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ABSTRACT 

 

 

 
This research paper presents a case study of a government organization on 

how to improve and accelerate its disciplinary management process system. Every 

year, the overall processing time of disciplinary cases grows every year, leading a 

delay in the process and actions within the organization. The goal of the research 

is to identify the causes and problems that cause delays in the process and actions 

of disciplinary cases in the government organization, as well as ways to improve 

and expedite the present process of the disciplinary management process system 

inside that organization. Using the Scientific Management Theory as a model of 

intervention, this study will focus on techniques that can be implemented to 

ensure that disciplinary matters are completed in a timely approach. The purpose 

is to identify the most effective interventions for improving and accelerating the 

entire disciplinary management process system. The recommended interventions 

were designed to assess the success of the identified methodologies in improving 

and expediting the organization's disciplinary management process system. This 

study also provides critical information and examines how interventions plans for 

the government organization under study are implemented, as well as setting a 

benchmark for other similar government organizations in the same industry to 

implement better interventions in managing their disciplinary process. 
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ABSTRAK 

 

 

Kertas penyelidikan ini menyajikan kajian kes mengenai bagaimana 

organisasi kerajaan dapat memperbaiki dan mempercepat sistem proses 

pengurusan disiplinnya. Setiap tahun, tempoh masa pemprosesan keseluruhan 

kes disiplin meningkat dari tahun ke tahun, menyebabkan kelewatan proses dan 

tindakan dalam organisasi. Tujuan penyelidikan adalah untuk mengenalpasti 

punca dan masalah yang menyebabkan kelewatan proses pengurusan  dan 

tindakan kes disiplin dalam organisasi, serta cara untuk memperbaiki dan 

mempercepat proses sistem pengurusan disiplin sedia ada di dalam organisasi 

tersebut. Dengan menggunakan “Scientific Management” teori sebagai model 

intervensi, kajian ini akan memberi tumpuan kepada teknik yang dapat 

dilaksanakan untuk memastikan proses disiplin diselesaikan tepat pada masanya. 

Objektif kajian adalah untuk mengenal pasti intervensi yang paling berkesan 

untuk memperbaiki dan mempercepat keseluruhan sistem proses pengurusan 

disiplin. Intervensi yang disyorkan dirancang untuk menilai keberhasilan 

metodologi yang dikenalpasti dalam memperbaiki dan mempercepat sistem proses 

pengurusan disiplin organisasi. Kajian ini juga memberikan maklumat kritikal dan 

mengkaji bagaimana rancangan intervensi untuk organisasi kerajaan yang sedang 

dikaji dilaksanakan, dan juga menetapkan penanda aras untuk organisasi kerajaan 

lain yang serupa dalam industri yang sama untuk melaksanakan intervensi yang 

lebih baik dalam menguruskan proses disiplin masing-masing. 
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CHAPTER 1 

 

 

 

INTRODUCTION 

 

 

 
 

1.0  Introduction  

 

 

Chapter One (1) sets out the study, describes the background and clarifies its 

purpose, aims and objectives of the research. The purpose of the research section of 

this chapter reflects the problem statement and identifies how the analysis will be 

carried out by providing the context on which the research is performed and justifies 

the research based on the identified problem. The objectives of the research are then 

explored in the chapter. The objectives define what is to be studied and what is to be 

omitted. The contribution of the research is then discussed, which explains how the 

research project would contribute to its related field. 

 

 

 

 

1.1 Background of The Study  

 

 

Organizations, in any context, are made up of groups of people and 

individuals who are interdependent and work together to achieve organizational 

goals and objectives. As a result, these people communicate with each other on a 

regular basis to perform their job roles and to make a successful contribution to their 

organizations. However, people enter the workplace with their own specific skills, 

attitudes, beliefs and expectations, so this can be a source of contention in any 

organization (Robbin, S. P., Odendaal, A., & Roodt, G.,2003). To address disputes 

between individuals and groups and to ensure a harmonious working environment, 

managers, superiors, and other leaders use disciplinary measures to avoid escalation 

and preserve industrial peace. Disciplinary action, in its essence, is designed to 

correct behaviour and to maintain balance in the employment relationship (Grogan, 

2009).  
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When unacceptable conduct or acts are found in the workplace, it is the right 

of leaders and administrators to correct this behaviour and develop more reasonable 

norms or expectations than those being corrected (Herath, T., & Rao, H. R.,2009). 

Discipline, and its resulting rules and procedures, thus form an important part of the 

employer-employee employment relationship. But it needs to be significantly and 

procedurally fair for discipline to be successful and to achieve the desired results 

(Bendix, 2005). This implies that effective rules and processes need to be enforced in 

the workplace to ensure that all corporate practises and regulatory provisions are 

complied with. Procedural fairness refers to the proper process to be followed during 

the disciplinary investigation (Bendix, 2010). This refers to the internal rules and 

procedures of the organisation which need to be followed step by step to ensure that 

employee’s rights are not abused and to protect the company from unfair labour 

practises and unfair dismissals.  

 

 

One of the significant internal elements of human resource management is 

disciplinary control. The objective of disciplinary control is to create a positive 

attitude and avoid the occurrence of malpractice because the goal is to develop 

quality, integrity, and motivation. There are, however, several issues that affect the 

disciplinary management system process, such as incomplete reporting, delay in the 

preparation of reports and lack of understanding. 

 

 

This study will be conducted in Jabatan Pendidikan Negeri Johor (JPNJ), 

which oversees and manages 14 sectors, 11 Pejabat Pendidikan Daerah (PPD) and 

1,189 schools. However only 884 primary schools and 234 secondary schools, 

consisting of 45,646 teachers and 6,397 employees including 14 sectors and 11 PPD 

are directly under JPNJ's jurisdiction and authority for disciplinary management and 

process. Sektor Integriti, JPNJ has been established as a focal point for the 

management of disciplinary related issues for all teachers also known as education 

services officers and supporting staffs under the control of the JPNJ. This sector is 

headed by one (1) Pegawai Tadbir & Diplomatik M48, assisted by one (1) Pegawai 

Tadbir & Diplomatik M44 and M41 each, as well as four (4) supporting staffs. Its 

responsibility is to manage faithfully and implement disciplinary procedures for the 

JPNJ Disciplinary Board's consideration. Therefore, this study explores the factors 
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influencing disciplinary management system process to be less ineffective and to 

suggest ways to improve the current situation in JPNJ. 

 

 

 

 

1.2 Problem Statement  

 

 

Disciplinary action plays a major role in determining the future behaviours of 

employees, and it can be for the better or worse. The problem is that disciplinary 

action within the organization is not perceived to be effective due to poor utilisation 

of disciplinary management process system and this perception may be a barrier to 

the overall purpose of disciplinary action. 

 

 

As a whole, this study focuses on discipline process issues where disciplinary 

management is subject to procedures provided, however one may encounter 

dilemmas when handling cases that are rare, different and not fully addressed in the 

process and procedures thus the disciplinary cases cannot be entirely based on 

existing workflows and checklists. Other than that, officers who lead and are held 

accountable for Sectors, Units and PPD who are also the same person in charge and 

responsible for managing disciplinary cases, they may however, be exchanged and 

replaced by other officers within the stipulated period specified by JPNJ. In addition, 

the head of the PPD scattered in all 11 (eleven) districts around Johor, who are 

directly responsible for handling any disciplinary matter, are also unable to attend 

Sektor Integriti, JPNJ to seek advice and assistance from more qualified officers on 

the basis of the Movement Control Order (MCO) and Restricted Movement Control 

Order (RMCO) declared time after time by the government due to the outbreak of 

Covid-19 pandemic. 

 

 

These factors are causing officers to be unskilled and less experienced 

managing in variety of discipline issues such as absenteeism, sexual harassment, and 

forgery of documents. Apart from that, existing officers are also not given full 

exposure and have no direct experience or hands-on training in handling the 

disciplinary cases. This causes disciplinary cases in the Sectors, Units and PPD to be 



4 

 

delayed and not managed in a timely manner. The disciplinary work process is 

considered complex and complicated by officers because it requires officers to 

conduct investigations, report writing as well as preparing supporting documents. 

These actions could not be carried out because the officers are not well versed and 

lack understanding of the relevant disciplinary process and required documents for 

each specific case involved. 

 

 

 The symptoms or objective evidence shown due to these problems are as 

follows; 

 

 

i.   Unclear / Incomplete Report 

 

 

(a)  the report does not contain clear relevant information a disciplinary 

violation that is said to have been committed by an officer; 

 

 

(b)  a report of a disciplinary violation is not clearly and specifically 

stating the misconduct performed by an officer and the rules violated 

in connection with such offense; and 

 

 

(c)  reports of disciplinary violations are not accompanied by evidence or 

documents related to the violation. 

 

 

ii.   Numbers of incomplete reports/queried reports received by Sektor Integriti, 

JPNJ  

 

 

Table 1.1  Numbers of incomplete reports/queried reports received by Sektor 

Integriti, JPNJ updated November 2020 (Sektor Integriti, JPNJ) 
 

YEAR NO. OF INCOMPLETE/QUERIED REPORTS 

2018 10 

2019 25 

2020 37 
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1.3 Purpose of the Study  

 

 

 The overall objective of this study is to design a comprehensive procedure for 

Jabatan Pendidikan Negeri Johor to follow and execute the disciplinary process 

accordingly thus discipline actions can be implemented fairly, effectively, and fully 

complies with principles, procedures and rules outlined within a timely manner. 

 

 

 

 

1.4 Research Objectives  

 

 

        The purpose of this research is as follows;  

 

 

i. To critically analyse the root cause for this phenomenon; 

 

 

ii. To analyse on how the compliance of leaders to the disciplinary 

process can influence the disciplinary management system of the 

organization; and  

 

 

iii. To obtain recommendations by Sektor Integriti, JPNJ to improve the 

current state of the disciplinary management process system. 

 

 

 

 

1.5 Research Questions  

 

 

 The research questions are created to assure that the study is being conducted 

in the appropriate track and the research objectives are met at the end of it. The 

research questions involved are as follows; 

 

 

i. What is the root cause of JPNJ’s existing disciplinary management 

process system phenomenon?  
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ii. How far the compliance of leaders to the disciplinary process influences 

the organization's disciplinary management system? 

 

 

iii. What recommendations does Sektor Integriti, JPNJ have to improve the 

current state of the disciplinary management process system? 

 
 

 

 

1.6 Researchers Role  

 

 

 In this research, the researcher has a responsibility to communicate their 

research, to collaborate with others where appropriate and to transfer and exploit 

knowledge for the benefit of the employer, employees and the organization as the 

case company selected. Thus, the researcher must be self-conscious to engage in a 

detailed self-reflection of identity and assumptions, have a communication skill to 

the participants participating in the study and provide a clear understanding of the 

importance and limitations of the study. Researcher also displays personal 

competence by showing self-confidence, capability, and persistence in pursuing 

goals despite obstacles and setbacks faced during the research. The researcher also 

demonstrates self-regulation where the researcher listens and pay close attention 

during interview and observation. Assumptions or conclusions are withheld long 

enough to allow participants to clarify the full spectrum of their experiences but 

shared when appropriate to be frank and honest. The researcher combines the need 

for listening and learning, but also anticipates the questions, interests, and needs of 

the participants. 

 

 

 

 

1.7 Research Ethics 

 

 

 The researcher adopted the following ethical considerations as, first when the 

researcher is planning the research, the consent form was obtained from the 

organization concerned. Permission was also obtained from the organization to gain 
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access to interview, compile, evaluate and disclose data from individuals of the 

organization that are closely related to the research. The researcher also explained to 

the participants who participated in the research, the purpose and process, the 

anticipated duration and procedures involved. Researcher also ensured that 

confidentiality was always protected and that participants were aware of how their 

data would be used, what would be done with case materials, images as well as audio 

and video recordings. This is intended to ensure that patents, copyrights and other 

forms of intellectual property are used with permission and thus to prevent 

researchers from using unpublished data, methods or results without authorisation 

and also to give proper recognition or credit to all research contributions. It is crucial 

for the researcher to adhere to ethics by promoting ethical values that are 

fundamental to collaborative work, such as trust, accountability, mutual respect, and 

fairness because this research involves a great deal of collaboration and cooperation 

between a variety of different people in different parts of the organisation. 

 

 

 

 

1.8 Significant of Study  

 

 

This study has three (3) significance of study namely Jabatan Pendidikan 

Negeri Johor, the government of Malaysia and future researcher. 

 

 

  1.8.1 Jabatan Pendidikan Negeri Johor  

 

 

The results of this study are capable of being a strong guide for 

leaders in Jabatan Pendidikan Negeri Johor (JPNJ) to understand the real 

issues involved in order to provide an efficient disciplinary management 

mechanism for its problematic employees. Thus, the JPNJ shall apply the 

suggested approach derived from the findings of this study in order to 

resolve the problems. 
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  1.8.2 Government of Malaysia  

 

 

This study also may benefit the public sector by reducing prevalent 

negative views on the disciplinary management process system in line with 

the public servant’s expectation, the government should take every effort to 

improve its disciplinary action where the improved disciplinary process 

facilitates the effective implementation of rules and regulations on 

disciplinary matters among public servants. As a result, the public service 

delivery system will be strengthened and, indeed, improved public service 

delivery will lead to enhanced good governance. 

 

 

               1.8.3 Future researcher 

 

 

This research should provide the real issues pertaining this problem 

with evidence and viable options or suggestions to address it. In future the 

researchers can use this research as their best reference to further their 

research in more depth. They can also find the gap or limitation within this 

research and improve their research methodology in the future.  

 

 

 

 

1.9 Definition of Key Terms  

 

 

The definition of key terms that has been used in this study is explained as 

follows;  

 

 

i. Disciplinary management process system refers to an approach used 

by management to take either administrative action (positive 

discipline) or disciplinary action (punitive discipline) in response to a 

violation of the code of conduct among civil servants in order to 

improve undesirable performance and behavior through the 

application of relevant rules and regulations. 
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ii. Standardized Operating Procedures refers to the need that all 

disciplinary processes and actions are handled and implemented 

within the timelines defined for each phase of the disciplinary 

procedure. 

 

 

iii. Delegation of Work and Responsibility refers to granting leaders of 

Sectors, Units, and PPD the authority to transfer and assign their 

responsibility for managing disciplinary issues and cases under each 

Sectors, Units, and PPD to another person lawfully appointed by the 

organization.  

 

 

iv. Training and development refer to delivering concentrated training 

and development closely associated and relevant to the disciplinary 

management process system to Sectors, Unit, and PPD leaders, as 

well as the person lawfully authorized by the organization, in order 

for them to thoroughly master the entire process and procedures. 

 

 

v. Mutual cooperation refers to the process by which leaders of Sectors, 

Units, and PPD collaborate with the person lawfully authorized by the 

organization to achieve the mutual goal of establishing and 

implementing an efficient disciplinary management system from the 

beginning to the end. 

 

 

vi. Disciplinary Coordinator refers to a person/officer qualified in terms 

of integrity, skills, abilities, and commitment to be appointed as 

Disciplinary Coordinator to assist Sector, Unit, and PPD leaders in 

achieving a smooth and consistent disciplinary management process 

system in order to overcome and avoid pending disciplinary cases as 

well as to process incoming disciplinary cases in a shorter period of 

time. 
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