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FOREWORD

HE

The gradual Iiffing of the
recrultment freeze In the civil
senvice, following the revival of
Hong Kong's economic fortunas,
has presented fresh opportunities
for trawling quality recrulis into
the civil service. Whether the civil

senvice will succeed in compseting

with the private sector for talents in
the market depends primarily on the intrinsic attractiveness of
a civil =ervice career and secondly on an efficient recruitment
process. To this end, the Commission has pursued with the
Administration a review of these two issues. The first review,
on the cument recruitment process, has been completed
with satisfactory outcome.

assessed as too long and the civil service could lose outin

The recruitment process was

terms of timeliness in making offers to quality candidates who
are much sought after in the recruitment market. Through the
joint efforts of the Commizsion and the Civil Service Bureau,
the process was streamlined for application across the
service with effect from December 2007 to facilitate speedier
offer of appointment. The second exercize, which seeks to
gauge whether the civil service continues to attract and retain
siaff in the face of competition from the private sector, iz still
progressing. The initial findings with the limited recruitment
activities in the past year are that the applications alone
suggests that the civil service is still attractive. It I however
considered that a more in-depth study on the subject in 2008
with the resumption of recruitment across the service would
be more realistic and meaningful. Chapter 3 of the Report

glives more details of the two reviews.

Succession planning and performance management are two
other important areas of the Commission's work in 2007
To ensure proper directorate succession by grooming and
promoting the most deserving officers and at the same
time to take effective measures against the non-performers,
the Commission has suggested a number of improvement

measurez. Chapters 5 and 8 give a detalled account of the
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Commission's endsavour to push for a more transparent
dirsctorate succassion mechanizm and also for succession
planning to be tied to a robust performance management
system. The Commission belisves that the improved
performance management mechanizm, If implemented with
the full support of senior management, should strengthen

succession planning throughout the service.

On the discipline front, the Commission continues to support
the Administration’s resclute stance and, as always, urges
expeaditious disciplinary action to achieve the desired punitive
and deterrent effect. An account of the Commission's

activities in this area iz given in Chapter 8.

It has been as always a busy ysar for the Commission.
| am indebted toc Members for thelr wise counssl and
contributions. Miss Bliza Chan retired from the Commission
during the year after having served as Member for six years.
| pay my warm tribute to her for her many years of dedication,

sterling support and advica.

A, 0

Micholas Ng Wing-fui
Chalrman
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CHAPTER

E—= ERESMABEMNE

1.1 The Commission was sestablished

in 1950 as
an indspendent statutory body and its remit is
stipulated in the Public Service Commission
Ordinance and its subsidiary regulations (Chapter
83 of the Laws of Hong Kong). The fundamental role
of the Commiszion I= to advise the Chief Executive
(CE) on civil service appointments, promotions and
discipline. The Commission's mission Is to safequard
the impartiality and integrity of the appointment and
promotion systems in the civil service and to ensure
that fairmmess and broad consistency in disciplinary

punizhment are maintainad throughout the service.

FUNCTIONS

1.2

1.8

With a few excepfionz’, the Commission's advice on
appointments and promotions relate only to the
aanior ranks of the civil service. This covers posts
with 2 maximum monthly salary of $33,330 (Point 26
of the Master Pay Scale} or more, up to and including
Parmanent Secretaries, Heads of Department and
officers of similar status. At the end of 2007, the
number of establizhed civil service posts under the
Commission’s purview was about 33 200.

The posis of Chlef Secretary for Administration,
Financial Secretary, Secrstary for Justics, the
Director of Audit as well az posts in the Judiciary, the
Independent Commission Against Corruption and
the disciplined ranks of the Hong Kong Police Force
fall outside the Commission’s purview. In addition,
following the introduction of the Accountability
System on 1 July 2002 and the further development
of the Political Appointment System, the appointment
of Directors of Bursau, Deputy Directors of Bureau
as well as Puolitical Assistants to Directors of Bureau
(which are non civil service positionz) need not be
referred to the Commission.

1.1

Hge

1.2

1.3

THE PuBLIC SERVICE COMMISSION’S ROLE AND FUNCTIONS
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' The following types of cass, imaspective of rank, Muet be subMitted to the Commizsion for aivice :
— non-renewal’offer of shorter-than-normal agresment:
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1.4 As regards disciplinary cases, the Commission's

purview covers all Category A officers? with the
exception of exclusions specified in the Public
Service Commizsion Ordinance? . Category A officers
include virtually all officers except those on probation,
agreement and those remuneraied on the Model
Scale | Pay Scale. At the end of 2007, the number of
Category A officers under the Commiszion’s purview
for disciplinary matiers was about 109 800. The
Commisslon advises on cases involving officers who
are subject to formal disciplinary proceedings as

14 ETLEET - FERRAF mg
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minor misconduct cases which are punished by L O S o T TR AL B S

summary disciplinary action in the forms of verbal
¥ =
or written warning do not reguire submission to the AFELTR  WERBOERSHE

Commission for advice. UL

According to the PS{A0, officars appaintsd t0 and confirmad in estabiched offices are classified as Catagory A officers.
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In accordance with s.8(2) of the Public Service Commission Orginanos, Cap. 83 of iha Laws of Hong Kong, the posts of Chief Sacretary
for Aominstration, Fnancial Seomstary. Secretary for Justice, the Diector of Autit as well as posts in the Juticiary, the Inospendant
Commission Against Comuption and the disciplined ranks of Hong Kong Poice Forca fall outsics e Commission's punisw.
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ramoval of the officer from the sandice,
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CHAPTER1 E—H

1.5

1.6

1.7

In examining submissions from the Administration,
the Commission may raise guestions where
necessary to ensure that the recommendations are
sound and the related process is carried out fairly,
meticulously and thoroughly. The Administration
Iz required to clarify or justify its recommendations
in response to the Commission’s observations and
gueries. On many occasions, the Administration
has modified It3 recommendations Tfollowing
comments from the Commission whilst, in other
instances, the Commission has been satisfied with
the propriety of the recommendations after seeking
further clarifications or additional [ustifications.
The Commission alzo draws the Administration's
attention to deviations from established procedures
or practices and staff management problems
identified during the processing of submissions and,
where appropriate, recommends measuras to tackle
ithese problems.

The Commission also handles representations from
officers on matters falling within the Commission's
statutory responsibilities and in which the officers
In 2007, the
Commiszion dealt with 20 representations relating

have a direct and definable interest.

to appointment issues. After carsful and thorough
examination, the Commizssion was =satisfied that
the grounds for representaticns in all these cases
were unsubstantiated. There were also ten
other complaints relating toc matters outside the
Commiszions purview. They were refarred to the

relevant departments for follow-up action.

Separately, the Commizsion Is required to advise
on any matter relating to the civil service that may
be refarred to it by the CE. The Commizssion also
actz as a "think tank" to the Secretary for the Civil
Service on policy and procedural issues pertaining
io appointments, promotions and discipline as wsll
as on a wide range of subjects relating to the review
and development of Human Resource Managemeant
subjects.

1.5

1.6

1.7
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PERFORMANCE TARGET

1.8

1.8

In 2007, the Commission advised on 885
submissions cowvering recruitment and promotion
exercizes, disciplinary cazses and other appointment-
related subjects. Altogether 321 submissions were
queried, resulting in 1271 re-submizsions (38%) with
recommendations revized by the Civil Service Bureau
and dspartments after faking into account the
Commission's observations. A statistical breakdown
of these caszes I shown in Appendix 1.

In dealing with recruitment, promotion and disciplinary
cazes, the Commission's target Is to tender Its advice
or rezpond formally within six weeks upon receipt of
departmental submissions. All submissions in 2007
were dealt with within the pledged processing tims.

TIEE#R

1.8

19
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CHAPTER MEMBERSHIP AND SECRETARIAT OF THE COMMISSION

s ERZAARW B

2.1 Under the Public Service Commission Ordinance, the
Commission comprizes a Chalrman and not less than
two or more than eight members. All are appointed
by the Chief Executive and have a record of public
or community service. Members of the Legisiative
Council, the Hong Kong Civil Service and the
Judiclary may not be appointed to the Commission.
Thiz restriction does not extend to retired officers.

MEMBERSHIP B8

21 RiE(LFRVAZRSEMN) - =
SF—EXERFENFLTEELT
ETNEER - RLSFBITERE
- HARECLRRESHenE
BeouZzelR FBAFANER
HHEABRTENAZRS  BHLF

5 A FE L PR -

2.2 The membership of the Commission during 2007 was as follows:

“ERLESREMRERANT -

. Chalrman Mr Nicholas NG Wing-ful, GBS, JP
£ RESEYE GBS JP
Members Miss Ellza CHAN Ching-har, BES, JP
=R Hi_llt:l: ' BBS -_JP

Mr &imon [P Sik-on, JP
HRRELE  UP

Mr Michasl SZE Cho-cheung, GBS, JP
WEBEE GBS ¢ JP

Mr Thomas Brian STEVENSON, SBS, JP
MM ESEE  SBS P

Mr Micky LO Kar-chun, JP

FRWEE + JP

Mrs Miml CUNNINGHAM KING Kong-sang
mEBELT

Ma WONG Mee-chun, JP
HEELLEJP

Prof, CHAM Yuk-shee, BBS, JP

Rt T # 48 » BBS ¢ P

| Secretary Mrs Stella AU-YEUNG KWAI Wal-mun
B4 BREBELT

(sinca May 2005)
(A-REIFERAR)

(December 2001 to November 2007)
;m:;tf#+zﬂizltt#+-ﬂ}

(since May 2003)
(B-FE=H£TAE)
(since February 2004)
(E=—RF¥OE_AR)
(since February 2004)
(H=—¥¥EE-AR)
(since February 2006)
(H=FFAFE=AR)
(since February 2006)
(B-RERE_AE)

(since July 2006)
(H-RBAELAE)

(since December 2007)
(H-EELE+-HE)

(since Novemnber 2002)
(H—RF-f£+—-HE)

Curricula vitae of the Chalrman and Members are at Appenalx I

ERESAMBARTNE I -

SECRETARIAT OF THE COMMISSION

23 The Commission is served by a small team of civil
gservants from the Executive Officer, Secretarial and
Clerical grades. At the end of 2007, the number of
established posts in the Commission Secretariat is 27.
An organization chart of the Commission Secrstariat
is at Appendix il

ZRSUWBL
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METHOD OF WORK

24

Submissions from the Civil Service Bureau (CSB) and

TR

24 LFREFHMBRIIVRARSH
government depariments/bureaux are meticulously BEORY  BELSEFEHE
examinad Ib‘y‘ the GGrTTmraslcm Secre*t:anat, with W MERE . S ERAES EH—
further clarifications and justifications obtained where ;
necessary, before the advice of the Commizsion iz SRMTRRE - HEA MARREN
sought. Promation cases form the bulk of the work of ER - ERSWBHLAMLENTRT
the Commission Secretariat and a flow chart llustrating 1B« ARl HBAERTE - WRIV
the vetting process of such cases is at Appendix HIEA LRI EEEESAREE

A #FiRAR

25 The business of the Commission Iz normally
Gonduc.terld through _Glrculation. of files. Mestings are 5 ¢ ERemTERSHEETHNAE
held to discuss major policy issues or cases which B o MM EARE « S5
are complex or Involve important peints of principle. . o
At such meetings, representatives from the CSB and BREERVAMGTE - B2 ¥
senior management from departments are invited to 2R - 2EREFF/RRMBIM
attend to appraize the Commizsion of the background BREEAR2RBHESW @ik
of the issue or case but the Commission forms its FREEEITENSSHAE  BHER
visws independently. £ {3 37 B BB -

HOMEPAGE ON THE INTERNET H B MR M5

26 The Commission's homepage can be accassedatthe 2.6 ERSBHMT - MikOTF :
following address:

http://www.psc.gov.hk

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 2003 onwards)
can alsoc be viewed on the homepage and can be
downloaded” .

" Hard copies of the Annual Report are alzo availadls in pubic libraries and Dictrict Officas,
ERSFRMATEaTENHEERNEER NS SEM -

EReMAHEAERSHBERTR
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EREHTRENAR  UEWSE
RMENEN - EREEHB-F
F=HR)TEMLME TN
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3

CiviL SERVICE RECRUITMENT: REVIEWS AND OBSERVATIONS

LERAE: BHEER

3.1

3.2

Since the establishment of the Hong Kong Spscial
Administrative Reglon (HKSAR) Gowvernment on
1 July 1897, new appointess to the civil service must
be permanent residents of the HKSAR. However,
professional and technical posts may be filled by
non-permanent residents in accordance with Article
101 of the Basic Law [f there are no qualified or
suitable candidates with permanent resident status.

While recruitments in the civil service are undertaken
by the Civil Service Bureau {CS5B) and individual
Government departments, the Commission Is
invelved in the process through oversesing the
procedural aspects, advising on the shortlisting
criteria and on recommeandations for filing of vacancies in
the senior ranks® of the civil service covering both
open® and In-service™ recruitments. it also advises
departments on procedural problems encounterad in

the recruitment procsess In consultation with CSB.

3.1

3.2
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® They redar, for reCrutMBNt purposs, 1o 1hose senior ranks under the Normal appointment puniew of the Commission f.e. thoee atfracting
MacdMum monihly pay at MPS Pt 28 [curmsnty 533,530} and above or equivalant). They exciuds i) e Daso ranks of non-degres entry and
non-professional grades with @ Maxdmum manthly salany at MPS Pt 26 or above, and (i) e juticial sens0s, the Independent Commission
Against Corruphion and the giscipined ranks of the Hong Kong Pokca Force which ans spacifically outsids e purview of the Commission.
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Open recruitmants ans conducted for Dasio ranks, or 4 promotion rank when o one s found sutabis in tha Iower rank, or whans thers s a

special need. Since the establishmant of the HKSAR Gowarnment on 1 July 1887, Nnew appoiniass 1o the Civil Sanice Must De permanant
residents of the HKSAR. Howaver, professional and tachnical posis may be filed Dy non-permanant residents in accondancs with Aricls 101
of the Basic Law if thers arg N0 Quaified Or Suitable candidates with parmanent resident Gtatus.
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" In-genice recrutments are aranged when e pool of cantidates is restricted to all or selectsd groups of Saning cil Sarvanis.
PSP i AL R R 4 B SR A -




3.3

3.4

In 2007, the Administration made a number of
major decisionz which will have significant impact
on recrultment activities in the ensuing years. Upon
reviewing the progress in containing the size of the
clvil service and having regard to the need to address
the manpower shortage and potential succession
problems in the civil service in the long run, the
Administration has decided to lift with effect from
1 April 2007 the general open recrultment fresze!
imposed since 1 April 2003 on those grades that
were not included in the Second Voluntary Retirement
(VR Il) Scheme'® . For VR grades, the 5-year open
recruitment freeze will not be further extended after
itz scheduled expiry on 21 March 2008. As a result of
these decizions, open recruitments were re-activated
at different pace by bureaux/deparimentz in the
latter half of 2007. However, to snsure that open
recruitment will only be conducted where it i fully
Justified, the Administration will maintain control on
the open recruitment for some selected grades with
existing or anticipated surplus staff based on the latest
manpower projection, in a state of cbsolescence, or
where new intakes normally come from In-service
recruitmant. To fil vacancies in these “controlied
grades®, the Heads of Department (HoDsl/Heads of
Grade (HoGs) may conduct in-service recruitment
exercizes, but prior approval of the Secrstary for the
Civil Service (3C3) must be obtained before an opean
recruitmeant exercise iz mountsd.

During the first quarter of 2007 before the lifting of
the open recruiiment freeze impozed on non-vR
grades, exceptional approval was given by the Joint
Panel o conduct open recruitment to fill 135 posis
in ten ranks in six departments. For grades included
in the VR Il =cheme that are still subject to the open
recruitment freeze unill 21 March 2008, the Joint
Panel has also exceptionally approved the conduct of
cpen recrultment exercizes by 28 VR grades during
2007, taking into account new initiatives that were
not foresesn when the VR || Scheme was launched
or the need to alleviate manpower shortage due to
unexpected wastage.

3.3

3.4
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3.5

Az a result of the partial lifting of the recruitment freeze,
the number of new recruits in 2007 was much higher
than the figures In the past three yesars. Aliogether
the Commizsion advized on the filing of 676 posts,
of which 84 were by In-service appointment and 582
through open recruitment. Two new recruiis were
non-permanent residents appointed to fill professional
or technical posts. A statistical breakdown of these
appointments and a comparison of the number of
appeintees in 2007 with that in the previous three years
are provided at Appendlx

ReviEws INITIATED BY THE COMMISSION

3.6

(a)

3.7

During the year, the Commission continued to work
in collaboration with the Administration in improving
the civil service recruitment mechanizm through
streamlining procedures and rationalising rules and
practices. |t alzo offered input and comments on
the related policies. The following paragraphs give a
detalled account of the reviews Initlated and the
obzervations raised by the Commission with the
Administration in 2007.

Streamlining of recruitment process

Acivil service recruitment exercise involves various parties
at different stages, namely the recruiting department, its
policy bureau, CSB and the Commizsion. Depending on
the size of the exercise and the nesd for sasking CSB's or
the Commission's special approval (covering, for example,
deviations from the normal recruitment procedures and
walver of language proficiency'® or permanent resident
gtatus'* requirement), the time required for completing the
recruitment process in a normal exercize has been in the
range of four to six monthe. The time needed would be
even longer if the exercise requires the holding of written
examinations of individual grades after the Common
Recruitmant Examination (CRE)S .
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3.8

3.9

™ The G/A i an oficial document Dreparsc by dopdrtments for indnadual raNkE 10 SpEcy M8 qualification, roquisments and the' termE of
G0n t0 respective ranks. The Durcauw: and

appointment for recruitment or dopartments
forms 0f appointment and job doeCription of gradee wnder thair puriow i e rospeckwe GAAS on an ongoing basie for

The Commission is concermed that a lengthy
recruitment process could put the Government in a
dizsadvantagecus position in competing with the private
sector for talents, particularly in the current buoyant
Job market. This is more pertinent in the wake of the
gradual resumption of civil service recruitment and the
liting of open recruitment freeze. The Commission
has thersfore advised CSB to accord priority to the
conduct of a joint review to streamline the process.
A number of improvements have been identified.
Cn the principle that the integrity and impartiality
of the recruitment system must not be ercded or
compromized, the Commission and CSB would cease
its involvement in those steps that would not add value
to but would only lengthen the recruitment process by
duplicating the efforts made by the recruiting bursaux/
departmenis. These improvements have been put into
effect from Decemiber 2007. They are described in the
ensuing paragraphs.

For recruitments to basic ranks and promotion
ranks at Directorate Pay Scale Point 1 (D1)
level and below where the HoDs/HoGs are the
authority for appointments

Departmental submizsions on the recruitment to these
ranks are forwarded direct to the Commission. Prior to
the implementation of the streamlined arrangements,
the Commission was involved in the following
recruitment stepsa :

Preparation Stage

)] to advise on any proposed daviations from the
establizhed appointment rules, procedures and
practices or approved Guides to Appolntment
(G/AY®;

*{ily toadvize on the content of the related vacancy
circulars or advertizements;

3.8
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Recruitment Stage RN B

*(if to advise on the sorting resuliz which *m HENSREHENDL IR
involve double-checking and verification of AEEELTENELS G
gualified and ungualified applications and TS RWESRE  UEE

the marks scored by each candidate in the BERENR | B /&

test/examinationsinterview;

RS
(iv) to advise on the shortlisting criteria"
proposed for adoption fo reduce the (v) INBEGIE SIS E A9 AEH
number of candidates to be Interviewed, If EE 0 B G W R
appropriate; HER
“(v) to advise on the selection amrangements dv) MR ERHHEHED 85
?nclucjiini thelb ?ss?same:; fnrrln ttT I::vaf uaac: EBRTEMEEGEES
in aelzec on interviews, the selection forma 5« R A
and interview arrangemenis; and
kLR
Final Stage
(vifi to advise on the proposed offers of 1= ﬂ.ﬂ'ﬁ
appointment to sslected candidates. (vl MEFIEHAIFE A RUEN
HR -

3.10 After review, the Commission has agreed to
withdraw its involvement in those recruitment stages 5 44 ZHiiE EReFEEERT
as mentioned in paragraph 3.8 (i}, (i) and (v} above "
bonsabn s il BEABS 5 LXH3.900) - (i)

EVIBEFRERI4EE =" &
HER) BAZEEAcHERER

fi.e. those steps marked with an asterisk) as the
recruiting bureaux/depariments should be frusted to
be able to adequately perform the related functions.

However, the Commission’s Involvemsant in thoss ER/BIERERL -T2
key aspects covering deviations [paragraph 3.8(0) FERsHBEESSTEMTE
above], shortlisting criteria [paragraph 3.8(1v) above], AERERE/ S ERESHEE
if applicable, and the final offers of appointment b3 oiB] - wxan kL
[paragraph 3.8{vi) above ] will be retained. Recruiting 23,06 B(nER A B [ ks

bureaux/departments wiil still be required to inform
the Commission of the interview scheduls for

FioviEHEHEDL - HEE R/
Il A L A E & - B
EREHEREH EWNFEBREE -

its consideration of observation at the selection
interview.

"7 \Whers a large number of candidates dre eigible for consideration for ADPCINtMENt, departments/graces May dviss Bhortisting Critania t0 reducs the
NUMibEr of Mtoniswsss, THe NUMDEr Of candidaios +0 DS Goreansd for FBricw ENouid DS proporticnats t0 e NuMber of recruits hat e departmeant!
gracs intends {0 take M. AE a gencral guidsing, the numbsr of candidates 10 DS noriswed ehould not novmaly excesd fve for Bach vacancy, Tha
ehorlisting Créona should Nave diract relation 10 the joD and are Not appicabis o disabled candidates who Enould be inSriewad a8 ong & they meet the
DB requiramant.
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37111t iz estimated that the above streamlined

arrangements would cut short the recruitment
process by at least four weeks, resulting In a
speedier conduct of recruitment exercises and
a mere timely offer of appoiniment. While the
Commission will retain it= right to wverify any
information, if required, throughout the recruitment
process, a quality assurance mechanism will alzo
be put In place to ensure full compliance of rules
and procedures by recruiting bureaux/departments.
Under thiz mechanism, the recruiting bureaux/
deparimenis are required to confirm their compliance
or otherwizse with the stipulated reguirements in the
form of a checklist to be attached to the submission
sesking the Commission's advice on the proposed
offers of appointment. The checklist will also serve
the purpose of reminding bureaux/departments
ghead of time of the steps they should follow and
the various exemptions or exceptional approvals that
they should obtain, thus expediting the recruitment
process as any omission on their part would cause
delays unnacessarily.

For recruitments to ranks at D2 level and above
where CSB is the authority for appointments

3.12 Departmental submissions on recruitments of these

ranks are vetted by CSB before they are forwarded
to the Commission. The recrultment steps prior to
the implementation of the streamlined arrangements
were the same as those depicted in paragraph
3.9 above except that both the Commission and
CSB were Involved in the process. After review, it
Is agreed to adopt the same streamlined measures
as proposed by the Commission in paragraph 3.10
above except for the wvefting of assesament forms
which CSB, being the appointment authority for D2
and above, will continue to retain its vetting role in
order to maintain a consistant recruitment standard
at these levels. The streamlined arrangsments will
cumulatively cut short the recruitment process at D2
level and above by about four weeks.

3.11
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3.13 To further reduce

the preparation time and
work of recruiting bureaux/
departments, CSE has agreed to deploy further
facilitating measures. For example,
bureaux/departments will be relieved of the need to
sesk CSB's prior approval for accepting applications
from final year university students and thoze who

administrative

recruiting

have not yet obtained the requisite CRE results at the
time of application since the successful candidates
will only be appeointed subject to their obtaining
the degree and the requisite CRE results. CSB will
also Iszue to bureaux/departments a new set of
sample vacancy circular and advertisement for their
reference. It will also encourage them to seek C5B's
approval for updating the G/As™ of recrulting grades
well before the conduct of any recruitment exercise.
Guldance to departmental staff will also be provided
by CSB to ensure that with the implementation of
the streamlined arrangements, those dsiegated with
the sole responsibilities of vetting applications In
bureaux/departments are fully conversant with the
related procedures.

Concerted streamlining efforts
bureaux/departments

required of

3.14 The Commission reckons that notwithstanding the

streamiining efforts made by the Commizsion and
CSB, an expeditious offer of appointment can only
be realized by the joint efforts of recruiting bureaux/
departments in ensuring a speedy conduct of
recruitment exsrcize at their end. Any delay on the
part of a departmant In one or more steps could
l=ngthen considerably the entire recruitment process.
Thiz iz well llustrated by one recrultment exercise
which targeted to net arcund 40 new appointees but
attracted an overwhelming response of nearly 5,800
applications. The department had spent about two
months to vet the applications, more than four weeks

" Sea Nots 18 on pags 18,
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3.15

(b)

8.16

to complete the selection interviews and two months
to compile the board repori. As a result, it had taken
this recruitment exercise about seven months from
the date of placing a recruitment advertisement to
the submission of the selection board report to the
Commizsion for advice. The case highlights that
there Iz scope to reduce the lead time spent on the
recruitment process at the dsparimental level to
enable a speedier offer of appointment fo the right
candidates.

In the light of the case quoted above and given
the important role played by recruiting bureaux/
departments in arecruitment exercise, the streamlined
measurez as defailed In paragraphs 3.10 and
3.12 above are only meant to be the first phaze of
shertening the entire recruitment process. Recruiting
bureaux/departments can contribute an even more
significant portion of time saving by speeding up
those recruitment steps falling under their socle
control, namely the conduct of written or physical
tests, marking of test papers, selection interviews,
efc. As a second phase in the streamiining process,
the Commission has requested CEB to co-ordinate
efforts with bureaux/departments to speed up these
steps. The Commission will monitor the progress
of some major recruitment exercises to assess the
effectiveness of the streamlined measures.

Guidelines onthe application ofthe Government's
policy on employment of pecple with disabilities
(PWDs) in the civil service

It is the Government's general policy to integrate the
dizabled into the community through the process
of vocational rehabilitation and eventual gainful
employment in the commercial and industrial sectoras
well as in the civil service. To achieve this, Government,
as the largest employer in Hong Kong, has taken a
lead in placing the disablsd in appropriate jobs in the
civil service, recognising that the ablliies of many
dizabled perszons cutweigh their disabilities and that
only in productive and remunerative employment will
their fullest possible vocational, social and economic
potential be realized.

3.15

(b)

3.16
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3.17 Under the sxisting policy, an applicant for a civil

service post can state in the application form
whether he iz a candidate with a dizability and
request speclal arangements to take the written
examination and/or attend an interview. If he mests
the basic entry requirements for the post, he will be
invited to a selection interview without being subject
to shortlisting criteria which are drawn up with a view
to reducing the number of candidates for interview.
As stated In its 2005 Annual Report, the Commission
was concerned about the reguirement of a mere
declaraticn of dizability by PWD=s on the application
form for employment in the Government. Moting that
the prevailing procedures related to the employment
of PWDs were Issued in 1988, the Commission
requested the Administration to review the procedures
io include the consideration of the requisite provision
of documentary evidence certifying the dizability of
the candidate.

3.18 During the year, the Administration complsted a

comprehansive review on this subject and drew up a
get of guidelinas. To ensure that the guidelines would
not conflict with any prevalling legislation enacted for
the protection of the interests of dizabled and able-
bodied individuals, the legal and policy aspects of
the guidselines were cleared with the relevant bureaux
and authorities before issue.

8.19 In the new guidelines, CSB has fully adopted the

Commission's views that the proof of dizability
status should be verified by the recruiting bureaux/
departments prior to according preferential treatrment
to the candidate who has claimed fo be a PWD. it
iz only In cases where the stated disabillities can be
verlfied by the naked eye (e.g. people with physical
handicap or blindness) that the proof of the dizability
status may be ascertained during the interview. CSB
has also taken the Commission’s advice to further
Mustrate with examples how an appropriate degree of
preference is to be accorded to a PWD who is found
suitable for appointment and is in competition with
other able-bodied candidates having comparable
suitability for appointment.

3.7

3.18

3.19
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320 With the gradual resumption of civil service

3.22

recruitment, the Commission welcomes the timsly
promulgation of the new guidelines which provide
useful and practical pointers relevant to the
consideration of PWDs as candidates of civil service
recruitment sxercizes.

Recruitment examination as
benchmark or shortlisting criterion

a qualifying

Since 1 January 2003, all applicants for civil zervice
posts at degree and professional level should obtain a
pass in two language papers, l.e., Use of English and
Use of Chinese in the CRE held by the Civil Service
Examinations Unit of CSB. Apart from this language
proficiency reguirement, the HoDs/HoGs may decide
on whether, and if so, when and how to conduct
further recruitment examination (including any trade
test) to screen candidates for selection interviews.
Under the prevailing policy, recruitment examination
is usually conducted when the skillz and attributes
to be tested cannot be obtained in any other way,
e.g. where the reguired skills have not been tested In
public examinations, or the candidates’ aptitude for
the job and other aftributes cannot be judged from
hiz record or assessed in an interview. It provides a
more rellable and cbjective screening than shortlisting
of candidates solely on the basis of their gualifications
or expearience on record.

During the year, the Commiasion has observed that
different dspartments and grades have accorded
different status to the recruitment examinations in the
appointment process. Some took the results of the
written examination as a shortlisting tool and others
as a job requirement. The different status accorded
to recrultment examination has given rise to different
treatments to PWDs In recruitment exercizes. In two
cases where the recruitment examination was treated
as a shortlisting tool, PWDs who were not subject to
any shorilisting criteria were invited for interview sven
if they had not attended or passed the recruitment
examination. In another case where the recruitment
examination was treated as a job reguirement, PWDs
who had not sat or passed the written examination
were automatically screened out.
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3.23

3.25

The Commizsion Iz of the view that in general, when
the need to conduct recruitment examination is
established, recruitment examinations should be part
of the selection process to scresn out candidates who
do not mest the job requirements. Only those who
mest the minimum standard required for the job should
be further interviewed or tested to enable the offer of
appointment to be made to the best candidates. The
results of recruitment examination, apart from screening
out the ungualiied candidates, can alzo be used for
shortlisting purpose In case of an overwhelming number
of candidates who can meet the minimum standard.
When a higher threshold is in place, PWDz who have
attended and passed the recrultment examination can
be directly invited to further tests or selection interviews
without being subject to the shortlisting criteria.

In considering whether thers iz a need to conduct
recruitment examination, the new recruits to be targeted
Iz a relevant factor for consideration. In 2007, eight
recruitment exercizes for ranks with entry qualifications
set at a general Hong Kong Bachelor's Degree (with
no specified disclpline of study) or equivalent, were
conducted and attracted an overwhelming number of
applications. In the four exercizses where recruitment
examinations were conducted, the HoDs/HoGs had
made reference to the candidates' examination results
for shortlisting suitable candidates for interviews. In
the remaining four exercizes where no recruitment
examination had besn conducted, the HoDs/HoGs
had applied a minimum period of work experience as a
shortlisting criterion to reduce 1o a manageable size the
number of qualified candidates to be interviewed.

While supporting the mecommended shortlisting
criterion, the Commission has concerns wheathar the
work experience, as required in those four recruitment
exercizes at degree enfry rank level as guoted, may
deprive good candidates, and in particular fresh
graduates, of the chance of pursuing a civil service
career in a relevant grade that may appeal fo their
interest. It iz worthy to note in this context that in one
of thess four exercizes, the Commission received a
complaint from an applicant whose application was
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3.26

8:27

" The angagement of NGSG staff nas been inftroduCed for more tham sight yeare SiNce Janu

rejectad right away by the depariment which shortlisted
candidates for interviews only if they had a minimum
cne-year relevant full-time work experience. The
candidate considered it unfair that in the absence of
any written examination, he was screenad out from
the selection interview. Upon review of the case, the
Commission did not find any irmegularity on the part of
the department in the recruitment exsrcize. Having said
that, the Commizsion observed that the shortlisting
iool adopted In a recruitment exercise could have
significant impact on the mix of candidates selected for
appointment.

In the recruitment exercise applying a minimum period
of work experience as mentionsd in the preceding
paragraph, no fresh graduates were recruited in 2007 as
they did not have the minimum one-year relevant work
expearience. Two-thirds of the candidates recommended
or walilisted for appointment were either sarving civil
servants or non-civil service contract (NCSC)™ staff
and the remaining one-third were cutsiders. But In
ancther recruitmeant axercize involving an overwhsaiming
number of applications (over 18 000) with the conduct
of a further written examination, the composition of
candidates selected for appointment was much more
balanced. Roughly 36% of them were fresh graduates
or post graduates with a higher or second degree,
26% were serving civil servants or NCSC staff and the
remaining 38% were cutsiders.

The Commiasion considers it necessary to review the
appropriateness of using a minimum pericd of work
experience as a shortlisting criterlon for recruitment at
degree entry rank level. The outcome of the review is
relevant to the deliberation on the status of recruitment
examination. The Commizsion has also requested the
Administration to draw up more specific guidelines
to facllitate HoDa/HoGs in deciding when and how
recruitment examination should be conducted, and its
validity as a shortlisting tool. CSB has undertaken to
review the matter.

3.26

3.27
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CHAPTER3 £=H

(d) Attractiveness of civil service jobs

3.28 With the resumption of recruitment acrosa the civil

service, the Commission considers it important for
the Administration to review itz position and ability
io attract and retain staff in the face of competition
from the private sector given the reviving economy
and the fall in the unemployment rate in Hong Kong.
Apart from the general labour market factors, the
changes to the terms and conditions of civil service
appointment over the past ten years may also have
an Impact on civil service recruitment. Such changes
include the revision of starting salaries for most of

(d)

4% RMApmSIh

32 ERS LN HELHEMEHEEL

FRUREELFEFNELET
B FeEEVRAEENLENN
HEST  REFBRSINEEAT - B
T—HRMFIHHERN 2FRM
BaEEminstaEdE+Fm0E -
MEBLERT MM « LT
8% FEXAS A ARERE NER
A BAEl-EaTE ESFE

FLELERTRERE> HBAR

the entry ranks™ resulting in an increase from one

BBl 0 3 AAY 1< BN A b=
HEHS)RA #FEEETRHE
HidEEFHAM=ESL)FWE
B URERMAFANABFEX
I 01 i ] 3 =2 =

pay point to at mest five pay points, the revision
of civil service salary in 2007"', the replacement
of pensionable service by permanent service on
provident fund basis, the long period of trial (3-year
probation + 3-ysar agreement) required of new
recruits before their confirmation to permanent
terms??, and the development of the accountability
system?® which has significant impact on the role of
civil servants.

# Excluding only 44 ranks undar the “Technician, Supsnisory and Aeiated Grades” e, Qualiication Groups 6 & 6) and ihe “Mods! Scals | Grades”
8., Cualfication Group 104

THE “SXAR  FREEEERE" T4 0E (D EHENESE " R—FelwEng " (HEEN -

¥ Folowing the 2006 chil S8rics pay trand vy, 12 Chdl 52nics 5akany Nas Dean incrsasad Dy 4.53% 0 4.06% with rebmepectve afisct fom 1 Apr 2007
E-PPAEOR SERHARENE LR SWHENTIINE40EY  BNE—FRLERA—BEY -

= For 0fficars who join the S8ni0s under e Naw endry Systam on o afier 1 Jung 2000, they ars only entitled for retirement Densfis undsr the Ciil Servics
Provicont Fund Schame. Thay are aled subject 10 3 longer trial of 3-yoar proDation + 8-yedr agreemont Deforo CONfrMation on pormanant tenme wirkus
a 2-yoar probafon for 0SS joNiNg e Senice befors 1 June 2000

AE_RFREN F-HRREREFARNESRGL S 5 AREHLS S O0RE AR EEE - fTFsedier = il E= Sl A m=558)
FTEENDENNENA R E—PRFEAA— BN ARRLSFaNEXARMRAEE -

8 introduced on 1 July 2002, the acoountaniity Eyetem creatad 2 new Eystam of goveamment in Hong Kong comprising two tiers — a poltical tier at the top
undsrpinned by the Givi 28nios a5 the backbone of the Govsrmment. The principal oficial postions at the poiitical B5r ars Mad by iNdhiduals Nominasad
E},r the Chisf ExaCufive. The principal offcials appointsd undsr is syEiem ars N0t chil servanis and their appointments 320 need not bs refamsd t0 the

OMMIGEIon.

A E—FF_FtA— Bl AFAFETHTEEFOREHE - DFREES— THLARE ETHLS R EEARRNRT S - Bk
ENTEEAHTEETFEENATHE  FEHETRENIEERAELF R EREFET RS R WL -




3.29 In general, the recruitment exercizes conducted in the

year received very favourable responses. Forinstance,
the Commission advised on ssven recruitment
exercisesz for ranks with appointment requirement
set at a general Hong Kong Bachelor's Degree (with
no specified discipline of study), or equivalent in the
year. The number of applications received in these
exercizes ranged from 2 937 to 18 083. The ratio
of the number of applications to vacancies ranged
from 1: 82.7 to 1:337.3. The overwhelming number
of applications received seems to suggest that a
career in the civil service iz still much sought after.
Such a general impraszion however should be viewed
against the fact that since the civil service recruitment
freeze In April 2003** | most of the grades have not
conducted open recruitment for several years.

3.30 To gauge if the Hong Kong Government is regarded

8z an afiractlve employer in employeses’ eyes,
more facets would need to be evaluated including,
amongst other things, the quality of the applicants,
the offer-decline rate of candidates found suitable
for appointment and the furnover rate of officers
recrulted. An increasing number of new recruits with
higher gualifications is observed in recent recruitment
exsrcizes, but it is worth examining if the trend is
related to the expansion of tertiary and post-graduate
education during the last decade or the attractiveness
of the civil service. The offer-decline rate and turnover
rate would also provide clues to the general labour
market siuation and the competitivenesz of the
Hong Kong Government.

3.29

3.30
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* In viow of tha then impanding wide-rangang refoms of the vl Eanice, the Adminstration impoesd the frst goneral freczo on raCrument to Civil senico
on 1 Apri 1880 For grades other ihan thoss included in the first Voluntary Retrement Scheme. open rscrutmeant resumsad on 1 April 2001 and lasted
until the Zacond Civil 58nvicsS reCruitmont fraozo which was iMposed on 1 April 2008 wiEh 2 vidw t0 achioving the governments 3im {0 raduce Chi EEnice
eatabishmant t0 160 000 by 2006-07
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3.31 The Commission has joined hands with CSB to

pursue a study on the attractiveness of the civil service
with a view to providing references for considering
the way forward for civil service recruitments in the
future. The study would focus on the recrultment
outcome of the basic ranks of eight selected grades.
A comparative study of the outcome of civil service
recruitments in these eight grades in 2007 versus that
in 1898 (i.e., before the introduction of recruitment
freeze In 1929, the new entry system on 1 June 2000
and the accountability system in July 2002) would
be conducted. In addition, a few selected grades
will be invited to participate in a qualitative survey
50 as to sample the views of serving officers on
whether the civil service employment satisfies their
general aspiration and if the career prospects of their
respective grades meet their specific expectation.
The progress of the study will be reported in the
Commission's 2008 Annual Report.

OTHER OBSERVATIONS OF THE COMMISSION
Common Recruitment Examination (CRE)

3.2 Az mentioned in paragraph 3.21 above, the CRE pass

iz a pre-reguisite for appointment to civil service posts
at degree and professional level. The Commission
considered it imperative for the Administration to
perfect the system. As reported in the 2006 Annual
Report, the Administration responded positively to the
Commission's observations on the CRE and took a
pragmatic approach to modify the CRE requirements.
With effect from the CRE in Decembear 2008, the results
of the language papsrs have been classified Into “Level
27, "Level 1" and "Fall”, with “Level 2" being the higher
level, and the HoDs/HoGs can determine the level of
language proficiency required of the candidates having
regard to the job requirernents of the grades. In addition,
results of the Hong Kong Advanced Level Examination
(HKALE) have been accepted as eguivalent to the CRE
results and applicants with the requisite HKALE resulis
are not required to sit for the respective language
paper(s) of the CRE. The validity period of the CRE
results has been made permanant.
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2.33 Since the adoption of the revised CRE reguirements,

47 ranks, mostly professional ranks that require
candidates to have strong performance in professional
attributes rather than language proficiency, have sst
the CRE requirements for both language papers at
Level 1. Amongst them, one professional rank was
able to trawl a total of 22 gualified applicants in the
2007 recruitment exercise, as opposed to four to
six gualified applicationz received in the previous
recrultment exercises conducted in 2005 and 2008.
Of these 22 qualified candidates, 20 hold Level 1
results in CRE or equivalent. In two other basic rank
recrultment exercizes conducted in 2007, an analysis
of the applicants’ profiles indicates that a significant
percentage of applicants who hold equivalent HKALE
results in Chinese or English subjects were exempted
from taking the rslevant language papers in the CRE
heid In October 2007. The Commission is pleased
to note from the first example that the revised CRE
regquirements have a positive effect in widening
the net of zuitable candidates for consideration of
appointment to the civil service. The Commission
iz also pleased to note from the second sxample
the significant reduction in the number of applicants
required to sit for the two language papers of the
CRE, thereby =aving the time of these applicants

3.33 BARASBITHES BISEAME
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and also the resources of the Administration in @ AFFHAGENE RGENEHXE

accommodating them for the related examinations. BEAhNERMATREY
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Comparability and acceptance of public examination
results for civil service appointment purpose

8.84 The Commission iz mindful of its role to ensure parity HUERRFSTRERI(REZ)R
and equity inthe appointment system. The application "R A E AR A NIRRT
of recruitment standard iz no exception. In the past, BhEX - ER-_FFTLEE  EF
it was an established practice that the language hEL EREIRTE D EIF EatE

proficiency reguirement for appointment to most of
the civil service posts in non-graduate grades was
pitched at Grade E in English Language (Syllabus B}
and Chineze Language in the Hong Kong Certificate
of Education Examination (HKCEE). But starting
from 2007, HKCEE has adopted a new standards-
referenced reporting system for the Chinese Languags
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and English Language examinations. Under the F BEa A ST AN - 0% RES
standards-referenced reporting system, the results BHE-EFTtENBNBE EEH
ara reported in levels (Levels 5° to 1), as opposed AERE - EWMAFEERFHRH
to grades (Grades A to F) in previous HKCEEs. The 0
previous English Language (Syllabus A} and English
Language (Syllabus B) examinations are replaced by
a single Englizh Language examination. In view of tha
changes in the reporting system of the HKCEE, CSB
has accepted administratively the public examination
regults for civil service appointment purpose with
effect from B August 2007 as follows :
of
Public Examination 274t DATpIERLY of Hemis
BERMeREE
Previous HKCEE resuits in English Language bus B) and
Chinese Language e ® e s
BT EREELGREZ) R EE AR R E®
2007 HKCEE results in English and Chinese Languages Level 3 Level 2
“EFLERBRFESREEE R P EFE A a3 H2Ax
International General Certificate of Secondary Education
(IGCSEVUK General Certificate of Secondary (GCSE)/General
Certificate of Education 'Ordinary’ Level (GCE'Q’ Level™ Grade © olyied i
EFE R8T XS4 (GOSE)/ K EHTH S H W TR i b

(GCSE)/EBHA AR HBEEEHH(GCE'D' Level)™

¥ \30SE, created as a GOSE examination for intemational uss, was developed Dy the University of Gambridge niemational Examinations in 1888, GCSE

nas bean introducsd in the United Kingdom to replace GCE 07 Lovel since 1888, GOE "0 Lovel is hOwswsr 25l in S0rCs i 30Me CoOMMonwaaih
Countriss.

ERARERFEELE—AANERTER Fl T PN T REE(CCSE) « FAERE B § P 2EW L EEEIGCSE) - BEE— ,ﬂ.mu-ﬂ’-ﬁ 58 5
PEENTRSRCCIENAEAEN TR AEFERCCE ‘0 Love) ERES ERNERARF AN CE AR £

* Betore implementation of the new accaptance amangemsnts, Grade E in English Languags in GCSEGCED Lovel wae acoeptad as oomparabis

to Grade E in Engieh Language (Sylabus B) in HXCEE for civil Sorvics %Jg:c_m* purpose.  In order 10 alievaate the adverss effact of the New
arrangemenis to holders of 3 Grade E result in English Languags in IBCSES GCE'D’ Level, thers i a two-ywsdr grace penod during which 4 Grads
E rogult in Englizh Languags in thess non-ocal exarminations wil conginus t0 be accepted as comparabie to Lewvel 2 in the 2007 HKCEE or Grads Ein
previous HKCEES,

PR mTE o R AR A RN SRS SN i (CCSE)AHER W K B EEFRCCE 'O Lovel| B HER N « B
AEETH i¢$“#§mm¢§ ﬂiﬁ Eﬁ AR HFEANERRFEP SRR RS cCcoE/ERE P SRR L E S (CoSEVEREN L £

il HATHEN HREFASHERE - ERRAA  EEEEsERnETNEE NS aRERea R
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3.35 Given that the comparability adopted is applicable

to all applicants of civil service non-graduate grades,
the Commission considered it in order from the equity
perspective. However, fo avoid the undesirable
situation where different standards on IGCSE/GCSE/

335 RANSMEREATLS RIS

BEFRRMAAEHEA  EREWUA
ERHAFELTEN - AT - EEA
LR ERB Y  ERSBUE

GCE'Q' Level results would be applied in the same CARLIL 0 E (T 4F R A
recruitment exercize before or after the effective date, XM E NHE 5T BLR R A9
the Commizsion suggested that the closing date for | A e VT B A S s
receipt of applications, as opposed to the date of iR —xEEYd - HEREE
receipt of application from a particular candidate, hEHELEEX(IGCSE)/EEH
should be used to detarmine whether the concerned B S Y SR (GCSE) /BB
candidate should be subject to the new or previous B S EEE = (GCE O’ Level)
standards. The suggestion was accepted by CSB. - .

B R AR E AR - ZMEWE

T % REFK BE -

WA S RAEREELRFHN

Preference given to candidates with relevant higher HiFA

qualification in recruitment exercises
336 ERSEENE—THRES - BRC

3.36 In a recruitment exercise where it was spslt out In HERAEHEXFRER/EREE I
the advertisement that preference would be given to EENER AT EEE - HE
candidates with relevant postgraduate and/or higher EouEtEeREeHENRRAN

professional qualifications, the Commission cbserved
that the appointment authority had, irrespective
of the interview scores of the selecied candidates,
recommended offer of appointment to those who had
attained a higher gualification. Candidates who met
the basic entry requirement but had not yst attained a
higher qualification were recommended to be put on
a waiting list notwithstanding their more impressive
performance at the interviews.
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3.87 The Commission did not support this recommendation.

Preference should be applicable only if the candidates
are of equal merits. A candidate's edge in academic
attainment should have been naturally reflected in
his performance during the selectlon interview. If his
overall performance s still found less meritorious
than that of the other candidates, he should not be
granted any preferential treatment on account of his
academic qualification. It is unfair to deny the offer of
appointment to the other successful candidates who
have been duly sslected on an sgual footing with
those with a higher gualification. In the light of the
Commizsion's obaervation, the appointment authority
has reviewed the vacancy position and subsequently
offered appeointment to all the selected candidates.

Updating of G/As

3.88 Departments are reguired to prepare G/A3 a3 a

reference document for individual ranks in each grade
to specify, inter-alia, the gualifications, requirements
and terms of appointment for recruitment/promotion
to respective ranks, and to obtain endorsement from
CSB when changes are introduced. In anticipation
of an increaze In G/A submissions after the lifting of
the recruitment freeze as mentioned in paragraph 3.3
above which calls for more vigorous departmental
action to complete the updating of G/As before the
conduct of recrultment exercises, CSB undertakes
to expedite the review of G/As with priority being
given to those ranks for which open and/or in-service
recruitment or promotion exercizes will be conducted.
In parallel, the Commission has alse streamlined its
internal arrangements for the processing of G/A
submizsions from CSB. This notwithstanding, the
Commission will continue to advise or comment
on matters relating to G/As during the course of its
vetting of deparimental submissions in recruitment
or promotion exercizes.
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CHAPTER 4 CivIL SERVICE PROMOTION: REVIEWS AND OBSERVATIONS
& AEREHER: B EER

41 Akeyroleofthe Commissionis to advise onpromotionzs 41 ERSMTEREERBSLER
to the senlor ranks® of the publc service. The objective EETHEAEZHRUEERD e

is to ensure the selection of the most suitable person HEEHESEN A RELRE RS
to undertake the duties of a vacant post in a higher HEE - \REH5E « LT

MmeE - T FRBERAETHEFX
REMERMITIEKE  RHPER

and experience. T E °

rank. The decision on promaotion should be based on
an officer's character, ability and potential in the context
of the required standard of performance, qualifications

4?2 E_RBtEBRERSEHELSN
EABRNTESSEE B-FTFR

42 In 2007, the Commission advised on 526 submissions
on promotion, compared with £48 in 2005 and 512 In

2006. They involved 8 527 officers, broken down as FHMMBRH_RRAEME12RY
follows : o mESEFERISZIEAR &
ZHATHFEETTE

Promotion-related appointment cases advised in 2007
eTLERERSRUBINETHAXRENR
(a) 1393 promotess®
1393 ABBEA

(b} 34 officers waitlisted for promotion
34 AFINEFRIb A

(c) 228 officers appointed for acting with a view to substantive promotion (AWAV)®
228 AGEERERMA LI FFREFEFR

(d) 16 officers waitlisted for AVWAV
16 AFINBERAL RIFFSCEF Mg 28

(e) 1856 officers appointed for acting for administrative convenience (AFAC)™
1856 ABEEERBIUTEL 5 EITE™

Total 3 527 officers
B 3527 A

* Promotees to fill vacancies in 494 ranks™ , including 117 promotions to directorate positions.
R BRI e A4 RS ¢ Hep 11 TR RS -

7 They rafer, $0r promotion purpoes, o fhoEs Benicr rnks undsr N8 NOMMal AppoNiMEnt purdsw of the Commission 6. thoze attractng mMakmum
monihly pay at MPS Pt 26 [curenthy $33,330) and abows Or equivalenil. They exclude the judicial sanics, the Indepancent THTIiESIoN
Against Comuption and the discipined ranks of e Hong Kong Police Forcs which ans spscifically outsids e puniew of the Commission.
REARETE  ERERE S EETETEAWENMTEA S TRSESWE R205MHI3 30T KL EEREFRSMNA 7) « SPTFESTEF
EER=PETHANSENAAR - FELEASEEHRS HERFERAS -

* an offcer ie appaoiniad to AWAY Dsfors Eubstantive promotion if he is considensd Guiable in nearly all respects for undsraking the dutiess in the Nigher
rank and he is isady 10 be furiher tested on the mincr doubtful aapects n the hghor ank. The nOMM for thie typs of acting appoiRtment is s moning
Dut Many wany.

ARHEYRILD ARESS DYESHTENRENRS  HOESFESE SR TURREENDE NS ETHRIENRE L FER
R - ERRITH—MIWS TR - B ERE -

* a\n officer it AppoRniad to AFAC if e i Notyat ready for iIMMediats promaton, but is a5s6eted 35 Naving Detter potantal than other 0icers to undertaks
e dufies of ihe haghsr rank; or 1e iG conGdensd MOre Mertoritus Dut cowld not be B0 promoted Decauss of the Bok of Gubstantive and long-tsrm

VECANGISE.
ASHTEAHEH EEAGARERARERRTEERETANNE  LTHEMELHERNEH EEHATNRERERNHENER  Nuks
FEH SR G L7 TR T -

* Tha numiber of slgiDis Of0ArS far Gxceedad e NUMDSr Of PrOMOtSSE. N A NUMDer Of PrOMOHON SxSrCisss. Cver 300 CaNGAMSE wars ehoristed for
detailed congaderation Dy the Doand.
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CHAPTER 4 &

REVIEWS INITIATED BY THE COMMISSION

43 The Commizsion cbaerves closely the sffectivensss
of the civil =ervice promotion system and works in
partnership with the Adminisiration to enhance

the system. During 2007,

conducted a number of reviews in response to the
Commission’s cbservations. The ensuing paragraphs
provide a summary of the cbservations made by the
Commission, the conduct of the related reviews and
the resultant formulation of new or revized guidslines

for service-wide adopiion.

(a) Amangements for filling Head of Department (HoD)

posts and One-rank HoD posts

4 4 During the past years, the Commizssion has noticed
the abssnce of standard procedures for filling HoD
posts which are designated as promotion ranks for
departmental grade officers when no suitable eligible
officers from within the departmeant concerned could
be identifled. The same observation applied to the
filing of one-rank HoD post. Often the Commission's
advice was sought only when an cpen and/or In-
sarvice recruitment exercize was proposed to fill the
anticipated HoD vacancy. When cross-grade posting
arrangements were made to fill such posts, the
Commission was only informed of the officers selected

to fill the posts concerned by the Administration.

the Administration

&5

4.3

(a)

4.4
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4.5

4.8

With a view to ensguring transparency in filling such
important HoD posts and as part and parcel of
directorate succession planning to the top echelon
of the departmental structure, the Commission has
requested the Administration io develop standard
arrangements for fililng such posis. Upon review,
the Administration has since early 2007 adopted a
formal selection mechanizm in filling of deparimental
HoD posts. All eligible officars in the relevant grade
are considered before arriving at the conclusive view
that none of them Is suitable to fill the vacant HoD
post. If a suitable candidate cannot be found from
within the departmental grade, a separate meeting Iis
held among the relevant Permanent Secretary of the
bureau concerned, the Permanent Secrstary for the
Civil Service and the incumbent HoD as appropriats to
recommend an alternative arrangement® for filing the
post in guestion and also the time frame for reviewing
such an alternative arrangement. The seeking of the
Commiszion's advice on the alternative arrangement to
be adopted is also formalised. Similar arrangements
are applicable to the filling of cne-rank HoD posts save
the helding of a formal selection mechanizm as there
are no related grades from which eligible candidates
can be drawn for consideration.

The Commiszsion welcomes the new mechanizm which
ensures a fair process with sufficient transparency.
Since the introduction of the new mechanizm in early
2007, the Commission has favourably advised on
the filing of five departmental and two one-rank HoD
posts. Where the arrangements involved cross-grade
posting of Administrative Officers, the Commission has
urged the Administration to treat future succession
planning in the relevant deparimental grade as a top

priority.

4.5

4.6
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32

(b)

4.7

(i)

Revised guide for promotion board

The Chairman of the Commission observed from
his attendance at some promotion board mestings
that board chairmen and/or secretaries were not
always conversant with the procedures and essential
elements of conducting a promotion or selection
board. The advice given by him in various promotion
exercises pointed to the need that an updated guide
on the proper procedures and good practices in
conducting promotion boards should be prepared
for reference by board chairmen and members.
To address such a need, CSB conducted in the
year a comprehensive review of the old *Gulde for
Promotion Board® with substantlal input from the
Commission Secretariat. The revised guids, entitled
“Guide for Officers Nominated to Serve as Chalmrman,
Member, Secretary of a Promotion Board” and Issued
in June 2007, seiz out all the basic reguirements
for the conduct of promotion boards (i.e. the board
composition, roles of those who sit on the board,
effective date of promotion, delineation of different
forms of adgvancement, etc) and the considerations for
promotion o HoD posts {l.e. the minimum six-month
AWAV* and preferable three-years’ active service
requirements). It has also incorporated the advice
and good practices advocated by the Commission in
relation to the following promotion-related issues :

Designation of a promotion board

Unless the vacancies in question are temporary, time-
limited or subject to review that can only be filled by
AFAC appointments, a board should be dasignated
as a "promotion board” instead of a “selection board”
pricr to its conduct In order not to give the impression
of any attempt to pre-empt the outcome of the
board's deliberations on the candidates’ suitability
for promotion or acting appointment.

(b)

4.7
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® Given the significant role playsd by HoDe in Bading and managing their departments 35 well a3 t0 ensure sufficiant §Me and opporiunity for
the appointmant authcrity 10 asertain the Euitabiity of 4 Candidate for promotion to a HoD post, deparimental grads officers recommendad for
PromOtion to HoD posts Nave D96n required 8 a Norm to go throwdh the AWAY process for 2t sast sx months sinoe October 2004, In efact, this
mieans that for 8 Mindmum Gowx-month AWAY appointment, 3 departmental grads officer rmoommandad for promaotion to HoD post must nawe at bast
18 monthe’ acte Genvile On commsencemsnt of hic AWAY appointment.
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(i)

(i)

Timing of promotion board vis-&-vis reporting
cycle

As stated in the Commission's 2006 Annual Report,
promotion boards should be held within a period of six
menths from the end date of the last reporting cycls,
save in exceptional circumsiances. If there are no
overriding reasens for the late conduct of promotion
boards, departments may have to skip one year and
re-schedule the boards after the end date of the
current appraizal cycle with the serious consequence
of delays in effecting prometions or reviewing acting
appointments.

Duration of past performance appraisals under
review

As advocated by the Commission In its 2006 Annual
Report, a promotion board should primarily make
reference to the candidates’ performance appraizals
over a pericd of time (normally the last three years).
For close contenders with comparable performance
track record under the three-year review period, the
board may make reference to their eariler reports. The
assessment on an officer’s suitability for promotion
should not be excessively influenced by slight
variations in performance over a short period.

RHotational acting appointment

Rotational acting appointmentz should be avoided
unless there are overriding reasons for such an
arrangement. The Commission's stance was clearly
gtated in its 2005 and 2006 Annual Reports. If thare
iz a genuine need for rotational acting appointments,
the board should justify the case with an assessment
on how the scenaric of a “"reversed” supervisor-
subordinate relationship can be mitigated. The
performance of the officers selecied for rotational
acting appointments should also be reviewed vis-a-
vis that of non-selected officers when a fresh round of
appraizal reporis iz available.

(ii)

(iii)

(iv)
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(v)

vi)

(vi)

Exposure

The Commission has ralsed Its concern in its 2008
Annual Report that the lack of exposure should not
be the scle reason for not recommending an officer
for promotion/acting appointment, i the officer Is
found suitable in all other respects by the board. It
Iz incumbent upon the management to ensure that
the staff are given appropriate career development
and exposure to equip them for their carser
advancement.

Hearsay allegation deliberated by promotion
boards

While promotion board members may, on top of the
performance records avallable to them, supplement
their knowledge of an officer’s performance at the
board mestings, it is not appropriate for a promotion
board to make reference to hearsay allegations and
to draw itz recommendations on this basis. Unless
the allegation Iz substantiated with investigation by
the departmental management, the board should
neither discredit an officer's performance or integrity
nor judge his claim on the basis of hearsay remarks.

Promotion interview

Where absolutely necessary, a promotion board
may conduct promotion interviews with a view
the asssssments based on
the specific

to  supplementing
performance appraisals dus 1o
requirements of the higher rank. The promotion
Interview results however should not be given
undue weight so much so that they would override
the assesamentz based on an officer's sustained
performance throughout the years.

(v)

(vi)

(vii)
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{viii) Marking scheme adopted by the board

(ix]

As the effectivenass of a marking scheme to calculats
arithmetically sligible officers’ suitability for promotion
may be highly dependent on the design of the marking
acheme itzeif, the use of such a tool should be avoided
as far as practicable to prevent possible distoriion In
assassment.

Validity of waiting list for promotion and AWAY
versus AFAC

A promotion board may recommend an officer for
promotion, AWAVY or AFAC dspending on the officer's
raadiness to take up the duties and responsibilities of
the promotion rank and the timing of the emergence
of a vacancy In the promotion rank. For the first two
forms of advancement, the recommended officer may
be placed on a walting list for promotion or AWAV, as
appropriate, if the vacancy is expected to arise later
within the current appraizal cycle. However, the walting
list will lapze on expiry of the current appraisal cycls.
On the other hand, in case of AFAC appointment,
a walting list may be drawn up to cater for possible
vacancies to arise.. This walting list will remain valid
until the conduct of the next promotion board when
the claims of all eligible officers are reviewad upon the
avallability of a fresh round of appraizal reports.
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(x) Information on performance management

Az mentioned in the Commission's 2005 and
2008 Annual Reports, to enable the departmental
management and the approving authority to monitor
the performance management of the ranks concerned,
the Commission has reguired depariments to
provide the following information on performance
management when submitting promotion board
reports for ranks under the Commission's purview :

+ percentage distribution of grading of overall
periormance of eligible officers In the latest
reporting period;

« recpective number of cases involving late
completion of staff reportz; and

« recpective number of cases Involving non-
compliance with Civil Service Regulationz {CSRs)
231(1)* on ranking of appralsing officers, and
232(2)* on conducting staff interviews.

Such requirements have been formally included in
the guids.
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Commission’s emphasis on smooth succession
planning

The Commission advocated in its 2005 Annual
Report that officers recommended for promotion io
HoD posts should have preferably three years' active
service on assumption of the HoD posis to allow
sufficlent time and continuity for the office holders
to steer the departmenis. Also, to ensure that there
are sufficient capable officers to lead the department
in the years tc come, the promotion board, in
considering recommending an officer for promotion to
a directorate rank, should take account of both the
officer's capabliity to perform well at the promotion
rank as well as his potential for further advancement.
Thizs general principle has been included in the guide.
(Sze also Chaptar 6 on Directorate Succession
Planning where further thoughts on the subject have
been developed by the Commizasion.)

In responze ito the Commisslon's suggestion fo
enhance the ussr-friendliness of the revised guide,
CSB Is exploring how the sallent featurss of the revised
Guide can be prezentad in a lively and animated format
that can be uploaded to its website for easy reference
by all promaoticn boards.
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c)

4.9

Handling of promotion cases involving
disciplinary investigations or proceedings

As a general rule, promotion should not take effsct
any time eariier than the time a person is considered
suitable for promotion in all respects, including
integrity and conduct. For cases with special
circumsiances, each has to be considersd on itz own
meritz. In the year, the Commission observed that
some deparimenis had recommended officers who
were subject to on-geing disciplinary investigations
for substantive promotion or long-term acting without
giving Justifications. While one may argue that an
officer involved In on-going criminal or disciplinary
Investigations or proceedings should not be
penalised in terms of promaotien given the principle of
innocence untll proven guilty, there could be egually
strong arguments on risk grounds against putting
the officer to fill a vacancy {(elther on a substantive
or acting basis), having regard to the possibility that
the officer concerned might subseguently be found

guilty.

410 The Commizzsion considers that long drawn-out

disciplinary cases should be escalated and pushed
for a guick settlement where practicable in order to
be falr to those officers involved. Cases Involving
a shorter time span should be |ooked upon by
promotion boards with prudence to avold selection
of officers with Integrity doubts for promotion or
acting appointment. While the promotion board
should scrutinize existing criminal or disciplinary
records of the officers under consideration and
consider whether any of them should bs debarred
from promotion or appeintment owing to disciplinary
punishment or doubis on their integrity, it is the
appointment authority's role to carefully balance
between faimess to an individual officer and the
need fo maintain the integrity of the civil sarvice in
the public interest. Should the appointment authority
decide to recommend the selection of the officer
despite such ongoing investigations or proceedings
and adverse record, CSB's advice should be sought
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(d)

and the Commission be informed of the position in
the departmental submissions. At the Commission's
request, C5B has Incorporated these basic principles
in the revised “Guide for Officers Nominated to Sarve
as Chairman, Member, Secretary of a Promotion
Board®. The Administration will alzo promulgate
separately detailed guidelines on the propsr handling
of promotion cases involving disciplinary investigations
or proceedings.

Inverted diamond grade structure

In vetting some promotion boards’ recommendations,
the Commission noticed that some of the grades
were having an inverted diamcnd shape siructure
at the lowest two levels i.e. the number of available
vacancies in the next higher rank outnumbers
the existing pool of officers In the basic rank. The
Commission Is concemed that such a pecullar rank
structure will pose problems in finding a sufficient
number of officers to meet the succession need of the
next higher rank. It alzo begs the guestion of the role
of such a small number of posts at the basic rank. On
the request of the Commission, the Administration has
undertaken to conduct a review of those grades with
an inverted diamond shape structure. No review will be
undertakean for those grades that would soon become
obsclete with the departure of all serving officers as
well ag others which are too small. The Commission
will keep in view the findings of the review.

(d)
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OTHER OBSERVATIONS OF THE
COMMISSION

Acting appointments not properly reviewed

412 Asstipulatedin CSR180(1)(b)(iy*, acting appointments

418

lasting or expected to last for longer than six months
should be reviewed on a regular basis in consultation
with the Commission as appropriate. The approving
autherity should adopt the same procedures as
for substantive appeointment (lLe. by conducting
promotion or selectlon boards) to select the most
suitable officer to take up the acting appointments
as required under CSR 1686(8)™. For posts under the
purview of the Commission, the management must
also seek the advice of the Commission to ensurs
fairness and impartiality in the selection process.

Despite the Commission's caution in its previous Annual
Reports, irregularities were still cbserved in 2007 . For
example, in advising on the recommendations of a
promotion exercise, the Commission noted that no
promotion or selection boards for a particular grade
had been held since the last round of promotion
exercises conducted in 2001 due to uncertainty in
manpower requirement of the grade. As a result,
the acting appointments at wvarious ranks wers
not reviewed for an unduly long pericd of over five
years. The Commission has advised the department
concerned that notwithstanding the uncertainty in
manpower position, the reguirement for the propsar
conduct of a selection board under CSH 1B8(6)
should be duly cbzerved.
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Separately, as advocated in the Commizsion’s 2006
Annual Beport, HoDs/Heads of Grade (HoGs) should
not arrange for officers to cease acting every six
months or less to avoild the required procedures of
conducting a promotion exercise and seeking the
Commisslon's advice on the acting appointment.
During 2007, the Commisgion noted another cass
involving officers who were appeointed to act in the
next higher rank on a rotational basis with each period
not exceeding six months in the past three years. Let
alone the disruption to the normal operation of the
department, such acting arrangements wers unfair as
they wera arranged without any proper review of all
eligible officers’ performance and relative meritz by a
promotion or selection board.

The Commission has taken a serious view on all
procedural lapses in acting arrangements. Apart from
reminding the depariments and bursaux concarned to
observe the reguirements as stipulated in the CSHs
whan tendering the Commission’z advice, the Chalrman
of the Commission also issused personal letters to
HoDs/HoGs concerned, pointing out thosze acting
arrangements which were considered unacceptable
and requesting their prompt rectification of such
unacceptable arrangsments. In addition, to ensure
general compliance with the rules and regulations
governing acting appointments, the Commission
also urged CSB to issue appropriate guidelines as
a general reminder to all departments and bursaux.
In response, CSB Issusd the "Guidelines on Acting
Appeintment” in August 2007, reminding HoDs/HoGs
of the proper procedures to be followed in making
acting appointments. The opportunity was also taken
to remind them to be vigilant in reviewing the continued
need for acting appointments and to seek to fill vacant
posts substantively whenever practicable.

4,14
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Prolonged acting appointments to be avoided

4.18 The Commission has taken note in one promotion

exercize that an officer was recommended to step
down after having acted In the next higher rank for
seven years. Prolonged acting appointments not
only raise false expectations for promotion of those
officers who might not be able to make the rank,
but also deprive other more meritorious officers of
the chance of an earlier acting opportunity which
would otherwize be avallable to them. When there
are permanant vacancies which can be filled on a
substantive basis, officers on prolonged acting
appointment should be critically agsessed at an early
stage of their potential and suitability for promaotion.
The Commission considers that in general, an
acting duration of three years should trigger the
management's serlous consideration of whether an
officer should continue to act or be asked to step
down to give way to more deserving officers. The
Commission Secretariat has started to cascade this
message to bureaux/departments.

Other acting arrangements to be further rationalised

417 In some promotion exercises, the Commission has

noted that the boards hed recommended to cease
the acting appointment of some officers, who were
acting in the higher rank upon recommendaiion of
previous boards, without good reasons. In one case,
such a recommendation was made on account of
slight variations in performance gradings assessed
at the officer's substantive rank immediately before
he tock up the acting appointment. In ancther case,
the cessation of some officers’ acting appeintment
was recommended afier comparing their acting
performance with some other officers at the
substantive rank who had scored more top ratings
in their core competencies. Thers s also a case of
an officer who was recommendead to cease acting on
the ground of less meritorious performance on the
one hand but was placed on the waiting list for acting
in the same exercizs on the other hand.
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4.18 In other promotion exercises involving officers who

were sslected for acting by the last board but had
not yet got the acting chance when the current Board
met, the Commission has noted that although these
offlcers had sustained an impressive performance at
their substantive rank, their claims were assessed
less favourably as compared to peers outperformed
by them In the previous exercise without good
Justifications. In one particular exercise, such an
officer was recommended to be put on the acting list
again whereas ancther officer who was not selected
by the last board but had doubled-up the duties of
the higher rank solely to mest operational needs was
recommended for promotion ahead of him.

4.19 The observations in paragraphs 4.17 and 4.18 above

call for the need to provide a clearer steer to promotion
boards to accord appropriate weighting to acting
performance with a view to enhancing the eguity of
the clvil service prometion system. With this in mind,
the Commission has re-visited the relevant CSRs. It
iz re affirmed that there Iz no rule barring promotion
without an acting appointment. In other words, an
acting appointment is not a pre-requisite for promotion.
Alzo an acting appointment carries no implications
for substantive appointment In accordance with CSR
171(a). Separately under CSR 1686(2)(a), an officer
may be tested in the higher rank for the purpose of
assessing his suitability for substantive appointment
and under CSR 166(2)(b}, an officer may be appointed
to act In the temporary absence of a substantive
holder to mest management or operational needs.

4,18
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4 20 In conzidering the relevant CSRs, the Commission
seeka to develop some fundamental principles

governing acting arrangements as along the following

lines :

(a)

(B}

(c)

Although an acting appeintmeant i= not a pre-
requisite for promotion as stated in paragraph
4 18 above, individual HoGs may demand an
acting appointment to test an officer's suitability
for the higher rank before confirming his
substantive promotion.

When an officer has been selected for long
term acting by a promotion board on the basis
of his more meritorious performance record, he
should be given every opportunity for testing in
the higher rank in accordance with CSR 186(2)
(a). Slight variations in his performance gradings
(including hiz performance in his subsiantive
rank immediatsly before he took up the acting
appointment and his performance in the higher
rank) over a short period of time should not be
allowed to excessively influence the assessment
of hiz performance covering a longer period
of time. In particular it is not proper to cease
hiz acting appointment by reference to such
slight variations in performance gradings rather
than any substantiated deficiency In his acting
performance. Also it will be lllogical to ceasze
hiz acting appeointment but to recommend him
to be waitlisted for another long-term acting
appointment in the same exerciss.

When an officer has been appointed to act to
mest management or operational needs, he
should not be given any undue advaniage
when hiz claim iz assesszed by a promotion
board against other close contenders. This Is
particularly so when an acting appecintment Is
not a pre-reguisite for promotion and that an
acting appointment as mentioned in (a) above
may not be demanded of a particular grade.
Mevertheless, an officer appointed to act to
meet management or cperational needs or even
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an officer who has not been tested in the higher
rank through a long-term acting appointment may
be recommended for promotion in casea where
there are sufficient promoiable vacancies. But in
making such a recommendation, the promotion
board concermned must be satisfled beyond
doubt that the officer has well demonstrated his
capabillity and competence of performing the full
duties of the higher rank.

4.21 The Commission will further devslop those
fundamental principles governing acting appeintments
as menticned in paragraph 4.20 above in consultation
with the Administration and the detalls will be reported
in the 2008 Annual Report.

Personal knowledge of board members to be
weighted proportionately

422 CSB's Issue of the "Guide for Officers Nominated to
Serve as Chairman, Mamber, Sacretary of a Promotion
Board™ In June 2007 iz mentioned in paragraph 4.7
above. Other than those guidelines slaborated in
that paragraph, it is spelt out that promotion board
members may, on top of the performance records
avallable to them, supplement their knowledge of an
officer's performance at the board meetings. However,
rather than as a supplement, the Commission has
cheserved that in a number of promotion exercises an
officer's claim for promotion or acting appointment
was assessed on the sole basls of board members’
perscnal knowledge of his performance. Insuch cases,
the board’s cbzervations were often not bome out in
the appraisal reports. The Commission is concemed
that notwithstanding how well they know the officer,
board members' personal knowledge is to supplement
ag advized by CSB in the guide, and not to replace
or override the record of performance appraisals.
Alzo where there 2 discrepancy between the board's
observations on an officer's performance and those
made in the appraisal reports, the board should
elaborate in the board report such discrepancies and
the Justifications for accepting them. In tendering its
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advice on these cases, the Commission has relterated
such concerns. Where shoricomings of particular
officers as Identified by the board were not borne
out in the appraisal reports, the Commission has
also requesied individual departmenis to inform the
officers concerned of their shoricomings so that they
can strive to improve to enhance their compestitive
edge for advancement in future exercises.

Filling of consequential vacancy
H A E R

4.23 The Commission has observed In a number of
promotion exercises that some depariments are
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still not clear when consequential vacancies® can
be substantively filled. They have mistaken that
consequential vacancies at the lower rank can
only be filled by substantive promotion after the
corresponding vacancies in the next higher rank
have been substantively filled In order to avoid over-
establlshment. As a result, some recommended
promotees who had commenced acting In the
higher rank before the Board met and could have

been recommended for promotion with effect from

the Board date®® were Instead recommeanded to be
promoted with effect from a later date on which
the vacancles in the higher rank were substantively
filed. The net effect of such recommendations,
if implemented, would unnscessarily defer the
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romotion of some deserving officers. .
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4.24 Az already stated in itz 2005 Annual Report, the
Commission holds the view that vacancies at D2 424 EN_ERREEHFE ERS
level and below should be calculated realistically on IWHERKEERE AR LTRSS
FrsmpsE  HEEREEFREMmE
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a grade rather than a rank specific basis. As long
as there is a vacancy in the next higher rank, the

* Conesquantial vacancies denois vacancies which hawe ansen a5 a reeult of the filing of vacancies at he Nigher rank, as opposed 0 substantve
waCANCies which Nave ariean dud 10 wastags upon the retirsment/reignation of iNcumbents of e subStantive rank.
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* The critaria for determining the effactie dais of cubstantve promaotion ars set out in GSA 126. Normaly, it should be the date on which 3 vaoancy
in the upper rank becomes avaiabie, or the officer takes up he duties of the Nighar offics, Or the officer & considersd capable of parforming the full
duties 0f the higher offics (6., usualy the Doand date), whichever is the katest.
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Use

conzsequential vacancy at the lower rank can be filled
by substantive promotion unless there Is a genuine risk
of over-establishment as assessed and confirmed by
the appeointment authority. As regards the filling of HoD
posts, all departmental grade officers recommended
for promotion to HoD ranks are normally reguired as a
norm to go through the AWAV® process for at least six
months before substantive promotion. Consegusntial
vacancy at the deputy HoD level should likewise be
filled on an AWAV basis or by an ARAC appointment.

In those exercises as mentioned in paragraph 4.23
above, the departments concerned accepted the
Commisslon's observation that the officers concerned
should be substantively promoted with effect from the
board dats. In response to the Commission's request
to rectify the misunderstanding at departmental level,
CSBissued amemotoHoDs/HoGs In September 2007,
clarifying the arrangements of filing conseguential
vacancies.

of “Promotability” or “Potential® or performance

grading as a shortlisting criterion

4.26

427

Where the pool of eligible candidates of a promotion
exercise is large, the board may devise shortlisting
criteria which are relevant to the performance of duties
in the promotion rank (e.g. years of sarvice in their
current rank). It iz the responsibility of the promotion
board to decide on the shorlisting detalls having
regard to the number of vacancies avallable vis-a-vis
the number of officers under consideration.

In examining the recommendations of
promotion exercises, the Commission has noted

s0me

that the assesasment on an officer's "promotability” or
“potential” in appraizal reporis was used as a criterion
for shortlisting of candidates. The Commiszion iz of
the view that such an assessment, which must be
adduced from the officer's performance record and
bazed on an equitable performance appraisal system,

® Sag oo 32 on page &2,
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iz only relevant as one of the factors for comparing
the competing officers’ merits for advancement. Its
indiscriminate use as a shortlisting criterion rather
than as a relevant factor by a promotion board in
deliberating the competitive claims of eligible officers
needs caution as it could usurp the functions of a
promotion board and could well lead fo abuses,
particularly where the assessment iz made by a
single officer.

4.28 Departments are advised fo aveld using the

assessment in appraisal reports on an officer’s
‘promotability” or “potential® as
for shortlisting candidates for consideration of
promotion. When there is a promotion exercize
involving a large number of officers, there iz always
the option of using sultable criterla such as "in-rank
experience”, which Iz more objective, to shortlist
candidates for consideration by the promotion board.
In circumstances where it i2 considered necessary
to impose, in addition to “in-rank experience”, a
shortlisting criterion with reference to the ratings on
the eligible officers’ performance during the pericd
under review, the Commizsion holds the view that

a ocriterion

such a criterion is acceptable on the condition that
the reporting standard has been properly reviewed
and that the threshold iz set at a reasonable level.

Misinformation to the Commission

423 1t i= the responsibility of the department to ensure

that all submissions to the Commission for advice
should contain accuraie and up-to-date information.
In a 2006 promotlon exercise submitted to the
Commission for advice In 2007, the Commission has
found that a department had, in the last promotion
exercise conducted in 2004, omitted to provide the
most up-to-date information to the Commission when
seeking advice on the board’s recommendations. A
non-selected officer was arranged to take up a long-
term acting appointment scon after the promotion
board met. The arrangement was neither made
known to the Commission when the 2004 board

4.28
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report was subsequently submitted nor reviewed in
accordance with CSR 186(6/*° until the conduct of the
2006 promotion exercize.

4.30 Moreover, due to unexpsected shrinkage of vacancies,

4.3

the department had arranged for three officars who
had acted for more than 12 months to cease acting
in the few months subsequent to the 2004 promotion
board meeting notwithstanding that they were
recommended for long-term acting appeointments. On
the other hand, the depariment allowed other officers,
including the non-sslscted officer as referred to in the
previous paragraph, who had acted for less than 12
menths to continue acting for further observation of
thelr acting performance. Such developments took
place while the Commission Secretariat was In the
course of exchanging views with the department on
the 2004 board's recommendations. The department,
howsver, did not inform the Commission of the
changes whean providing supplementary information
to the Commission. Without realising the changes in
the interim, the Commission tendered itz advice on
those recommendations that had already become
obsolete. It was not until the Commission Secretariat
veited the recommendations of the 2006 promofion
board held two years later that such irregularities were
unearthed.

The omissions were unacceptable. The arrangement
for a non-selected officer to take up a long-term
acting appeointment, thereby raizing the competitive
claim unjustifiably in future promotion exercizes is
vulnerable. The depariment’s raticnale in arranging for
three recommended officers to step down from acting,
not because of their less meritorious performance, but
rather to make way for 2 more thorough assessment
of the performance of the other officers who had
shorter acting experience Iz questionable. Such
arrangements would sericusly undermine the integrity
of the promotion system. The Commission has drawn
the irregularities to the personal atiention of the HoD.

*0 385 Note 38 on page 40.
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STAFF PERFORMANCE MANAGEMENT SYSTEM: REVIEWS AND
FURTHER IMPROVEMENTS R IRNERGE: B R#—F &

As mentioned in its 2008 Report, the Commizssion has
requested the Civil Service Bureau (CSB) to review
the effectiveness of those performance management
toolz as promulgated in CSB Circular No. 10/2000
dated 7 June 2000* in the light of the experience
gained over the years. The Commizssion is pleased
to note progress made on this front, as detalled in the
ensuing paragraphs.

PROGRESS MADE BY C5B

(a)

52

Adoption of “effective” grading as the norm for
overall performance

The Commission has observed over the past years
that in some departments, there had been many
arguments arising from downward adjustments of
the gradings in the performance appraisal reports to
follow the norm of “effective” grading as promulgated
in the circular. The Commission considers that while
only a very small number of top performers should
be assessed as having “ocutstanding® performance,
it would be acceptable for the majority of officers to
be In the “very effective” and “effective™ categories.
5B was requested in 2008 to review the adoption of
*effective” grading as the normn foroverall performance.
Upon review, CSB supports the Commission's views
and wiil discourage the rigid application of forced
distribution of ratings. CSB will remind departments
and bureaux that Assessment Pansls (APs)* should
avoid rigidly adhering to guota systems which entail
re-evaluating and downgrading “very effective”
ratings to "effective” ratings and which unnecessarily
create a lot of grievances and complaints from staff.

5.1
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5.2
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*! The parformancs management tools promulgatad vide GSB Circular No.10/2000 incheds the adoption of "sfective” grading as the nomm for overal

performancs, the operation Of AEE6EEMent Danels t0 BnEurd CONGGeNcy iN AEERESMENt standards, the setting of porionmances ta

tangets at the begnning

0f tha porfdrmance Management cycle, the adoption of competancy-based approdch in performance appraisals and the proper conduct of appraical
inbarigws.
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“ Under 0S8 Circular No. 10,2000, Heade of Department/Heads of Grads are encouraged t0 promots A wider uss of APE among grades uncser
their purvigw t0 undsrtaks kewslling and moderating work ameng appraisal reporis, MoNtor perdformance and identdy undsr-performers/cuistanding
perfiormers for appropriate action.
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(b)

58

Instead, the APs should focus more on the outstanding
and substandard caszes to ensurs that only the right
talents are selected for grooming and underperformers
are identifled for necessary follow-up action. The
Commizszion alzo conziders that the general definitions
for different performance ratings in appraisal forms
can be improved with clearer benchmarks to ensure
conzistency in interprating these definitions. CSB has
been requested to develop broad guidelines to assist
departments in setting such benchmarks.

Operation of APs

Feedback and staff complaints received by the
Commission in the past have revealed some problems
or mistrust in the operation of AP in some departiments.
The depariments concerned have spent much time
and efforts not only on the levelling and moderating of
the performance appraisals but alzo in managing the
arguments that had arizen in the process. To improve
the operation of the aystem, the Commizsion requested
CSB in 2006 to review the overall effectivensss of
AP as a management tool to ensure consistency in
assessment standards. In response, CSB conducted
two separate surveys on AP operation and iis
effectivensss, followed by a series of focus group
mesetings. The findings reveal that the AP operation
is generally sffective and accepted as a useful tool
to moderate staff performance. CSB will continue to
offer advisory support to departments to enhance the
functioning of thelr APs and 1o organise experience-
sharing seminars. In addition, it will review the existing
guidelines on AP operation and Incorporate the best
AP practices in the revized *Guide on Performance
Management”.

(b)

53
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c)

5.4

(d)

(e)
56

Adoption of a competency-based approach in
performance appraisals

The Commizsion supports the Administration’s
continuous efforis to promote the adoption of
a competency-based approach in performance
appraisals with a view to facilitating a more accurate
assessment potential
promotability to the next higher rank. Moting that
about B0% of the suitable grades/ranks (about 170
grades or 500 ranks) are using such an approach,
the Commission has advised CSB to strive for its

of an appraizee's and

implementation in the remaining grades/franks. In
response, CTSB has undertaken to continue to
provide those grades with the necessary assistance
In adopting the system.

Disclosing remarks of Heads of Grade (HoGs) to
appraisees

In keeping with the spirit of enhancing the transparency
of the performance appraisal process and to allow
for Improvements to be made by the appraizee
concerned, the Commission has maintained its view
that the appraisee should be advised of the HoG's
comments if they are different from thosse made by
the appraising and countersigning officers. CSB has
agreed to incorporate this best practice in the revised
“Guide on Performance Management”.

Career interview

The Commission always advocates that officers
who are passed over or not recommended in a
promotion exercize should be career interviewed.
CSB was requested to develop guidelines in 2008
on how to conduct such interviews systematically
for departments’ reference. In response, CSB has
undertaken to include related guidelines in the revised
"Guide on Performance Managsment”, advising
Heads of Department/HoGs that they should arrange
career development sessionz with their staff from
time to time and especially for those staff who have
been passed over in a promoiion exercise.

(€)
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(d)
5.5

(e)
5.6
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5.9

Timely completion of performance appraisal
reports by supervisors

Despite gradual improvemsniz made by a large

number of departments, late completion of
performance appraisal reportz remains a common
and persistent problem Iin some departments. To
address the issue, CSB would highlight In the revised
“Guide on Performance Management” the point mads
by the Commission that in assessing a supervizing
officer's competence for further promotion, all aspecis
of staff management competency Including timeliness
in glving feedback and completing performance
appraisals should be taken into account. As a pilot,
CSB has also revised the appraisal form of a selected

grade to incorporate such an assessment.

Mon-completion  of appraisal

reports

performance

As mentionad in the Commission’s 2008 Rsport, an
officer's failure to submit the appraizal form to his
supervisor could result in the non-completion of his
annual performance appraisal. To avert this problem,
the Administration has responded positively to the
Commission's suggestion to develop an enhanced
reminder and fracking system that would ensure
prompt preparation and return of the appralzees’ job
descriptions for performance reporting purposse. G5B
would use a selected grade as a pilot, and If proves o
be successful, extend the system fo other grades.

Training in Human Resource Management
(HRM)

5B shares the Commission's view that it Is important
to raise HRM awareness amongst supervisory staff of
all levels and to eguip them with the relsvant HEM
knowledge and skillz. It has accordingly increased and
enhanced its central courses on HRM for supervizory
staff including Junior directorate staff.

U
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(9)
5.8

(h)
5.9
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5.10 As revealed, CSBE has actively pursued those gocd

performance management practices advocated
by the Commizszion over the years. The efforts are
commendable and will culminate in itz issue of the
revised “Guide on Performance Management” and,
where appropriate, the revized forma for performance
appraizal incorporating the relevant improvement
pointers for service wide reference.

The Commizssion will continue to monitor clozsely the
effectiveness of the various improvemeant measures
as elaborated in the preceding paragraphs for further
strengthening of the performance management
sy=stem in the civil service.

IMPROVEMENT EFFORTS MADE BY
DEPARTMENTS

5.12 While gradual improvements are ocbservad in a large

number of depariments on the timely completion
of performance appraisal reports, the Commission
is also pleased to observe across the service the
marked improvement on the timeliness in conducting
Such Improvements, coupled
with the significant drop In the number of cases

promotion boards.

of non-compliance with Civil Service Regulations
231(11* and 232(2)*, as reported in the 20086 Report,
are encouraging signs of the heightened awareness
of the depariments/grades of the need toc enhance
their respecilve staff performance management
systems as advocated by the Commission. Some
departmenis were observed to have taken further
steps to strengthen their performance management
systems. For instance, a depariment had organised
tallor-made workshops for supervisors to enhance
their competence In appraizal writing. It also followed
up prompily on the recommendations of the last

4 Bas Note 53 on page 38
M WIET 3D -

s

Soo Motg 24 on page 28
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promotion board by arranging carser postings for FEUGR  FMTEF—H%F ¥
officeras who were identified as in need of exposure. N IEEERE SHEYESE
A promotion board of another department had, Iin the HELHEEAREE MESE

light of the observations tendared by the Commission
o JE A .
in the last exercize, taken an initiative to identify dRe REEHARLER - T

imegularities such as inconsistencies of assessments in fe &M EEE — T AAES
appraizal reports and referred them to the departmental ENTERS BHEPYSEE
management for follow-up. In ocne grade, the grade EAEMRD s R—FE - BE

management had shown its determination to arrange
carser postings for individual officers through the
HoG's perzonal appeal to all grade members informing

EELETERITRTHEAR
MITEHEERE  DTEESRE

them that the grade management would take resoluts L "RIEE" —Oi{EHELNE
actionz in arranging career postings and reminding B oLEEFEERETHEXRM
them to complete performance appraizal reports B . mEH ) EENBYERT

within one month afier expiry of the reporting per.icd_ =MEENE - WETHE -
Separatsly, the grade management had also revised
the appraisal forms of itz grade members in the way
that the description on “5Staff Management™ appearing
on the forms was suitably expanded to better reflect H—S i E RSB EF
the prevailing requirements and expectation. The

efforts are commendable. 513 ERAEEEETEE BRI - 5
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FURTHER IMPROVEMENTS ON EEESE . LEEESHEE
THE PERFORMANCE MANAGEMENT SYSTEM YR SUE IR =
VR -

5.18 In the course of vetting submissions from departments,

the Commission has made various suggestions fo
address some common performance management ARAR EHARTFETERT

problems. A few examples are highlightad in

the succeeding paragraphs for reference by the 514 ERSEHEE—TEBRAEEERSY

departmental management In perfecting their BilR RN EXEEENTHEE
FNFEHEIEER TR BAIT
ERSHHMEELE - §XTEE
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performance management and appraisal systems.

Performance appraisal of substandard performers

5.14 In examining the recommendations of a promotion WIFREE - hEFEREARITA
board, the Commission has noted with concern ETEBARFES IS NG
that there was Inordinate defay In the completion of 2. BB iR E T EET o

performance appraisal reporis on iwo substandard
performers whose performance falled to meet the
standard required of their rank. The reporis in quesiion
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5.15

were completed more than five months after the
end date of the last reporting cycle. Besides, the
pen-plcture given in the reports was brief. It was
alzo not clear whether appropriate counselling and
guidance had been given to the appraisees during
the reporting period in guestion to help them improve

their performance.

Fundamentally, the preparation of performance
appraizals Is not solsly for promotion purpose, but
also to serve the objective of monitoring the staff's
performancs for timely assessmen t on and feedback
to the appraizees. This message has been clearly
stated in the Commission's 2005 Annual Report.
This Iz particularly important when an appraises’s
performance is observed to have dropped as timely
and specific feedback would help the appraises to
rectify his weaknezses and make improvements at an
early stage before his performance further deteriorates
to a sub-standard level. Hence, supervisors should be
required to continue to review, reinforce and monitor
their staff's performance as well as to record promptly
in the performance appraisal reports the progress for
the attention of the grade management. Without
such appraisal records, the training and development
needs of an officer may be left unattended. Worst
still, the hands of the grade management will be
tied when an officer’s performance deteriorates to
a sub-standard level warranting the consideration
of administrative action under zectlon 12 of the
Public Service (Administration) Order as detalled in
Chapter 7. The Commiszion has specifically asked
the department to clearly advise the supervizsors
concermned of thiz principle of good performance
management.
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Performance management during AWAV period

5.168 In examining a depariment's propozal to extend

the acting-with-a-view (AWAWV)*® appointment of an 516 R [ITHENIN— @5 EAEE

officer identified by the previous promotion board in
order to further assess his suitability for substantive
promotion, the Commission has noted that the two
quarterly performance appraizal reporis covering the
officer's perfiormance during the AWAV period were
completed in one go. The Commission considers this
most undesirable. It is also not clear from the reports
whether the officer concerned has been made awars
of hiz Inadequacies at any time during the six-month
acting period. The Commizsion has reminded the
department that in all fairnezs to an AWAV appointes
and in the Interest of the department as well, the
AWAV appointee should be given timely feedback on
hiz performance especially when inadequacies are
cheerved so that he can make improvement at an
early stage without having to wait until the end of the
AWAV period. This iz most important given the short
AWAY pericd. Any guidance or advice given by the
supervizors should also be properly documented and
recorded in the appralzal reports in a timely manner zo
as to facllitate the grade management to monitor the
AWAV appointee’s performance and take appropriate
action where neceszary.

a5 ¥
See Note 28 on page 20
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Assessment on staff's readiness to perform duties at
the next higher rank

517 It is common In the appraizal forms that there s

a section on the assessment of staff's readiness
to perform dutles at the next higher rank. In a
promotion exsrcise, the Commission has observed
that some appraisees were assessed as “possibly
yes" on their readiness to perform duties at the next
higher rank. The Commission holds the view that if
an appraises who performs well in his current rank
has not yet displaysd readiness to perform duties at
the next higher rank at the peoint when the appraizal
report is written, he should be assessed as "not yst”
ready Instead of "poszibly yes™. The Commission
has requested CSB and deparimental management
to remind appraising and countersigning officers of
the need fo properly assess an officer’s readiness
to perform duties at the next higher rank and to
review If the “possibly yes™ rating, which iz rather
noncommittal, should be crossed out altogether from
the appraisal form.
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Identical assessment 18 = AV
5.18 In scrutinising the performance appraizal reports 518 ERAEHUBALERIN - 21
of the candidates in a promotion exercise, the Heh— 2 A T ERE A TS
Commiszion has noticed that the Appraising Officer
FERSPHRTEARS LR SHE
F&iTETa - EEELITENEDN
FE - RITEMNERRIBEARS

{&0) of a candidate had provided an Identlcal word-
for-word assessment on him in two consecutive
appraizal years. This defeats the purpose of the staff

appraizal system. As performance appraisals form
the basis of career advancement and dsvelopment,
there should be a distinctive account of an appraises’s
overall performance, strengths and weaknesses in
the relevant appralzal period. The Commission has
raminded the department to advise the AD concemed
to Improve the quality of his staff report writing.
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In-between ratings
519 ERSE—REAEHETNESD

5.19 The Commizsion has observed in a promotion exercize

that therse has been a tendency for AOs to give in-
betwean ratings Iin performance appraisal reporis
when assessing the performance of their subordinates
despite that there is already a set of pre-determined
scale provided in the apprailsal form. Such a practice
will underming the am of the pre-determined
scale to achieve better objectivity, consistency
and comparablity in performance management. In
response to the Commission's observation, the grads
management has reminded itz grade members io
guard against the use of in-between or =plit ratings.
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DIRECTORATE SUCCESSION PLANNING

EAE B 8 R OF 5 M it %

6.1

The Commission has observed from time to time
through wetting of recommendations of some
promotion exercises that
retirement of senior officers in particular years and
yet succession has not been planned adequately,

there are bunched

thus hampering the selection of suitable officers
to fill senior positions in these depariments. The
Commission considers that the Secretary for the
Civil Service (SCS), Heads of Department (HoDs)
and Heads of Grade (HoGs) should take ownership
of a good succession plan to help departments to
identify staff with good potential for advancement
and to groom them for assuming senior management
positions. The Commission also holds the view that
succession planning should be linked to an effective
talent development system, which in turn should be
tied to a robust performance management system
covering honest reporting, merit-based selection of
officers for further career advancement and regular
career postings to broaden their job knowledge
and sxposure as well as to further develop their
leadership talent. In taking forward this “linked and
tied” approach, the Commission has proposed some
improvement measuras, as elaborated in the ensuing
paragraphs, to achieve better resulis in succession
planning in the civil service.

6.1
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Basic PRINCIPLES AND BEST PRACTICES
FOR SUCCESSION PLANNING

6.2 The Commission congiders that a good succession

(a)

(o)

(c)

" |n accordanca with CS
considerad for

planning mechanizm should be made more transparent
so that staff at large will appreciate that there Is
a falr process In ceonsidering advancement to the
directorate level. In this connection, the Commission
has requested the Administration to advocate under
the system the following principles :

In trawling yeounger officers for fast-frack career
advancement, the claims of the more ssnior officers,
particularty those who are assessed as egually if not
meore meritoricus as well as having potential of the
next higher rank, should not be neglected.

For prometion to the junior direciorate level of D1
and D2 in departmenis with a8 reasonable pool of
directorate posts, an officer's longer term potential, as
restricted by his age, should not normally be a factor
to deter promotion when the 12 montha' active service
rule under Civil Service Regulation (CSR) 109(1)ia)([)*®
is satisfied.

In mapping out a healthy succession at the senior
directorate level of D3 and above, the consideration
of an officer’s competence and potential for the HoD
post, on which his age would have a bearing, would
inevitably come into play. As for promaotion to a HoD
post, the selected officer should have preferably three
years' active service on assumption of the post as
advized earlier by the Commizsion*’ in order to allow
sufficient time and continuity for the incumbent to
steer the depariment and motivate staff in delivering
better sarvices.
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6.3

6.4

In relation to paragraph 6.2{a) above, It Iz worthy
to note that beth the SCS and the Permanent
Secrstary for the Civil Service have taken a very
robust approach to succession planning. They have
been urging in the past year those departments
with succession problems to eamestly reach down
further through the ranks fo fast track younger and
more promising colleagues for earlisr succession to
more senior positions without losing sight of the need
to maintain the stability of the civil service. It would
be necessary to strike a fine balance between the
grooming of high-flyers for fast-track promaotion and
the provision of adequate promotion ocpportunity to
dedicated and solid performers. In this particular
regard, the Commizssion's sarfler advice for a HoD
to have preferably three years' active service on
assumption of that position iz a clear ateer to impress
upon departmentz of the need to reach down, if
required, to even one rank below the eligible level for
suitable officers to be groomed for earlier succession
to the HoD level.

In relation to paragraph 6.2 (b) abovs, the Commission
considers that for promotion to the junior directorate
levels of D1 and D2 in departments with a reascnable
number of such posts, a mix of long-serving,
dedicated and =solid officers with high-flyers could be
worked out.
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6.5

In relation toc paragraph 8.2(c) above, of the sight
HoD promotion exercises conducied in 2007, three
had not been able to identify suitable officers to fill the
HoD posts. Two of the posts will be filled through the
open-cum-in-service recruitment channel and one has
been filled through cross-grade posting arrangement.
As regards the other five HoD posts filled by internal
promotion, four officers selected would have had
three years or more foc serve as preferred by the
Commission for officers occupying HoD positionz®®.
Separatsly, as for those departments which have only
one Deputy Director (DD) post, CSB has been advizing
incumbent HoDs of the guiding principle as stated in
paragraph 8.2(c) above relating to the Inevitable age
bearing for succession to senior direciorate level. As
informed by CSB, such a principle has been reiterated
in considering promotions throughout the ranks in
those departments with a single DD post to ensure
that those who are identifled for HoD succession
would not be impeded by their age in the course of
thelr progression.

* Soa Note 47 on page 61.
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PERFORMANCE MANAGEMENT SYSTEM

6.6 The abllity of the management to trawl exceptionally

meritorious officers for fasi-track career development
Iz dependent on the effectivensss of the civil service
performance appralzal system, Le. whether it
encourages a culture of honest reporting. The over-
assessmeant of less meritorious officers may blur the
judgment of a promotion board and deter its timely
identification of those exceptionally mertorious
officers who could otherwise be groomed under
the fast-track career development system much
eariier. As part and parcel of a robust performance
management system o support
planning, HoDs and their supervisory staff should be
reminded of the impertance of honest reporting and
its Impact on succession planning. The Commission
will continue to observe the effectiveness of the

succession

various improvement initiatives Introduced to further
strengthen the staff performance management
system in the civil service as dstailed In Chapter 5.

Career DeveLoPMENT anD PosTting PLans

B.7 The Commizsion bselieves that it is equally important

to devize clear career developmeant and posting plans
under a robust performance management system in
support of succession planning.
tendering advice on individual promotion exercizes,
the Commigsion has been reminding HoDs of their

In the course of

responsibility to arrange career postings for their staff
to broaden their job knowledge and expozurs as well
as to further develop their leadership talent. HoDs
are encouraged io adopt a more vigorous career
posting plan and to make their posting policy more
transparent to their staff.
cases where career postings have not been arranged

In those more extreme

despite recommendations of the previous boards, the
Commission has started a “bring up™ system requiring
the depariments concerned to report progress in a
specified period of =say three to six months.
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6.6
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6.8

6.9

In another promotion case, the Commission has noted
that two officers, who had worked in their present
posts responsible for some non-mainstream duties for
a prolonged period, were recommended to be career
posted for job enrichment purpose by the previous
board held seven years ago. However, cormesponding
arrangement could not be made as the depariment
was unable to identify suitable replacements to swap
with the two officers. The Commission considers that
the management's failure in arranging timely career
posting for the two officers over the past few years
was highly undesirable. As stated in its 2006 Annual
Report, the managemeant should always have the career
interest of their staff in mind and strive to maintain a
good balance between the career development needs
of individual officers and the operational expediency
of the department. An officer's claim for promotion or
acting appeintmeant should not be unduly affected by
insufficient exposure through no fault of his own. The
department was urged to arrange career posiing forthe
two officers as scon as possible and to report progress
in three months' time. Responding positively to the
Commiszion's advice, the department subssquently
arranged carser posting for the two officers concemed
to take up mainstream duties. The department also
drew up some measures to facilitate more timely
and regular career postings for its officers in the
rank. For instance, the adoption of a more proactive
posting policy by fixing three years as a normal tour of
posting, early identification of replacements to ensure
sufficlent time for matching and provision of suitable
training courses to replacements to equip them
with the required knowledge and skilis. Besides, the
tranzparency of the career posting mechanism will be
enhanced through different channels such as career
interviews, etc.

As a general reminder, HoDa/HoGs should draw up
career development and posting plans to groom
officers Identified for directorate successzion at
an early stage. The senior directorate should be
raminded of their collective role as talent breeders and
thelr responsibility to remind supervisors at all levels
of the obligation to release staff for career posting,

6.9
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(13

failing which an adverse reflection of their staff and
performance managemsnt competence would
be taken intoc consideration when assessing their
promotability.

EXTENSION OF SERVICE OR RE-EMPLOYMENT
AFTER RETIREMENT

6.10 To complement the efforts made on succession

planning as reporied above, the Commiszsion has
glso adopted a stringent standard in considsring
applications for extension of service or re-employment
after retirement. In the past two years, the Commission
has ralzed concerns with the Administration that as a
rule, officers should leave the service on retirement and
applications for extension of service or re-employment
after retirement should only be considered in
exceptional circumstances to meet strong operational
needs, subject to the officer's physical fitness, good
conduct and performance as well as the conzsideration
that his retention would not cause any promotion
blockage In the lower ranks. Also, the extension or
re-employment pericd, if approved, should be for a
limited duration. Such qualifying considerations are
conducive to the pursuit of vigorous succession plans
by the Administration. In response to the Commizsion's
concerns, CSB has completed a review and proposed
some measurss for better management of the further
employment of officers beyond their retirement age
in the civil service. The revised arrangements will be
promulgated by CSB for service-wide adoption.

IMPLEMENTING SUCCESSION PLANNING

6.11 It i= encouraging fo note that the Administration

has taken positive steps to implement the strategy
on succession planning. The Administration has
stepped up Government Secretariat attachments
for departmental grade officers to expose them to
Bureau and Legislative Councll businesses during
the year. The Civil Service Training and Development
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Institute (CSTDH will launch In 2008 a Succession
Management Project to assist departments to take
forward succession planning in 2 more focused
manner. The project comprisas two parts i.e. the first
part including workshop forums whers departments
with good record of succession planning initiatives will
be invited to share their experience, thelr strategies and
models on growing |lsaders, challenges and lessons
learnt, etc. The second part includes developing an
information pack on succession management and
talent development. It is a comprehansive guide to
advance departments’ understanding of the essence
of effective succession planning and management,
and how departments can work towards this in the
existing directorate succession planning system. Key
issues of succession management and framework
or model for talent development together with best
practices and pitfalls to aveid will al=o be highlighted
in the pack. Separately the CSTDI will proactively visit
departments advising the senior management of any
training and development needs of individual officers
as |dentified In the succession planning context.

6.12 The Commission considers that through concerted

effortz of all parties, Including the Commission, CSB,
policy bureaux and the departmental management,
the message of the importance of good succassion
management would be rcoted fo yleld positive
resuits.
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OTHER CIVIL SERVICE APPOINTMENT MATTERS
Ht A ZFAMERE

7.1

Apart from advising on the filling of vacancies 7.1 BTHERSLEERRGSsHER

of the senior ranks of the service by recruitment EFEEEMAERS ER2TF
and promotion, the Commission also advises R I EELE RREE
on appecintment matters relating to an officer's HEREER - %42 RS TS

continuous employment or termination of his sarvice.

Motk &8 RUEMRERAE
#&E - BTN E M E T

They cover cases of non-renewal or termination
of agreements, offer of shorter-than-normal

agreements, refusal or deferment of passage of Ml AR EXIR - BERAA
probation or trial bar on conduct or performance AIRIEIMEE TR B R K - b
grounds, early retirement of directorate officers ERIB{LFLREEGT) 12
under the Management Initiated Rstirement (MIRP? EHNDFIERIETIRRZE R « 4

Scheme and retirement In the public interest undsr

o ERETREFBEERLEITR
B EEY - FERRAEST MR

section (2.) 12 of the Public Service (Administration)
Order [PS(A)0]. In addition, the Commizsion advises

on other appointment-related cases including those RABITHR ARR=FERANE
of extension of service or re-employment after RAFR=FRABESBEFTXOTE
retirement, secondment™®, opening-up arrangemsnt®' REFEN - ERSWEHEFT NN E
and revision of terms of employment® of serving AR EEmEN T 8E
officers in the senior ranks® of the civil service. HF I Vo

A ciatistical breakdown of cases advised by the
Commission by category of thesse appointment matters
is provided at Appenadix VT

* e MIR Schama, first iMtrocucad in 2000, providiss for tha retinsment of dirsciorats 0ficers on the permanent establishment o facilkate organicational

improvement and +0 Maniain the Righ standards expacied of e dirgctorats. | can be invoked ON Management grounde if the approwing authorty
h':lS Dean fully satishied that

{3) the rotrament of an offiber from his prosant offics e in tha interact of the organisational improvement of 2 department or grads; or
,tl' there would D overs Management diffcultiss in acoommadating the officer slsewnen in the Banane.
Tha offiogr concanned will DS notified in advance and given e opportunity t0 Make raprossntations. A panal chaired by the Seomstary for the Civ
Banvice wil consider sach cass following which the Commisson's advice will D2 G0ught on the reCommendation to retire thess officars
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HETIREMENT IN THE PUBLIC INTEREST UNDER
SECTION (5.)12 OF THE PS(A)O

7.2

7.3

Retirement under .12 of the PS{2)0 Is not a form of
disciplinary action or punizhment but pursued as an
administrative measure In the public interest on the

grounds of :

(a) “persistent sub-standard performance” — when
an officer falls to reach the reguisite level of
performance despite having been given an

opportunity to demonstrate his worth; or

(b} “loss of confidence” — when the management has
lost confidence in the officer and cannot entrust
him with public duties.

An officer who is to retire in the public interest will have
his penzion benefits deferred until the date he reaches

hiz statutory retirement age.

As reported in the 2005 and 2006 Annual Reports,
the Administration, in consuliation with the
Commission, implementsd the new streamiined
procedures for handling sub-standard performers
under =.12 of the PSA)O in October 2005. Under
the new arrangement, the threshold for invoking .12
action has been reduced from 12 to six months of
unsatisfactory performance, improving further the

timeliness in taking appropriate managsment action.
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During the year, a total of 57 officers from 27 bureaux/
depariments were put under close observation
in the context of the 512 procedures. Upon the
Commission’s advice, the Administration retired
seven officers under 2.12 including six on grounds
of persistent sub-standard performance and one
on loss of confidence. While 37 officers ramained
under close cbservation as at the end of the year,
five officers were, on the other hand, taken off the
watch-list after their performance had improved
to the required standard. The other eight officers
left the service for reasons including retirement
and invaliding. With the concerted efforts of the
Administration and the departmental management in
striving for a better parformance management with a
view to putting the sub-standard performers on the
right track, the Commission is pleased to note that

there is a decrease in .12 cazes in 2007 .

Thiz notwithatanding, the Commission observed that
in two 8.12 cases, the officers’ performance during
the probaticnary period had not been very satisfactory
but wers allowed to pass the probationary bar and
confirmed to permanent establishment. One of
them was even allowed fo pass the efficlency bar
despite adverse comments on his performance. The
Commission considers that in both cases, doubts on
these two officers’ sultability of passing the probation
and sfficiency bars should have been raised at the
material time. Given their leas than satisfactory
probationary sarvice, the departmental management
should have at least extended their probationary
pericd and deferrad the passage of efficiency bar for
a further observation of their performance. The Head
of Grade’s tolerance and confirmation to permanent
establishment of somecne who had difficulty in
making the grade whilst on probaticnary service

were highly undesirable. The Commission made
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7.6

similar cbssrvations on a 3.12 case in its 2002 Annual
Report and on the proper handling of probationers in
its three previous Annual Reports from 2004 to 2006.
The depariments concerned have been remindsd io
take early action to terminate the service of thoze
probationers who cannot survive the demands of the
grade In accordance with Civil Service Regulation
(CSR) 186(2)54 .

The Commission will continue to draw attention to
potential 5.12 cases for departmenial action in the
course of vetting performance appraisal reports in
connaction with promotion exercizes. |t will also
menitor closely departmental management's readiness
in pursuing such an administrative action. Separately,
while noting the significant reduction in the lead time
required to complete a 5.12 case as mentionad in
paragraph 7.3 above, the Commission has suggested
to the Administration that a review be conducted
to assess the effectiveness of the streamlined =.12
procedures in the second half of 2008 after their
implementation for three years. The Administration

has responded positively to the suggestion.

7.6
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*Under CSR 186(2), the appointment authority may, subject io the advice of the Commission, terminate the Esnice of an oficer on probaticnary terms
or refuse the offcer's passags of proDation Dar # e considers that, for masons of general unsuitablity of temparamsent, personal chasactenshics,
misconduct, Or insfficient performancs of dutiss Or f0r 0ther reazons, the officer should not continus 10 hold office.
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CiviL SERVICE DISCIPLINE: REVIEWS AND OBSERVATIONS

AFRLHE: BIEER

81 The Commission plays a key role In providing 81 ERSH—MEERR - LRFAS5E

independant and impartial advice to the Chief Executive HOwSEANPERLE R NG
(CE) on civil service discipline cases of all Category 42 AFTEEER ST EE
A officers under its purview®. Except those casss e MBLEIEFRHTHTHE
involving minor acts of misconduct where Heads of FRg - S REAREES LR
Department may initiate summary disciplinary action Wi DR ERE LSS
and Issue warnings® to the officers concernad without MESEEAREHEE®. B2 . i

recourse to fommal disciplinary proceedings, formal

HEARBEERIEHEH~E
FLiTH HRESRIE (BFAR
(BE)SS) FoE108" FRIER
HETH-ETHEEENTE
LELEEIRE (AEAREE )G
4 FME” FRTH - (BFEAR
(BE)SS) £1858E - B (4%
RARAERSEH) THFERD

disciplinary action under section (3.} 9 or 10 of the
Public Service (Administration) Order [PS{A)O]* would
be taken against the defaulting officer in the event
of repeated minor misconduct or an act of sarious
misconduct. Inthe case of a criminal conviction, action
under .11 of PS(AI0® would be considered. With
the exception of exclusions specified in the Public
Service Commission Ordinance™ and save in cases

of summary disciplinary action involving the issue of ARMTR  UREHESOR S
warnings, the Administraticn iz reguired under 5.18 BELsTHT RN HREEH™
of PS(A)O to conelt the Commission before inflicting FRFAR(ER)HE) ' EOE
any punishment® undsr 3.9 to 5.11 of PS{(A)0® upon a FNENRHFENRE - & WER
Category A officer. HERSHER

%5 According to the Pubic Sarvics (Administration) Order JPS(A)0], ofscers appointed to and confrmed in establshed ofices ars clazsfied a& Category
A officers. This oovers virtualy all officers except thoes on probation, agresment and those remunsrated on the Model Scale | Pay Scale. At the
ond of 2007, the fotal numbsr of Categony A oficers in ihe Civil Seni0s was about 134 200, of wihom 108 800 wars undsr the COMMESEI0ON'S purvisw
iNs0far a5 dEsciplinany Casss ars concamed.

HE Iﬁ‘*!\m[ %ﬁﬁ'} EREHCERIESWEEEERENAS  ARERAS R THAAE - SHASHER-—GEeRERERNAS
FLEETHRLS - RE_BPLEFE - LA S ANFERA RS M Z134 2000 « HA100 9004 5 RE 5= oI ETE Bk e &

™ \erbal and written warnings are classiied & SuMMary discipinary action which will normaky debar an oficsr $Om promosion and appointmesnt for
ong year. The COMMISE0N's advics i NOt raquirsd in SuMmary disciplindry Casse.

O -0 i £ ) T B M 4T 20 A Rl E—F AT HAT A NS - FRHRE RS TRNTE TANGESRSHER -

&7 Bae Notes 4 and 5 on page 5.
BRI EARs -

58 See Note B -0n page 5.
W4 WS IEE -

™ Sae Note 3 on page 5.
W EWEITES -

B0 Such punishments include reprimand, Bevers eprmand, raduchon i rank, COMPusOny retement and dismissal, Curently, 3 fine may alio be
MpOSed Concurrently wafl iHess punishMants (Sxospt reduction Tt rank and dismeseal). Sas As0 Note B4 on &ne.
EHENSEEE - TEHE - BE - B BEHER - B L5 T N AR ) T B R - NS MR R h e

® \with the exoeption of ceriain members of discipined services dspariments who are subjact to the respectve discipined &anvces lagislation
i.8., Prizons Ordinance, Fre Servicss Ordinancs, s50.), 3l Civil Borvants ars govarned Dy GEsiplinary prondsions in the PS(AJ0.
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8.2

8.3

To uphold a standard of conduct commensurate with
the rising public expectationz about the conduct and
probity of civil servants, the Commission supports the
Administration’s resolute stance on the discipline front
and the taking of expeditious acticn against any civil
servant alleged of misconduct in order to achieve the
desired punitive and deterrent effect. The resolute
stance and expeditious action notwithstanding, the
Commizsion is mindful that its advice on disciplinary
cases must be based on the principles of equity, falrmess
and maintenance of broad consistency in punishment
throughout the service. The relevant considerations
include due reference to the nature and gravity of the
misconduct or offence iInvolved In each case, the officer’s
service record, any mitigating factors, whether there have
besn court proceedings and the level of punishment in
precadent cases. Within the limits of broad consistency
in punishment, the Commission is preparad to support
a tougher stance on particular acts of misconduct,
it considered necessary by some departments. For
example, departments with a large number of frontline
staff engaging in cutdoor duties may nesd to adopt a
higher standard of punishment for misconduct cases of
unauthorized absence so as to achieve the necessary
punitive effect on the defaulting officers and detarrent

effect on their staff at large.

Before tendering its advice, the Commission will ssriously
consider the views and arguments put forth by both the
Secretariat on Civil Service Discipline (SCSD) and the
department. In case there iz a difference in opinion on
the level of punishment between the depariment and
SCED, the views of both partles would be submitted to
the Commission for consideration.

a2

8.3
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T4

AN OVERVIEW OF DISCIPLINARY CASES —EFLEERSIEHELAN
ADVISED IN 2007 LFE1FHR
8.4 The Commission advised on the punishment of 91 84 ZRFtHE ERSMIITLEST

disciplinary cases in 2007 which, when read together
with the 104 and 108 cases in 2005 and 2006
rezspectively, suggests a steady overall trend. [t is also
an extremely small number representing fess than
0.1% of the 109 900 Category A officers under the

FEHER - STFEFAFEN104F
FZEEAEMI03IFHEL - B
REXFAKR HUERSTUTEER
#1109 S00EZHEARIHHE - Fiditt
it/ - FR0A% »

Commission's purview.

8.5 ENETEETFTYTAHRREITRER
ARBSHET  HTHIEV - &
FedmERAREHASN - ®
FHREVIN - EXNETES  H20
F(H22.0%)FFARREEEE=
AL IR RS i S &Y
TENF445(548.3%) = FHEH
FEMHER - ERPASERE THRE
JEF] « Wiseg Al - &4 Hr{TH
FHHLFRETHE - TRETE
REE_FFLFERHEFINNFET
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8.5 A breakdown of these 91 cases by misconduct or
offence and the form of punishment iz at Appenadix
Wi.  An analysiz by salary group and penalty is at
Appandix Vil Ofthese 81 cases, 20(22.0%) had resulted
intheremoval ofthe officers concerned from the service®.
There were 44 (48.3%) cases resulting in “severs
reprimand® plusfine®~ whichisthe heaviest punishment
next to removal from the service and reduction in rank.
These figures bear testimony to the rescliute stance
that the Administration has taken againzst civil ssrvants
committing acts of misconduct. The chart below gives
2 breakdown of the 91 cases advised in 2007 by the
punishment awarded.

™ Tha puriznment of remaval from 18 S8nite Can taks the forM of COMpUISOry rsfikMment, Compulstry reiment plus fng, or dismissal, depending on
e gravity of 18 casa. AN officer who & COMpulS0ry rafisd My be graniad 3 pension, Dut payTent of the Dension will DB dettwrad undl he reachss
G normial retirement age, i.e.. 66 or 80 undsr the relgvant pencions legsiation. Diemissal is the most Gevens form Of punishment as the officer forfsks
Tis Claime to all pengion, gratuity and benefts.
SEEFSFEEDS AESSiE B RESNRE  UEER SFECESEETNE - @ESENe AN NTHRATS  QRTEEWS
FER(Mosmmeom  SFERANEINNE) T EERAR S - IRASEEOER RS Eanl o ReNsAEafkE - MEREw -

® & eovara reprimand wil normeally debar an officer froMm promotion or ApPoITtmEnt for Nres to five years. This punishmant is nomaly racommendad
1O Mve S50uS MIECONCuCE Or fOr rapaatad MINor MEscondust/offiances.
g% EREEISERANEHEAARESFEORY 3E=SEEF - ATRENTEERET R SRELRET R TR/&TH A MEIDEN

B & fine may be iMposad concurranty with Dier punishments when te punishmsnt alons is inadsquats but a highar level of punishment is not
appicable or jusiisd. Prozontly, 3 fe 006E Not Normally excoad twi iNCromental poits for 12 MOMNS, Or ke aquivalont amount.
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DISCIPLINARY CASES ADVISED IN 2007

—eRtFERRaRARRNLCRAR

Breakdown by the Form of Punishment
BREAAANNEF

Compulsory Retiement iB4184
/ 12 [13.2%)
Removal from service
I 20 (22%)
M Dismissal HM
8 (B.B%)

8 (B.B%)

Reprimand -+ Fine i 8+#%k
10(11%)

Severe Reprimand Gl
2 (2.9%)

Severs Reprimand + Fine

=B+ T8 44 (48.3%)
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REVIEWS AND OBSERVATIONS OF MAJOR
DisCIPLINARY ISSUES

8.8 Apartifrom providing independent and impartial advice

on disciplinary cases, the Commission also oversees
the operation of the disciplinary mechanizm. In
vetting departmental submissions, the Commission
will identify Issues of concern and initlate reviews
and discussions with the Administration with a
view to rationalising existing disciplinary policies
or procedures and formulating new policies or
The
punizhment benchmark and major izssues reviewed
in 2007, with

recommendations made by the Commission, are ast

procedures and benchmarks of punishmeant.
the obsservations and

together

out in the ensuing paragraphs.

Criminal conviction cases involving a long custodial
sentence

ar

In a disciplinary case, a depariment recommended to
retain an officer in the service by punizhing him with a
severe reprimand plus a fine after he had served, after
conviction, an impriscnment sentence of a prolonged
pericd of nine months. The case ralses the following
CONCerns:

(a) the fundamenial concemn of whether, from
an employer's angle, an officer sentenced to
imprisonment for a considerable period should
be tolerated; and

(o) the practical

appropriatenass of allowing the long absence of

concermns  which include the
an officer to serve an imprisonment sentence, the
inconvenience and disruption which his absence
could cause to the operation of the department
concerned and the negative perception which a

lenient punishment could give rise to.
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88 After review, the department concerned agreed to

compulsorily retire the officer concerned. While
there Iz no need to set a benchmark on the length
of an imprisonment sentence that should warrant the
consideration of a convicted officer's removal from
the service, the Commission considera that a long
Imprisonment sentence of three months or more should
trigger the Administration's serious consideration of

the worthiness of retaining the officer in the servica.

Application of caution statement

8.9 Toenhancethe deterrent effect, the Administration may

add a caution statement of removal from the service
in the event of further misconduct when awarding
a non-removal disciplinary punizshment. In 2005 the
Commizszlon noticed with concern that the caution
statement was added on fop of the punishment as
a matter of course. The Commizssion considered that
the caution statement should be taken seriously rather
than used indizcriminately. Thiz matter was taken
forward to the Administration for a review on the need
for a stringent application of the caution statement.
Upon review, the Administration announced in June
2005 that the caution statement would only be
applied in cases of a serious nature that rendered
the officers concemed liable to being removed from
the service should further mizconduct be committed.
The Commission notes that the Administration has
now rationalised the imposition of caution statement
and it iz used selectively for warranted cases only.
Specifically, cases warranting a caution statement
would be those attracting the sewverest punishment
short of removal and the caution iz meant to seriously
ramind the officer concerned that it is the last chance
for him to prove his worthiness of remaining in the

zenvice.
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Reporting of non-duty-related offence of “careless
driving”

8.10 Az mentioned In the Commission’s 2006 Annual

811

Report, under existing practice, so long as the non-
duty-related offence committed by an officer reiates
to “careless driving” alone with no casualty involved,
the officer would not be punizhed under 3.711 of
PSiA)0. However, the officer is still requirsd under
£.13(1) of the Public Service (Disciplinary) Reguiation
{PSIDIR)® to report the relevant criminal proceedings
to his Head of Depariment (HoD) for consideration
of disciplinary punishment under s.11 of PS{A)O.
Az such offences are not duty, conduct or integrity
related and the image of government should not be
adversely affected, the Commizsion iz of the view
that so leng as no other offences are involved and
the officers concerned are not driving government
vehicles when commiiting the offence, they should
be relieved of the psychological burden of having
to report the related proceedings and to await the
Administration’s decision as to whether they should
be punished.

The Commission has asked the Administration to
consider blanket exemption of such cases from the
application of 5.13(1) of PSDIR and 5.11 of PSA0.
In other words, an officer against whom criminal
proceedings for non-duty-related “careless driving”
have been instituted should be exempted from the
filing of a report to hiz HoD, neither would conviction
on such “careless driving” require any follow-up
action by departments.

8.12 After review, the Administration has come up with a

proposal to exempt from the reporting reguirement
all types of traffic offences, carsless driving included,
subject to certain conditions to be finalised after
staff consultation. The Administration = firming up
the policy change and will amend the PS(D)R befors
implemanting the naw arrangement.
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%5 Under 5.15(1) of PS{DWR, an oficar against whom crminal proceadings are Deing insfutad i required 0 report the fact to his HoD.
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Proposed imposition of an intermediate tier of
punishment between dismissal and compulsory
retirement

8.13 As mentioned In previous annual reportz of the
Commisslon, the suggestion of an additional
tier of punishment between dismissal and
compulscry retirement has been under review by
the Administration®™. After careful deliberation, the
Administration maintains that such an intermediate tier
would not be necessary. It proposes Instead that the
greater use of reduction in rank or reduction in salary
may achieve a mora substantive and sustained punitive

effect. The Commission accepts such conclusions.

Punishment framework for officers under the Civil
Service Provident Fund Scheme

8.14 The Administration iz making good progress in
developing a framework for determining different
tiers of dizciplinary punishment applicable to officers
under the Civil Service Provident Fund Schame®. The
Administration has sought the preliminary views of
the Commission on the proposed framework on the
premise that it should be broadly comparable to that
currently applied to pensionable staff. The Commission
supporis generally the proposed framework and
has asked the Administration to present to i the
finalized framework after consulting the deparimental

management and the staff sides.
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% Tha Commission had raissd befors he Guggestion of an additional fisr of punishmeant betwasn compulsory ratrement and dismissal to provida for
the imposition of a reduced Pension in casse DOrdonng on gicmitsal. Thors was then the concern that in Corklin Mieconduct CA208 it Could aither
Do 00 hareh t0 disMiss an oficer, becauss Na would 105 al pension bensfits, or t00 lBNiBNt t0 COMPuEECriy retrs an 0fiCSe who would ba enttiod

10 retain i peneon benefits on reaching NoOnmal rotroment 20e.
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7 Chil Serice Providant Fund Schems i appiicabia o ofoars who joined the 5ervice under the New &ntry GyEi5M on or afier 1 Juns 2000 and have

Desn confirmed 10 the permanant setablishment.
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8.1

8.2

In 2007, the Chairman and Members of the
Commizssion visited the Government Laboratory,
the Post Office and the Hong Kong Observatory to
exchange views with the top management of these
departments on Iasues of mutual interest as well as
to promote good Human Hesource Management
practices. During the visits, the Chairman and
Members also toured the Biochemical Sclence
Sections of the Government Laboratory, the Inward
Sorting Office of the Post Office and the Central
Forecasting Office of the Hong Kong Observatory
to observe the daily operation of these depariments

and the services provided by them.

The Commission continued to maintain close ties
with relevant organisations in the Mainland In 2007.
Three delegations of civil servants, including one
from the Wuhan city and two from the Shenzhsn
They

were briefed on the role, functions and work of the

city, visited the Commizsion Secrstariat.

Commission. A wide range of topics on civil service
appointment and discipline were discussed and
views exchanged.

9.1

9.2
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Mr Micholas NG (first right), Chairman of the
Public Service Commission, Miss Eliza CHAM
{zecond lefi) and Ms WOMNG Mee-chun ffirst laft),
Members of the Commission, acoompanisd by
Mr LAM Chiu Ying (second right}, Dirsctor of the
Hong Kong Obssrvatory visited the Hong Kong
Observatory.

RERERERSIREREAE(E )5
ERBAALL(ED)AREFL (5 )6
HEREE(E ) ERRLAKRATONSE
RIE -

Mr Micholas Ng (sscond left), Chairmean of the
Public Service Commission, accompanied by
Dr. TING Tai Lun {first right), Governmsant Chemist
visited the Government Laboratory.

LEFRAREREIREREEE(ED) &
TEEME(E—)  BFFLENEETS0EF
TR AR -

Mr Micholazs Mg (second right), Chairman
of the Public Servios Commission, and
Mr Brian Stevenson fiirst  Isft), Member of
the Commession, accompanisd by TAM
Wing Pong (third foft), Postmaster Ganeral
visitad the Hong Kong Post Offics.
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APPENDIX
P %

Submissions with Revised Recommendations after the Commission Secretariat's Observations
FReRPLRUATNERERSITHRER

Continuous . Other

Open/ Promotions/ Employment’ | Appointrment-
In-sarvice Apt i .
Category Recruitmant ,&ppoirrrrrﬁants -Efngllaﬁilcjgn Euﬁgnns D'S':ilm Total
%5 AF/ | ERH/ I | R B
HESE / HiME
PEER | RERE | rramt | AxrE™
Mumber of submisslons
achvised on 155 526 25 g8 o1 895
SR AN
(a) Number of :
SIS es [ eTR0 15 275 1 17 13 | 82
48 ) R RR A |
{b) Mumber of ' '
submissions with revised |
recammendations
following guenss 4 106 1 3 a8 121
=R R e e AT
g
(b) / (a) 27T% 38% 100% 18% 62% 38%
Comparison with Previous Years SRIBZBEMLLR
Year
6 205 2006 2007
Total Mo. of submissions advised on
SRS TR i 892 590
(8] Submissions querned
R R E it £ £
{b) Submissions with revised recommendations
following query 117 116 121
TR AR ST R
() / (&) 48% 41% 38%

8 Continuous SMpoyMentAarminasion of sarits 02585 COVer NON-ranswal, ofier 0f Borter-than-normeal agreements, defsrment/refusal of passage of
probation/nal bar on conduct/peronmancs grounds. early rotirement of dirsciorate officers undor the Management initated Aotrement Scheme and

compulzory retirament undsr £.12 of the Pubkc Sendce (Adminisiration; Ordar.

EEMAFERETEESETHERY - BHENEELEHBENSE - FRA RERTELQETEEEEFETLAMERR - HEEA SREH R

i MEREE  URRE (OFAREE RS ) F2ER L oHSHEmASiRG -

updating of Guites {0 Appointmant.

HmEEXTRARESIARMNET BT RSHR - RESTEERTEMN - FERERHUASEFRE - FRRORE - &5 - @TREE

THIEE (WEER) -

Cither appointment-ratatod SuDMISSIONS COver reNewal Bxtonzion of agroaments under the DiMow entry EyEHSM, SxtoNEon of Bonice/Te-ampicymant
aftor retrement, roviow OF 2CENY appoNiments Made to mast operational Nede, OPeMing-up, Secon0mant, rovision of termE of smpioyment and
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CURRICULA VITAE OF THE CHAIRMAN
AND MEMBERS OF THE PUBLIC SERVICE COMMISSION

ERSERREREN

* Mr Nicholas NG Wing-fui, GBS, JP

Chairman, Public Senace Commissian

{aopoimed on 1 May 2005)

Oocupation: Chanman, Publc Sengdce Commission

Qualification: B.Soc.Se. (Hons) (HKU), FC.LS.,
FGs

Mr Ng was a vetsran ocivil sarvant. He joined the
Administrative Service in 1871, Sonior positions he
held prior 1o his retirement include Deputy Sscratary
for the Civil Servics (Staff Management) (1886 - 1887),
Secretary-Gensral of the Standing Commission
on Civil Senvioe Salariee and Conditions of Senvice
(1888 - 1081), Director of Administration of the
Chief Seorstary's Office (1981 - 1894), Secratary for
Constitutional Affairs (1984 - 1007) and Secratary for
Transport {1807 - 2002).

Miss Hiza CHAN Ching-har, GBS, JP

Member, Public Senice Commission
{anponted from 1 Decamber 20071 to
20 Movember 2007)

Ocoupation: Seniar Partner of Jewkes Chan &
Partners, solicitors and directaraips
i1 several companies

Qualification:LL B., B.5c., Diplorma in FRC Law

Miss Chan is the Chairman of the Kowioon Hospital and
the Hong Kong Eye Hoepital. She iz a Councd Member of
the Hong Kong Uneversity of Sciencs and Technology, a
Standing Committes Mambear of the Tianjin Committes of
the Chinces People's Political Consultative Conferancs,
a China-Appointed Attesting Officer appointed by the
Ministry of Justice of the People’s Republic of Ching,
an arbitrator of the China Imternational Economic and
Trade Commission, the Forsign Economic Affairs
Legal Counsal for the Tiangn Municipal Govermment
and the legal adviser to the Hong Kong Chincse
Enterprises Association. She ssrves as a Member of the
Acministrative Appeals Board and a Desciplinary Paned
Member of the Hong Kong Instituts of Ceartified Public
Aocountanis. She s also the Chairman of the University
of Victoria (HK} Foundation Ltd. and the Govemor of the
Canadian Chamber of Commearos in Hong Kong.
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Mr Simon IP Sik-on, JP

Member, Pubiic Senace Commissian

{appoimted on 23 May 2003)

Oeccupahon: Busnessman

Qualification: Soficitor of Suprame Court
of Hong Kang

Mr Ip is & Member of the Board of Stewards of the
Hong Kong Jocksy Club and an Independent Mon-
Exscutive Director of Hang Lung Group Limited.
Mr Ip s also a Member of the Advisory Committes
on Post-retirement Employment, the Exchangs Fund
Advisory Committas, the Hang Seng Indax Advisory
Commttee and the AIDS Foundation Advisory Board.
He also serves as an Honorary Court Member of the
Hong Kong University of Science and Technology,
an Honorary Lecturer in the Department of
Profoseional Lagal Education of the University of Hong
Kong, an Honorary Research Fellow of the Faculty of
Law of Teinghua University, Beijing and an Honorary
Fellow of the Managament Soecisty for Healthoare
Professionals.

Mr Michael SZE Cho-cheung, GBS, JP

Member, Public Senace Cormmission

{appovmted on 1 Februan: 2002)

Occupation: Inospenaent Non-Exscutive Director
of Swire Pacic Lid. and
Non-Exacutive Dirsctor of
Leg Kum Kes Co. Lid.

Qualification: B.A (Hons] (HKLY

Mr Szs s a Membsar of the Operations Review
Committee of the Indspendent Commission Against
Comuption (ICAC). Hes was a caresr oivil servant
and joined the Administrative Servics in 1868. In a
carser of soma 26 years, he headed & number of
Departments and Policy Branches. He rstired from
thie post of Seoratary for the Civil Sarvice in 1896 to be
Exscutive Director of Hong Kong Trade Development
Council. Hs ratired from this position in May 2004.

Mr Thomas Brian STEVENSON, SBS, JP

Member, Public Sensce Commissian

{appoimted on 1 Februany: 2004)

Oecupation: Businessmarn

Qualification: CA (Scotland), LL B (Glasgow),
Li A HRLD

Mr Stevenson is a Mon-Exscutive Director of the Hong
Kong and Shanghai Banking Corporation Limited
and the MTR Corporation Limited and a Member
of the Asia Pacific Advisory Board of BT. He is also
a Mambar of the Board of Stewards of the Hong Kong
Jockey Club.
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Mr Nicky LO Kar-chun, Jp

Member, PFublic Sensce Commisson
fappoited on 1 Februany 2008
Oocupation: Businessman
Qualifcation: B.5¢.{Honsi (HKL)

Mr Lo i the President and Chisf Executive Officer of
Synnex Technology International (HK) Limited. Hs is
glzo the Chairman of the Standing Commission on
Civil Sarvice Salariss and Conditions of Service, and
a Mamber of the Standing Committes on Dirsctorate
Salanes and Conditions of Service.

Mrs Mimi CUNNINGHAM KING Kong-sang

Member, Public Sensce Commisson

(apoawted on 1 Februarny: 2008

Oecupation: Director-Human Resowcs,
Kowfoan Canton Radway
ComporationDirector-Spscial Duties,
MTH Corporation Limitad.

Qualifcation: B.A. (Hons! (HKLY, MBA (CUHK],
MA (Univeraity of Longdon)

Ms WONG Mee-chun, JP

Member, Public Senice Comimission

{appointed on 1 July 2008)

Cooupahorn: Consuftant

Qualification: B.Sc (EconiLSE, Laondon),
ACA (England and Wales)

Me Wong iz a Member of the ICAC Complaints
Committes, Solicitors’ Disciplinary Tribunal Pansi,
Administration Appeal Trnibunal Panel and Standing
Committee on Disciplined Services Salaries and
Conditions of Sarvice. She i also an Indepandent
Mon-Exscutive Director of Exoel Technology
Imternational Holdings Limited.

Prof CHAN Yuk-shee, BBS, JP

Member, Fublic Sendce Commission

fappavted on 1 December 2007

Occupation: Presidant of the Lingnan Unnersity

Qualfcation: BEA (CUHK], MBA (UC at Barkelay,
MA (Econ) (UC at Berkelay),
FPhD {Buainess Administration —
Finance) (UIC at Barkeiay)

Prof Chan is the Chairman of the Advisory Committes
on Social Work Training and Manpower Planning
and a Msmber of the Process Hsview Pansl for
the Seourities and Futurss Commissson. He is also
an indspendent Mon-Exscutive Director of Sa Sa
Intamaticnal Holdings Limited
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Ogaisaﬂm Chart of the Public Service Commission Secretariat
LERNAERSV P LALDPHE
Members Chairman
E. | £
b Personal Assistant
\ A BNE
Secretary
B (BEEETEER
Personal Secratary |
==t - —BRARE
Processing Units Administration Unit
L1527k ! TR
I
Deputy Secretary 1 (CEO) Deputy Secretary 2 (CEO)
BliE 1 (BiTHERE) RS 2 (BfFWEE)
Personal Secretary [l
Z@E
18ED 1 8ED 15EC 1 8EQ
EEITHEE 18 WETHEE 18 EETEEIE S BERTHERE 15
SCOs 1C0
BEXBLE 4% XHEE 1R
1 ACO
KA 6% AR 1
2ChAs
XPHHE 25
20As
hAERER 24
1 Personal Chauffeur
HEERATN 15
HH Legend
Directorate Executive Officer BHESHTH S 1 SPEQ - Senior Principal Executive Officer
CEQ - Chief Executive Officer
Exscutive Officer Grade ITE EERE [ B e
Clerical Grade L8 )\ AR 16 SCO - Senlor Clerical Officer
Secretarial Grade #S3RRE 3 CO - Clerical Officer
ACO - Asslstant Clerical Officer
Chaufieur Grade R £ AR 1_ CA - Clerical Assi
27 0A - Office Assistant
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Flow Chart lllustrating the Vetting Process of Promotion Cases

EAERTREREFRER

Departments/Grades #] /%

Commission Secretariat BR

i H - and previous
Notification on convening of & "l obs fiona chacked
AEZFBAREEERE 2. EHELEHBLENED
: |
if m : _ Formal vetting
T BREREERE NEEE = EA W
fEH TR !
i Y Y
Y ~ Queries raised No query
Conclusion and submission of R R EE
board recommendations L 1IIr
BEmETREERSR
: “—a  Further vetting
H—bEE
; Y I Y
! Formal submission to
Fle-examination and : Mo further query mission for advice
laboation oy chiefice el b Fute RELETE EXRETERS
the Commission Secretariat consultation FEEL
FenEsER N8R at senior level A4
AtialE i B e
i o
] s i
» \
Re-examination and "
alaboration on further queries
ralsed by the Commission . Further vetting
Secretariat ez H— W
EEWEEER B4 —%
22t f o B
| |
Y ¥
Quueries remain unresoled Mo further query |
AR BHHEE
Y
Bringing up to
rran/Members of the
Commission Y
' MERETR/ ERBY N
Follow-up on Commission's andenng MmiSsion
advice and obsarvations i advice and observations
RitEREMENEED EHEREHRUEEL
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Number of Appointees (by Terms of Appointment)
in the Open and In-service Recruitment Exercises in 2007
“ERLEAFNABER Y (REAEHRTIH)
Open Recruitmant Mumber of appointees
SR e
= on probationary terms 534
REARRER
= on agreement terms g
RENENZR
= on transfer ([Detween departments or grades) 39
S0 (B eRERE 2 i)
Sub-total V&t 582
In-service appointment
SRR
» on trial terms
B RSN 92
* on probationary terms
Sl AREERE 1
« on local agreement terms
REMENRHER 1
‘Sub-total /Mt 94
Total &it 676
Comparison with figures in previous years
SHEMENAFLE
No. of Local Mo. of Non-permanent
;E; Candidates Appointed Residents Appointed T;tf[l_
WA & EGEE AN BANELAEERAN
s dicis = G
2006 396 - 396
2005 223 - 223
2004 a0 2 92

B4 | gwipuaddy
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Other Civil Service Appointment Matters Advised by the Commission in 2007

(Breakdown by Category)
“RPLEUANERSELNEMRL S ARERET (REHR )
Other Civil Service Appointment Matters Number of submissions
Bfb L5 AWESE _ TENE
MNeon-renewal of agreement 3
AERGEEy
Offer of shorter-than-normal agreements
MR ERAENEY
« on performance/conduct ground (4£) 5
BETERD /RITHRTEE (4)
« 1o tie in with the 60th birthday of the officers concerned ™ (2)
RSB XARMNE0SER"(2)
Renewal or extension of agreement 10
EHWIEK SN
Refusal of passage of probation bar 4
e Tl il AR
Deferment of passage of trial bar 4
IECI IR
Deferment of passage of probation bar 5
SEHI AR
Early retirement of directorate officers under the
Managemeant Initiated Retirerment Scheme 2

HACR A RSB R IR

_-Hatiremant und;é:!-aa-i;n 12 of Pu-blic Sar‘u;{:.:a [A&ﬁrﬁmra‘tmn:l
Order on persistent substandard performance ground i

ET{ERNFRNEMRE (a3 AR EB@<) W125ERF

Extension of service or re-employment after retirement

BRARILERBETRE

« Directorate officers (1)

BEELA () 7
« Non-directorate officers (6)

FuEE A (B)

Secondment Z
iR |

Opening-up Arrangement g
FFHUER G 2 4

Revision of terms of employment
BiTERER

™ Under Civil Senice Regulations 280 and 281, the further employmant of an agreement oficer Deyond the age of B0 will not be
considenad othar than in very BxCepbonal Circumstances.

FRIE (L6 REAAG) W2B0EIE1H - BEFENINOEET  SHLFREFHEISE - FEEE REENA -
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Disciplinary Cases Advised by the Commission in 2007
Breakdown by Category of Misconduct/Offence and Punishment
—FRtETRSAsEINERT R
BAHITH/MERTHEFER S 2008 F
Category of Misconduct/Offence &7 &/MSIETER
. Crmes | Negigence, fallure to perform l Unpunctuality,
Traffic conviction not | duties or follow instruction, | unauthorised Other
Punishment | related |Theft under columns |supervisory accountablity and|  absence, |y oo e | Total
f§ [T offences | Zgy| 1and 2 insubordination | abscondment | Sl &
rem B FORESE | papw . cErms Ao |
st | IR gremies kErox | mERS
| EFIE FIRM S FRE
w 0 3 5 0 8
Compulsory
Retirarment 1 | 3 1 4 3 12
B4R _
Lesser Penalty |
R B A T 4 - 2 - 6 9 - 20 a0 7
g‘f# 4 3 12 10 29 33 91

Note 7 (a) The Commission advised on 91 discipinary cases in 2007.
EREE"RELERV BER I REEED -
(b 19 of the 91 disciplinary cases followed upon conviction.
EVEDSRTEXIY -H 10 RELSRAEEEREREM LS TLIE -

{e] In 5 of the remaining 72 disciolinary cases, the officers concerned have absconded,
EBETHFT/FE8T2  J§i=MERAA BIENRE® -

* Including comman asssult, conspiracy for public servants to aceep! advantags and gambiing, elc.
EEEEET - RS BT - B -

** |nchuding urauthorised outside work, being nude to supervisor, accepting an advantage/excessive entertainment, fighting
in a workplace, misuse of government vehickss and abuse of official position,

SEASAETA A T - B LR - SRS - ETERATE - RN SRR -

fF 81 | £ ipuaddy
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Punishment

ERAL

Dismissal

R

Compulsory
Retirament
BEFiEk

Severs
Reprimand + Fine

_ Fhik# + Pt |
Severa

Reprimandne

Baz

Reprmand + Fina
il + e

Reprimand
ik

Total &t

Disciplinary Cases Advised by the Commission in 2007
Breakdown by Salary Group and Punishment

“PRLEERNEASRIHERI B
RS HANEN/ARHMIBRF
Salary Group FEERI
Master Pay Scale Master Pay Scale
il embi Pt14 10 33 or Pt3dandaboveor | 1ot
Scale PL13 or ecuivalsnt equivalent equivalent ast
BEGEIASUTE  apemis-33A0  SRGWIAML LD
RE&KR DE 3 31
5 3 0 8
6 5] 0 12
22 19 3 44
3 2 4 g
8 2 0 10
6 2 0 8
50 34 7 91






