ABEENRAEZEES
Public Service Commission
£F #{ Annual Report 2004




Contents
r ;
Foreword — A Tribute 2
Fs — BABE
rChapter | The Public Service Commission Remit 3
B—E ZERNBRARE
F.rl.'.‘.h.'q':;ter 2 Membership and Secretariat of the Commission 7
gTE ZEERBRWER
rChapter 3 Recruitment, Promotion and Discipline 10
= B~ BAHERALE
r=Ci'zaplter 4 Disciplinary Policy and Procedures 24
FNE R D ERNERF
rChapter 5 General Observations and Recommendations 32
EhE ZEENFOERRER
rChapter_é Case Studies 43
BARE BRMH R
rnCha;:;ter 7 Visits and Events 57
Ft=E SRR AEMFE
rChapter 8 Acknowledgements 58
ENE 38
rAppEndix I Submissions with Revised Recommendations after the Commission Secretariat's 59
Observations
B 4% | ZEOUBRRIEUBRERFEEIINESR
rAppendix Il Curricula Vitae of the Chairman and Members of the Public Service Commission 60
pg - 4l ZRETREESHN
rAppendix Il Flow Chart lllustrating the Vetting Process of Promotion Cases 64
B 8% I BERENBEEEEFARE
rAppendix IV Organisation of the Public Service Commission Secretariat 65
P&k [V ABEHFAEERUERESRE
rAppendix V  Appointments to the Senior Directorate (D3 & above) in 2004 66
Fiysx v —EENFBEAERMAR (D3LIL) BfEe
rAppgndix VI Breakdown of Appointments (by Salary Group) and Related 'Matte_rs 1n2004 67
k- QY —ETNEEA (ZHEARNIE) REREENSERET
Statistical figures in this annual report are shown on a calendar year basis
FEBANGHBTLUEEFT

| Public Service Commission Annual Report 2004 |




| | | I I SR T AR N

Foreword — A Tribute

5 — WA E

This is my 9th and final Annual
Report — | retired from the
Commission at the end of April
2005.

| wish to pay tribute and record my
appreciation to —

* Members of the Commission,
past and present, for their time,
wise counsel and immense
contribution in  establishing policy and streamlining
procedures as well as dealing with individual cases;

* Secretary for the Civil Service and his senior staff as well as
Permanent Secretaries, Heads of Departments and their
colleagues for their ready cooperation and support; and
equally important, their willingness to draw on the
Commission's advice;

* Members of the Executive Grade, particularly
Departmental Secretaries and their teams as well as
colleagues in the Secretariat on Civil Service Discipline,
who have been the lynchpin in dealing with the
appointment and disciplinary matters; and

* The Secretary and all staff of the Commission Secretariat
for their loyalty and dedication - without their expertise and
input, the Commission simply would not have been able to
function.

The Commission's key remit is to advise the Administration

‘on appointments and promotions concerning the senior

echelons of the civil service; as well as on disciplinary cases,
| can state, quite candidly, that the Commission has
discharged its responsibilities without favour or fear. Indeed,
| dare say it is for this reason that the Commission is held in
high regard by both the Administration and the civil servants
at large.

It has been a distinct honour and privilege for me to have had
the opportunity to serve as the Chairman of the Commission
for the past 8 years and 9 months.

W
s Bamns

Haider Barma
Chairman
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The Public Service Commission Remit

EE SRR

The Commission was established in 1950 as an independent
statutory body. The Public Service Commission Ordinance
and its subsidiary regulations (Chapter 93 of the Laws of
Hong Kong) stipulate our remit. Qur fundamental role is to
advise the Chief Executive on civil service appointments,
promotions and discipline.

QCur advice on appointments and promotions relate only to
the senior ranks of the service. This covers posts with a
maximum monthly salary of $32,900 (Point 26 of the Master
Pay Scale) or more, up to and including Permanent Secretaries,
Heads of Departments (HoDs) and officers of similar status.
At the end of 2004, the number of established awil service
posts under the Commission's purview was 33 514,

The posts of Chief Secretary for Administration, Financial
Secretary, Secretary for Justice, the Director of Audit as well
as posts in the Judiciary, the Hong Kong Police Force and the
Independent Commission Against Corruption fall outside the
Commission's purview. In addition, following the
introduction of the Accountability System on | July 2002,
Ministers or Directors of Bureau are not civil servants and
their appointments also need not be referred to the
Commission.

As for disciplinary cases, this covers all Category A officers!
with the exception of exclusions specified in the Public
Service Commission Ordinance.
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"The Commission scrutinizes the policies and procedures of the civil

service in areas under its remit and makes suggestions for iniprovement \
as appropriate. It fulfils its role as a useful and effective forum for
reviewing such policies and procedures and it ensures that individual

cases are dealt with impartially, efficiently and fairly.”

1 Under the Pension Benefits Regulations, Cap. 99A of the Laws of Hong Kong, "Category A Officer” means an officer who Is appointed to
an established office and who occupied an established office at the time of his retirement or resignation from the senvice. This covers
virtually all officers except those on probation, agreement and those remunerated on the Model Scale | Pay Scale.
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Other Functions HtbEEE

The Commission's advice is also sought on the following ZEESTEHRTIIFEHEHER

matters :

- ABREEEREERRARESEEHE
* representations from officers on matters falling within the

Commission's statutory responsibilities and in which the MEERFBOEER DR
officers have a direct and definable interest; - HE /LA /SR ;
* deferment/termination of probationary/trial service; - BARESEE  TEERE
* employment on agreement terms which — — BRENEH

- involves overseas agreements;

— RERAABSE TH—HREER

- departs from the normal progression in the rank under

the new entry system?; - ERTERRAQTHENESR - £
- offers a shorter than normal duration on performance or HRIERRE
conduct grounds;

— ARWMBBEA LA -

- requires selection or comparison of merit.

In addition the Commission is. required to advise on any S RREMAREMAETRRERNM

matter relating to the civil service that may be referredtous ~ HAKBERNEH - #HER -
by the Chief Executive.

2 The new antry system was intraduced on 1 June 2000. With effect from this date. new recruits to the basic ranks will nermally be appointed
‘on three-year new probationary terms to be followed by three-year new agresment terms before they are considered for appointment on
new permanent tarms.
ARG ER _PRREAA—HENRE AL - FABNEFRBEAE - MEEERERERBBA=F « BmEHEN
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Advisory Role

The Commission's role is to advise the Chief Executive on
matters falling within its remit. In examining submissions
from the Administration, the Commission always ensures
that the recommendations are sound and the related process
is carried out fairly, meticulously and thoroughly. The
Administration is required to clarify or justify its
recommendations in response to the Commission's
observations and queries. On many occasions, the
Administration has changed its recommendations following
feedback from the Commission whilst, in other instances,
following clarification or additional justification, the
Commission has been satisfied that the recommendations
are in order, The Commission also draws the
Administration's attention to deviations from established
procedures/practices and staff management problems
identified during the processing of submissions and, where
appropriate, recommends measures to deal with these
problems.

Human Resource Management :
Policy and Initiatives

The Commission continued to act as a "think tank” to the
Secretary for the Civil Service. The Commission's views are
sought on policy and procedural issues pertaining to
appointments, promotions and discipline as well as on a wide
range of subjects relating to the review and development of
Human Resource Management subjects.

During the year, the Civil Service Bureau (CSB) consulted the
Commission on the proposal of delegating to HoDs/Heads
of Grades the authority to decide the exact length of an
officer's further appointment on New Agreement Terms
(NAT) on completion of his three-year probationary service
in case the normal three-year agreement cannot be offered
due to funding constraints and/or uncertain service need.
The new arrangements took effect on |0 March 2004, It was
appreciated that some departments had practical difficulties
in offering appointment on three-year agreements under
NAT in view of the fluid vacancy position of the respective
grades. As the delegation is subject to the condition that the
aggregate duration of agreements would not exceed three
years in total, the Commission indicated no objection to the
proposal.
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Mr Wilired WONG, JP _
Member. Public Service Commission
LEBRHZAETEA

ME > BENGRCE "

Mission and Performance Target

The Commission's mission is to safeguard the impartiality and
integrity of appointment and promotion systems in the civil
service and to ensure that recommendations for
appointment and promotion are based on merit and are free
from political patronage or pressure.

In 2004, the Commission advised on 9| submissions
covering recruitment and promotion exercises, disciplinary
cases and other appointment-related subjects. Altogether
289 submissions were queried, resulting in |19 re-
submissions (41%) with recommendations revised by the
CSB and departments after taking into account the
Commission's observations. A statistical breakdown of these
cases is shown in Appendix |.

In dealing with recruitment, promotion and disciplinary
cases, the Commission's target is to tender its advice or
respond formally within four to six weeks upon receipt of
departmental submissions. In 2004, 99.2% of the 91|
submissions (compared with 98. 1% in 2003) were dealt with
within the pledged processing time. The remaining few
submissions related to large and complicated exercises which
necessitated a longer processing time.
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experience, | am happy to see that the best human resource
management practices in the private sector are often cited in the
deliberations of the Commission. The willingness to benchmark
against best practices elsewheré is an imporiant approach that will help

"As a member of the Commission with both public and rj?iﬁar&--mct&;\\*\
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Membership and Secretariat of the Commission

ZEEHERWEE

Under the Public Service' Commission Ordinance, the BR (AKENAZEGRM) » EBRE
Commission must comprise a Chairman and not less than - EREARORBERFTENRNEE
two or more than eight members. All are appointed by the e =

Chief Executive and have a record of public or community B RARZPHTHEERE - UHRER
service. Members of the Legislative Council, the Hong Kong ~ MSUIRBH ENEE - U EEEE - FELD
Civil Service and the Judiciary may not be appointed to the BEMNSZRBABRBMAZES® » BHK&

Commission. This restriction does not extend to retired

officers. DNBERIRIELRE -

Membership B 8

The membership of the Commission during 2004 was as follows ;

—_ERPNEEAENRERENT -

i C'hairn'lan Hr Hader BAW, éBS. jP | (since Aug‘ust 1996) ]
IR | XL GBS P (H—RANE/N\AR) |

Mr Vincent CHOW Wing-shing, BBS, |P (sihce- February 1998)
XS4 + BBS P | (B—hANFE_AL)

Mr Frank PONG Fai, JP | (February 1598 to January 2004)
AL P | (—AR\FAE_SBnFE—F)
Dr Elizabeth SHING Shiu-ching, |P (since June 1999)
BRNE L - P (H—HANERAR)
Miss Eliza CHAN Ching-har, |P (since December 2001)
REEXL P (HZBB—H+_AE)

Mr Wilfred WONG Ying-wai, JP (since February 2002)
FREEXRLE P (s - S = )

(o ves
ERTELE P (HZFF=FFAR)
Mr Michael 5ZE Cho-cheung, GBS, |P (since February 2004)
ML + GBS » P (H—_FFONE_FIEE)

Mr Thomas Brian STEVENSON, SBS (since February 2004)
iS4 + SBS (B_FFRMEE_AE)
Secretary Mrs Stella AU-YEUNG KWAI Wai-mun (since November 2002)
HWE EpEE SRt (=B8R _H1+—8#)

Curricula vitae of the Chairman and Members are at Appendix II.

TREZEHMAWAKER ) -
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Chapter2 56”8

Secretariat of the Commission

The Commission is served by a small and dedicated team of
civil servants from the Executive Officer, Secretarial and
Clerical grades. Submissions from the Civil Service Bureau
(CSB) and Government departments are meticulously
vetted, with further clarification and justification obtained
where necessary, before the advice of the Commission is
sought. A flow chart illustrating the vetting process of
promotion cases is at Appendix Il

During the year, the Chairman and Commission Secretariat
continued to carry out efficiency savings measures by
redistributing duties, streamlining work procedures and
enhancing office automation. Under the various initiatives,
one Executive Officer | post was deleted in 2004, in addition
to the seven posts deleted in 2000 - 2003. A desktop
computers enhancement programme commenced in late
2004. The updated organization chart of the Secretariat is
at Appendix IV.

Method of Work

Business is normally conducted through the circulation of
files. Meetings are held when policy issues or cases which
are complex or involve important points of principle have to
be discussed.
departments are invited to the meetings to appraise the

The CSB and senior management from

Commission on matters of concern so that the Commission
will have a better understanding of the problems faced by
departments.
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Chapter2 S

Homepage on the Internet

The Commission's homepage can be accessed through the
Government Information Centre or at the following address:

http:/fwww.csb.gov.hk/hkgesb/psc

The homepage provides basic information on the
Commission's role and functions, its current Membership,
the way the Commission conducts its business and the
organization of the Commission Secretariat. Our Annual
Reports (from 2000 onwards) can also be viewed on the
homepage and can be downloaded.? The total number of
recorded visits to our homepage in 2004 is 94 846.

Cyber

Homepage on the Central
Government Office (CCGO)

Our homepage has also been uploaded onto the CCGO
since January 2001, It provides an easily accessible alternate
route for officers in departments and bureaux to grasp the
Commission's general views and latest advice on procedural
and policy aspects of appointment and disciplinary matters
and thus, hopefully, help them in their work. This homepage
attracted a total of 3 333 visits last year which represents an
increase of 85% as compared with the figure in 2003,

=R ClESE G
AR TBBBAERTORETHIE
HER ¢

http: //www.csb.gov.hk/hkgesb/psc
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3 Hard copies of the Annual Report are also avaitable in public libraries and District Offices.
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Recruitment, Promotion and Discipline

1858 ~ EAERTACE

Recruitment/In-service Appointment

Recruitment is undertaken by the Civil Service Bureau and
Government departments. The Commission is involved in
the process through overseeing the procedural aspects and
advising on wvetting criteria and on recommendations for
appointment.

With the continuation of general civil service recruitment
freeze affecting mostly the basic ranks as well as the down-sizing
of the civil service establishment (from about 198 000 in
early 1999 to around 160 000 by 2006/07) covering
virtually all grades and ranks, the number of new recruits
remained on the low side during the year. Where
exceptionally justified on operational grounds, approval is
given by the Joint Panel (co-chaired by the Chief Secretary
and the Financial Secretary and with the Secretary for the
Civil Service as member) to conduct open recruitment.
The appointments made through recruitment exercises
approved exceptionally by the Joint Panel included, for
instance, the basic rank of Station Officers (Operational) in
the Fire Services Department and Cadet Pilot and some
senior positions such as Government Chief Information
Officer.

In 2004, the Commission advised on the filling of 92 posts
(90 by local candidates and two by overseas candidates)
through open recruitment (56) and in-service appointment
(36). This represented an increase of 74% in the number
E_’J-f- recruits compared with 2003 and a decrease of 77%
compared with 2002. A statistical breakdown of these
appointments is provided below —
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and giﬂm the current cﬁnﬂ‘mges ﬁmad hy the civil .rervwe, the
Commission's role. of safggmrding and. mamfammg the integrity of the
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Recruitment/In-service Appointment Exercises in 2004

—EFTRNENEE/ AEBEAR
| |. Number of appdmees';;:
. RBA®
Open Recruitment !
PR
|
| * on probation
. Hﬁa 49
- an_agre’emm
» ﬁ%ﬁJ _4;
* on transfer (between departments or grades)
- B Cisba B ovdi) 3
Sub-total B
nEt 56

In-service appointment

PIBBER{E

* on trial terms

- HRERRZE
* on probationary terms

- B A RMRER

* Including two overseas candidates

BEMEBINESE

I“ Comparison with figures for previous years:

K ﬁ@%ﬂﬁﬁﬂ’]ﬁ%ttf‘

‘rbar MNo. of Local CandrdatEsAppolnted No. of Overseas Candidates Appmnted
FH BANRDEMEHE EANENENERE

2002 395
2003 58
2004 90
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Chapter 3 S8 =8

Since the establishment of the Hong Kong Special
Administrative Region (HKSAR) Government in 1997, new
appointees to the public service must be permanent
residents of the HKSAR. However, professional and
technical posts may be filled by non-permanent residents if
there are no qualified or suitable candidates with permanent
resident status (Article 101 of the Basic Law). Two such
appointments were made in 2004, i.e. the filling of a Senior
Operations Officer vacancy in the Civil Aviation Department
with the requirement from the candidate of a professional
pilot licence and substantial experience, and the filling of the
Government Chief Information Officer post in the
Commerce, Industry and Technology Bureau.

Serving overseas agreement officers in the civil service are
retained primarily on operational and specialist grounds.
They can, and have been encouraged to, apply for transfer
to local terms subject to their obtaining permanent resident
status and their satisfying language and other criteria.

Special Appointments

The Government has an extremely diversified range of
functions to perform. Civil servants do not always have the
expertise to carry out specialised functions; hence spedial
appointments* are sometimes necessary. These appointees
do not compete with the civil servants for promotion and the
continued need for their employment is reviewed regularly.

The Commission did not receive any submission
recommending the offer of "special appointment” in 2004.
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4 Such appointments do not occupy an established post in the civil service.
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Chapter3 S8 =8

Promotions

With the finalisation of their manpower plans, Permanent
Secretaries/Heads of Departments/Heads of Grades
(PSs/HoDs/HoGs) reactivated promotion/selection exercises
during the year. The revised rules for granting acting
allowances have also prompted PSs/HoDs/HoGs to conduct
promotion/selection exercises in a timely manner and have
resulted in an increase in the number of submissions to the
Commission. In turn, the Commission Secretariat has
stepped up its efforts to expedite the processing of these
During the year, the Commission advised on 901
promotions to fill vacancies in 337 ranks®. These included
124 promotions to directorate vacancies, which included 38
to the senior directorate ranks (see Appendix V). The actual
number of promotions advised on increased by 163% from
342 in 2003 to 901 in 2004.

cases.

The Commission has remained particularly concerned that
inconsistencies in the standard of reporting do not result in
an undeserving officer gaining promotion. The Commission
is pleased to note that most departments continue to rely on
assessment panels, preceding promotion boards, to
comment on reports so as to achieve a consistent standard
of reporting.
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§  The number of eligible officers far exceeded the number of promotees. In a number of promotion exarcises, over 300 candidates were

shortlisted for detailed consideration by the board,
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Chapter3 S8 =M

Complaints/Appeals

During the year, the Commission dealt with five
representations/complaints relating to the result of promotion
exercises. After careful and thorough examination, the
Commission was satisfied that the grounds for the appeals in
all these cases were unsubstantiated.

The Commission also received eight complaints relating to
acting/posting arrangements, the staff appraisal system,
alleged misconduct against individual officers and non-
renewal of agreement. While all of these complaints were
unfounded, the departments concerned had been asked to
take necessary measures to address the procedural lapses
where identified.

There was a substantiated complaint regarding the
withholding of a passage of promotion step. Details of this
complaint can be found in Case D in Chapter 6 "Case
Studies".

There were also two other complaints related to matters
outside the Commission's purview. They were referred to
the relevant departments for follow-up action.
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Renewal/Extension of Agreement

In 2004, the Commission advised on 3| cases of
renewal/extension of agreements for officers employed
under the old entry system. Among them, 2| officers had
their agreements renewed, eight had their agreements
extended and two officers were not offered new
agreements. A categorization of their terms of agreement is
given below —

W/ EREH
7 ZRERIIFREBEABHNTEEA
BN/ ERANBRRHER - K21
AARBBML  NBARHENBOE
5 SERAARTEML - RANERE
RIFILIA EMFT

Renewal Extension Nen-renewal

i EREH G 1.0

Locally Made}ied‘renﬁs?
L N

Common Terms®

B — R AR

&  The set of terms offered to local officers appointed before 1 January 1999,
“RHER MARE-NANE—F—BRZROXHEAHE -

7 The set of terms offered to overseas officers appointed before 1 January 1999 who have applied to transfer 1o locally modelled conditions

after becoming permanent residents.

“AENER" BEARE—ANANFE B BHNER  YENAXARREREDENLAHESERZRNENAES -

B The set of terms offered to officers appointed between 1 January 1999 and 31 May 2000. .
"W-RARNR BARE-NANF-RA-BETSRRFAASH—RMMEENLAKEE -
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Further Appointment under the New
Entry System

For officers employed under the new entry system?, the
Commission favourably advised on the offer of further
appointment on new agreement terms to 57 probationers
who had performed satisfactorily during the probationary
pericd. Nevertheless, 39 of them could only be offered, as
an interim measure, an agreement ranging from one to two
years instead of a three-year agreement under the normal
progression of the grades because the departments
concerned required more time to ascertain the permanency
of these posts. With a view to streamlining procedures and
to providing PSs/HoDs/HoGs sufficient flexibility to address
the fluid manpower situation arising from financial constraints
and/or uncertain service needs, PSs/HoDs/HoGs have been
given blanket approval with effect from 10 March 2004 to
determine the exact length of an officer’s further appointment
on new agreement terms in the event that the usual
agreement for a full three-year period cannot be offered due
to the uncertain financial position and/or service needs
subject to the aggregate durations of the agreements so
offered will not exceed three years in total. The Commission
will continue to offer advice on variation cases involving
selection or comparison of merits or substandard
performance of individual officers.

Extension of Service/Re-employment
after Retirement

The Commission Secretariat processed |3 cases of re-
employment after retirement over the age of 55 under the
Old Pension Scheme, all of which were justified on
operational grounds. The Commission also advised
favourably on two cases of extension of service beyond the

age of 60 under the New Pension Scheme.

AR 178 i A e 51 B A
ERREFABHEREMALR  E8F
CHEEFSAGRABTRER AR
RRIFNAER - 78 ARREFHPITEE
SHAREERBURTERMEN  HP
BOEFRAABRRBYNEN—ZEME » Mk
RENBRAN —REREN=F - AMELE
FrLURBARERER/SFMER/BREE
R EEMBREOERE / REREEN
BERE  BEREECAENAFER
FEMER/HSMER/BRERCERRE
it B "RFME=ATHE » MEPRK
MAR / RBBREFEREE « DIBAERF
SHRREABARR  RERK—RBRNZ=E
&1 A BTREMAAMNERSE - B8R
et ARt =E - ZESGEAN
ERENARNBEE - BSHERARARE
RER - RHER -

RARIER/ETZE
ERRHBARET SR BRAWEKS
SHBESS BB R E BT R RAOER  FEE
LERPESVETAERE - TEG Y
T TR RIS B S H BIZEC0REIE
ERBBHER -

9 The new entry system was introduced on 1 June 2000. With effect from this date, new recruits to the basic ranks will normally be appointed
on three-year new probationary terms to be followed by three-year new agreement terms before they are considered for appointment on

new permanent terms.
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Refusal/Deferment of Passage of
Probation/Trial Bar

The Commission remains of the firm view that confirmation
to the permanent establishment should not be "automatic”
and we therefore continue to advocate the need for a
realistic assessment of the performance of probationers/
officers on trial. It is reassuring that most departments have
now adopted this approach and have made full use of the
probationary/trial  period these officers’
performance, Where there are adequate reasons to further
test an officer on performance grounds, an extension period
of |2 months has been widely adopted as the norm so as to
allow sufficient time for the management to ascertain the

to observe

progress made by the officer and his suitability for
confirmation, The Commission has also been pleased to note
that where the officers are clearly unsuitable, departments
have taken the initiative to terminate the probationary/trial
service without waiting till the full period is up.

In 2004, 28 officers were granted extension of probationary/
trial service and six officers had their respective services
terminated. A statistical breakdown is given below —

Probationary/Trial Service

S BIE

* extended for six months or less

* ERGBARLT

* extended for 12 months
*ER12{EA

* extended for |8 months or more

* services terminated

* R

EFas/ ERAR /SRR
EREERABAAH/ATARTE "8
B REEEBEAEERNAS  fTL—@
L AR EMTREA / HEAEBN
IERR - ZRELEBAXIHLPERER
i AESRH/ SHEPINEEBERELAS
HIRE - MRBENFHFHAE—F R
EEABNREA  BENYEREER /&
EHER12EA  LEESEABKERE
ZHANBRERES REEREEBMT - 28
BEREREBE  BEMRRSEA/ HEAR
HETEEN WA BSEA/ SEHE
o BEBPIEESA / HE -

TERNE  AFBBARAERHA /S
£ BARBABHRPILERA - 2EMTH
FAOT

10 Mast of these officers’ probationary/trial service was extended to cover their period of sick leave or to allow the officers to obtain the
requisite qualification. Hence the period of the extension was much shorter.

BEEASARSARARDARAREGEARANBER FURELRMA /BEY  ERORMIENRE -
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Opening-up Arrangement

During the year the Commission advised on |8 cases under
the opening-up arrangements whereby positions in
promotion ranks occupied by agreement officers were
opened up for competition between the incumbent officer
and eligible officers one rank below. This arrangement
applies to both overseas officers who are permanent
residents and are seeking a further agreement on locally
modelled conditions, or other agreement officers applying
for a further agreement on existing terms.

Appendix VI shows a breakdown of appointments by salary
group and related matters advised by the Commission in
2004.

Management Initiated Retirement

(MIR) Scheme

The MIR Scheme, first introduced in 2000, provides for the
retirement of directorate officers on the permanent
establishment to facilitate organisational improvement and to
maintain the high standards expected of the directorate. |t
can be invoked on management grounds if the approving
authority has been fully satisfied that —

(a) the retirement of an officer from his present office is
in the interest of the organisational improvement of a
department or grade; and

(b)there would be severe management difficulties in
accommodating the officer elsewhere in the service.

The officer concerned will be notified beforehand and given
the opportunity to make representations. A panel chaired by
the Secretary for the Civil Service will consider each case
following which the Commission's advice will be sought on
the recommendation to retire these officers. In 2004, no
case under the MIR Scheme was referred to the Commission
for advice.

5 TSRk 2 2
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Compulsory Retirement in the Public
Interest under Section (s.) 12 of the
Public Service (Administration) Order
(PS(A)O)

Compulsory retirement under s.12 of the PS(A)O is not a
form of disciplinary action or punishment but pursued as an

administrative measure in the public interest on the grounds
of —

(a) "persistent substandard performance" — when the
officer fails to reach the requisite level of performance
despite having been given an opportunity, normally for
a period of 12 months, to demonstrate his worth; and

(b) "loss of confidence” — when the management has lost
confidence in the officer and cannot entrust him with
public duties (in such cases the officer is normally
interdicted from duty until a decision is made on his
case).

During the year, the Commission advised on seven cases
unders. | 2 of the PS(A)O.

Since the promulgation of the revised procedures in March
2003 in dealing with persistent substandard performance, the
Commission is pleased to note that departments have
become more conscientious in identifying non-performers.
The drop in the number of cases handled from |5 in 2003
to seven in 2004 was more the result of improvement made
by officers identified as sub-standard performers thus making
removal action unwarranted, than a loss in the momentum
of taking s.12 action. In this respect, in the course of vetting
staff appraisal reports in connection with promotion
exercises, the Commission has continued to draw attention
to possible s. | 2 cases for departmental action,

| Public Service Commission Annual Report 2004 |
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Disciplinary Cases

The Commission is responsible for advising on disciplinary
cases on all Category A officers in the public service with the
exception of a small number of exclusions specified in the
Public Service Commission Ordinance. The Commission's
advice is based on the principles of equity and fairness, taking
into account the nature and gravity of the misconduct involved
in each case, the officer's service record, any mitigating or
aggravating factors, whether there have been court
proceedings, and the level of punishment in precedent cases.

The number of disciplinary cases received from the
Administration and advised by the Commission has dropped
slightly from 151 in 2003 to 146 in 2004. This is mainly
attributable to the decrease in cases of falsifying claims of
allowance/refund and providing false information/ statement.
The signs of a rising awareness of the Administration's
intolerance of acts of misconduct are encouraging. On the
advice of the Commission, 46 officers were removed from
their offices and the remaining |00 officers were punished by
alesser penalty. An analysis of the penalties awarded in these
146 cases is provided below —

Removal from the Service: 31.5%

(Dismissal + Compulsory Retirement)
R : 31.5%

(%5 + 8<BR%)

19 (13.0%)

Reprimand + Fine
B -+ W
5 (3.4%)

Severé Reprimand
LA
17 {11.7%)

Severe Renrimand + Fine
BEMAR + X
59 (40.4%)

e IS

RAABERAZAGKRE) THNALBA
g5 BRREAKANLARR - BAR
BRRUER - ZRMRRATAENFRRA
RUER YREEERERAZFETR
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MR « 2B RIAERKFR » BRLEL
ERFEDNEE -

ERAZEAMMERNCRER B BH
TEToFMISIR BEBEEZSTNEN
1465R « WEEH R MR / BBREAR
REABMER / (F & WPGR A E 2R E BT s
D BRREIR - RRHARTREREEN
EECASMTEE WRSAKSE - B
ZEANER BRLHAPIGRAABRRE -
A AR T 1008 A BELIREHMANEE - &
m146RERMSERIAUT :

Compulsory Retirement + Fine
ESRK + B
5(3.4%)

Compulsory Retirement
18P Rk
21 (14.4%)
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"The Camnimmn has long recagnized and supported stiffer awards of

punishment to deal with misconduct in disciplinary cases. We have
xug‘swﬁed new benchmarks and emphasized the need for consistent
application th:wg}lm the .fmnfcs MCﬂmmmims role is to advise
— the Administration must implement early.

«.ﬁﬂ ﬂ;ﬂﬁ ﬁﬂlﬁ#&mﬂ Eﬁlf, AL Mﬁ‘#ﬁﬁwm ;ﬁm;ﬁ-‘
b 2y o FPTELARAR 9460 + 30 AT — M 2 B B
. .ﬁﬁlﬁfﬂﬁﬁ ®ER o Z EUEMT FE P OL R BURVRGR o TR R IR B
Wﬂﬁdq »

The following tables provide an analysis of the types and PTF=kBILEBRARNTBE ST &L
number of disciplinary cases and also cases of retirement in iR (ABAE (BE) &ad) #1285
the public interest under s. | 2 of the PS(A)O. DB BEEEMERNBEEDN -

Number of Disciplinary Cases and Cases of Retirement in the Public Interest
Advised on from 2002 to 2004
TERRCETOTMFREERMARANCEAAERAARISBEMEKNEZENE

. No. of disciplinary cases
fREEEnE

| No-ofcases of retirement
in the public interest
B TR 36 AR Gk
HiEEEE
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Disciplinary Cases m:t Cases:.of Retirement in the Public Interest Referred to the Commission for Advice during 2004

Eﬂtﬁﬁmnﬂfﬁﬂﬁ.iqﬂlﬂﬂ‘miﬁ Be ‘?1 illh?ﬁ*ﬁnﬁfﬂ t:'HEHJE—

colens | and 2 BRBM - TR m Substandard
Thet  S-RE-8 FERET-BEAAR ATH - BEET - OterMsondus™  performance
BEET LanEs PRIEER RREL ERFEGR TEEERE

Mote:  (a) The Commission advised on 146 disciplinary cases and 7 cases of retirermnent in the public interest in 2004.
g EASE"SROEN eRLEERT TRAARNERAMERNERLRER -
{b) 71 of the 146 disciplinary caces fellowed upon convittion,
EeRERERZT BT RRRPAREHERERARTEN PR -
{c) . In 2 of the remaining 75 disciplinary cases, the afficers have dbsconded:
ZERER SREGEE  H2RAERNARCEREL -
{d) The 146 discrplinary.cases include 6 in the Discplined Services {including | from the Police Force seeking the Commisson’s informal adwice. )
EeRERARZE A ERERLHARNER (BE SSRERNER  HRAFFEITHEEER )
* Including deception. assault, fightirig in a public place and conspiracy o pervert the course of public justice.
BERT - B - ELREFMTERRNGEERATE -

LA 2 unautharised outsice work, abuse of official position, Lsing vio sng rude to supervisars/clients, sexual harassmenl. breach of housing benefit rules and accepi it

Lossof
-confidence:
REED

BERBLERERNALE  BARE ~ERRL/HER/ErEanD - HED - BEREENANRER/ FRHE/ A2RTHRG -
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Penalties for Disciplinary Cases/Cases of Retirement in the Public Interest Advised on during 2004
Br own by Salary Group

—FEnNEARLLEXENNEN, /AL EHENETMEAEERFESEININI ANT

At or Below Master Pay  Master Pay Scale 14 to 33 Master Pay Scale 34 and
Penalties Scale |3 or equivalent or equivalent above or equivalent

£ REBRFNRYALUT BHRAREI4ENYE  AFHREUNHLE
EADES HEETE HEEHE

Dismissal
FT

Compulsory Retirement + Fine
BRI + B
Compulsory Retirement
ﬂ%ﬂﬁt

Severe Reprimand +
BN + B
Severe Reprimand
RN
Repnrnand+ Fine
I+ B
Reprimand

A

mc?u:;mmummin Compulsory Ref

public 3 pu tirement ;

BARBSRE  BORK ‘ 2 ‘
R kE{EE
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Disciplinary Policy
EE D KRHZEF

Providing independent and impartial advice to the Chief
Executive on matters relating to the conduct and discipline of
public officers continued to constitute an important part of
the Commission's work in the year. Apart from deliberating
on the appropriate level of punishment to be awarded in
each and every case submitted to it for advice, the
Commission has also continued to work closely with the Civil
Service Bureau (CSB) in debating and reviewing policies and
procedures relating to the disciplinary mechanism.

In tendering its advice on individual cases, the Commission
has always been mindful of the need to ensure that the
principle of broad consistency in punishment is maintained
throughout the civil service. To achieve this, the Commission
has initiated reviews and discussions with CSB on a number
of policy issues as well as the appropriate level of punishment
for various types of misconduct. The objective is, on the one
hand, to uphold the highest standards of probity of civil
servants and, on the other hand, to maintain the fairness of
the disciplinary mechanism across the board. In addition, the
Commission has impressed upon the Administration that any
new benchmarks set and policies made should be
promulgated and publicised not only to try to achieve
uniform application by all departments, but also to alert staff
of the serious consequences of misconduct.

The major issues of concern reviewed and discussed in 2004
are set out in the ensuing paragraphs.

and Procedures
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Level of punishment in criminal

conviction cases

CSB has examined the appropriateness of the prevailing level
of punishment in criminal conviction cases in present day
circumstances. After review, CSB proposed that —

(a) the range of punishment for repeated defaulters of
minor offences should be widened to include removal
from the service to allow for greater deterrence; and

(b)in cases where section (s.) | | action under the Public
Service (Administration) Order (PS(A)O)!! (or similar
action disciplined
legislation) could not be taken against the officer
because of the passage of time and the officer’s failure
to report the criminal proceedings, it is open to the
disciplinary  authority to  institute  disciplinary
proceedings on the basis of the charge of "failure to
report criminal proceedings which resulted in action
under s. | | of PS(A)O (or equivalent provisions in the
disciplined services legislation) being barred".

under the relevant service

The Commission endorsed the above proposals in recognition
and support of the Administration's need to take a tougher
stance on cases of repeated minor offences warranting a more
severe punishment by present day standards and on account
of the public expectation of a higher standard of integrity of
civil servants. But the endorsement is subject to the rider in
relation to (b) above that the taking of the more serious
charges should apply generally to cases after the issue of the
CSB memorandum in July 1999 which requested Heads of
Departments (HoDs) to remind their staff of the requirement
to report any criminal proceedings being instituted against
them. Cases that took place before the issue of the CSB
memorandum would be examined on their individual merits.

CSB has promulgated the new arrangements through the
issue of a circular memorandum in April 2005, which invites
HoDs to remind their staff of the serious consquence of
committing criminal offences.
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11 In accordance with 5.11 of PS{AJO, if an officer has been convicted of a criminal charge, the disciplinary authority may, upon consideration
of the proceedings of the court an such charge, inflict such punishment Lipon the officer as may seem to him to be just, without any further

proceedings.
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Imposition of a financial penalty in non-
duty-related criminal conviction cases

re-visited the
appropriateness of imposing a financial penalty on top of

The Commission has principles  and

other forms of punishment in non-duty-related criminal

conviction cases. While agreeing that each case should

continue to be considered on its own merits, the Commission
has endorsed, as a broad guideline, that a financial penalty
may be imposed if the punishment of a reprimand/severe
reprimand alone is considered inadequate and yet a higher
level of punishment is not appropriate or justified.

An intermediate tier of punishment
between compulsory retirement and
dismissal

The Commission has raised time and again the suggestion of
an additional tier of punishment between compulsory
retirement and dismissal to provide for the imposition of a
reduced pension in cases bordering on dismissal. This
additional tier is considered necessary because experience
shows that in certain misconduct cases it could either be too
harsh to dismiss an officer, because he would lose all pension
benefits, or too lenient to compulsorily retire an officer who
would be entitled to retain his pension benefits on reaching
normal retirement age.

CSB has examined the feasibility of the suggestion, It is noted
that upon the amendment of the pension legislation in 1987
(with pension being recognized as a right), the scope of
imposing ‘compulsory retirement plus reduced pension” has
been limited to certain categories of serious crime such as
corruption. In search for a solution that can be applied to
officers on both the pensionable and the Civil Service
Provident Fund'? (CSPF) terms, CSB has agreed to further
pursue the issue and reported the following to the
Commission —

(a) the Administration is of the view that while the
suggestion of an additional tier of punishment
between compulsory retirement and dismissal should
be applied to officers on the pensionable terms, the
spirit of its application should also be extended to
those under the CSPF terms;
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T4 E FEAYA B BE LA X
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MESHEREEHAL

12 Applicable to officers who joined the service on or after 1.6.2000 and have been confirmed to the permanent establishment.
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(b)the Administration has embarked on a study to
develop a framework for determining different tiers
of punishment under the CSPF with specifications on
the circumstances under which an officer’s CSPF
benefits might be partially forfeited on disciplinary
grounds, and the extent of the partial forfeiture; and

(c) once the framework is worked out, the Administration
would consider extending it to pensionable officers (by
way of amendments to the pension legislation, if
necessary).

The Commission's concern is that the study in (b) above
should not take an unduly long period to complete,

"Reference back" action

"Reference back" relates to the action taken by the
Administration under s. 9 of the Public Service (Disciplinary)
Regulation (PS(D)R) to refer an inquiry report back to the
Inquiry Officer (IO) or Inquiry Committee (IC) for
clarification on certain points of doubt. Such an action is
often required following examination of an inquiry report by
the Department of Justice (Doj). Under the existing
arrangement, the Secretariat on Civil Service Discipline
(SCSD) is unable to seek the required clarification from the
IONC direct in respect of inquiry reports involving officers
below Master Pay Scale (MPS) Point (Pt.) 34 without first
obtaining the relevant Head of Department's approval.

Given the fact that the majority of disciplinary cases involved
officers below MPS Pt, 34, this arrangement has caused the
Commission's concern because undue delay will result if
departments do not take prompt "reference back' action.
The Commission therefore requested the Administration to
review and rationalize this procedure. After review, CSB has
agreed to streamline the procedure by seeking the Chief
Executive's approval to delegate to the Senior Principal
Executive Officer of SCSD the requisite authority to order
*reference back” action in respect of all cases processed uner
PS(A)O. The delegation is effected in April 2005.

P e ey

b EREBRFHR  RELBRAHE
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Alerting staff of the consequence of
repeated unauthorised absence/
unpunctuality

The Administration, quite correctly, takes a serious view on
repeated unauthorised absence/unpunctuality and the
current level of punishment in such cases is removal from the
service. In cases involving falsification of attendance records,
the officer concerned may even have to face the criminal
charge of "Agent using documents with intent to deceive his
principal® should the Do| consider prosecution action
Justified.
especially more junior ones, are not aware of the serious
consequence of misconduct of this nature and has asked CSB

The Commission is concerned that the staff,

to publicize such cases.

Responding to the Commission's request, CSB has, through
SCSD's  outreaching visits
departments' co-operation in disseminating the message to
all staff. Moreover, CSB has also uploaded examples of
common acts of misconduct to the Resource Centre of
Integrity Management, which is an Intranet website set up to
provide departmental managers with handy reference on
integrity-related issues,

to departments, secured

Apart from the above issues, the Commission has also made
other suggestions in previcus years relating to disciplinary
policy and procedures. The present position regarding
these suggestions is summarized in the fellowing paragraphs.
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Re-opening completed disciplinary cases
The need for a built-in provision to allow the Commission
and CSB to re-open completed disciplinary cases was raised
because the Commission noted with concern that some
departments had resorted to informal disciplinary action for
expediency even when the gravity of the misconduct was
such that formal disciplinary action should have been taken.
The Commission, however, noted CSB's view that the re-
opening arrangement might undermine the integrity of the
disciplinary mechanism particularly in a situation where, for
the same act of misconduct, it results in the officer being
subject to more than one disciplinary sanction. CSB has also
reaffirmed that the inappropriateness of informal disciplinary
action would be taken seriously and the departmental
manager concerned would be held to account in such cases.

Switching from one to another section

of PS(A)O during or after a disciplinary
inquiry

Section |0 of PS(D)R provides for a change of action from 5.9
to 5.10 of PS(A)O'? during or after an inquiry. However,
such an action has seldom been taken in the past. The
Commission considered that if new evidence that warranted
consideration of removing an officer from the service
surfaced during or after an inquiry under 5.9 of PS(A)O, a
change of action to s.10 of PS{A)O should be pursued. In
response, CSB has reaffirmed that potential cases involving
switching of action from s.9 to s.10 of PS(A)YO would be
pursued where the misconduct is serious enough to justify
this.
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13 Formal disciplinary acton under .9 of PS{AJO Is instituted where the alleged misconduct is not serious enough to warrant the removal of the.
officer from the service. Otherwise, action under 5.10 of PS{A)C should be taken to allow the disciplinary authority the power to inflict such
punishrment, including dismissal and compulsory retirement, as may seam to him to ba just upon the officer if the misconduct is proven.
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Seeking the Commission's informal
advice on formal disciplinary cases
involving Category B officers

At present, as provided by PS(A)O, the Commission only
recommendation for
punishment of Category A officers!®.  This excluded

Category B officers'5, Having regard to the implementation
of the "3+3" new entry system which means that an officer

advises on the Administration's

would spend six years on probation-cum-agreement terms
before becoming a Category A officer (as opposed to the
previous two-year probation), the size of Category B staff will
grow significantly. The Commission believes there is a need
to also cover probation and agreement officers with a view
to ensuring consistency and parity in treatment, and would
be happy to also examine and advise on these cases.

CSB is, however, of the view that there is merit in maintaining
a relatively simple and speedy mechanism to deal with
disciplinary matters involving non-permanent staff. For staff
on "3+ 3" appointment terms, CSB is of the opinion that they
would become permanent staff, and hence come under the
purview of the Commission, upon satisfactory completion of
the probation-cum-agreement service.
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14 See Note 1 of Chapter 1 on page 3.
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15 Under the Pension Benefits Regulations, Cap. S9A of the Laws of Hong Kaong, "Category B Officer” means an officer wha s (&) holding a
non-established offica at the time of his retirement or resignation from the service; or (b) holding an established office at the time of his
retirement or resignation from the service and who Is not confirmed in an established office. This covers officers on probation, and
agreement terms as well as those remunerated on the Model Scale | Pay Scale.
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A fixed-amount fine on Category A officers

The suggestion was made with a view to saving the time
and effort for going through formal disciplinary proceedings
for relatively minor acts of misconduct committed by junior
staff. Since the setting up of SCSD in April 2000 to centrally
process formal disciplinary cases under PS(A)O, the
Commission notes that the processing of such cases has been
sped up steadily. As an improved mechanism has been put
in place for the disciplinary authority to punish a Category A
officer found guilty of minor acts of misconduct after formal
proceedings and the time spent for such proceedings has
been shortened, the Commission agrees that it is not
necessary to introduce a new mechanism to provide for the
imposition of a fixed-amount fine on Category A officers.
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General Observations and Recommendations

ZEEBNGEEGERREZ

Through out the year, the Commission kept in close contact
with departments and bureaux and worked in partnership
with them to identify, develop and promote good human
resource management practices in the civil service. The
Chairman participated in senior as well as other major and
difficult selection and promotion exercises whilst Members
also attended such board meetings, on a selective basis, as
observers. Furthermore, the Chairman and staff of the
Commission Secretariat visited departments to discuss with
the Heads of Departments (HoDs) and their Departmental
Secretaries specific issues on discipline and appointments,
and other subjects of concern.

In the course of scrutinizing submissions from departments,
the Commission has taken the opportunity to review current
policy as well as rules and practices pertaining to
appointments, promotion and discipline with a view to
streamlining procedures. This approach has facilitated the
identification of irregularities and shortcomings, and should
help the Civil Service Bureau (CSB) and departments to
make improvements in their human resource management
practices. The following paragraphs provide an account of
the problematic areas identified, together with
improvement measures and new initiatives suggested by
the Commission. HoDs and their Departmental
Secretaries are encouraged to draw on the examples
highlighted to improve their practices and take note of policy
issues currently under review by CSB.
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Recruitment
Selection interview

In a recruitment exercise, a candidate who had failed in the
interview lodged a complaint alleging that he was unfairly
assessed as the chairman of the recruitment board had
intimated at the interview that the Board had a higher
expectation of him because of his previous work experience
in another department. Whilst the Commission is satisfied
that the board had not set a higher standard for the
complainant and that the complainant had falled in the
interview because of his insufficient knowledge about general
matters and the post, the Commission is concerned that
candidates do not form a perception of being unfairly treated.
The Commission has therefore asked the department to
remind officers, who will serve as chairmen or members of
recruitment boards, to take extra care, when conducting
interviews, to avoid giving candidates an impression of
"unfairness”.

Language proficiency requirement

Starting from | January 2003, applicants for civil service posts
at degree or professional level are required to obtain a pass
in two language papers, i.e. Use of English and Use of
Chinese, in the Common Recruitment Examination (CRE)
held by the Civil Service Examinations Unit of CSB. This
requirement is applicable in both open recruitment and in-
service appointment exercises, but exemptions would be
allowed depending on the nature and demand of individual
exercises. The Commission noted that, in practice,
recruitment exercises in relation to directorate posts had so
far been conducted with the waiver of this CRE requirement
having regard to the specific entry/job requirements and/or
difficulties in recruitment. The Commission questioned
whether it was necessary to impose a language proficiency
requirement in the form of CRE for such senior positions and
whether it should be waived as a matter of policy rather than
for exceptions to be sought on a case-by-case basis. CSB has
undertaken to review the matter.
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Updating of the Guides to Appointment

Departments are required to prepare Guides to
Appointment (GA) for individual ranks which should specify,
inter alia, the qualifications, requirements and the terms of
appointment for recruitment or promotion to respective
ranks. The Commission noted that many GAs are still in draft
form and have not incorporated the new language
proficiency requirement, introduced from | January 2003 as
mentioned above, and also the new appointment terms for
recruits to basic ranks under the new entry system'®, The
Commission also noted that the entry qualifications and
requirements for in-service recruitment exercises of some
basic ranks are significantly lower than those adopted for
open recruitment. With the expansion of tertiary education
and increasing expectations of the public for a higher standard
of services provided by the government, the Commission is
of the view that departments should consider raising the
in-service entry qualifications/requirements of the ranks
concerned to bring them on par with those for open
recruitment.

In advising on departmental submissions on promotion/acting
appointments, the Commission has taken the opportunity
to remind departments to review/update the GAs by
incorporating up-to-date requirements brought about by the
new entry system as well as policy changes, and also to align,
where appropriate, the entry qualifications and requirements
for in-service recruitment exercises with those adopted for
open recruitment.
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16 Starting from 1 June 2000, recruits to basic ranks are normally appointed on probalionary terms for three years, 1o be followed by three-
year agreement belore they are considered for appointment on prevailing permanent terms
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Promotion
Consequential vacancy

In processing a promotion submission put forward by CSB,
the Commission noted that an officer was appointed to act
with a view (AWAV) to substantive promotion for six months.
Upon the officer’s satisfactory completion of AWAV
appointment, CSB initially did not endorse his substantive
promotion on the grounds of the lack of a consequential
vacancy as the officer in the next higher rank, who had also
been recommended for AWAV, had requested to cease
acting and be reverted to his substantive rank. CSB was of
the view that unless a suitable officer was selected for direct
promotion to the higher rank, the officer whe had
satisfactorily completed the AWAV appointment at the lower
rank could not be substantively promoted and would have to
be put on an extended AWAV appointment. CSB therefore
asked the department to hold a fresh promotion board for
the next higher rank.

Whilst the Commission recognizes CSB's concern that care
must be taken to avoid over-establishment, we nonetheless
consider that vacancies should be calculated realistically on a
grade rather than a rank specific basis. As long as there is a
vacancy in the higher rank, the vacancy at the next lower rank
could be filled by substantive promotion unless there is a
possibility that the higher rank vacancy is to be filled through
outside appointment or posting from another grade.

After discussion, CSB agreed to the substantive promotion of
the officer concerned.
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Late submission of board report

A department submitted a promotion board report to the
Commission three months after the board meeting because
an officer recommended for promotion was found, after the
board had finalized its recommendation, to be involved in a
If the situation permits and the case
warrants, one of the possible solutions in such cases is for the

disciplinary case.

vacancy to be held in abeyance pending the outcome of the
disciplinary case. In such circumstances, the department
should then submit the board report to the Commission for

advice so as not to hold up the entire exercise.

Cessation of acting appointment

In a promotion exercise, an officer who had taken up a long-
term acting appointment on the recommendation of the last
promotion board was not recommended for continuous
acting because of some shortcomings identified by the board
chairman after consulting the officer’s appraising officer (AO).
The Commission noted with concemn that not only were
those shortcomings not borne out in the write-up in the
officer's staff reports, but the departmental management had
also ceased his acting appointment whilst the Commission
was still considering the board's recommendations. Although
the Commission was satisfied, after clarification by the
department, that the officer was not suitable for a continuous
acting appointment, it drew to the attention of the
department that as a good performance management
practice, cessation of an officer's acting appointment should
be fully justified and properly accounted for. The department
was also reminded to counsel the officer on the areas
requiring improvement and to advise the AO concerned of
the importance of honest reporting.
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Claims of officers for prolonged acting
appointment

In a selection exercise, an officer was recommended to cease
acting after having acted in the higher rank for seven years.
The officer’s performance fluctuated during the period of his
acting appointment with areas for improvement. He was
passed over for promotion during that period but was
alowed to continue acting on the recommendation of
previous boards on the basis of his good performance ratings
relative to the other candidates. The latest board considered
that the officer had been given adequate opportunities to
demonstrate his worth but still failed to measure up fully to
the requirements of the higher rank, and as such, considered
that he should give way to other more deserving officers. In
agreeing with the Board's recommendation, the Cormmission
observed that officers on prolonged acting appointment
should be critically assessed at an early stage of their potential
and suitability for promotion and that decisive action should
be taken to cease the officers' acting appointment to avoid
prolonging the acting appointment, thereby unnecessarily
raising the officers' expectation for promotion.

Priorities for acting and stepping down

When there are sufficient number of vacancies to
accommodate all the officers recommended for acting for
administrative convenience, it is not necessary to set
priorities amongst them. However, some departments
made such prioritising arrangements to prepare for the same
order to be followed when individual officers were required
to step down in case some of the vacancies ceased to exist.
Those departments have been reminded that in determining
which of the officers should cease acting, the prevailing acting
performance of the officers should be the major

consideration.
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Non-implementation of promotion
board recommendations

In the past year, the Commission had been invited to note
the non-implementation of some promotion board's
recommendations due to uncertainty and changes in the
departmental manpower situation. The Commission noted
with concern that a department, based purely on operational
considerations, had arranged for some non-recommendees
to act up instead of appointing those recommended by the
board to fill the temporary higher rank posts. Such
arrangements were not entirely appropriate. The department
had been reminded that career interests of meritorious
officers and operational expediency should be finely balanced
in order not to jeopardize their career development.

Performance Appraisal System
Improvement to appraising work

In vetting departmental submissions relating to long-term
acting appointments or promotions, the Commission noted
that there were some cases in which the AO provided an
identical word for word assessment on an appraisee in two
or three consecutive reporting years. As staff appraisals form
the basis of career advancerhent and develocpment, there
should be a distinctive account of an appraisee's overall
performance, strengths and weaknesses in the relevant
appraisal period.

Consistency in staff reporting

In a probationary report, an officer was rated by his
supervisors as meeting fully the requirements of the post
whereas the write-ups and the ratings for individual
duties/attributes clearly indicate room for improvement in
certain core competencies. The department considered that
the probationer had yet to fully meet the required standard
and recommended extension of his probationary period with
While agreeing with the
department’s recommendation, the Commission advised the
department to remind supervisors of the need to be
consistent in staff reporting and to give gradings in their
assessments realistically.

financial loss for |2 months.
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Review of reporting practice

In a few departments, where there have been changes in AQ
in a particular reporting cycle, the last AQ is tasked to
incorporate the assessments of the previous AOs (in memo
form) and produce an annual full report. The Commission
considered that such a practice would give rise to confusion
and misconception on the part of the appraisee and exert,
quite unnecessarily, undue influence on the last AO's
assessment of the true performance of the appraisee. In
accordance with the relevant Civil Service Regulation, when
the reporting period is short, say, less than six months, the
AO could consult the previous AO whenever possible in
making assessment on the appraisee. However, it does not
mandate that AO to incorporate the write-ups of the
previous AOs into his assessment. It spells out instead that
in case the appraisee was previously in a different post, a
separate report should be made on his performance in that
post. Indeed, the common practice across the service is for
different AOs to write separate reports on the appraisees
under their supervision. Those departments which have
tasked the last AO to compile an annual full report have been
invited to align their practice with the rest of the service.

Appraisals in acting rank

In a promotion exercise, an officer, who has been acting in
the higher rank, was assessed by his AO in his acting rank.
The Assessment Panel, however, upgraded the gradings on
the officer's overall performance and individual attributes to
reflect his level of performance at his substantive rank. This
is unusual and inconsistent with the established service-wide
practice that officers appointed for long-term acting should
be appraised at their acting ranks. The department was
reminded to request the Assessment Panel to put the
practice right in future.
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Common performance management
problems found in departments

In vetting departmental submissions on promotions or acting
appointments, the Commission noted a number of common
problems in relation to performance management covering,
for example, over-generous assessment of staff reports,
delay in completion of staff reports, failure on the part of the
appraising officer (AQ) to consult the countersigning officer
(CO) on the draft appraisal when the AQ is of the same
substantive rank as the appraisee [as required under Civil
Service Regulation (CSR) 231(1)], and conduct of the
appraisal interview before the CO completes his assessment
(as discouraged under CSR 232(2)).

Over-Generous reporting

Whilst determined efforts have been made by many
departments to ensure honest reporting, over-assessment is
still a serious problem in other departments. In one case, the
overall performance of all officers in the same rank was
assessed as 'Very Good. Moreover, the appraisals only
highlighted the merits of the appraisees but not their
weaknesses. This made the comparison of merits of the
appraisees much more difficult. The Commission advises
that the department should remind supervisors of the
importance of honest reporting and the adoption of 'Good'
or equivalent as the norm in reporting,
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Late completion of reports

Late completion of reports was noted in many cases. In one
extreme case, an officer’s annual report for three consecutive
years from 2001 to 2003 were countersigned in one go only
in 2004 and the report ending 2002 of another officer had
yet to be countersigned even when the promotion board
met in 2004.
concerned of the chance to know the countersigning officer's

Such delays have deprived the officers

comments and assessments on their performance, and also
have caused undue delay to the conduct of the promotion
boards. Supervisors should be reminded to complete staff
reports in time. Indeed, failure to do so reflects poorly on

their supervisory and management skills.

In one case of deferment of passage of trial bar with financial
loss, the Commission noted that the first three appraisals of
the officer were completed more than cone year after the
reporting period and the subsequent appraisal also took
mare than six months to conclude. Although in support of
the recommendation, the Commission considered that the
appraising officers should be reminded of the importance of
prompt reporting of substandard performance especially in
the case of probationers or officers on trial to allow an early
alert of any areas requiring improvement,

Over the years, the Commission has made observations and
invited departments to make serious efforts to address
these performance management problems. Starting from
October 2004, the Commission has adopted a new
approach by asking departments to provide statistics relating
to over-generous/late reporting and non-compliance with
CSR 231(1) and 232(2) in respect of the latest reporting
period when submitting the reports of promotion/selection
boards. With the requirement for including relevant
statistics in submitting their board reports, it is hoped that
HoDs/HoGs  will about the
performance problems in  their

show more concern
management
departments/grades and initiate improvement measures

accordingly.
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Passage of probation bar

Model Scale | officers appointed on
probation

A former Model Scale | officer who was appointed on
probationary terms on the Master Pay Scale (MPS) had
misconducted himself during the probationary period. In
examining the department's submission to defer the officer's
passage over probation bar, the Commission noted with
concern that the officer was not made aware, prior to
transfer to the MPS, that there was no provision for reversion
to his former rank and that his service would be terminated
if he failed to pass over the probation bar. This was neither
made clear to him in the appointment letter nor was he
cautioned of the possibility of losing his job when he was
issued with a written warning for his act of misconduct. The
Commission had advised the department to explain explicitly
the implications in similar appointments in the future so that
Model Scale | staff who are appointed on probationary terms
know precisely where they stand.
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Case Studies

ES 7 E

In the year the Commission had observed in vetting
submissions from departments that a number of cases had
not been dealt with properly. Some of them were in relation
to the handling of probationers and others were related to
the processing of specific appointments or disciplinary cases.
We believe that the citation of some of them as cases studies
should help share our experience with departments with a
view to enhancing their human resource management
practices.
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"In the short time that I have been a member of the Commission 1 have
already observed and beeén impressed by the impartial, independent and

oversight role the Commission serve.
promotion process of the Civil Service,"

inrelation to the disciplinary and \

Refusal of passage of probation bar

Background

A department refused an officer's passage of the probation
bar due to his unsatisfactory performance. This officer's
service was subsequently terminated upon the expiry of his
three-year probation period.

Problems identified

The department questioned the capability of the officer at
an early stage of his probation period. Despite ample
opportunity and guidance given, he was not able to make any
significant progress. The department, therefore, stopped
his increment after fifteen months, but retained him till the
end of his three-year probation pericd. To meet operational
requirements, he was assigned routine work,
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Observations

The Commission agreed that the officer's passage over the
probation bar should be refused on the grounds of his
persistent unsatisfactory performance. The department was
reminded to take swift action to terminate the services of
probationers whose performance has been persistently
below the required standard irrespective of other
operational considerations. If there are sufficient grounds to
doubt the suitability of any probationer passing the probation
bar, management should terminate his service immediately
without waiting till the end of the probationary period.

Deferment of passage over probation bar

Background

A probationer appointed under the new entry system (i.e.
normally three-year probation + three-year agreement
before being considered for further appointment on
terms), had misconducted himself by
unauthorized absence from duties and making false entries in
the time-off-in-lieu record form. The department, in
consultation with the Secretariat on Civil Service Discipline
(SCSD), decided to institute formal disciplinary inquiry under
section (s.) 10 of the Public Service (Administration) Order
(PS(A)O). He pleaded not guilty to the charges laid against
him and a disciplinary hearing was arranged. As his probation
was about to end, the Commission's endorsement was
sought to extend his probation period for three months with
financial loss, pending the outcome of the disciplinary
hearing.

permanent
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Problems identified

The department had taken six months to refer the case to
the SCSD for consideration of instituting formal disciplinary
action against the officer and another four months before
notifying the officer of the disciplinary proceedings. Instead
of invoking Civil Service Regulations (CSR) 186 to terminate
the probationer's service, the department had resorted to
disciplinary proceedings to establish the officer’s guilt in the
belief that such a course of action would accord with the
principles of natural justice and, hence, avoid legal challenge.
The Commission did not find this acceptable, noting that CSR
|86 provides a legtimate and proper channel to terminate
the service of a probationer if the department considered
him generally unsuitable to hold office. However, since the
disciplinary case in question had already reached an advanced
stage, the Commission accepted that it was not appropriate
to switch from s.10 of PS(A)O to termination action under
CSR 186.

Observations

The Commission is concerned that the case has not been
properly handled. The department should have expedited
action on disciplinary cases involving probationers. Much
time and efforts would have been saved under CSR 186 if,
based on the evidence established, a decision was made to
invoke CSR 186 to terminate the probationer's service
instead of recourse to disciplinary action. The officer in this
case was eventually dismissed under s. | 0 of PS(A)O. At the
Commission's request, the Civil Service Bureau (CSB) has
reminded Heads of Departments/Heads of Grades
(HoDs/HoGs) of the provisions in CSR |86 for dealing with
the termination of service of probationers.

| Public Service Commission Annual Repart 2004 |
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Acting appointment while on probation

Background

An officer who had only served out half of his three-year
probationary period was appeinted to act in the next higher
rank. The arrangement was made because of the availability
of a considerable number of higher rank vacancies and in
view of the officer's good performance record. His acting
performance, however, turned out to be unsatisfactory and
he was required to step down after acting for ten months, [t
was commented that his working attitude and acceptance of
responsibilities required improvement during the acting
period. Though the officer restored his performance to a
satisfactory level and the shortcomings mentioned while
acting no longer persisted, the department considered that
the shortcomings identified had cast doubt on the officer’s
suitability for passage over the probation bar and sought the
Commission's advice to extend his probationary period for
six months with financial loss. The officer finally proved his
suitability at the end of the extended probationary period and
was allowed passage over the probation bar.

Problems identified

On the basis of the officer’s good performance as reflected

in his first three probationary reports, he was recommended
for acting appointment after serving for only one and half
years. Right from the start, his acting performance was not
satisfactory and there was room for improvement in
various aspects of his performance. Advisory letters were
issued urging for improvement in performance and quarterly
reports were written on him to monitor his performance.
The officer's qnsaﬂsf&ctqry_peﬁorman;e was probably due to
the fact that he was not experienced enough to shoulder the
responsibilities of the higher rank and thus could not perform
up to the standard required. Bearing in mind that he was
only a probationer with limited experience in the substantive
rank, too much might have been expected of him in the
acting appointment, Besides, the department should have
taken the officer's background as a probationer into
consideration when arranging an acting post for him.
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Observations

Regarding the case in question, the Commission agreed to
the extension of the officer's probationary period for six
months with financial loss, In tendering its advice, the
Commission emphasized to the department that
probationers should be given ample opportunity to
demonstrate their suitability for confirmation to the rank in
which they are being tested. If they are required to act up
in a higher rank during the probationary period, due to
operational needs, they should be provided with appropriate
coaching, guidance and monitoring. As soon as the officers
are found not suitable to continue acting in the higher rank,
management should take timely action to revert them to
their previous rank in order not to jeopardize their passage
over the probation bar.

Passage of promotion step

Background

An officer committed an offence in April 1999 and was
awarded a severe reprimand in November 1999. He was
debarred from passage of a promotion step for five years
because the department considered that the severity of the
offence committed by him warranted a longer debarring
effect, counting from the date of punishment, i.e. up to
November 2004. The officer lodged an appeal to the
Commission as the debarring period of a severe reprimand
as specified in the departmental circular is three years,
counting from the date of commitment of the offence.
Accordingly, it should have lapsed in early April 2002,
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Development

Upon the Commission Secretariat's follow-up on the case,
the department sought legal advice and decided to abide by
the debarring period as mentioned in the departmental
circular, i.e. three years from the date of offence, when
considering an officer's passage of promotion step. Since the
officer was assessed to be unlikely fit for promotion in his
1999 annual report, the department was of the view that he
could only be deemed to have met the performance criteria
for consideration for promotion starting from the 2000
appraisal cycle (ending December) and hence recommended
his passage of promation step with retrospective effect from
January 2003,

Having examined the officer’s performance records, the
Commission, however, noted that his overall performance in
1999 was rated "Effective” and that prima facie, the
assessment that he was not suitable for promotion in the year
was related to the misconduct committed by him rather than
because of his actual performance. |f this was indeed the
case, there was no reason to punish him twice by
withholding his promotion until January 2003. After
discussion, the department accepted that the "Unlikely fit"
grading, which was not performance-related, should not be
held against the officer regarding his eligibility for promotion,
and agreed to promote him with retrospective effect from
May 2002 when he met all the criteria for promotion,
including service and qualification requirements.
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Issues of concern

The department originally withheld the officer's passage of
promotion step, but did not submit the recommendation to
the Commission for advice. The matter was only brought to
the Commission's attention through the officer's complaint.
In accordance with the relevant CSRs and guidelines, any
intention to withhold passage of promotion step requires
reference to the Commission (in respect of the ranks under
the Commission's purview) and the Secretary for the Civil
Service. The Commission is concerned that other
departments may also not be aware of the above
At the Commission's request, CSB has
reminded departments to observe the above requirement,

requirement.

In addition, the Commission has noted with concern the
department's deviation of its disciplinary practices from the
guidelines laid down in the Procedural Manual on Discipline
(PMD) that are being followed by all other departments.
That is, (a) the debarring period of a severe reprimand in the
department is three years whereas that practised in other
departments in accordance with the PMD is three to five
years; and (b) the debarring period counts from the date of
misconduct in the department as against the date of
punishment as speft out in the PMD. The Commission is
pleased to note that the department is now revising its
departmental circular with a view to bringing it in line with
the PMD.
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Managing a sub-standard performer

Background

An officer who had been performing persistently below the
expected standard of his rank (rated as "Moderate") was
issued with an advisory letter in June 1997 upon the advice
of the Commission. His performance had deteriorated to an
unsatisfactory level (lowest performance rating) since 1999.
He was found deficient in judgement, accuracy of work,
confidence and ability to work independently. Despite
repeated counselling, guidance and coaching given by his
immediate supervisor, he failed to make any improvements.
In view of his persistent unsatisfactory performance, his
increment was stopped in July 2003, and he was also warned
during the appraisal interview in March 2004 that action
under s.12 of the PS(A)O would be instituted against him if
he showed no sign of improvement.

Problems identified

This case reflected some serious shortcomings in the
performance management system of the department.
Despite the significant drop in the officer’s performance from
'Moderate' to "Unsatisfactory’ since 1997, the departmental
management continued to fail to take prompt and decisive
action. Stoppage of increment was only made in July 2003
and the officer was only forewarned of potential action to
retire him in the public interest at the interview conducted
in March 2004 and later reiterated through an advisory letter
issued in November 2004, The officer was also notified that
two special reports would be called in a six-month period to
monitor his performance with a view to deciding whether
s. |2 action should be pursued.

|
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Observations

The inaction on the part of the department over the past four
years, until November 2004 to monitor and take action
against the officer's persistent sub-standard performance is
totally unacceptable. Also, the serious delays in completing
the staff report on this officer as well as other officers in the
rank by the Countersigning Officer were entirely against the
practice of good performance management. Such delays
had defeated the objective of using performance appraisals
to monitor the staffs performance by providing timely
assessment and feedback to the appraisees. The department
was urged to enhance its performance management system;
to seriously remind supervising officers of the importance of
timely completion of staff appraisals as falure on their part
reflected badly on their own supervisory skills; and to take
decisive action unders. | 2 of the PS(A)O against sub-standard
performers, where warranted.
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s.10 versus s.12 action under the
PS(A)O

Background

A department made a recommendation to the CSB to invoke
5.12 of the PS(A)O to retire an officer in the public interest
on the grounds of his persistent sub-standard performance.
The CSB, after considering the case, supported the
recommendation and issued to the officer a letter-of-intent
to retire him in the public interest. The Commission's advice

was sought accordingly.

In processing the submission, the Commission noted that in
parallel with the initiation of s.12 action, formal disciplinary
action under s. | 0 was contemplated against the officer for his
alleged acts of misconduct which included unauthorized
absence (UA) and insubordination, the seriousness of which,
if substantiated, could lead to the officer's removal from the
servcie. Much time, however, had been spent on gathering
supporting evidence in respect of other charges, such as
making false reports, that were difficult to substantiate
particularly given the lapse of time, thus hoiding up
unnecessarily the disciplinary proceedings. CSB agreed in
the end to cease s.10 action in order that s.12 action could
proceed, notwithstanding that the officer had throughout the
period in question continued to misconduct himself with the
accumulation of UA hours to over 100 hours, necessitating
the reduction of his salary by the department.
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Issues of Concern

The officer concerned had less than ten years of service and
was employed under the New Pension Scheme (NPS). If he
was retired under s.12, he would be eligible for deferred
pension benefits under the NPS. However, given the nature
and seriousness of his misconduct, the likely punishment
would be dismissal (i.e. without deferred pension benefits)
should disciplinary proceedings under s. |0 be taken against
him.

The Commission's view is that 5.12 action would give the
officer an unfair advantage over other officers who left the
service on resignation without completion of ten years'
service despite good conduct and performance as they
would not be eligible for any pension benefits. At the same
time, the Commission noted with concern the officer’s poor
working attitude and particularly the disruption he was
causing to the office since the issue of the letter-of-intent to
him. The Commission therefore questioned CSB regarding
the appropriateness of taking s. | 2 action in this case, bearing
in mind the continuous application of the fundamental
principle that should there be alleged misconduct serious
enough to warrant an officer's removal from the service,
disciplinary action under s.10 should take precedence
over s.12, In response, CSB reconfirmed the principle in
question and, having reviewed the evidence available
specifically for the officer's latest misconduct of UA, agreed to
switch back to taking s.10 action immediately against the
officer. On hearing this, the officer resigned by paying one
month's salary in lieu of notice. As he had resigned to avoid
disciplinary proceedings, the department would take action
to forfeit all his earned leave.

[ Public Service Commission Annual Report 2004 |
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Observations

The Commission is very concerned that the case has been
poorly handled. Management must continuously strive to
demonstrate its determination not to tolerate misconduct
and avoid taking s.12 action simply for the sake of
expediency. When cases involving parallel action under s.10
and |2 arise in the future, both the CSB and the departments
concerned should make concerted efforts to ensure that the
latter course of action is taken only when the former course
of action is not viable,

Consistency of disciplinary awards

Background

A number of officers in a department were found to have
failed to perform their core duties, made false entries in
official documents, and made false claims of allowances. Four
of them were prosecuted and convicted of the charges of
“Agent using document with intent to deceive his principal”
and "False accounting’. All of them were subsequently
dismissed under s. | | of PS(A)O.

Another officer of the same rank as these four officers and
was involved in the same incident, was also charged but
acquitted on technical grounds. The Administration
subsequently instituted formal disciplinary action under s.10
of PS(A)YO against him. He was found guilty on his own plea
of failure to perform his core duty on one occasion,
unauthorized absence on two occasions, and making false
entries in different official records on two occasions.
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Issues of concern

Although legal advice had been given as early as November
2000 that the Administration could proceed with formal
disciplinary action against this officer who was acquitted of
the criminal charges, the department decided to withhold
action until the conclusion of the criminal proceedings and
s.| | action against the other four officers. After those four
convicted officers were dismissed in 2002, the department
took an inexcusably long period of time to deliberate if 5.12
action under PS(A)O to retire this officer on the grounds of
loss of confidence should be pursued, When the possibility
of taking s.12 action was finally ruled out, the department
considered and argued that informal punishment in the form
of a written warning would suffice.

It was only after lengthy discussions initiated by SCSD and
CSB that the department finally agreed to order formal
disciplinary inquiry under s.10. However, after the officer
had pleaded guilty to all charges, the department maintained
that only a severe reprimand plus fine and a caution of
removal from the service in the event of further misconduct
should be given. CSB, however, recommended that the
officer should be compulsarily retired.

[ Public Service Commission Annual Report 2004 |
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Observations

Parity of treatment and consistency in disciplinary awards
must be observed. Although no criminal conviction was
involved in this case, the nature of the misconduct was similar
to that in the cases of those four convicted officers. Given
the department's insistence that those four convicted
officers should be dismissed (and they finally were) because
the highest level of integrity was expected of them, it would
be unfair and inconsistent to treat this officer differently by
arguing for his retention in the service. In supporting CSB's
recommendation that the officer should be punished by
compulsory retirement, the Commission has also requested
CSB to take up the question of consistency of disciplinary
awards with the department and also to remind other
HoDs/HoGs to be mindful of this requirement.
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Visits and Events
a5 [ A B 5 2l

The Commission continued to maintain close ties with
relevant organizations/commissions overseas and in the
Mainland.

A staff member of the Ministry of Supervision from the
Mainland visited the Commission Secretariat on |9 August
2004. He was briefed on the functions and operations of the
Commission. On 7 September 2004, a delegation of civil
servants from the Vietnamese Government also visited the
Commission Secretariat. The Chairman exchanged views
with them on topics of mutual interest, particularly on senior
staff appraisal and selection.

The Chairman attended the conference "Public Service
Commissions : Professionalism Performance - excellence”
organized by the Public Administration International from
22 to 26 November 2004 in London, United Kingdom (UK).
Over |18 Commissions were represented. Topical issues
facing Public Service Commissioners today were discussed.
The conference also provided a forum for the participants to
share their experience and review their challenges. During
his stay in the UK, the Chairman took the opportunity to visit
the First Civil Service Commissioner, Ms Baroness Usha
Prashar. A wide range of topics on civil service management,
training and human resources development issues were
discussed with insightful views exchanged.
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Submissions with Revised Recommendations after the
Commission Secretariat's Observations
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Submissions with Recommendations Revised following PSC Secretariat's Observations — 2004
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TR e K omen  Dicpine bk e Ot
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[t 67 458 120 146 7 13
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b) ‘Submissions with revised
5 F‘EClemEﬁ;atlons follimng : 104 ¢ 4 0 7
queries:
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(b)/(3) 22% 51% 6% 57% 0% 18%
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Comparisan with Previous Years ‘

Total MNo. of submissicns advised on
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() Submissions queried
R R

(b) Submissions with revised recommendations
following query ) i
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* Submissions on review of acting appointments made to meet operational needs, passage of probationi/trial bar, opening-up and revision of
terms and Guides to Appointment. |
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Mr Chow is a Member of the Council of the City University
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Kong
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International Economic and Trade Commission and a
Disciplinary Panel Member of the Hong Kong Institute of
Certified Public Accountants. She is also the legal adviser
to the Hong Keng Chinese Enterprises Association,
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Mr Wilfred WONG Ying-wai, JP

Member, Public Service Commission

(appointed on | February 2002)

Occupation ; Vice-Chairman of Shui On Holdings Ltd.
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MPA (Harvard), Post-graduate Studies in
Admin. Dev. (Oxford)

Mr Wong is the Chairman of the Social Welfare Advisory
Committee, a member of the Commission on Poverty, the
Deputy Chairman of the Court and Council of the Hong
Kong Baptist University, and a Council Member of the
Hong Kong University of Science and Technology. He is
also the Chairman of the Hong Kong International Film
Festival Society, a trustee of the Business and Professionals
Federation of Hong Kong and the Vice-President of the
Shanghai-Hong Kong Council for the promotion and
development of the Yangtze.
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Member, Public Service Commission

(appointed on 23 May 2003)

Occupation : Businessman

Qualification: Solicitor of Supreme Court of Hong Kong

Mr Ip is a Member of the Board of Stewards of the Hong
Kong Jockey Club, a Member of the Executive Committee
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Mr Michael SZE Cho-cheung, GBS, |P

Member, Public Service Commission

(appointed on | February 2004)

Occupation : Independent Non-Executive Director of
Swire Pacific Ltd; MNon-Executive
Director of Lee Kum Kee Co. Ltd.

Qualification: B.A.(Hon) HKU

Mr Sze is a Member of the ICAC Operations Review
Committee. Mr Sze was a career civil servant. He joined
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Civil Service in 1996 to be Executive Director of Hong
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Flow Chart lllustrating the Vetting Process of Promotion
Cases
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Organisation of the Public Service Commission Secretariat

LEBERBEE SSRGS

Legend
SPED - Senior Principal Executive Officer
CEQ - Chief Exacutive Officer
SEQ - Senior Executive Officer

SCO  ~ Senior Clerical Officer

€O - Clerical Officer

ACO - Assistant Clerical Officer

CA  Clenal Assistant

OA = Difice Assistant
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Appointments to the Senior Directorate (D3 & above) in 2004
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Filling of Yacancies in Senior Directorate Advised by PSC
Breakdown by Pay Scale
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Directorate Ranking Pay Scale
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D6/DLE

D5

D4/C4
D3/DL3/C3
Total

# Ofthe 56 vacancies, 38 were filed by promotion, 5 by acting appointment with a vigw to substantive promotion,
4 by acting for administrative convenience, 2 by recruitment, | by renewal of agreement, 4 by re-employment
afier retirement, | by extension of service and | by secondment.
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Appointments to Heads of Departments

Advised by PSC

WHZEREEREFNAMEE I
| Post Title Directorate Ranking Pay Scale
WL HEQFRE
Director-General of Civil Aviation D6
EmEERE
Director-General of Telecommunications
BRERRMERE ' Dé
Government Chief Information Officer®
SR AR D6
Director of Legal Aid
ERENEER DL6
Director of Architectural Services
BREBER D3
Director of Lands® .
HRAEER B
Commissioner of Correctional Services
BHEER C4
Government Economist* .
BT TR D%
Head, Efficiency Unit*
e e B
Government Chemist D3
BT {CERER

*  Appointments from outside the departmental grade
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Breakdown of Appointments (by Salary Group) and Related
Matters in 2004
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Filing of Vacancies Advised by PSC
Breakdown by Salary Grcup
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Vacancies Filled by Master Pay Scale ‘Master Pay Scale /Master Pay Scale General Disci
M ER ‘Below Points 26 mﬁrm Pomupfma  Services Pay Emj

e BFmE it Directorate -—EE#AI &mmm
W26EELLT 26448  H45-408 EESFESR Fif il B

| Recrutment after local adverlisement =
EAETBEEERE 30 1 1 22 54

In-service Appointments
AEREE

Overseas recruitrment 2

Mo EE - - ! ¥ -

Promotion
= 4
B3 547 123 12 107 a0

Renewal/Extension of agreemenl _ )
under cld entry syste 1 25 1 2 = 29
#EHI)\H‘HEH&? /EEAH

Further appointment under new antry

system
HER B 3T A\ A

Extension of service/Re-emplayment
after retirement = 1 1 11 2 15
BARERRY/ BTEME

Opening-up arrangement

B T 2

21 35 = 1 = 57

Secondment ]
{HiE

Sub-total

it 22 658 187 144 152 1

Total No. of Vacancies Involved 1113
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Other Appomrn ent-related Matters in 2004

Other appointment-related matters referred to the Commission for advice during 2004 are set out as follows |
PP 2

ZERPNEANRNNEARTERNAGENASMEERENT

| Guides ta Appointrent 25
| BB fr3ES| l
qu:-ﬁfcam-
B
Representations/complaints "
Al /R 16
MNo. of officers
ABEE
Probation bar
Extension/Refusal of passage over AR =
HE /A# RS { Trial bar 8
SLER R

Revision of terms:

EaTHE RN -

(Transfer from local agreement terms to pensionable terms) -

(HERGSHESEA TR ASER)
(Transfer from locally modelled %reﬂnent terms 1o pensionable terms). -
( E*ﬂﬂﬁﬂ%ﬂﬁﬁﬂhﬂ HRAsER)

(Transfer from common agreement terms to pensianable terms) -

il — S ERN A R RS )

Promotion waiting list

BEhmemseE 14

i for administrative convenience

hfiﬁﬁﬁﬁﬁiﬂﬁﬁi 1965
Acting with a view 1o substantive promaotion

EELISRRA R b
Acting with a view to substantive promotion waiting fist

BELASABEABBHAE 12

Total no. of efficers
ﬁﬂAIEE 2216




