(191)x6-186(205)
£180(198)x6-192(211)
£192(211)x6-204(224)

£198(218)x6-210(231)

£180(198)x12-228: 252x12-276(304)

£210(231)x12-270(297)

£288(317)x12-336x18-480( 528)
£462(508)x18-516x24—-564(320)
£462(508)x18-516x24-636(700)

£498(548)x168-516x24=~6361 714x30-894

£540(594)x24-656: 714x30-954(1049)

(vii)

with free quarters

without free
quarters

with free quarters

with free quarters

) without free quarters
x2/85-96x4/165-120: 132x6-168(185) with free quarters

£96(106)x4/165-120(132)

with free quarters

without free
quarters

with free quarters

without free
quarters

with free quarters
with free quarters

without free
quarters

with free quarters

without free
querters

with free quarters
without free quarters

without free
quarters
with free quarters

without free
quarters

withcut free
quarters

without free
quarters

without free
quarters

without free
querters

T Scale for Men and Women

£462(508)x18-516x24-540: 588x24-684(752)
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(viii)

SECTION B

CPERATION OF BARS WITHIN ALY, SCALES
(See paragraphs 84 & 88 of Report)

The bars here referred te apply only to
movement within a long scele or within a series of
linked segments constituting a scele.  Where movement
to a higher segment is in effect a promotion to a
superior post or grade, the machinery of the Public
Servicc Commission vould eperate (see paragiaph 86)

Where successive segments in A Scale cover a
combined esteblishment, movement into the higher grade
segmernt should be controlled by bar system esge in
the proposed grading:—

Lesistent Officer RO
Of ficor Bl=2
Senior Officer Bl

B5 eand B4-2 cover a combined establishment (see perae231)
In this case the bar at the top of the B5 segment would
aperate, and the appropriate Board would adjudicates

The bars which we recommend are indicated by the
symbol // in the table following.
Scale A £630-750//8L0«11.28//1176~1320
Scale A(W) £630-750//780-~918//980-~1128//1176-1520
Scale B £588-684,/762-984//1020~1123//1176-1320
Scale B(W) £588-684,//708-912//948-1128//1176=~1.320
Scale C £498 or 540-636//714~924//954-1092//1128-1320
Scale 1{W) £:98 or 540-636//660-~864//894-1092//1128-1320
Scale &  £90-120//132-156//162~228//252-318//336~3903408-480

Scale E(W) £90-120//126-158//162~228//240-300//318-390: 408-480

Scale T and T(W) £462-540//588-684

P Scales We have not attempted to insert bars in these
scales, as thneir placement must depend on the organisation
and promotion structure in the Police and other Departments
which use the P Scalese. We suggest that the placement of
bars should be decided by consultation between administratiors
regard being had to our general principles that a bar

should occur after the first five years of service and
thereaf'ter at intervals of from five to more yearse
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IPPENDIX TII (Paragraph 162)
ENTRY POINTS INTO THHE E SCALES FOR THE CLERICLL JND ZNALOGOUS SERVICES
Kenya Tanganyike. Uganda Zanzibar
Entry Educational and Educational and Educational and Bducational and
point training standard training standard treining standard training standard
£

E6 - 90(99)

Kenya /ffrican
Preliminary
Examination
(Standard VIII)

Territorial Examination  Junior Secondary
Standard VIII IIT Examination
plus entry

examination

Standard VIII

E6-108(119)

Kenya Ifrican
Preliminary examination
plus two years
departmental training

Territorial Examination
Standard VIII plus two
years departmental
training

E6-120(132)

Territorial Examination
Standard VIII plus

three years departmental
training

E5-132(145)

Kenya !/frican Secondary
School Examination
(Standard X)

Territorial Examination
Standard X

EB~144(158)

Territorial Examination
Standard X plus one
year's departmental
treining

E5-150(165)

Junior Secondary
ITI Examination plus
three years depart-
mental training

F4-162(178)

teitarial BREINARLOR  gihool Gertificsbe
Standard X plus two

;éea.r_‘s _departmental
raining




¥

Kenya (contd.)

Tenganyike (contd.)

Uganda (contd. )

Zonzibar (contde)

£
&
o]

R-180(198)

School Certificate

School Certificate.
Standard XII

plus one year's
departmental
training.

Schocl Certificate

E4-192(211)

Territorial Examination
Standard X plus three
years departmental
training

E4-204(224)

School Certificate
plus one yeer
departmental training

School Certificate
plus one year
departmentel training

Standard XIT plus two
years departmental
training

S b ol ) b i ad

E4-228(241)

School Certificate
plus two years

. departmental training '

School Certificate
plus two years '
departmental training

School Certificate
plus three years
departmental training

E2~252(277)

Higher School Certificate-
or intermediate degree if

not selected for the
Training Grade

Higher School Certificate
or intermediate degree if
not selected for the
Training Grade

E2-336( 370)

Graduates if not
selected for the
Training Grade

Graduvates if not
selected for the
Training Crade

Graduates if not
selected for the
Training Grade
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