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LEGISLATIVE COUNCIL BRIEF

GRADE STRUCTURE REVIEW FOR
THE DISCIPLINED SERVICES GRADES

INTRODUCTION

At the meeting of the Executive Council on 10 August 2021,
the Council ADVISED and the Chief Executive (CE) ORDERED that —

(a) the recommendations of the Standing Committee on
Disciplined Services Salaries and Conditions of Service
(SCDS) and Standing Committee on Directorate
Salaries and Conditions of Service (SDCS) in the
Report on the Grade Structure Review for the
Disciplined Services Grades (the Report) should be
accepted in full; and

(b) subject to the approval of the Finance Committee (FC)
of the Legislative Council (LegCo), the
recommendations on salary and increment in the
Report, as well as the normal conversion arrangement
for serving staff in the affected ranks, should be
implemented with effect from the first day of the month
of approval by FC.

JUSTIFICATIONS

2. The disciplined services comprise seven
departments/agencies, namely the Hong Kong Police Force (HKPF), the
Immigration Department (ImmD), the Government Flying Service (GFS),
the Fire Services Department (FSD), the Customs and Excise
Department (C&ED), the Correctional Services Department (CSD) and
the Independent Commission Against Corruption (ICAC). As at 30 June
2020, among the seven disciplined services departments/agencies,
there were 62 856 disciplined services posts which belonged to 29
grades and over 100 ranks, constituting around one third of the total
establishment of the Government (see paragraph 2.2 of the Report).

3. The five disciplined services other than HKPF, viz. the CSD,
C&ED, FSD, GFS and ImmD, consist of those in the “Rank and File”
(R&F), “officer” and “directorate” grades; the HKPF consist of those in
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the “junior police officer”, “police inspector and superintendent”, and



“directorate” grades which are the respective comparables of the “R&F”,
“officer” and “directorate” grades in the aforesaid five disciplined

services; and the ICAC consist of those in the “investigator”, “officer”,
“forensic accountant” and “directorate” grades.

4. The Government devised the Improved Civil Service Pay
Adjustment Mechanism in 2007, under which civil service pay is
compared with private sector pay through different pay surveys.
However, as it is difficult to identify comparable posts and jobs in the
private sector for the disciplined services, and individual disciplined
services grades are also facing recruitment or retention difficulties, the
CE-in-Council decided to conduct a Grade Structure Review (GSR) for
the disciplined services in October 2018, and once every 10 years in
future, to ensure that the grade structure and remuneration of the
disciplined services can effectively attract and retain talents.
Subsequently, the Government invited the SCDS to conduct the GSR
and also invited the SDCS to advise on the pay and conditions of service
of the heads of the seven disciplined services departments/agencies.
The SCDS submitted the Report to the CE on 23 June 2021. In addition
to the findings and recommendations of the GSR made by the SCDS,
the Report also contains the findings and recommendations related to
the heads of the disciplined services departments/agencies made by the
SDCS. The Report can be downloaded at:
https:/ /www.jsscs.gov.hk/reports/en/scds _gsr 2021 eng.pdf.

Findings and Recommendations by SCDS

5. In conducting the GSR, the SCDS recognised that there
were high expectations from both the management and the staff sides
given that the last GSR was conducted over ten years ago. The SCDS
took into account the Government’s civil service pay policy and a host
of relevant principles and considerations to ensure fairness and
consistency. These principles and considerations are reproduced at
Annex A.

6. The SCDS conducted a thorough fact-finding exercise,
carefully examined all of the written submissions received and sought
additional information, statistics and clarifications as necessary, visited
all seven disciplined services departments/agencies, and met with their
management and staff sides. The SCDS made a series of
recommendations, with the objective of striking a fine balance in mind,
after taking into account all the aforesaid principles and considerations,
as well as diverse and sometimes conflicting views. The
recommendations cover areas including pay scales, increments, non-
fringe benefit types of allowances, grade structure and manpower
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support, and conditions of service of the disciplined services. Salient
observations and recommendations by the SCDS (and SDCS as regards
the pay and conditions of service of the heads of departments) include

()

(b)

()

(d)

(e)

()

the prevailing relativities among the disciplined services
represent a fine balance after thorough deliberations over the
years and are respected by stakeholders, and should be
maintained broadly;

the prevailing pay level and increment granting interval of
the disciplined services directorate grades and ranks should
be maintained, while upgrading the post of Controller, GFS
from Directorate Pay Scale Point 3 equivalent to Directorate
Pay Scale Point 4 equivalent, and creating a new increment
as the new scale maximum for the Chief Superintendent
rank of HKPF;

given that the uniqueness of each grade is reflected by
different starting and maximum pay points on the pay scale
and different pay progression, there are no good grounds for
establishing an independent pay scale for each disciplined
service or grade;

enhancements to pay scales are recommended having
holistically balanced applicable factors such as established
relativities, changes in the work nature, job duties,
responsibilities and workload of each of the disciplined
services since the last GSR and their impact on the job
factors and special factors, as well as the recruitment,
retention and career progression situation of each of the
grades. The salaries of all disciplined services grades before
and after implementation of the SCDS’ recommendations are
set out at Annex B;

introducing multiple entry points purely for the purpose of
recognising the higher qualifications of new recruits is not
recommended because salary should not be set above the
level necessary for the competent performance of the job
concerned;

the “through scale arrangement”, which is currently



applicable to the basic ranks of specified “officer” grades],
should not be further extended in adherence to the principle
of meritocracy and that each rank should have its own
functional responsibilities;

(g) adopting a case-by-case approach in examining proposals
for incremental jumps (IJs)2 as a monetary incentive to help
alleviate recruitment and retention problems, minimise early
career wastage, retain experienced hands and give
recognition to the staff in achieving a significant milestone in
the career, and recommending additional IJs for selected
ranks and refining the position of IJs for the Pilot grade;

(h) with the extension of retirement age to 60 and having regard
to the objective of Long Service Increments (LSIs)3, one
additional LSI to the Assistant Officer (AO) II, Customs
Officer, Fireman, Ambulanceman, Immigration Assistant (IA)
and Police Constable ranks upon completion of 36 years of
satisfactory in rank service is recommended,;

Prior to the last GSR, the pay scales for the Senior Station Officer/Station Officer
ranks, the Senior Inspector of Police/Inspector of Police ranks and the Commission
Against Corruption Officer (Middle/Lower) ranks were structured in such a way
that the pay scales for the junior ranks covered the whole pay scales for the higher
ranks under the through scale arrangement for the disciplined services. Officers
in the junior ranks not having passed the promotion examinations could still
progress along the long pay scale and reach the same scale maximum of the higher
rank, although at a slow pace when compared with those who enjoyed immediate
advancement after passing the examination. To better reflect the principle of
meritocracy, the last GSR recommended re-structuring the through scale
arrangement for the ranks concerned by capping the scale maxima of the lower
ranks below the pay scales for the higher ranks such that only those who had
passed the qualifying examinations and fulfilled the requisite in-rank service
required could advance to the pay scales for the higher ranks. The SCDS also
recommended a grandfathering arrangement for serving officers.

IJs are special increments provided to specific ranks in the disciplined services in
a way that the points in the pay scales of these ranks are jumped or omitted, i.e.
officers in these ranks, subject to their putting up a satisfactory performance, may
receive more than one increment within a year, at certain times or upon the
occurrence of specified events.

LSIs are increments added to the top of a pay scale which become payable after an
officer has rendered a reasonably long period of service. The objective of LSIs is to
motivate long serving officers of the basic ranks of R&F grades to continue to offer
their best efforts and valuable experience at the foundation of the disciplined
services hierarchies. Its introduction recognises the fact that a proportion of the
holders of the lowest ranks of the respective grades would unlikely be able to rise
to a higher rank despite having long and exemplary service given the pyramidal
command structure of these grades.



(i) in respect of Job-Related Allowances (JRAs)%, the existing
rates, the current calculation method> and the current set of
qualifying frequency thresholds of individual JRAs should be
maintained. For new JRA proposals and proposals to revisit
eligibility and tiers of JRAs, the SCDS recognises the
Government’s prerogative in handling such proposals under
the established mechanism, under which the approving
authority is vested in the Secretary for the Civil Service (SCS),
and would offer views when invited by the Government in
accordance with established mechanism;

(j) the existing arrangement of Disciplined Services Overtime

Allowance (DSOA)® (including the hourly rate and scope of
eligibility) and acting allowance (including minimum
qualifying period of 30 calendar days for payment of the
allowance, and the central approving authority for payment
of the allowance in exceptional circumstances) should be
maintained;

(k) given the guiding principle that each rank should have
distinct functional differences, the current grade structure of
the Air Crewman Officer and Aircraft Technician grades of
GFS, and the Technical Instructor (Correctional Services),
Instructor (Correctional Services) and AO grades of CSD
should be maintained. @The GFS management should
consider whether it is functionally justified to upgrade or
create posts upon review;

(I) having regard to their duties which have become much more
diverse and the larger workforce, support the creation of one
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JRAs are additional payments to compensate staff for aspects of work which are
not normally expected of a particular grade or rank and which have not been taken
into account in the determination of the pay scales of the relevant grade and rank.

The rates (and the calculation method) of individual JRAs were determined on the
basis of the merits of the case subsisting at the time at which the Government
considered and approved the proposals of introducing the respective allowances.
The SCDS has previously held in the Report No. 1 that “the same allowance would
be paid for the same extra duties regardless of the rank and basic salary of the
officers concerned”.

In accordance with the relevant Civil Service Regulations, the following officers are
eligible for DSOA: (a) those remunerated from the General Disciplined Services
(Rank and File) Pay Scale (GDS(R)); (b) those whose scale maxima are on or below
General Disciplined Services (Officer) Pay Scale (GDS(O)) 26. Exceptionally officers
filling designated posts in the rank of Chief Officer in CSD and in the rank of
Assistant Superintendent in C&ED may, with the prior approval of the SCS, receive
the allowance; (c) those whose scale maxima are on or below Police Pay Scale (PPS)
48 (i.e. up to the Chief Inspector of Police rank); and (d) those whose scale maxima
are on or below Independent Commission Against Corruption Pay Scale (IPS) 35.
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(m)

(n)

(p)

()

Decision

additional Deputy Director/Deputy Commissioner post each
in ImmD, FSD, C&ED and CSD, all pitched at General
Disciplined Services (Commander) Pay Scale (GDS(C))3 (i.e.
D3 equivalent). Separately, departmental managements of
HKPF, ImmD, C&ED, CSD and ICAC should further develop
proposals involving the creation of directorate posts or
upgrading of non-directorate posts to the directorate level
under the established mechanism in consultation with the
relevant bureaux;

life-long civil service medical and dental benefits should be
made available to ICAC staff (regardless of their appointment
terms and when they joined the service) invalided as a result
of injury on duty;

staff’s concerns related to aspects that fall outside the ambit
of the GSR, such as fringe benefits, retirement age,
conditioned hours of work and the progress of implementing
the five-day week arrangement are conveyed to the
Government;

normal conversion rules should be adopted as the basic
principle in implementing salary and increment-related
recommendations;

the Government should be given flexibility of determining the
most appropriate effective date for salary and increment-
related recommendations; and

support the ten-year interval between each round of
comprehensive GSR for disciplined services grades as
decided by the CE-in-Council in October 2018.

Having regard to the following major considerations, the CE-

in-Council decided to fully accept all the recommendations in the

7.

Report -
()
(b)
()

the credibility of the SCDS and SDCS as independent
advisory bodies;

the justifications of the recommendations, including whether
they are conducive to the stability and effective operation of
the disciplined services;

the views and sentiments of the departmental managements
6



and staff sides and the impact on staff morale of the
disciplined services;

(d) the read-across implications within the disciplined services
and for the civilian civil service, and the likely impact on the
image and credibility of the Government, the disciplined
services and the civil service as a whole;

(e) the financial implications for the Government; and

(f) the views of the community.

Views of Departmental Managements and Staff Sides

8. The Government met with the Disciplined Services
Consultative Council staff side, the Police Force Council staff side, the
representatives of the Government Disciplined Services General Union,
ICAC Departmental Grades Staff Committee and the representatives of
ImmD, FSD, GFS, C&ED and CSD from 5 to 7 July 2021. Departmental
managements and individual staff bodies of the seven disciplined
services departments/agencies also submitted written submissions to
the Government. A full set of the submissions is at Annex C.

9. In general, the departmental managements and staff sides
welcome the Report’s recommendations. They have also raised a
number of further suggestions on top of the Report’s recommendations
for consideration by the CE-in-Council. The major suggestions put
forward are highlighted as follows.

Conversion arrangement

10. The normal rules of conversion recommended by SCDS for
adoption in the Report in implementing salary and increment-related
recommendations of the current GSR are as follows -

(a) where a civil servant’s pay is less than the minimum of the
revised scale he should receive the new minimum;

(b) where a civil servant’s pay is equivalent to or above the new
minimum he should advance to the next point on the scale;
and

(c) where the revised scale has a maximum which is two or more
points higher than the old maximum, a civil servant who has
served for one or more years on the old maximum should
convert to two points above his existing pay point.
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11. Some staff side representatives maintain that the normal
conversion arrangement may be perceived as unfair given that there are
situations where some relatively junior staff will reach the same pay
point as that of more senior staff on the effective date of conversion.

12. We note that the Standing Commission on Civil Service
Salaries and Conditions of Service’s First Report on Principles and
Practices Governing Civil Service Pay sets out the longstanding
principles that, firstly, no civil servant shall lose on conversion but the
extent to which the benefits a civil servant receives on conversion
should not normally exceed one increment, and secondly, that pay and
seniority are not necessarily related. The rules of conversion were
subsequently devised with these principles in mind, and have been
consistently applied in previous GSRs for both civilian and disciplined
services grades.

13. The CE-in-Council decided to adopt the normal rules of
conversion in the present GSR, as the application of the rules is in line
with both prevailing principles and past practice. If the

recommendations of the Report are implemented in full under normal
rules of conversion, no serving staff will lose on conversion. Staff side
representatives have expressed concerns over possibly “losing” seniority.
Their specific views and our responses are highlighted as follows —

(a) some staff side representatives opine that if, upon
application of the conversion rules, all staff receiving less
than the new minimum would be converted to the new
minimum, the pay of relatively senior staff would be on par
with that of relatively junior staff and hence they “lose”
seniority. Under the established mechanism, the
incremental date of relatively junior staff, whose pay before
conversion is lower than the new minimum by more than one
pay point, will be realigned to the effective date of conversion
upon conversion such that they may only be granted the next
increment after 12 months, whereas the incremental date of
relatively senior staff, whose pay is only one pay point lower
than the new minimum before conversion, will remain
unchanged after conversion. The relatively senior staff may
therefore be granted their next increment ahead of the
relatively junior staff. Also, the seniority of civil servants is
determined by their promotion dates for those in promotion
ranks and by the date of entry to the grade for those in the
entry ranks. It is not determined by the salary at any one
point in time;



(b) in case the pay of an officer promoted from a lower rank to a
higher rank in the same grade before the effective date of
conversion is overtaken by the pay of another officer with the
same service profile promoted from the same lower rank to
the same higher rank after the effective date of conversion,
adjustments will be made to ensure that the pay of the
former officer should not be less than that of the latter officer;
and

(c) some staff side representatives also suggest that those who
have been on the old maximum longer should receive more
than two increment points upon conversion to reflect their
seniority. This suggestion is in effect a special conversion
arrangement. We have explained to staff side
representatives that one must bear in mind the general
principle that the extent to which a member of staff benefits
on conversion should not normally exceed one increment.
While pay and seniority are not necessarily related, the
design of the rules under which the pay of staff having served
for one or more years on the old maximum are converted to
two points rather than one above his existing pay point is
already an exception to the general principle’. Taking into
account the fact that the said exception has already served
to preserve relative seniority to some extent, the financial
implications arising from the suggested special conversion
arrangement and possible read-across implications on
future disciplined services and civilian grade GSRs, the CE-
in-Council has decided that the prevailing rules should
continue to be adopted.

Pay relativities and parity

14. It has been suggested that an independent pay scale for FSD
staff should be established and pay scales of FSD Fire Stream Officers
should be set on par with comparable ranks in HKPF. It has also been
suggested that the pay scale of the IA grade of ImmD should be lifted
and set on par with the pay scales of comparable R&F grades, and the
scale minimum of the basic rank of the Immigration Officer (I0) grade
of ImmD should be lifted and set on par with comparable officer ranks.

15. As a matter of principle, the prevailing pay relativities among

7 As a precedent, in the review of Land Inspector (LI) grade in 1996, the scale maxima
of LI/Il and LI/I ranks were uplifted by four and five points respectively. Under
normal conversion, LI/II and LI/I who served at the old pay scale maxima for one
or more years converted to new pay scale with a two point uplift.
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the disciplined services reflect the outcomes of detailed deliberations of
previous reviews and should only be changed when supported by strong
justifications. Seen in this light, not only will the establishment of new
independent pay scales invariably disrupt internal relativities, it may
also upset the prevailing adoption of common pay scales under the civil
service pay system. We duly recognise the fact that each of the
disciplined services is unique in work nature. As aptly observed by the
SCDS, such uniqueness is reflected by the different starting and
maximum pay points on the pay scales and pay progression of
individual grades and ranks, and by the compensation through
allowances for specific duties particularly susceptible to exceptional
risks or hardship. As such, the CE-in-Council agreed with the SCDS’
analysis and decided not to establish any independent pay scales.

16. On the request to align the pay of specific grades and ranks
of ImmD with comparable ranks in other disciplined services, it is trite
that pay in the disciplined services should be determined individually
having regard to relevant considerations including job factors such as
scope and complexity of work and hours of work, uniqueness of their
functions, and recruitment, retention, career progression of the grade.
The SCDS recommends preservation of the pay relativity between the
IA grade and the 10 grade with the comparable ranks in other
disciplined services having taken into account the aforesaid, whilst
narrowing the existing pay difference having regard to wastage of the IA
rank and in recognition of the changes in job nature and heavier
responsibilities taken up by the grades. The staff sides argue that there
should be parity in the pay between ImmD and other disciplined
services departments. We must stress that, firstly, direct comparison
among the disciplined services is neither possible nor appropriate as
they each have distinct operating environment, and secondly, there is
strength in the SCDS’ finding that raising the pay for a grade solely or
primarily on the ground of pay parity is not justifiable. The CE-in-
Council decided not to accede to the staff sides’ request.

Extension of LSIs

17. A number of staff side representatives propose the extension
of LSIs to certain basic ranks of officer grades, second tier ranks of
certain R&F grades, as well as single rank grades. As set out in footnote
3 above, the introduction of LSIs addresses a rank specific issue in that
it recognises the fact that a proportion of R&F staff at the basic ranks,
despite their long service and loyalty, would unlikely rise to a higher
rank due to their grade’s unique pyramidal command structure. On
the contrary, the career progression of officer grades is in general more
satisfactory. Recruitment ranks at the second tier of the R&F grade
enjoy a more favourable pay. Single rank grades do not have promotion
ranks, and thus the issue of delayed promotion due to command

10



structure does not arise. As such, the CE-in-Council decided not to
extend the LSI arrangement.

Conditions of Service

18. Staff sides press for improvements to various aspects of
conditions of service, including aligning the conditioned hours of work,
the provision of post-retirement medical and dental benefits and
education allowances to civil servants appointed on or after 1 June
2000 as well as the reintroduction of pension system.

19. We fully understand the sentiments behind the strong
requests from the staff sides related to the conditions of service, such
as post-retirement medical and dental benefits, education allowances
and other fringe benefits. We are mindful that these requests, if
entertained, would represent fundamental changes to the established
policies governing the granting of various types of fringe benefits. They
will also bring far-reaching consequences to the stability of the whole
civil service and significant read-across financial implications. The CE-
in-Council decided not to change the current package in this grade-
specific GSR. The relevant bureaux/departments would consider staff
sides’ concerns separately when drawing up relevant policies.

Housing Benefits

20. As a result of pay adjustment, staff sides are concerned that
their eligibility for departmental quarters (DQs) and Civil Service Public
Housing Quota (CSPHQ) would be affected. They hold the view that
their entitled duration of stay in DQs should not be curtailed, and they
should be exempted from paying higher level of DQ rent because the
pay scales applicable to them are uplifted.

21. We understand the significance of the provision of DQs in
maintaining the morale of the disciplined services. In this regard, the
Security Bureau (SB), in consultation with the Civil Service Bureau and
the disciplined services departments, is preparing a proposal to
maintain the entitled period of stay in DQs of serving disciplined
services staff. The proposal will also be applicable to ICAC.

22. As a result of the enhancements to the pay scales, some
officers who currently reside in DQ one grade higher than the
appropriate grade argue that they will be worse-off after conversion as
they will be required to pay higher level of DQ rent according to the
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established rules. As it is the personal choice of individual officers
concerned to decide whether or not to reside in DQ one level above the
appropriate grade and that these officers will actually have a net
increase in take home pay after the payment of the higher level of DQ
rent, the CE-in-Council decided to adhere to the established rules with
regard to the payment of DQ rent by all officers.

23. As for CSPHQ Scheme, it is a discretionary housing benefit
for junior civil servants including R&F disciplined services staff. Since
the income criteria under the CSPHQ Scheme are set at the maximum
pay points of various R&F grades’ pay scales, the uplifted scale maxima
of the pay scales as a result of the GSR will not affect R&F disciplined
services staff’s eligibility for CSPHQ.

Date of Implementation

24. Given that the conduct of this GSR was announced in
October 2018, and the exercise was only completed in June 2021, staff
side representatives request retrospective implementation of the SCDS’
recommendations, reasoning that the Report should have been
submitted in June 2020 had it not been for the spate of public order
and violence events in 2019 and the COVID-19 pandemic. They expect
salary adjustments upon release of the Report, and hence argue that it
would be unfair for both serving staff and those who have retired before
the submission date to bear the consequences of delay.

25. In line with previous practice, the SCDS defers to the
Government to work out the date of implementation of its
recommendations on salary and increment. Implementation
arrangements for past reviews were varied — review recommendations
could either be implemented from a forward date or back-dated. For
the last GSR for the disciplined services, the salary and increment-
related recommendations were back-dated to 1 April 2009, i.e. the
beginning of the fiscal year when the recommendations were approved
by the FC. For the current exercise, management and staff sides
request a reasonable back-dating arrangement in light of the delayed
submission of the Report. @ Some even press for retrospective
implementation from 1 October 2018 (i.e. the first day of month when
the CE-in-Council decided to conduct GSR).

26. While staff sides have expressed concerns that the delay has
created unfairness, the SCDS, in formulating the recommendations,
has given due consideration to the social changes in the past two years,
in particular contributions of the disciplined services during the period
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of social unrest and the COVID-19 epidemic. In this sense, any changes
to the job complexity of the disciplined services during the period of
“delay” have already been reflected in the package of recommendations.
Upon receipt of the Report, the Government has promptly taken action
without ado, and has made every effort to seek to implement the
recommendations therein as soon as possible. Having taken into
account also considerations including the Government’s fiscal position,
the financial implications retrospective implementation would entail,
societal expectations, and the fact that the SCDS had strived to
complete the GSR amidst unprecedented challenges, the CE-in-Council
decided to implement the salary and increment-related
recommendations on the first day of the month of FC’s approval.

27. As regards the proposals to create additional posts for the
ImmD, FSD, C&ED and CSD and upgrading the post of GF'S Controller,
as the Government has already decided that there will not be any
creation of additional permanent directorate post in 2021-22, these
recommendations will be implemented at a later stage by the relevant
bureaux. The additional manpower resources will be sought with
justifications in accordance with the established mechanism.

Timetable for the next GSR

28. Noting the recommendation that there should be a ten-year
interval between each round of comprehensive GSR, some staff side
representatives press for either an exact date of commencement of the
next GSR or an exact date for submission of the GSR report. The SCDS
supports the CE-in-Council’s decision to have a ten-year interval
between each round of the comprehensive GSR for disciplined services
grades, having regard to the considerable time taken for a
comprehensive review (covering all disciplined services grades and
ranks), visits to different formations of each service and consultation
with a wide spectrum of stakeholders. The CE-in-Council decided that
its decision to adopt a ten-year interval between GSRs should continue
to be taken as a guiding principle, and the precise timing of the next
review should be decided by the Government of the day after taking into
consideration all relevant factors.

IMPLICATIONS OF THE DECESION

29. The decision is in conformity with the Basic Law, including
the provisions concerning human rights. It has no environmental,
gender, productivity, and no sustainability implications other than the
economic implications, and no significant family implications.
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30. The financial implications to implement the
recommendations (including the recommendations on salary and
increment, and excluding the creation of additional Deputy
Director/Deputy Commissioner posts for the ImmD, FSD, C&ED and
CSD and upgrading the post of Controller, GFS) in the form of
additional payroll cost to the civil service per year would be around
$1,603 million®.

PUBLIC CONSULTATION

31. We consulted the LegCo Panel on Public Service (PS Panel)

on 12 July 2021°. Members present supported in principle the Report’s
recommendations.

PUBLICITY

32. A press release will be issued and a spokesperson will be
available to answer media enquiries. We have informed the SCDS, the
SDCS, the Chairman of LegCo PS Panel, the disciplined services staff
sides and departmental managements of the decision by the CE-in-
Council. The approval of the Establishment Subcommittee and FC of
LegCo will then be sought.

33. Enquiries on this brief should be addressed to Mr Leo LI,
Principal Assistant Secretary for the Civil Service (Tel: 2810 3112).

Civil Service Bureau
10 August 2021

8 This estimate has not included the increase in payments for pension, Mandatory
Provident Fund, Civil Service Provident Fund and allowances pegged with monthly
salary. There will not be any creation of additional permanent directorate post in
2021-22. As such, the estimate has not included the additional cost for the
creation of additional posts and upgrading of post. Separately, the additional cost
for the provision of life-long medical and dental benefits to ICAC staff invalided as
a result of injury on duty should be negligible as the number of eligible staff is quite
small.

9 LegCo PS Panel Chairman also invited interested LegCo Members to attend.
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Annex A

Guiding Principles and Considerations
Guiding Principles

To ensure fairness and consistency, the SCDS has adopted the
following common set of guiding principles for application across the
disciplined services as set out in paragraph 1.15 of the Report -

(a) it is the Government’s civil service pay policy to offer sufficient
remuneration to attract, retain and motivate staff of suitable
calibre to provide the public with an effective and efficient
service; and such remuneration should be regarded as fair by
both civil servants and the public they serve, through broad
comparability if possible with the private sector;

(b) the disciplined services (other than ICAC whose staff are public
officers but not civil servants) are an integral part of the civil
service;

(c) the existing pay and conditions of service as well as the grade

and rank structures of the disciplined services reflect the
outcome of detailed deliberation in previous reviews, notably
the 1988 Rennie Review!, the subsequent reviews conducted
by the SCDS in the 1990s and 2008. It is prudent and
pragmatic to use the established pay principles, the existing
pay structure and broad parameters developed over the years
as the starting point for the GSR, and then identify areas for
improvement and recommend targeted solutions;

(d) any changes in the work nature, job duties, responsibilities
and workload of each disciplined service since the last GSR, as
well as in the public’s expectation toward the disciplined
services grades amidst the changing social, economic and
political landscapes, should be taken into account;

(e) the recruitment, retention, career progression situation of each
grade and rank in the disciplined services should be duly taken
into account;

1 In February 1988, the Government invited the SCCS to commission an
independent review on the pay and conditions of service of the disciplined services
(i.e. HKPF, ImmD, FSD, C&ED and CSD). A committee chaired by Mr A.L.Rennie
(commonly known as the Rennie Committee) was commissioned in April 1988 to
conduct the review (commonly known as the Rennie Review).



(f)

(8)

any impact on staff management and morale considerations of
each disciplined service should be fully recognised; and

any relevant wider community interests, including financial
and economic considerations, should be taken into
consideration as well.

Relevant Considerations

2.

The SCDS has also taken into account a host of other relevant

considerations as highlighted in paragraphs 1.17 to 1.23 of the Report.
We have extracted some salient consideration as follows -

()

(b)

(©)

(d)

direct comparison among the disciplined services or with the
civilian counterparts is neither possible nor appropriate, the
prevailing relativities among the disciplined services should
only be changed when supported by strong justifications;

the six job factors and eleven special factors? of disciplined
services should continue to be adopted as the basis to inform
the decision on the remuneration of the disciplined services;

the changes since the last GSR in the work nature, job duties,
responsibilities and workload of the services amid the changing
social-economic, legal, and political landscapes in Hong Kong
as well as the rapid development of technology and innovations
over the past decade;

the latest situations of recruitment, retention, career
progression, staff management and morale in the disciplined
services; and

human resource management are equally pivotal.

2 The job factors are: qualifications, skills and knowledge, physical requirements,
individual responsibilities, scope and complexities of work, and discretion/freedom

to act.

The special job factors are: stress, hardship, danger, discipline, restriction

on freedom, social segregation, hours of work, unpredictable calls, shift patterns,
intensity of efforts and problems related to the future.



Annex B

Salaries of All Disciplined Services Grades
Before and After Implementation of the Standing Committee on Disciplined
Services Salaries and Conditions of Service’s Recommendations

Correctional Services Department

Grade / Rank Existing Proposed
Commissioner of Correctional Services Grade
Commissioner of Correctional GDS(C)4 DS(C)4
Services ($265,150 — $273,000) | ($265,150 — $273,000)
Deputy Commissioner of GDS(C)3 DS(C)3
Correctional Services ($208,500 - $227,600) ($208,500 - $227,600)
Assistant Commissioner of GDS(C)2 DS(C)2

Correctional Services

($179,350 - $196,050)

($179,350 — $196,050)

General Manager (Correctional Services Industries) Grade

General Manager
(Correctional Services
Industries)

GDS(C)1
($155,450 — $170,200)

DS(C)1
($155,450 — $170,200)

Officer/Superintendent of Correctional Services Grade

Chief Superintendent of GDS(C)1 DS(C)1
Correctional Services ($155,450 - $170,200) ($155,450 - $170,200)
Senior Superintendent of GDS(0)37 - 39 DS(0)38 — 40 (Note 1)
Correctional Services ($136,985 — $147,235) ($142,510 - $150,180)
Superintendent of GDS(0)33 - 36 DS(0)34 - 37
Correctional Services ($117,510 - $131,475) | ($121,880 — $136,985)
Chief Officer GDS(0)27 - 32 DS(0)28 - 33

($91,615-$110,110) ($95,030 - $117,510)
Principal Officer GDS(0)22 - 26 DS(0)23 - 27

($76,095 - $88,250) ($78,970 - $91,615)
Officer GDS(0)5 — 21Mote 2) DS(0)6 - 22

($36,655 — $75,135) ($39,045 — $76,095)

Note

(1) DS(O) 40 is a new pay point.

(2) The Officer rank at present has three incremental jumps (IJs), the first one upon completion of
one year of satisfactory in-rank service, the second and the third upon completion of five and
eight years of satisfactory in-rank service respectively and passing the qualifying examination
for promotion. The same IJ arrangement will apply in the proposed pay scale.
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Grade / Rank

Existing

Proposed

Industrial Officer (Correctional Services) Grade

Superintendent of
Correctional Services
Industries

GDS(0)33 - 36
($117,510 — $131,475)

DS(0)34 - 37
($121,880 - $136,985)

Chief Industrial Officer GDS(0)27 - 32 DS(0)28 - 33
(Correctional Services) ($91,615-$110,110) ($95,030 - $117,510)
Principal Industrial Officer GDS(0)22 - 26 DS(0)23 - 27
(Correctional Services) ($76,095 - $88,250) ($78,970 - $91,615)
Industrial Officer GDS(0)S — 21 (Note 3) DS(0)6 — 22

(Correctional Services)(IO(CS))

($36,655 - $75,135)

($39,045 - $76,095)

Technical Instructor (Correc

tional Services) Grade

Technical Instructor
(Correctional Services)

GDS(0)4 - 14
($34,590 — $59,290)

DS(0)5 - 15
($36,655 — $62,200)

Assistant Officer Grade

Assistant Officer I

GDS(R)15 - 29
($31,910 - $48,395)

DS(R)17 — 32 (Note 4)
($33,760 - $56,025)

Assistant Officer II (AO II)

GDS(R)2 — 14 (Note 5)
($21,150 - $31,005)
(plus four Long Service
Increments (LSIs), one
each upon completion of
12, 18, 24 and 30 years
of satisfactory in-rank
service at GDS(R)15, 16,
17 and 18 ($34,785)
respectively)

DS(R)3 — 16 (Note 6)
($21,780 - $32,830)
(plus five LSIs, one each
upon completion of 12,
18, 24, 30 and 36 years
of satisfactory in-rank
service at DS(R)17, 18,
19, 20 and 21 ($37,740)
respectively)

Note

(3)

(4)

(S)

The IO(CS) rank at present has three IJs, the first one upon completion of one year of satisfactory
in-rank service, the second and the third upon completion of five and eight years of satisfactory
in-rank service respectively and passing the qualifying examination for promotion. The same IJ
arrangement will apply in the proposed pay scale. Since there is at present no examination for
the IO(CS) rank, the second and the third incremental jumps will only be granted after CSD has
put in place an examination to the satisfaction of the CSB.

DS(R)30, DS(R)31 and DS(R)32 are new pay points for the top tier of the Rank and File grades,
except for the Chief Immigration Assistant rank of the Immigration Department.

The AO II rank at present has two IJs, one upon completion of one year of satisfactory in-rank
service, and the other upon completion of five years of satisfactory in-rank service and passing
the qualifying examination for promotion.

In addition to (5) above, one more IJ will be granted to AO II rank upon completion of two years
of satisfactory in-rank service.



Grade / Rank Existing Proposed
Instructor (Correctional Services) Grade
Instructor (Correctional GDS(R)3 - 20 DS(R)4 - 22

Services)

($21,780 — $36,745)

($22,405 — $38,795)




Salaries of All Disciplined Services Grades
Before and After Implementation of the Standing Committee on Disciplined
Services Salaries and Conditions of Service’s Recommendations

Customs and Excise Department

Grade/Rank Existing Proposed
Commissioner of Customs and Excise Grade

Commissioner of Customs GDS(C)4 DS(C)4

and Excise ($265,150 — $273,000) | ($265,150 — $273,000)
Deputy Commissioner of GDS(C)3 DS(C)3
Customs and Excise ($208,500 - $227,600) ($208,500 - $227,600)
Assistant Commissioner of GDS(C)2 DS(C)2

Customs and Excise

($179,350 — $196,050)

($179,350 — $196,050)

Inspector / Superintendent of Customs and Excise Grade

Chief Superintendent of GDS(C)1 DS(C)1
Customs and Excise ($155,450 — $170,200) ($155,450 — $170,200)
Senior Superintendent of GDS(0)37 - 39 DS(0)38 — 40 (Note 1)

Customs and Excise

($136,985 — $147,235)

($142,510 — $150,180)

Superintendent of Customs
and Excise

GDS(0)33 - 36
($117,510 - $131,475)

DS(0)34 - 37

($121,880 — $136,985)

Assistant Superintendent of GDS(0)27 - 32 DS(0)28 - 33
Customs and Excise ($91,615-$110,110) ($95,030 - $117,510)
Senior Inspector of Customs GDS(0)22 - 26 DS(0)23 - 27
and Excise ($76,095 — $88,250) ($78,970 - $91,615)
Inspector of Customs and GDS(0)7 — 21 (Note 7) DS(0)8 — 22

Excise

($41,380 - $75,135)

($43,745 - $76,095)

Customs Officer Grade

Chief Customs Officer

GDS(R) 24 - 29
($40,955 — $48,395)

DS(R) 26 — 32 (Note 4)
($43,470 - $56,025)

Senior Customs Officer

GDS(R)15 - 24
($31,910 - $40,955)

DS(R)17 - 26
($33,760 — $43,470)

Note

(7) The Inspector of Customs and Excise rank at present has three IJs, the first one upon completion
of one year of satisfactory in-rank service, the second and the third upon completion of five and
eight years of satisfactory in-rank service respectively and passing the qualifying examination
for promotion. The same IJ arrangement will apply in the proposed pay scale.



Grade/Rank

Existing

Proposed

Customs Officer (CO)

GDS(R)4 — 14 Mot 8)
($22,405 — $31,005)

(plus four LSIs, one each

upon completion of 12,
18, 24 and 30 years of
satisfactory in-rank
service at GDS(R)15, 16,
17 and 18 ($34,785)
respectively)

DS(R)S — 16 (Note 9)
($23,045- $32,830)
(plus five LSIs, one
each upon completion
of 12, 18, 24, 30 and
36 years of satisfactory
in-rank service at
DS(R)17, 18, 19, 20
and 21 ($37,740)
respectively)

Note

(8) The CO rank at present has two IJs, one upon completion of one year of satisfactory in-rank
service, and the other upon completion of five years of satisfactory in-rank service and passing
the qualifying examination for promotion.

(9) In addition to (8) above, one more IJ will be granted to CO rank upon completion of two years of
satisfactory in-rank service.



Salaries of All Disciplined Services Grades
Before and After Implementation of the Standing Committee on Disciplined
Services Salaries and Conditions of Service’s Recommendations

Fire Services Department

Grade/Rank Existing Proposed
Director of Fire Services Grade
Director of Fire Services GDS(C)4 DS(C)4
($265,150 — $273,000) | ($265,150 — $273,000)
Deputy Director of Fire GDS(C)3 DS(C)3

Services

($208,500 - $227,600)

($208,500 - $227,600)

Chief Fire Officer Grade

Chief Fire Officer GDS(C)2 DS(C)2
($179,350 — $196,050) ($179,350 — $196,050)

Deputy Chief Fire Officer GDS(C)1 DS(C)1
($155,450 - $170,200) | ($155,450 — $170,200)

Station Officer / Divisional Officer Grade

Fire Stream

Senior Divisional Officer GDS(0)37 - 39 DS(0)38 — 40 (Note 1)
($136,985 - $147,235) | ($142,510 - $150,180)

Divisional Officer GDS(0)33 - 36 DS(0)34 - 37
($117,510 - $131,475) | ($121,880 — $136,985)

Assistant Divisional Officer GDS(0)27 - 32 DS(0)28 - 33

(ADO) ($91,615-$110,110) ($95,030 - $117,510)

Senior Station Officer (SStnO) GDS(0)22 - 26 DS(0)23 - 27

(Note 10) ($76,095 — $88,250) ($78,970 — $91,615)

Station Officer (StnQ) (Note 10) GDS(0)7 — 26 (Note 11) DS(0)8 — 27 (Note 12)

($41,380 — $88,250) ($43,745 — $91,615)

Note

(10) The StnO and SStnO ranks are on the ‘through scale arrangement’. New recruits joining the
StnO rank from 1 January 2010 and onwards will only advance to GDS(0)22 (DS(0)23 after
the implementation of the proposed pay scale) and beyond after passing the qualifying
examination for promotion.

(11) The StnO rank at present has one IJ upon completion of one year of satisfactory in-rank service.

(12) In addition to (11) above, one more IJ will be granted to StnO rank upon completion of two

years of satisfactory in-rank service.



Grade/Rank Existing Proposed
Mobilising and Communications Stream
ADO (Control) GDS(0)27 - 32 DS(0)28 - 33
($91,615 - $110,110) ($95,030 - $117,510)
SStnO (Control) (Note 13) GDS(0)22 - 26 DS(0)23 - 27

($76,095 — $88,250)

($78,970 - $91,615)

StnO (Control) MNote 13)

GDS(0)5 — 26 (Note 14)
($36,655 — $$88,250)

DS(0)7 — 27 (Note 15)
($41,380 - $91,615)

Firemen Grade

Fire Stream

Principal Fireman (PFn)

GDS(R) 24 - 29
($40,955 — $48,395)

DS(R) 26 — 32 (Note 4)
($43,470 - $56,025)

Senior Fireman (SFn)

GDS(R)15 - 24
($31,910 - $40,955)

DS(R)17 - 26
($33,760 — $43,470)

Fireman (Fn) (Note 16)

GDS(R)4 — 14 (Note 17)
($22,405 — $31,005)
(plus four LSIs, one each
upon completion of 12,
18, 24 and 30 years of
satisfactory in-rank
service at GDS(R)15, 16,
17 and 18 ($34,785)
respectively)

DS(R)5 — 16 (Note 18)
($23,045- $32,830)
(plus five LSIs, one

each upon completion

of 12, 18, 24, 30 and

36 years of satisfactory

in-rank service at
GDS(R)17, 18, 19, 20
and 21 ($37,740)

Note

(13) The StnO (Control) and SStnO (Control) ranks are on the ‘through scale arrangement’.

New

recruits joining the StnO (Control) rank from 1 January 2010 and onwards will only advance
to GDS(0)22 (DS(0)23 after the implementation of the proposed pay scale) and beyond after
passing the qualifying examination for promotion.

The StnO (Control) rank at present has one IJ upon completion of one year of satisfactory in-
In addition to (14) above, one more IJ will be granted to StnO (Control) rank upon completion
of two years of satisfactory in-rank service.

For Fireman (Workshops) rank, the entry pay is GDS(R)2 (DS(R)3 after implementation of the
The Fn rank at present has two IJs, one upon completion of one year of satisfactory in-rank

service, and the other upon completion of five years of satisfactory in-rank service and passing
the qualifying examination for promotion.

(14)
rank service.
(15)
(16)
proposed pay scale).
(17)
(18)

In addition to (17) above, one more IJ will be granted to Fn rank upon completion of two years
of satisfactory in-rank service.



Grade/Rank

Existing

Proposed

respectively)

Mobilising and Communications Stream

PFn (Control)

GDS(R) 24 - 29
($40,955 — $48,395)

DS(R) 26 — 32 (Note 4)
($43,470 - $56,025)

SFn (Control)

GDS(R)15 — 24 (Note 19)
($31,910 - $40,955)

DS(R)17 - 26
($33,760 — $43,470)

Ambulance Officer Grade

Chief Ambulance Officer GDS(C)2 DS(C)2
($179,350 - $196,050) | ($179,350 — $196,050)
Deputy Chief Ambulance GDS(C)1 DS(C)1
Officer ($155,450 - $170,200) | ($155,450 — $170,200)
Senior Assistant Chief GDS(0)37 - 39 DS(0)38 — 40 (Note 1)
Ambulance Officer ($136,985 — $147,235) | ($142,510 - $150,180)
Assistant Chief Ambulance GDS(0)33 - 36 DS(0)34 - 37
Officer ($117,510 - $131,475) | ($121,880 — $136,985)
Superintendent (Ambulance) GDS(0)27 - 32 DS(0)28 - 33
($91,615 - $110,110) | ($95,030 - $117,510)
Senior Ambulance Officer GDS(0)22 - 26 DS(0)23 - 27
($76,095 - $88,250) ($78,970 - $91,615)
GDS(0)5 — 21 (Note 20) DS(0)7 - 22

Ambulance Officer (AmbO)

($36,655 — $75,135)

($41,380 — $76,095)

Ambulanceman Grade

Principal Ambulanceman

GDS(R) 24 - 29
($40,955 - $48,395)

DS(R) 26 — 32 (Note 4)
($43,470 - $56,025)

Senior Ambulanceman

GDS(R)15 - 24
($31,910 - $40,955)

DS(R)17 - 26
($33,760 — $43,470)

Note

(19) The SFn (Control) rank at present has one IJ upon completion of five years of satisfactory in-
rank service and passing the qualifying examination for promotion. The same IJ arrangement
will apply in the proposed pay scale.

(20) The AmbO rank at present has three IJs, the first one upon completion of one year of
satisfactory in-rank service, the second and third upon completion of five and eight years of
satisfactory in-rank service respectively and passing the qualifying examination for promotion.
The same IJ arrangement will apply in the proposed pay scale.



Grade/Rank

Existing

Proposed

Ambulanceman (Ambm)

GDS(R)4 — 14 (Note 21)
($22,405 - $31,005)

(plus four LSIs, one each

upon completion of 12,
18, 24 and 30 years of
satisfactory in-rank
service at GDS(R)15, 16,
17 and 18 ($34,785)
respectively)

DS(R)5 — 16 (Note 22)
($23,045- $32,830)
(plus five LSIs, one

each upon completion

of 12, 18, 24, 30 and

36 years of satisfactory
in-rank service at
DS(R)17, 18, 19, 20

and 21 ($37,740)
respectively)

Note

(21) The Ambm rank at present has two IJs, one upon completion of one year of satisfactory in-rank

service, and the other upon completion of five years of satisfactory in-rank service and passing
the qualifying examination for promotion.

(22) In addition to (21) above, one more IJ will be granted to Ambm rank upon completion of two
years of satisfactory in-rank service.



Salaries of All Disciplined Services Grades
Before and After Implementation of the Standing Committee on Disciplined
Services Salaries and Conditions of Service’s Recommendations

Government Flying Service

Grade/Rank

Existing

Proposed

Controller, Government Flying Service Grade

Controller, Government Flying
Service

GDS(C)3
($208,500 - $227,600)

DS(C)3a (Note 23)
($236,650 — $251,100)

Pilot Grade

Chief Pilot

GDS(C)1
($155,450 — $170,200)

DS(C)1
($155,450 — $170,200)

Senior Pilot

GDS(0)37 - 39
($136,985 — $147,235)

DS(0)38 — 40 (Note 1)
($142,510 - $150,180)

Pilot I GDS(0)27 - 36 DS(0)28 — 37 (Note 24)
($91,615 - $131,475) ($95,030 - $136,985)
Pilot II GDS(0)14 — 26 (Note 25) DS(0)15 — 27 (Note 26)

($59,290 — $88,250)

($62,200 — $91,615)

Cadet Pilot

GDS(0)1b - 2
($27,445 — $31,305)

DS(O)1b - 2
($27,445 — $31,305)

Air Crewman Officer Grade

Senior Air Crewman Officer

GDS(0)37 - 39
($136,985 — $147,235)

DS(0)38 — 40 (Note 1)
($142,510 - $150,180)

Air Crewman Officer (ACMO) I

GDS(0)27 - 36
($91,615 — $131,475)

DS(0)28 - 37
($95,030 — $136,985)

Note
(23) DS(C)3a is a new pay point.

(24) Two IJs will be granted to Pilot I rank upon completion of two years and five years of satisfactory

in-rank service.

(25) The Pilot II rank at present has four IJs, two to be granted to those who have obtained dual
licences for both helicopter and fixed-wing aircraft and are required to perform Pilot I flying
duties frequently, the other two to those who have obtained an Instrument Rating and become
qualified to operate as Captain in coastal and day offshore search and rescue in accordance with
the GFS Operations Manual approved by Civil Aviation Department and are required to perform

Pilot I flying duties frequently.

(26) The existing IJs arrangement of the Pilot II rank stated in (25) will be replaced by granting two
IJs to the Pilot II rank upon completion of three years of satisfactory in-rank service and two 1Js
to the Pilot I rank as mentioned in (24).
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Grade/Rank Existing Proposed
ACMO II GDS(0)18 - 26 DS(0)19 - 27
($71,010 - $88,250) ($73,650 — $91,615)
ACMO III GDS(R)7, 9, DS(R)8, 10,
GDS(0)1b — 17 (Note 27) DS(O)la - 18

($24,775 — $68,065)

($25,650- $71,010)

Aircraft Engineer Grade

Chief Aircraft Engineer GDS(C)1 DS(C)1
($155,450 — $170,200) ($155,450 - $170,200)

Senior Aircraft Engineer GDS(0)37 - 38 DS(0)38 - 40 (MNote 1)
($136,985 - $142,510) ($142,510 - $150,180)

Aircraft Engineer (AE) GDS(0)22 - 36 DS(0)23 — 37 (Note 28)

($76,095 - $131,475)

($78,970 — $136,985)

Aircraft Technician Grade

Chief Aircraft Technician GDS(0)13 - 25 DS(0)14 - 26
($56,445 — $84,940) ($59,290 - $88,250)
Senior Aircraft Technician GDS(0)7 - 12 DS(0)8 - 13

($41,380 - $53,590)

($43,745 - $56,445)

Aircraft Technician (AT)

GDS[R) 3, 5, 7, 9, 11,
GDS(0) 1 - 6
($21,780 — $39,045)

DS(R) 4, 6, 8, 10, 12
DS(O) 2 — 7 (Note 29)
($22,405 — $41,380)

Note

(27) The ACMO III rank at present has seven IJs, one each upon passing the qualifying examination
at Levels 1, 2 and 4 of the ACMO’s training respectively, and two each upon passing the
qualifying examination at Levels 3 and 5 of the ACMO’s training respectively. The same IJ
arrangement will apply in the proposed pay scale.

(28) A maximum of two IJs will be granted to the AE rank who have obtained specified professional

qualifications.

(29) A maximum of two IJs will be granted to the AT rank who have obtained specified

approval/authorisation.
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Salaries of All Disciplined Services Grades
Before and After Implementation of the Standing Committee on Disciplined
Services Salaries and Conditions of Service’s Recommendations

Hong Kong Police Force

Grade/Rank Existing Proposed*

Commissioner of Police Grade

Commissioner of Police PPS 59 PPS 59
($295,150 - $303,950) ($295,150 - $303,950)

Deputy Commissioner of PPS 58 PPS 58

Police ($243,800 - $258,800) ($243,800 - $258,800)

Senior Assistant PPS 57 PPS 57

Commissioner of Police ($208,500 - $227,600) | ($208,500 — $227,600)

Assistant Commissioner of PPS 56 PPS 56

Police

($179,350 — $196,050)

($179,350 - $196,050)

Police Inspector / Superintendent Grade

Chief Superintendent of Police PPS 55 PPS 55 (Note 30)
(CSP) ($155,450 — $170,200) ($155,450 — $174,775)
Senior Superintendent of PPS 53 - 54a PPS 54 — 54b (Note 31)
Police (SSP) ($136,985 — $147,235) ($142,510 - $150,915)
Superintendent of Police PPS 49 - 52 PPS 50 - 53
($117,510 - $131,475) | ($121,880 - $136,985)
Chief Inspector of Police PPS 43 - 48 PPS 44 - 49
($91,615 -$110,110) ($95,030 - $117,510)
Senior Inspector of Police PPS 38 — 42 PPS 39 - 43

(SIP) (Note 32)

($76,095 — $88,250)

($78,970 - $91,615)

*PPS 20-30 are recalibrated.

Note

(30) One additional increment will be added to PPS 55 (i.e. PPS 55 (9)).

(31) PPS 54b is a new pay point.

(32) The IP and SIP ranks are on the “through scale arrangement”. New recruits joining the IP rank
from 1 January 2010 and onwards will only advance to PPS 38 (PPS 39 after the implementation
of the proposed pay scale) and beyond after passing the qualifying examination for promotion.
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Grade/Rank

Existing

Proposed*

Inspector of Police (IP) (Note 32)

PPS 23 — 42 (Note 33)
($44,910 - $88,250)

PPS 24 — 43 Note 34)
($47,080 - $91,615)

Junior Police Officer Grade

Police Station Sergeant PPS 22 - 31 PPS 24 — 33a (Note 35)
(SSGT) ($43,870 — $62,340) ($47,080 - $69,535)
Police Sergeant PPS 15 - 24 PPS 17 - 28

($36,290 — $46,295)

($38,365 — $55,080)

Police Constable (PC)

PPS 3 — 15 (Note 36)
($25,380 — $36,290)
(plus four LSIs, one

each upon completion
of 12, 18, 24 and 30
years of satisfactory in-
rank service at PPS 16,
17, 18 and 19
($40,610) respectively)

PPS 4 — 17 (Note 37)
($26,190 — $38,365)
(plus five LSIs, one each
upon completion of 12,
18, 24, 30 and 36 years
of satisfactory in-rank
service at PPS 18, 19,
20, 21 and 22 ($44,380)
respectively)

Note

(33) The IP rank at present has three IJs, first two upon completion of one year of satisfactory in-
rank service, and the third upon completion of two years of satisfactory in-rank service.

(34) In addition to (33) above, two more IJs will be granted to IP rank upon completion of three years

of satisfactory in-rank service.

(35) PPS 33(a) is a new pay point for the SSGT rank.

It is not a point for progression for IP grade.

(36) The PC rank at present has four IJs, the first one upon passing out; the second and third upon
completion of one year and two years of satisfactory in-rank service respectively, and the fourth

one upon completion of five years of satisfactory in-rank service and passing the qualifying

examination for promotion.

(37) In addition to (36) above, one more IJ will be granted to PC rank upon completion of three years

of satisfactory in-rank service.

-13-




Salaries of All Disciplined Services Grades

Before and After Implementation of the Standing Committee on Disciplined
Services Salaries and Conditions of Service’s Recommendations

Immigration Department

Grade/Rank Existing Proposed

Director of Immigration Grade

Director of Immigration GDS(C)4 DS(C)4
($265,150 — $273,000) ($265,150 — $273,000)

Deputy Director of GDS(C)3 DS(C)3

Immigration ($208,500 - $227,600) ($208,500 - $227,600)

Assistant Director of GDS(C)2 DS(C)2

Immigration ($179,350 — $196,050) ($179,350 — $196,050)

Immigration Officer Grade

($136,985 — $147,235)

Senior Principal Immigration GDS(C)1 DS(C)1
Officer ($155,450 — $170,200) ($155,450 — $170,200)
Principal Immigration Officer GDS(0)37 - 39 DS(0)38 — 40 (Note 1)

($142,510 - $150,180)

($36,655 — $75,135)

Assistant Principal GDS(0)33 - 36 DS(0)34 - 37
Immigration Officer ($117,510 - $131,475) ($121,880 — $136,985)
Chief Immigration Officer GDS(0)27 - 32 DS(0)28 - 33
($91,615 - $110,110) ($95,030 — $117,510)
Senior Immigration Officer GDS(0)22 - 26 DS(0)23 - 27
($76,095 - $88,250) ($78,970 - $91,615)
Immigration Officer (10) GDS(0)5 — 21 (Note 38) DS(0)7- 22

($41,380 — $76,095)

Immigration Assistant Grade

Chief Immigration Assistant
(CIA)

GDS(R)23 - 28
($39,900 — $46,550)

DS(R)25 — 31a (Note 39)
($42,170 - $54,690)

Senior Immigration Assistant

GDS(R)14 - 23
($31,005 - $39,900)

DS(R)16 - 25
($32,830 — $42,170)

Note

(38) The IO rank at present has three IJs, the first one upon completion of one year of satisfactory
in-rank service, the second and third upon completion of five and eight years of satisfactory in-
rank service respectively and passing the qualifying examination for promotion. The same IJ
arrangement will apply in the proposed pay scale.

(39) DS(R)31a is a new pay point for the CIA rank.

ranks.
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Grade/Rank

Existing

Proposed

Immigration Assistant (IA)

GDS(R)3 — 13 Mote 40)
($21,780 — $30,100)

(plus four LSIs, one each

upon completion of 12,
18, 24 and 30 years of
satisfactory in-rank
service at GDS(R)14, 15,
16 and 17 ($33,760)
respectively)

DS(R)4a — 15 (Note 41)
($22,725 - $31,910)
(plus five LSIs, one
each upon completion
of 12, 18, 24, 30 and
36 years of satisfactory
in-rank service at
DS(R)16, 17, 18, 19
and 20 ($36,745)
respectively)

Note

(40) The IA rank at present has one IJ upon completion of one year of satisfactory in-rank service.

(41) In addition to (40) above, two more IJs will be granted to the IA rank, one each upon completion
of two years and five years of satisfactory in-rank service respectively and passing the qualifying

examination for promotion.

DS(R)4a is a new pay point for the IA rank.

progression for other R&F ranks.
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Salaries of All Disciplined Services Grades
Before and After Implementation of the Standing Committee on Disciplined
Services Salaries and Conditions of Service’s Recommendations

Independent Commission Against Corruption (ICAC)

Grade/Rank Existing Proposed
Directorate Ranks
Director of Operations, IPS 48 IPS 48

Commission Against
Corruption

($243,800 — $258,800)

($243,800 — $258,800)

Deputy Director of
Operations, Commission
Against Corruption

IPS 47
($208,500 - $227,600)

IPS 47
($208,500 - $227,600)

Senior Assistant Director of
Community Relations,
Commission Against
Corruption

IPS 47
($208,500 - $227,600)

IPS 47
($208,500 - $227,600)

Senior Assistant Director of
Corruption Prevention,
Commission Against
Corruption

IPS 47
($208,500 - $227,600)

IPS 47
($208,500 - $227,600)

Assistant Director,
Commission Against
Corruption

IPS 46
($179,350 - $196,050)

IPS 46
($179,350 - $196,050)

Secretary to the Commission
Against Corruption

IPS 46
($179,350 - $196,050)

IPS 46
($179,350 - $196,050)

Commission Against Corruption Officer Grade

Chief Commission Against IPS 45 IPS 45
Corruption Officer ($155,450 — $170,200) ($155,450 — $170,200)
Senior Commission Against IPS 43 — 44a IPS 44 — 44D (Note 42)
Corruption Officer ($136,985 — $147,235) ($142,510 — 150,180)
Commission Against IPS 36 — 42 IPS 37 - 43

Corruption Officer (Upper)

($102,210 - $131,475)

($106,060 — $136,985)

Note
(42) IPS 44D is a new pay point.
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Grade/Rank

Existing

Proposed

Commission Against
Corruption Officer (Middle)
(CACO(M)) (Note 43)

IPS 29 - 35
($76,225 — $98,215)

IPS 30 - 36
($79,855 — $102,210)

Commission Against
Corruption Officer (Lower)
(CACO(L)) (Note 43)(Note 44)

IPS 12 — 35 (Note 44)
($38,945 — $98,215)

IPS 13 -36
($40,025 — $102,210)

Assistant Commission Against
Corruption Officer (ACACO)

IPS 4 — 14 (Note 45)
($23,045 — $41,100)

IPS 5 —17 (Note 46)(Note 47)
($25,000 — $45,315)

Commission Against Corruption Investigator Grade

Chief Commission Against IPS 29 - 35 IPS 30 - 36
Corruption Controller ($76,225 — $98,215) ($79,855 - $102,210)
Senior Commission Against IPS 23 - 28 IPS 24 - 29

Corruption Controller

($61,225 - $74,110)

($64,520 - $76,225)

Commission Against
Corruption Controller

IPS 12 - IPS 21
($38,945 - $54,585)

IPS 15 - IPS 23
($41,625 - $61,225)

Commission Against
Corruption Investigator (Main
Stream) (CACI(MS))

IPS 4 — 14 (Note 48)
($23,045 — $41,100)

IPS5-17 (Note 47)
($25,000 — $45,315)

Commission Against
Corruption Investigator
(Attendant Stream))

IPS2-8
($21,360 — $30,955)

IPS 3-9
($22,210 - $32,845)

Forensic Accountant Grade

Chief Forensic Accountant

IPS 45
($155,450 — $170,200)

IPS 45
($155,450 — $170,200)

Note

(43) The CACO(M) and CACO(L) ranks are on the ‘through scale arrangement’.
the CACO(L) rank from 1 January 2010 and onwards will only advance to IPS 29 (IPS 30 after
the implementation of the proposed pay scale) and beyond after passing the qualifying

examination for promotion.

(44) Staff in the CACO(L) rank will be granted one IJ in their second agreement.

arrangement will apply in the proposed pay scale.

(45) Staff in the ACACO rank will be granted one IJ in their second agreement.

(46) In addition to (45) above, one more IJ will be given to the ACACO rank upon the commencement

of the second agreement.

(47) IPS 3 and IPS 15 serve as starting pay points only. They are not points for progression.

(48) Staff in the CACI (MS) rank will be granted one 1J in their second agreement.

arrangement will apply in the proposed pay scale.

-17 -

New recruits joining

The same 1J

The same IJ



Grade/Rank Existing Proposed

Senior Forensic Accountant IPS 41 — 44a IPS 42 — 44 (Note 42)
($126,565 — $147,235) ($131,475 - $150,180)
Forensic Accountant IPS 26 - 40 IPS 27 - 41

($71,145 - $121,880) | ($73,375 - $126,565)
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XA RS [ A LS ES From: Captain West Wu

Controller

B ®IT R & KX GOVERNMENT FLYING SERVICE

7‘5??3;; 18 South Perimeter Road
YR |8 o Hong Kong International Airport
Lantau, Hong Kong
B Tel.: (852) 2305 8202 B RAER - BT
A Fax: (852) 22150230 We Serve Over and Above

A3 Web Site.  http://www.gfs.gov.hk/
B E-mail:  westwu@gfs.gov.hk

AMHESE Our Ref LM (1) to GFS CR/4-85/3/1(6)
T CSBCR/PG/4-085-001/57

12 July 2021

Mrs Ingrid Yeung, JP

Permanent Secretary for the Civil Service
9/F, West Wing

Central Government Offices

2 Tim Mei Avenue

Tamar

@% Q.é)/v\-( ,

Grade Structure Review for the Disciplined Services

Thank you for your letter of 23 June 2021. | would like to inform you
that the management of the Government Flying Service has no specific
comment on the findings and recommendations of the report on the
grade structure review for the disciplined services.

As for the staff side, we gathered from the respective staff
associations/unions that their main concern is the effective date of the
recommendations, particularly those concerning pay increments. As
the issue of the report had been deferred, they would suggest that the
pay increments could take retrospective effect so that retired officers
since 2020 would also benefit from the recommendations put forward.



U From Captain West W

Conrro[ler Governmenl F lymg Servrce

tn addlt:on the GFS Arr Crewman Ofﬂcer Assocratron

. .-'ﬁ_'_Arr Crewman Offloer III would strti be madequate to recrurt and retarn U

~ suitable personnel to the grade “They would also like to appeal for oo R

i ”__reconsrderatron of their: proposa! on. the oreat;on of the new. rank of Y .

-._'Chref Air Crewman Officer

L The GFS Arrcraft Technrcran Unron would Irke to raise for"'_" .
= '-consrderatron if the incremental jumps proposed for the rank of Aircraft = .

- Technicians would be extended to the other ranks in partlcutar the B
N 'Senlor Arrcraft Technrcran rank of the grade R _ !

Whrlst I understand the staff representatlves had rarsed

ST _'these vrews durrng their meeting with CSB on 7 July. 2021 the. GFS_“_"

" management will take the leading role to maintain dialogue with the . S

oo staff srde in.a holrstlc approach to resolve any dlfferences they may R
' .jrhave [ SR . fe S - ST

S _ On behalf of the GFS management we would Irke to |
L 'express our sincere gratltude to all colleagues of the JSSCS for their =

- hard work and patience to complete this round of the GSR Therr effort o

'_--and devotron have been remarkable andeed

(Captarn West Wu)
~Controller, BRI
Government Flyang Servrce :

© c.c.: Permanent Secretary for Security (Attn.:MsCarolYip)
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I1n rep?ly please quote this ref ImmD/CR 5-30/9 C(6) Director of 9
13 July 2021

Mrs Ingrid Yeung Ho Poi-yan, JP

Permanent Secretary for the Civil Service
9/F, West Wing, Central Government Offices
2 Tim Mei Avenue, Tamar

Hong Kong

Doar Mes gwj

Grade Structure Review for the Disciplined Services

Thank you for your letter of 23 June 2021. In response to your

invitation, I am writing to provide the respective views and comments of my

— management team (Annex I) and our staff unions (Annex II) on the findings and

recommendations of the Report on the Grade Structure Review for the

Disciplined Services Grades.

I hope the feedback will be of help to you in considering the way

forward.
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Director of Immigration

c.c. Permanent Secretary for Security (Attn: Ms Carol Yip Man-kuen, JP)
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Annex |

Views and Comments of the
Management of the Immigration Department

® We would like to take this opportunity to express our appreciation to
the Standing Committee on Disciplined Services Salaries and
Conditions of Service (SCDS) for their efforts in the course of
conducting the Grade Structure Review (GSR) for the disciplined
services grades.

® As acknowledged by SCDS in the GSR report, the changes in the
socio-economic, political and legal environments in Hong Kong over
the past decade have imposed a tremendous impact on the
Department’s scope of work and responsibilities as well as added
pressure on staff and complexity to the job and duties. We are
grateful that SCDS reco gnised our commitment and contribution to the
long-term prosperity and stability of our country and Hong Kong as
well as noting our concerns in retaining staff of a suitable calibre.
The Department, as the gatekeeper safeguarding the Southern gateway
to our country, will continue to give our staunch support to the Hong
Kong Special Administrative Region Government and rise to every
challenge fearlessly. ’

® While our gratitude goes to SCDS for considering our proposals, we
also noticed that, amongst the various recommendations raised in the
departmental submission, only a few proposals, such as strengthening
the Department’s command structure through creating an additional
Deputy Director and enhancing our emoluments by raising pay points
in different ranks, are supported by SCDS.



® It also comes to our notice that the existing disparity in pay
arrangement with other general disciplined services has not been fully
rectified in this review. Striving for pay parity has all along been the
consensual view of the Department and our staff. While we
appreciate that SCDS recommended enhancements to the pay scales
for non-directorate Immigration Officer grades and Immigration
Assistant grade on a par with other general disciplined services, the
additional increase of the entry pay points of the Immigration Officer
rank and the Immigration Assistant rank as well as the maximum pay
point of the Chief Immigration Assistant rank merely' lead to a smaller
pay gap between these ranks and the respective ranks of other general
disciplined services, yet the pay differential persists. -

® Staff is our most valuable asset and the key to our sustainable
development. As illustrated in the departmental submission to the
SCDS, a sense of inferiority is built amongst our staff because the
remuneration is set below other general disciplined services
contributing the similar extent for the good of Hong Kong. Such
disparity and continual underrating cause adverse impacts to attract
new blood and retain staff of high calibre, and hamper our
development into a stronger force in the long run.  Our departmental
submission together with the submissions from our staff unions to the
SCDS (Annex III) is herewith attached for your reading and further
deliberation.
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'”":" FBE8 Commissioner, ICAC
- B tAEEEE303% 303 Java Road, North Point, Hong Kong
IGKG B Tel: (852) 2826 3111 {HHE Fax: (852) 2810 8956 {81 Website: hitp://www.icac.org.hk

Our Ref : ICAC ADM CR 4-85/9 (C)
15 July 2021

Mrs Ingrid YEUNG

Permanent Secretary for the Civil Service
Civil Service Bureau

West Wing, Central Government Offices
2 Tim Mei Avenue

Tamar, Hong Kong

Dear /hé/\-ﬂ /( ,

Grade Structure Review for the Disciplined Services

Thank you for your letter of 23 June 2021 inviting ICAC’s
management and staff views on the grade structure review (“GSR”) report
issued by the Standing Committee on Disciplined Services Salaries and
Conditions of Service on 23 June 2021.

You may note from the report that ICAC has been restraint and
prudent in the proposals made to improve our pay and conditions and grade
structure. As corruption is a deadly virus that requires relentless efforts to
keep it abate, it is of utmost importance that ICAC can maintain its
competitiveness in attracting appropriate talents to carry on the mission of
anti-corruption. We are disappointed that ICAC is not offered the same
level of enhancement in a number of areas in the review as compared with
other disciplined services and our requests for being treated fairly and
equally in the granting of long service increments and post-service medical
and dental benefits were not given due consideration. I am afraid that such
disparity will not only deal a blow to our staff morale, but also affect the
quality of our manpower and thus our effectiveness in the long run. I
provide at the Annex views and comments by ICAC management on the
report. I understand that ICAC’s staff side takes the same view as the
management on the two issues specified above and the ICAC Departmental
Grade Staff Committee will submit their comments fo CSB separately.




I hope we can rely on you to give a fair assessment on our
comments and offer us the necessary assistance. We are obliged to
collaborate with CSB in the implementation of the recommendations of the
report. '

Yours sincerely,

(Simon YL PEH)
Commissioner
Independent Commission Against Corruption

Encl.
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Annex

Views and Comments from ICAC Management
on the Report on the Grade Structure Review for the
Disciplined Services Grades (“the Report”)

The ICAC management is disappointed that ITCAC was not granted
comparable enhancements to its pay and conditions of service and grade structure as
those to the other disciplined services departments (“DSDs”) in the Report when anti-
corruption work is getting ever more challenging and our officers are facing no less
if not more difficulties and hardship and higher demand on their competencies and
capabilities as compared with other DSDs.  We are greatly concerned that ICAC’s
pay package will lose its competitiveness to atiract and retain the needed talents who
are interested in having a career in the disciplined services. We would focus our
comments on the following three items — '

(i) grant of long service increments (“LSIs”) fo Assistant
Commission Against Corruption Officer (“ACACO”) and
Commission Against Corruption Investigator (“CACI”) ranks;

(i) provision of post-service medical and dental (“M&D”)
benefits to ICAC officers on a par with the civil servants; and

(iii) the raise of scale maximum for directorate officers at D1 level.

(1) Grant of LSIs to ACACO and CACI ranks

2, Currently, four LSIs are granted to officers of six basic Rank and File
(“R&F”) ranks in other “DSDs”, i.e. upon completion of the 12t, 18% 24% and 30t
years of in-rank service. It is recommended in the Report that one additional LSI
is granted-to each of the six basic R&F ranks upon completion of 36 years of service,
resulting in a total of five LSIs for these ranks.  On the other hand, ICAC is the only
disciplined service being left without any LSIs for comparable R&F ranks, i.e.
ACACO, CACI (Mainstream) [“CACI(MS)”] and CACI (Attendant Stream)
[“CACI(AS)”].
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3. We understand that LSIs are increments added to the top of a rank scale to
recognise the fact that a proportion of the holders of the lowest ranks of the respective
grades would unlikely be able to rise to a higher rank despite having long and
exemplary service, given the pyramid command structure of these grades. LSlisa
form of reward to sustain the morale of the basic cadre of DSDs. The ratio of our
ACACO and CACI(MS) to their respective next higher ranks are 1 to 1 and 3.4 to 1.
Statistically, the promotion prospect of ACACO seems to be good. In actual fact, a
considerable number of them are purposely recruited for crucial and specific
frontline operational duties such as guarding the Detention Centre or providing
essential technical support, or for various reasons, remain in the basic rank
throughout their career in [CAC. On the other hand, the promotion opportunity for
CACI(MS) is relatively slim, not to mention that there is almost no promotion
opportunity for CACI(AS). These surveillance officers are our invisible heroes in
the investigation of the most complicated cases. To recognise the long services of
these ACACO and CACI cadres, we consider it just fair and reasonable for similar
LSIs to be granted to them. = Currently, we have a total of 101 staff in these three
ranks having over 12 years’ of service. The financial implication for granting LSIs
to this small number of officers is minimal. A breakdown of the number of staff in
these three ranks is tabulated at Appendix.

(2) Provision of post-service M&D benefits to officers appointed before 1 June
2000 and their eligible family members

4, We would like to reiterate our demand for post-service M&D benefits for
ICAC staff who were first offered appointments before 1 June 2000, whose stay with
ICAC is no shorter than many of their civil service counterparts and who have
devoted their life-long career time to the Commission, as well as their eligible family
members. To align with the changed Government policy on retirement benefits to
recruits offered appointments on or after 1 June 2000, our proposal is only intended
for officers appointed before 1 June 2000 and who have completed 10 years’ service
or more and served in the Commission up to the age of 55 or beyond. The read-
across implication is regarded as negligible as we understand there were hardly any
local agreement officers appointed to established posts before 1 June 2000 and are
still remaining in the civil service. While government policy on agreement terms
does not assume a life-long career, special considerations should be given to the
ICAC officers most of whom commit themselves to the anti-corruption mission for
life. Although ICAC recognises officers’ commitment and sense of mission, it
consciously and deliberately adopts agreement terms since inception to retain
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flexibility in the appointment and cessation of appointment of staff. To compensate
the apparent lower job security, compared to civil servants appointed on permanent
terms, we need to make extra effort to maintain a stable and efficient cadre. When
colleagues whose continued employment is subject to strict assessment on every
contract renewal reach their age limit for appointment, weare obliged to reward them
in no small measure than their civil service counterparts.

5. We understand that the Standing Committee was concerned about various
fundamental policy issues including public healthcare financing, the interplay
between the public and private healthcare sectors and the supply of qualified
'healthcare proféssionals in Hong Kong. Against such, we have to reiterate and
emphasize that the number of ICAC staff meeting the said criteria is minimal and
decreasing. As at 28 June 2021, the figure stands at 394 only. The financial
- implication is insignificant, but the recognition is rightfully longed for. In particular,
many of these staff are pioneers serving ICAC since its early years and have been
loyal and contributed heavily in building up a clean Hong Kong in the past 47 years
and the years to come. |

6. We cannot accept the argument that ICAC staff are agreement staff who
receive contract end gratuities of 25% which should compensate them for the benefits
available to pensionable officers. Tt is noted that the average pension on-cost for
New Pension Scheme is about 22% of the salary cost and up to 50% of the lump sum
pension is qualified for tax exemption. On the other hand, ICAC contract gratuity
is fully subject to salaries tax and its value eroded over time by inflation, in particular
the inflation in medical and dental expenses nowadays in Hong Kong. Assuminga
flat rate of 15% for taxation (the tax rates for net chargeable income above $
150,001 and $200,000 are 14% and 17% respectively), the net contract gratuity
received by ICAC officers is slightly over 21%. The 25% gratuity could hardly
match with the pension and related post-service M&D benefits of civil servants
appointed before 1 June 2000. Whilst we recognise that pension schemes and
contract gratuity are inherently different in their design principles, we consider that
there are strong justifiable grounds for ICAC officers appointed before 1 June 2000
to be granted post-service M&D benefits akin to their pensionable civil service
counterparts.

(3) Increments for directorate officers

7. The Chief Superintendent of Police (“CSP”) rank of the Hong Kong Police
Force (“HKPF”) is recommended for one more incremental point at PPS 55 (5) for
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specific recognition of the HKPF Superintendent cadre in assuming much greater
operational commitment and hands-on command on the ground alongside their junior
staff on top of their daily role in making strategic decisions, in face of a highly
volatile and demanding social and policing setting as in today. In ICAC, there are
only three posts pitched at the DI level, namely two Chief Commission Against
Corruption Officer posts and one Chief Forensic Accountant post. They were
created under one of the recommendations in the last Grade Structure Review
(“GSR”) a decade ago. With the free flow of information, capital and travellers as
well as the advancement of information and communications technologies,
corruption knows no boundary and the work of ICAC in combating corruption has
become ever more difficult. Given also ICAC’s special role in policing the
Government, we consider it necessary to align the raise in the scale maximum for
ICAC’s D1 officers with that of CSP in HKPF.

Conclusion

g. ICAC is one of the renowned international brand names of Hong Kong.
With ICAC’s decades of hard efforts, Hong Kong is hailed by the international
community and anti-corruption agencies in different countries as the world’s capital
. of anti-corruption. An independent and effective ICAC is an assurance to the world
of the continual implementation of the “One Country, Two Systems”, strong rule of
law and a level playing field for all in Hong Kong. The more globalised corruption
crime, and the engagement of professionals by criminals, the use of advanced
information technologies and the increasing complexity in the corruption dealings,
particularly those in the financial field, all calls for higher caliber and expertise from
ICAC officers. Hong Kong cannot afford to have the ICAC losing its edge in
attracting the right talents for the intricate anti-corruption work and in policing public
servants including the law enforcement officers and senior officials. We have great
concerns that the competitive edges of ICAC’s pay package and grade structure have
been eroded as we have not been offered the same enhancements, which we rightfully
deserve, as the other disciplined services in the GSR have.

9. We look forward to CSB’s favourable consideration of this submission.

@& & @ e &
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Appendix

Years of Service for ACACQO, CACI(MS) and CACI(AS)

who are on Maximum Payv Point

(as at 28 June 2021)
Rank Nos. of Years of Service
. Officer
12-<18 yrs | 18-<24 yrs | 24-<30 yrs | 30-<36 yrs | 236 yrs

ACACO 82 36 13 20 12 1
CACIMS) 17 2 2 6 5 2
CACI(AS) 2 2

Total 101 38 17 26 17 3
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15 July 2021
Mrs Ingrid Yeung

Permanent Secretary for the Civil Service
Civil Service Bureau

West Wing, Central Government Offices
2 Tim Mei Avenue, Tamar

Hong Kong

Dear Mrs Yeung,

Report on the Grade Structure Review (GSR) for
the Disciplined Services Grades by the Standing Committee on
Disciplined Services Salaries and Conditions of Service (SCDS)

Thank you for your letter dated 23 June 2021 inviting the ICAC
Departmental Grades Staff Committee to comment on the report and your
time to meet us on 6 July 2021, during which the Secretary for the Civil
Service was also present.  This letter seeks to summarise the points raised
by us in the meeting and appeal for your consideration.

Overview

The staff side is not satisfied with the recommendations of the
report.  Although it acknowledges the professionalism and dedication of
ICAC officers in fighting against corruption, the report does not provide
recommendations commensurate to the uniqueness and high importance of
our work and contribution to the community. The remuneration for our
departmental grade officers should not be inferior to, if not better than,
other disciplined forces in order to maintain staff morale and the
competitive edge of the ICAC in attracting and retaining talents. The
demands from the staff side are considered reasonable.

Long Service Increments (LSIs)

In paragraph 11.22 of the report, extending the LSIs to the



recruitment ranks of the ICAC was denied. It is against the
abovementioned principle for having a remuneration package not inferior
to other disciplined forces, whose basic Rank and File ranks are enjoying
the LSIs. In this regard, we demand the granting of the same LSIs to the
recruitment ranks of the ICAC, i.e. Assistant Commission Against
Corruption Officer and Commission Against Corruption Investigator
(Main Stream / Attendant Stream) for satisfactory in-rank service for 12
years, 18 years, 24 years, 30 years and 36 years, bearing in mind that the
LSIs would only be given to officers who remain in the same rank if they
are not promoted to the next higher rank. Their long and loyal services
do deserve recognition by LSIs.

Post-Retirement Medical and Dental (M&D) Benefit

Paragraph 14.8 of the report states that the 25% gratuity rate is
more favourable than or at least on par with the Government’s maximum
total contribution rate under the CSPF Scheme, and could be used to cover
the post-retirement M&D benefit. We strongly disagree with this view.
Unlike the lump-sum pension available to our peers which is tax-free,
ICAC officers’ contract gratuities are netted-off by the MPF contributions
and subject to full tax upon payout. It should not be confused that the
25% gratuity rate is a comparable figure to the CSPF Scheme because
ICAC officers simply do not receive the full payment of 25% gratuity.
Our gratuity payment can far from cover the post-retirement M&D benefit,

especially when medical expenses are ever-increasing and often outweigh
inflation.

The post retirement M&D benefit for ICAC officers is
undoubtedly not on par with our pensionable peers in other disciplined
services, against the principle of “not inferior to other disciplined forces”.
Such issue had been raised repeatedly to the Government since the 1990s,
and directly to the Chief Executive (CE) during her visit to the ICAC in
January 2018. In view of CE’s positive response, we worked out a
proposal and submitted it to the Director of Administration in March 2018
(Annex A). In February 2019, the Private Secretary to Chief Executive
gave us a reply and suggested that the staff side might raise the issue of
post-retirement M&D benefit to GSR (Annex B). Accordingly, we did
make a request in our submissions to the SCDS during the GSR. Despite



the fact that the GSR report recognises the significant contribution by
ICAC staff to fighting corruption and helping keep Hong Kong fair, just,
stable and prosperous, as well as the practical utility and symbolic meaning
of the proposal, we are disappointed and feel helpless for Recommendation
14.4 which effectively reverts the matter back to the Government again.

Lastly, we note that in paragraph 14.7, the SCDS has received
proposals from other disciplined services on the provision of post-
retirement M&D benefits to staff appointed on or after 1 June 2000.
These proposals are conveyed to the Government for consideration.
Should the matter be taken forward in the future, on the basic principle of
parity stated at the outset, the benefit should also be extended to cover
ICAC officers appointed on or after 1 June 2000.

Conclusion

Without the professionalism and faithful commitment of the ICAC
officers, Hong Kong would not have been as clean, fair and reputable as it
is. The ICAC is continuously facing challenges in staff retention as a
result of competition from both the public and private sector job markets.
Staff morale, sense of being respected as well as fairness are regarded as
fundamental factors on staff retention. @We sincerely hope that our

requests, which are reasonable, would be accepted. We thank for your
consideration.

Yours sincerely,

SAINE

(LAU Chi-ho )
Chairman
ICAC Departmental Grades Staff Committee

Encl.
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CONFIDENTIAL
MEMO
Commissioner, Independent
Commission Against Corruption To Director of Administration
(1) in ICAC ADM CR 5-90/2(C) Pt 2 (Aun.:  Mr Bobby CHENG )
2826 3118 Your Ref. in
3586 0019 dated Fax. No. 2877 0802
29 March 2018 Total Pages 1+4

Proposal on the post-retirement medical and dental benefits submitted by
the ICAC Departmental Grades Staff Committee

Pursuant to the Chief Executive (CE)’s visit to the Independent
Commission Against Corruption (ICAC) on 9 January 2018, the staff
representatives of the ICAC Departmental Grades Staff Committee (DGSC) has
submitted a proposal requesting for granting of post-retirement medical and dental
(M&D) benefits to ICAC retired officers for consideration by CE.

2, In the proposal, DGSC seeks CE’s approval for granting, with effect from
1 April 2018, all serving and former retired ICAC officers post-retirement M&D
benefits which are equally enjoyed by pensionable counterparts in the civil service
upon meeting the specific criteria. Whilst ICAC Management’s view will follow, the
proposal is conveyed to you for action in the interest of time.

3. Please feel free to contact the undersigned at 2826 3118 or Ms Judy LI,
C/MA at 2826 3119 for any further information. Thank you in advance for your
kind assistance on the matter.

C:' MOL Y
s Sally KWAN )
for Commissioner,

Independent Commission Against Corruption

CONFIDENTIAL



Granting of Medical and Dental Benefits to ICAC Retired Officers

Purpose

This paper seeks to propose a framework for providing medical and dental

(M&D) benefits to retired ICAC officers for consideration and approval by the
Administration.

Background

2. Almost all ICAC officers (over 99%) are currently appointed on agreement
terms receiving a gratuity at the end of each contract. We and our eligible family
members are provided with M&D benefits during our service with the ICAC. But

unlike our pensionable peers in the civil service, we are not entitled to such benefits
after retirement.

3. Although appointed on a contract basis, we see the job as our life-long career.
This is supported by the fact that the majority of ICAC officers are long-serving staff
(i.e. over 10 years) and left the Commission only at normal retirement age. Our
commitment to serving the ICAC as well as the public is no different from our

pensionable counterparts, and it would be reasonable for us to receive the same level of
M&D benefits both in service and after retirement.

4, In the past twenty-odd years, we have repeatedly put up the request for
granting of post-retirement M&D benefits to ICAC officers to the Standing Committee
on Disciplined Services Salaries and Conditions of Service but to no avail. The
Committee was of the view that: (i) only pensionable staff should be eligible for post-
retirement M&D benefits; (ii) the contract gratuity of ICAC officers could compensate
them fully for the lack of such benefits; and (iii) extending the benefits to retired ICAC
officers would give rise to considerable pressure of potential claims for similar

treatment from civil servants employed on agreement terms and even non-civil servant
contract staff.

5. In a discussion held at the Panel on Public Service of the Legislative Council
in April 2017, a representative of the ICAC Retired Officers’ Association appealed to
the Administration for extending M&D benefits to retired ICAC officers. In response,
the then Secretary for the Civil Service said that ICAC officers were not civil servants
and their conditions of service were determined under a separate mechanism operated
by the ICAC management. In fact, in accordance with the ICAC Ordinance
(Cap. 204), the authority for modification of the terms and conditions for ICAC staff
rests with the Chief Executive (CE).

6. Taking the opportunity of CE’s visit to the ICAC on 9 January 2018, ICAC
staff representatives raised the issue to her directly. Recognising our contribution to
the society and devotion in serving the public, CE agreed assigning the Secretary for



the Civil Service to look into the matter and deal with our request through the
aforementioned separate mechanism as appropriate, on the basis that only long-serving
officers would be eligible for post-retirement M&D benefits. We undertook to work
out a proposal for consideration by the Administration.

Proposal and Justifications

7. The normal retirement age of ICAC officers is set at 60 (for officers recruited
before 1 June 2015) or 65 (for officers employed on or after 1 June 2015). We propose
that, with effect from 1 April 2018, all serving ICAC officers should be eligible for
post-retirement M&D benefits which are equally enjoyed by our pensionable
counterparts in the civil service, subject to the following conditions:-

(a) the officer has completed at least 10 years of continuous service in the
ICAC; and

(b) the officer has reached the age of 55 (for officers recruited before 1 June
2015) or 60 (for officers employed on or after 1 June 2015) when he
leaves the ICAC. The five-year buffer serves as a protection for
officers being compelled to retire earlier due to health issues or other
personal conditions.

8. Our proposal is underpinned by the following rationale:-

(a) Commitment to anti-corruption endeavours demonstrated by every
ICAC officer

e The provision of M&D benefits upon retirement will serve as a
recognition to ICAC officers’ commitment and loyalty to public
service, and in turn help boost staff morale and sense of belonging
to the ICAC. We believe that the passion and devotion in
serving the society are the same for every ICAC officer. Hence,
it is important that the same level of M&D benefits are granted to
all ICAC staff regardless of their employment terms.

e Rendering comprehensive M&D protection to staff will help
ICAC attract talents and retain expertise, both conducive to
sustaining a high standard of anti-corruption services in the

territory and thereby maintaining the competitive edge of Hong
Kong.

(b) Contract gratuities not fully compensating ICAC officers for the lack of
retirement benefits

e Since 1974, the rate of contract gratuity given to an ICAC officer
has been fixed at 25% of his total sum of salaries during the
2



contract period. The value of gratuity is however eroded over
time by inflation. The annual inflation rate (based on Consumer
Price Index A) ranged from 2.6% — 15.5% between 1980 and
1998, with an average rate of 9%. Although inflation has eased
off since 1999, it has picked up again in 2005, ranging from 0.4%
— 5.6% in the past 13 years'.

e The adoption of new medical technology and better but more
expensive drugs and treatment has contributed to intense
“medical inflation®®. An earlier study on healthcare costs in
Hong Kong observed that the medical services price index had
risen constantly at a higher rate than the Consumer Price Index
since 2000, and concluded that the cost of medical services which
Hong Kong people had to meet from their own pockets would
surge from $37 billion in 2012 to $77 billion to 2020°.  Yet, civil
servants receiving post-retirement M&D benefits are shielded
from the medical inflation, whereas ICAC officers would be more
seriously hit by the ever-increasing medical expenses which often
outweigh the inflation.

e With the introduction of the Hospital Authority Drug Formulary
in 2005, medical expenses of ICAC officers have surged,
especially on self-financed items where the officers have to
purchase drugs at their own expense. The lack of M&D
protection after retirement is certainly demoralising, especially
when many officers are proud of their efforts in contributing to a
clean Hong Kong and yet unable to enjoy the same benefits as our
counterparts in the civil service. There were even examples of
retired officers having run into financial difficulties in settling
medical bills and needed to seek help from serving officers.

e The life expectancy in Hong Kong has risen since 1974, i.e. a
17.7% increase for male from 69.1 in 1974 to 81.3 in 2016, and a
14.4% rise for female in the same period (from 76.3 to 87.3).
The latest projection for life expectancy sees a further increase to
82.3 and 88.3 for male and female respectively?. This implies
that ICAC officers have to finance their own M&D costs after
retirement for a longer period of time with the same level of

! Data extracted from the Annual Reports on the Consumer Price Index (1985 — 2016 Editions) and Monthly
Report on the Consumer Price Index (Dec 2017 Issue) published by the Census and Statistics Department.

% See Chapter 1 of “Your Health, Your Life" Healthcare Reform Consultation Document published by the Food
and Health Bureau (March 2008).

* As reported in “Hong Kong’s Out-of-pocket Medical Expenses Set to Double by 2020”, an article published by
the South China Moming Post on 14 December 2012 (http://wwuw.semp.com/business/article/1104776/hong-
kongs-out-pocket-medical-expenses-set-double-2020).

4 Data extracted from the Hong Kong Life Tables (1971 — 2006 and 2011 — 2066 Issues) published by the Census
and Statistics Department. '
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gratuity.

e While the lump-sum pension available to civil servants is tax-free,
ICAC officers’ contract gratuities are subject to full tax upon
payout.

e Since the introduction of MPF Scheme in 2000, the employer’s
contribution under the Scheme (5%) is deducted from ICAC
officers’ contract gratuities, which means that they do not receive
the full payment of 25%.

9. In connection with the above justifications, we further suggest that, in order to
recognise former ICAC officers’ contribution to the society, those who have retired as
at 1 April 2018 but met the criteria set out in paragraphs 7(a) and (b) when they retired
should also be eligible for post-retirement M&D benefits.

Cost Implications

10, The ICAC has a relatively small establishment with less than 1,400 staff.
The number of retirees ranges from 30 to 50 each year and is envisaged to remain the
same in the coming five years. It is anticipated that the financial implications would
be minimal and manageable if the proposal is accepted by the Administration.

Departmental Grades Staff Committee
ICAC
29 March 2018



Annex B

11 February 2019
Mr Diman Mak

Chairman

ICAC Departmental Grades Staff Committee
c/o ICAC Administration Branch

303 Java Road

North Point

Dear Mr Mak,

Granting of Medical and Dental Benefits
to ICAC Retired Officers

Following the Chief Executive’s visit to ICAC on 9 January 2018
and upon receipt of the captioned proposal submitted by the ICAC
Departmental Grades Staff Committce via the ICAC management on
29 March 2018, the Chief Executive has asked the relevant
bureaux/departments to examine your proposal. I am hereby authorised
to reply to your letter of 10 January 2018.

The ICAC is the vital institution in Hong Kong upholding our
core value of probity. It is through the dedicated service of generations
of ICAC officers that Hong Kong has become one of the cleanest
economies in the world, renowned for the effectiveness of our holistic
anti-corruption efforts. The Government is proud of ICAC colleagues’

devotion to serving our community and contributing to the betterment of
our society.

We understand that the Commissioner and your Committee had
raised the request for post-retirement medical and dental benefits for
long-serving ICAC officers with the Standing Committee on Disciplined
Services Salaries and Conditions of Service (“SCDS”) and the
Government since the 1990s. With rising healthcare costs, we recognise
the increasing concern among ICAC officers about their needs for

PEAREPEAFERUTREFEAKREBLE
Office of the Chief Executive of the Hong Kong Special Administrative Region of the People’s Republic of China

F:#4% 5 EIif:+852 2878 3300 1% A : +852 2509 0580 EEf : ceo@ceo.gov.hk
Tamar, Hong Kong Telephone: +852 2878 3300 Fax: +852 2509 0580 E-mail: ceo@ceo.gov.hk



medical and dental services in retirement. You would appreciate,
however, that in examining this subject matter, the Government will also
need to account for the possible knock-on impact on civil servants,
particularly those who are not eligible for post-retirement medical and
dental benefits, and to carefully assess the policy and financial
implications.

As you are aware, upon the decision of the Chief Executive in
Council on 2 October 2018, the Secretary for the Civil Service has invited
the SCDS to conduct a Grade Structure Review for all disciplined services
and the ICAC. We are pleased to note that the SCDS has accepted the
invitation and trust that ample opportunities will be provided for all
stakeholders, including the staff side, associations, departmental
management as well as individual members of the disciplined services
(including ICAC) grades, to express their views. In this connection, the
staff side representatives may raise issues that they consider relevant,
which may include post-retirement medical and dental benefits, during the
course of the Review. On completing the comprehensive Grade Structure
Review, the SCDS will submit its report to the Chief Executive. Its
findings and recommendations will be duly considered and followed up by
the Government.

The Chief Executive has asked me to reassure ICAC colleagues
that she attaches great importance to the ICAC and its work in fighting,
preventing and educating the community about the ills of corruption. The
Government will continue to demonstrate its commitment to enhancing the

strength and well-being of ICAC officers in performing their duties and
achieving their mission.

Yours sincerely,

( Miss Jeanne CHENG )
Acting Private Secretary to Chief Executive

cc. Commissioner, ICAC
Director of Administration
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Mrs Ingrid YEUNG

Permanent Secretary for the Civil Service
Government Secretariat

Civil Service Bureau

9/F, West Wing, Central Government Offices,
2 Tim Mei Avenue, Tamar

Hong Kong

/)% ﬁ,ﬁr?d,

Grade Structure Review for the Disciplined Services

The Correctional Services Department (CSD) would hike to extend the
greatest appreciation to the Standing Committee on Disciplined Services Salaries and
Conditions of Service (SCDS) for conducting a comprehensive Grade Structure
Review (GSR) for the disciplined services. It is encouraging that the SCDS has
recognised amongst others the uniqueness and characteristics of the CSD and the
increased scope and complexity of responsibilities of CSD staff, as well as our
enhanced roles in restoring order and stability during the public order and violent
events in 2019.

The SCDS’s recommendations on raising the scale minima and maxima for
all non-directorate ranks, and granting an additional entry pay point, incremental jump
and long service increment for our Assistant Officer II (AOII), etc. are most
welcomed.

Given that the proposed Job-related Allowance (JRA) for personnel working
in an enclosed and isolated environment regularly will cover more than 90% of the
disciplined services staff, the remuneration package for CSD staff would become more
competitive than before. We envisage that such improvement would help retain staff
in the Department, thereby alleviating unnatural staff wastage rate.

/ In order to ...
%% Telephone : (852) 2582 5200 1§ Z TFacsimile : (352) 2583 9345
FHEFAEE BB FHAEY @& 24th Floor, Wanchai Tower, 12 Harbour Road, Wan Chai, Hong Kong




In order to get our staff familiarised with the findings and recommendations
related to the CSD as contained in the Report on the Grade Structure Review for the
Disciplined Services Grades (the Report), we have uploaded an information package
highlighting the essence of the related recommendations at our Knowledge
Management System to facilitate the sharing of information amongst staff. In
addition, 16 rounds of briefing sessions were arranged for the representatives of staff
unions / associations and staff from various institutions / sections in late June and early
July to collect their views on the Report.

During the above period, we received three submissions respectively from
the Correctional Services Officers’ Association, the Hong Kong Correctional Services
General Union, and the Hong Kong Correctional Services Department Assistant
Officers General Association, and five submissions from individual staff members
(Appendices 1 — 8 refer). Apart from that, opinions collected from individual staff

~members during the briefing sessions were in general similar to those spelt out in the
submissions of the said three staff unions / associations. Their opinions can be
summarized as follows :

a. Conversion arrangement :  All Assistant Officer I should have two
points raised above their existing pay point;

b. Implementation date : the GSR recommendations should be -
implemented as soon as possible; and |
¢. Reirospective effect : the GSR recommendations should be

retrospective, say, with effect from the date when the CE ordered to
mvite the SCDS to conduct the GSR (1.e. 2 October 2018).

Copies of the written submissions from staff unions / associations and
indtvidual staff members are enclosed for your easy reference.

All in all, the CSD fully supports the SCDS’s recommendations in the Report.

?fuw? Shieet aﬁ%’

WOO Ying-ming
Commissioner of Correctional Services

Encl.

c.C. Permanent Secretary for Security, Security Bureau
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To : Civil Service Bureau
B EEIREER
Via : Grade Structure Review Team, Correctional Services Department
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Correctional Services Department Headquarters, 23/F, Wanchai Tower, 12 Harbour Road, Wan Chai
% 2 /Fax : 25115986
W 28/Email: gsr@csd.gov.hk

%}c% ¥ €3 2021 & 6% 23 pF 4 m?%&,f #fi%ﬁ%}#ﬁ%i&i =8
Submission of views on Grade Structure Review Report issued by the

Standing Committee on Disciplined Services Salaries and Conditions of Service on 23" June 2021
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Appendix 8
D Urgent D Return Receipt Requested

L = Submission of Views on Grade Structure Review from
— csdadmin @csd.gov.hk gsr@csd.gov.hk 2021/07/02 T4 02:26

In a sense based on the report of the Review, it is glad to know that our
disciplined staff at all ranks shall have increments at more than 2
thousand and even several thousand dollars. Whereas, in my defense, Officer
rank will only have it less than 1 thousand, to wit the least one even when
compared with AO staff. This definitely cannot show the contributions and
dedications heretofore from Officer Staff. Please have an eye on it! Thank
you!
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FIRE SERVICES DEPARTMENT

BB RITHEBT

e GOVERNMENT OF THE HONG KONG
' jﬁ IZE&% SPECIAL ADMINISTRATIVE REGION
Sk b A Y e FIRE SERVICES HEADQUARTERS BUILDING,
Fi) Lﬁ%& "ﬂﬁ'{%%%’é i NO. 1 HONG CHONG ROAD,
TH AR R TSIM SHA TSUI EAST, KOWLOON,

HONG KONG.

F@EIESE OURRER : (48) in FSD/CR 5-30/8C Pt. 4
KRGS YOUR REF. :

BT E-maik: : hkfseene@hkisd.gov.hk
B SCEE FAX: : 852-2311 0066 {24 hours)

852-2369 0941
% &% TEL.NO. : 852-2733 7711

16 July 2021

Mrs. Ingrid YEUNG, JP

Permanent Secretary for the Civil Service
9/F, West Wing, Central Government Office,
2 Tim Mei Avenue, Tamar,

Hong Kong

De ar %HO{,J

Grade Structure Review for the Disciplined Services

Thank you for your letter of 23 June 2021 providing us with a copy
of the Report on the Grade Structure Review for the Disciplined Services Grades.

Having studied the findings and recommendations in the report, we
feel most of our proposals and justifications set out in our departmental
submission on the Grade Structure Review (GSR) have not been duly reflected in
the report. We fully appreciate the grave difficulties of the Standing Committee
on Disciplined Services Salaries and Conditions of Service (SCDS) in balancing
all factors in addressing the claims of different disciplined services and grades, but
we can also envisage that our staff would be disappointed as their unanimous
strong demands for an independent pay scale for the Fire Services would not be
met. To ease the adverse impact on staff morale and departmental operation on
account of our recruitment difficulties, the Department likes to further offer our
views on the following two matters:

(i) The pay scale structures of both Fire Stream Officer Grade
and the Police Inspector/Superintendent Grade have always
stayed comparatively the same. In this regard, it is observed
that the long-standing parity between these two Grades will



be seriously upset by the more favourable terms granted to
the latter via Recommendations 10.9 and 10.19 of the report’.
These recommended changes, if implemented, will
unavoidably erode the sense of commitment and performance
of my Fire Stream officers and further aggravate the acute
recruitment problems of Station Officers (Operational). It
is therefore hoped that the foregoing adjustments made to the
Police Pay Scale would be equally applied to that of my Fire
Stream officers; and

(i)  The much shrunken fringé benefits package of civil servants
joining the Government after 1 June 2000, such as cessation
of medical and dental benefits after retirement (except for

those invalided as a result of injury on duty), reduced housing,

leave as well as children education benefits has undermined
the attractiveness of government jobs. As emergency
service providers, our staff are more likely to suffer from
lasting health problems picked up during their years of
service. This unfavourable aspect of their jobs has been
elucidated in our departmental submissions to the SCDS on
job factors such as danger, high demand on physical and
mental faculties, and intense pressure in handling

life-and-death situations and round-the-clock emergency calls.

It is therefore in our view, of paramount importance and fair
to the staff appointed on New Terms, that reasonable
protection is extended to them to meet their medical needs
after retirement as that offered to their pre-June 2000
colleagues, not limited to those invalided due to duty-related
injuries.

As regards the views of our staff side, we have solicited their
feedbacks through our Departmental Consultative Committee. Their comments
are summarized in Appendix I.  Of the five staff unions of this Department, only
the Hong Kong Fire Services Department Ambulance Officers Association has
tendered their views to the Department for onward transmission to the
Administration, which are listed in Appendix IL The other four unions have

! Recommendation 10.9

Having regard to the recommendations on enhancing the pay scales for the Officer grades, SCDS
recommends -

(a) creating one new pay point PPS 54b on PPS at about 2.5% above the PPS 54a as the new scale
maximum of the Senior Superintendent of Police rank, and creating a new increment PPS 55(5) with a
dollar value set at around the mid-point between PPS 56(1) and 55(4) as the new scale maximum of the
CSP rank; and

(b) creating one new pay point General Disciplined Services (Officer) Pay Scale (GDS(0))40 at about 2%
above GDS(0)39 as the new scale maxima of the top tier of non-directorate ranks of the Officer grades on
GDS(0).

Recommendation 10.192

SCDS recommends maintaining the current pay for disciplined services directorate officers, except for the
CSP rank of HKPF with a new increment PPS 55(5) to be created as the new scale maximum of the rank.




indicated that they have already submitted their comments to the Administration
via other avenues.

We deeply appreciate the time and efforts of the Administration in
taking forward this mammoth exercise. We look forward to your favourable
consideration of our views. Please do not hesitate to contact me or my
colleagues if any further information is required.

Yorrs S:ng )

(LEUNG Wai- , Joseph)
Director of Fi ervices
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English version only

SRR
BERHEERAY HONG KONG POLICE
HEADQUARTERS
EE S Q
ARSENAL STREET

HONG KONG

Our Ref : CP SCR 4-85/1 (1/2021) C Pt.4
Your Ref : CSCR/PG/4-085-001/57
16™ July 2021
Mrs Ingrid Yeung
Permanent Secretary for the Civil Service
Civil Service Bureau
West Wing, Central Government Offices,
2 Tim Mei Avenue, Tamar,
Hong Kong

Dear / AL A r

Grade Structure Review for the Disciplined Services Grades

In response to the Report on the Grade Structure Review for the
Disciplined Services Grades (“the Report”) released by the Standing
Committee on Disciplined Services Salaries and Conditions of Service
(“SCDS”) on 23 June 2021, the Force management notes its findings and
recommendations, and wishes to highlight the following management views
and staff concerns :

a) The Report acknowledges to a certain extent the uniqueness, complexity
and hardships of police work, and the unprecedented challenges faced by
the Force arising from its radically changing operating environment.
The Force management appreciates these observations in the said Report,
and particularly those on the extensive doxxing, physical and
psychological attacks, hate crimes and antipathy on police officers and
their children even in public hospitals and schools since June 2019.

b) Interms of pay adjustments, the enhancements proposed in the Report for
the ranks from Police Constables (“PCs”) to Chief Superintendents

1
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---;'-"_:recommendatlon for new Job-related ailowances (JRAS) are bemg_--’ -_

_ Q'proactlvely con51dered. by the Government As per our submlssron to i i

_'-'f__-Securlty Bureau (SB) m June 2021 these JRAs cover srx spemal forces ;. _'

"'._"'.:'3':.}0116 professronal unrt and nrne secondary cadres whlch constltute the:-'.'-.'

o "'-“.J'_-’j'_;i'essentral Components of the Force S counter—terrorrsm and antl-cnme i
__-__'capac1t1es 'servrce quahty and publrc engagement strategy Sih e

: ;_i.-f-:jEmphamsed 111 the Force Management subnnssron and the Supplementary___ | ; S e
3"";.111f0rmatlon paper the substantial undrsputable facts reflect the drrej'.':.::.._:_.
_j.:g--__--_srtuatlon where pohce ofﬁcers and their. farmlres fall Vrct]rns of brutal__ﬁ- |
_ -_?_':"_";phys1cal attacks as well as psychologrcal abuse 1nclud1ng that in VaﬂOus:_'_'_:_-' e
'socml rnedla and onlme platforms Not only these concerns jmpacton .
._:staff weH bemg and Inorale therr bearrng on. the Force S recrurtment;:;-._....l_;._:__I__:: -
_f'_sltuanon 18 obvrous Acknowledged by SB on’ the F orce’s’ uni que-__:':
_:posrtlon and 1ts cr1t1ca1 needs 1n these areas the Force has been pufsmng.'_ -
__.-:'relevant studles on. the specral prov1s1ons of medlcal msurance housrng:.:_:_:_._,:_ ety

and educatlon allowanccs for polrce Ofﬁcers

Be51des the rernstaternent-__: -



-of_.pensmn for all pohce ofﬁcers 1s also bemg contmuously explorcd as a
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Annex B

Views of Superintendents of Police Association (SPA)

on GSR (as at 2021-07-09)

- The SPA welcomes the GSR report in general. We appreciate that
the report unambiguously affirms the uniqueness of the police work,
highlighting in particular that Hong Kong Police Force (HKPF)
shoulders heavier and wide range of responsibilities in safeguarding
the law and order of Hong Kong, especially during the spate of
public disorder and violence events in 2019 and that frontline police
duties are subjected to higher risks when discharging their duties
under this highly polarized society and the growing anti-police,
indeed a direct reflection of anti-government, sentiments in society.

- We hope that the recommendations could help recruit, motivate,
and retain the talent in the Force. The administration should
anyway be mindful of the implication of the recent radical incidents
such as lone wolf attack against police and throwing explosive into
Government House. These incidents are obviously not a one-off
nature but a long term threat to the public and police officers and
definitely have an impact on our recruitment and morale issues. In
this regard, reintroduction of pension system is considered an

effective and long run method to help staff recruitment and retention.

- As to the concern of the Police Superintendent cadre [officers at the
ranks of Superintendent (SP), Senior Superintendent (SSP) and
Chief Superintendent (CSP)], the SPA notes that the report rightly
points out the prominent changes in their role and responsibilities,
stressing that, apart from assuming a managerial role in the routine,
the Police Superintendent cadre has played a commanding role in
all frontline operations, most of which are of highly risky and
complicated nature. The report affirms that the Police
Superintendent cadre is facing higher risks and greater work
pressure than most of their disciplined services and civilian
counterparts in this context.




- As recognition of the Police Superintendent cadre’s contribution, the

GSR report recommends a revised pay scale (one pay point of
minimum and one maximum up for SP; one minimum pay point up
and creation of PPS 54b for SSP; creation of PPS 55(5) for CSP).
The SPA understands that the revised scale aims at reflecting the
recognition of our responsibilities, hardship and contribution.
Officers of Police Superintendent cadre welcome the good intention
of the recommendation.

- However, the pay gap between the maximum of SSP and minimum
of CSP has become unreasonable under the revised scale (only 3%
difference). It obviously violates the recommendations of the Rennie
Review 1988 (not less than 15% pay difference between directorate
grade and non-directorate grade officers). The SPA urges that the
minimum pay point of CSP should be adjusted at least to PPS 55(2)
as a short term measure. In the long run, the pay scale for
directorate grade officers in HKPF should be reviewed in a holistic
approach.

- Furthermore, the SPA would also like to suggest changing CSP’s
increment from once two years to once a year. As you are aware,
police officers have to promote through ranks for many years and
then reach CSP rank. As a reality, they are either about to be
retired or will be promoted in two to four years due to succession
reasons. It is therefore very unlikely for police officers to enjoy the
revised CSP’s maximum increment. In this regard, the additional
PPS 55(5) seems to be a token offer rather than a real reward.

In addition to the improvement of our conditions of service and
fringe benefits, the GSR committee very much appreciates the need
for HKPF to enhance its manpower such as its overall public
relations and community engagement capability, and for
enforcement against terrorism and money laundering and for using
technology for policing in the digital age.

- The SPA opines that the upgrading of non-directorate posts to the
directorate posts and creation of directorate post for effective and



efficient policing work, as positively recognized by the GSR
committee, should be followed up with a scheduled timeline.

ok ok ok ok kK
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Hong Kong Police Inspectors’ Association
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Website: www.hkpia.org

Comments on the Report of Grade Structure Review
Hong Kong Police Inspectors” Association

Hong Kong Police Inspectors’ Association (HKPIA) is satisfied
with the SCDS’s Report on the Grade Structure Review for the
Disciplined Services Grades (the Report). Although the Report has
pointed out the specialty of the Hong Kong Police in detail,
especially the dark period between 2016 and 2019, the
recommendations failed to address the long term problem of
attracting people to join as police officers. The following issues
should carefully be reconsidered in order to provide a career
guarantee for officers who has contributed /will contribute his whole
life as a police officer:

1.  Reinstating the pension scheme;

2.  Offering Medical benefits for retired officers on
non-pensionable/agreement terms (ie. MPF scheme
officers) and their families like the one offered to retired
officers on pensionable terms;

3.  Local inspectorate officers who were recruited on or after
1999-01-01 or reached Police Pay Scale (PPS) 36 should
also be eligible to apply for Departmental Quarters. In
other words, these officers can continue to accommodate
in quarters up to the maximum salary point and prior to
their promotions to the rank of Chief Inspector;

4. Introducing Long Service Increment Points for
Inspectors/Senior Inspectors serving in the same rank for
more than 25 and 30 years;

5.  Introducing medical insurance in view of the persistent
deficiency of service provision capacity of Hospital
Authority.



All the above mentioned issues are essential in order to
overcome the problem of recruitment ditficulty and to reassure that
choosing to serve Hong Kong as police officers will be properly
taken care by the HKSAR Government. This will surely enhance
their devotion and loyalties.

Hong Kong Police Inspectors” Association
12th July 2021



Comments on the Disciplined Services Grade Structure Review

bv the Overseas Inspectors’ Association (OIA)

The Overseas Inspectors” Association (OLA) is generally satisfied with the SCDS’s
Report on the Grade Structure Review for the Disciplined Services Grades that was
submitted to the Chief Executive on 23® June 2021. The report
recognized and acknowledged the uniqueness of the work done by the officers of the
Hong Kong Police Force, especially between 2014-2019 which comeided with a
sea change of social unrest and civil disobedience. However, it did little to address
the perennial problem of atiracting Hong Kong citizens to join the HKPF as police
officers and stay with the Force until reaching normal retirement.

The following initiatives should be thoroughly examined to entice and cajole potential
officers of the right calibre to join the force as a life-long vocation:-

a) Offering full medical and dental benefits for retired officers on non-
pensionable/agreement/MPF terms and their dependents, similar to the
status currently offered to retired Government Pensioners by the Hospital
Authority;

b) Introducing Long Service Increment Points to Inspectors and Senior Inspectors
with 25 years and 30 years of service; and

¢) Introducing medical insurance to all serving officers to negate the persistent
deficiency m service provided by the Hospital Authority.

These measures are essential in overcoming anticipated recruitment problems
and providing the HKSAR with a police force that will become the ‘Gold Standard’
throughout the World.

Overseas Inspectors’ Association
2021-07-13
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English version only
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HONG KONG
CUSTOMS AND EXCISE DEPARTMENT

&BEHE

#2B B & Commissioner of Customs and Excise

21 July 2021

Mrs YEUNG HO Poi-yan, Ingrid, JP
Permanent Secretary for the Civil Service

9/F, West Wing, Central Government Offices
2 Tim Mei Avenue, Tamar, Hong Kong

‘V C o, %0’( ,

Grade Structure Review for the Disciplined Services

Thank you for your letter of 23 June 2021 inviting our views and comments on
the Report on the Grade Structure Review for the Disciplined Services Grades (“the
Report™). -

We would like to express our appreciation for the joint efforts of SCDS and
SDCS in conducting a comprehensive review and making recommendations on the pay
and conditions for our staff. We have consulted our six staff associations/ union on the
recommendations submitted to the Chief Executive. Generally both the management
and the staff side welcome and support the recommendations pertaining to the
enhancements to the pay scales and addition of incremental jumps and long service
increment to the Customs’ staff,

With the increasing population of staff appointed on or after 1 June 2000 under
the new appointment terms, there has been a raising concern to the post-retirement
medical and dental benefits, especially when the Administration extended the retirement
age of these staff up to 60. While the Report has expressed sympathy on our staff’s
concern on the provision of post-retirement medical and dental benefits so as to meet the
growing need for longer and better medical protection, we support conducting a review
at an appropriate time to improve these benefits as a token of appreciation to the staff’s
life-long commitment to the civil service.

‘A-
HATE B ERER
Commitment & Excellence -

Hiib AREE 222 FWEMA L Customs Headguarters Buitding, 222 Java Road, North Point, Hong Kong  35E Tel: (852) 3769 2001 X W Facsimile ; (852) 2854 1959



We are pleased that SCDS would consider the proposals on introducing new
job-related allowances (JRAs) and offer views when invited by the Administration to do
so, and hope that SCDS would give support to the proposals. Regarding the existing
JRAs, the staff side expressed their dissatisfaction to the lack of adjustment to the
existing rates and arrangements of the various non-fringe benefit types of allowances
including JRAs, the disciplined services overtime allowance, acting allowance and local
education allowance.

The staff side also pursues reduction of conditioned hours of work from 48
hours to 44 hours, shortening of the interval between each round of the grade structure
review for the disciplined services grades and deferred cessation of the eligibility of
inspectorate grade officers for departmental quarters.

The determination of retrospective effective date of the recommendations is the
main focus of the staff side and they will appreciate if the recommendations are
implemented with retrospective effect taking into account of the delayed submission of
the Report. '

A summary of responses and comménts on the Report of our staff associations/
union is enclosed with the correspondence from each staff association/ union annexed.
We trust that the views and comments from the management and staff side to the Report
will be fully considered before the Administration formulates the way forward. We
would be happy to supplement additional information if necessary.

\‘%&4\;_ S}’rju,éuég y

({ Hermes TANG )
Comumissioner of Customs and Excise

Encl.

c.c. Permanent Secretary for Security
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List of Enclosures

E-mail message from the Staff Association of Hong
Kong Customs and Excise Service Senior Officers

dated 5 July 2021

Letter from the Association of Customs & Excise

Service Officers dated 7 July 2021

Letter from the Hong Kong Customs and Excise Staff
General Association dated 5 July 2021

E-mail message from the Bong Kong Customs &
Excise Customs Officer Grade Association dated

Y

15 July 2021

Letter from the Hong Kong Customs & Excise
!
Customs  Officer Grade  Association  dated

27 December 2013

E-mail message from the Hong Kong Chinese Civil
Servants’ Association — Customs Officer Grade Branch

dated 10 July 2021

Letter from the Hong Kong Customs Officers Union

dated 5 July 2021

Summary of Responses and Comments on the Report
on Grade Structure Review (GSR) from Staff

Associations/Union
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SRR A R R I - BRUEE (SACESSO) 3
YL CHIANG to: Peggy PY TAM 05/07/2021 08:45
Cc: Mario HY WONG, Mark WK WOO

History: This message has been forwarded.

Dear Peggy,

We have no further comment. Thank you for your kind coordination.

Yili
Peggy PY TAM BEIEER BHEBRITEREATIER.. 2021/06/30 T4 07:00:31

From: Peggy PY TAM/CUSTOMS/HKSARG

To: | YL CHIANG/CUSTOMS/HKSARG@CUSTOMS, Bonnie HS
LO/CUSTOMS/HKSARG@CUSTOMS, Chiu Chun
CHEUNG/CCO/CUSTOMS/HKSARG@CUSTOMS, Philip SK
CHAN/CUSTOMS/HKSARG@CUSTOMS, Kwong Lun
NG/SCO/CUSTOMS/HKSARG@CUSTOMS, Kit Yan
HO/SCO/CUSTOMS/HKSARG@CUSTOMS, mail@hkcou.imsbiz.com.hk, .
gary100506220201@yahoo.com, hkcecoga@gmail.com

Ce: SS[SAJ@CUSTOMS, S[SAI@CUSTOMS, Mandy HK CHOI/CUSTOMS/HKSARG@CUSTOMS

Date: 2021/06/30 T4~ 07:00 YL

Subject: SEIRERIR TN AR IR S - BRI,

BETEIE

33 R ITBR A B RE BRI Jo e RS RATBAA R B
202146 A308 RATERETE > BN T (LEFRREARHRTRE
E) (ReE) P BEHARAMAORTERAER > EREL T
RREENEALRPIRIEL -

JeE T EHBREERNEZAETER  BHMN202IFTAI B KA
NEBREHFRAAAARR - w&BHNER » THBETE  HHHl -

WEMGBRSLF
AR

E3E 1 3759 2232
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Annex D

. Re: (U AR GBS - 1 B 15/07/2021 12228

’ From: coga hkce <hkcecoga@gmail.com>
To: peggy_py_tam@customs.gov.hk
History:

This message has been forwarded.

B BRASE St

ESE B | BEREECE - & |

HIRNER (CEREBARERNEREE) ARRESRLFRENE - X
A ERS TR RS B B AL ] LML RE » JDLI9884E (M EiRETH
SE5) FEA  WREHRERSRE » (HDUEB AR FRRES - 85
EAREEER » BEERE » BRI ERCEIRIEBR — B ARBRANE
T - RS REAGHER TCENRE A ) FrFryEE
o BRMER > SAGHER (HEE) RrRRERENES - XGTRER
EEAC G WEIN- b oG %§E§¢ﬁ$t'§%Tﬁ%'

Remark

S = fb & Regarding the‘.‘ four recommendations previously
é%ﬁﬁﬁﬁﬁﬁﬁ%ﬁ%ﬁ%a submitted by the association, please refer to the

%:Eﬁlﬁﬁéﬁ@ letter dated 27 December 2018 at Annex E.
EE AIER
.. -
M<peggy py tam@ecustoms.gov.hk> | 7 2021$6 H 30E1,4l: » 19:00 78
ﬁ%m@iﬁ

%ﬂmﬁ(i&&kﬁﬁﬁﬁﬁ&ﬂﬁﬁ%i&%%ﬁﬁﬂk%6#
2021 FBRBRETERREE » AN T (RAENRHFRMARARIREE)
ﬁ&i%é;ﬁﬁﬁmkﬁﬁ%%ﬁ?%%&ﬁﬁ LB LT FRRE TN
 Bmd

' Jo & L EHBEENEAEMER Esﬁ‘ﬁ“2021$7ﬁga RZ AT 0 M
EORERFRNAARAARET - w2 BENEL TEEREFE > U8

B AMGREE
HAR I
E3 1 3759 2232

Disclaimers:

This e-mail message (together with any attachments) is for the déesignated recipient only. [t may contain
information that Is privileged for the designated recipient. If you are not the intended recipient, you are hereby
notified that any use, retention, disclosure, copying, printing, forwarding or dissemination of the message is

- strictly prohibited. If you have received the message in error, please erase all copies of the message

i (including attachmentis) from your system and notify the sender immediately.

-
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Hong Xong Customs & Excise Customs Officer Grade Association

BrilimEwEan® Rm 3123, 31/F

] R Customs Headquariers Building
ENBE 222 Java Road, North Point, HK
T35 9080 0137 {WEL: 3010 8114 Tel: S080 0137 Fax No.: 3010 8114
#3 hup:/fwww.hkeecopa.com Web Site hitpi/fwwwihikcecoga.com
AT AEFESE: COGA@)/12/2018

BRI ER/NE
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Madam » {5¥F | —}EE—[—H T S AN E R OENEEE
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SLESE  AG YRR —RIEUPISHGH bRl T CENERA
SEiEMET ) RISTREENLER - ﬁ“‘BF’EJIEE%Eﬁ’% W - R TRA S RRVES

) @ﬁ%\%ﬂ%ﬁﬁﬁﬁlﬁlﬁ%kﬁ}@‘?ﬁﬁlﬂ% " EAHEH Basic Salary
HEEBAEEIEIASR » 5 TEAFHE Basic Salary ; TIEBFER - S
BRI TIERRAE b SR HBRHE - BRI RERE - 55 " BB Basic
Salary | K FAVEET BBV AR - MIEELAHEE » g0 TRAMAYSE
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C o Re SCEMBBLEBRIRESE - BRIEE 10/07/2021 06:58

.~ ¥ From: gary ng <gary100506220201@yahoo.com>
~ To: <peggy_py_tam@customs.gov.hk>
History:
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On Friday, July 2, 2021, 08:41:36 AM GMT+8, <pedgy_py_tam@customs.gov.hk> wrote:

Fron: gary ng <gary100506220201@yahoo.com>
Ta: "peggy_py_tam@customs.gov.hk" <peggy_py_tam@customs.gov.hk>
Date: 01/07/2021 22:11

Subject:  Re: REIIRIE A LMISHIREE . Ee e

esimadam | EIREATHBCIE + T ERPREET - W |
Gary

On Wednesday, June 30, 2021, 07:00:34 PM GMT+8, peggy:py_tam@customs.gov.hk
<peggy_py_tam@customs.gov.hk> wrote: -
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FIlRRER -
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MERAGRSE
e

Disclaimers:

This e-mail message (together with any attachments) is for the designated recipient only. It may contain
information that is privileged for the designated recipient, If you are not the intended recipient, you are hereby
notified that any use, retention, disclosure, copying, printing, forwarding or dissemination of the message is
strictly prohibited. If you have received the message in ervor, please erase all copies of the message
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Ancluding attachments) from your system and notify the sender immediately.

/

Disclaimers:

This e-mail message (together with any aftachments) is for the designated recipient only. It may contain
information that is privileged for the designated recipient. If you are not the intended recipient, you are hereby
notified that any use, retention, disclosure, copying, printing, forwarding or dissemination of the message is
strictly prohibited. If you have received the message in error, please erase all copies of the message

(including attachments) from your system and notify the sender immediately.
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Annex G

O Urgent [ Return Receipt Requested [ Sign [ Encrypt [ Mark Subject Restricted (] Expand personal&publi

HKCOU GSR :
chuncheung199@yahoo.com.hk to: g?g%%ﬁﬁ“am@wswm 12/07/2021 11:55
History: This message ha:,s been forwarded. )
1 attachment
-

ps20210712cb4-1202-7-c.pdf

htips://www.legco.gov.hk/yr20-21/chinese/panels/ps/papers/ps20210712¢b4-120
2-7-c.pdf
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Annex H

Summary of Responses and Comments on

the Report on Grade Structure Review (GSR) from Staff Associations/ Union

Staff Associations/ Unions

Responses and Comments

Staff Association of Hong Kong
Customs and Excise Service Senior
Officers (Annex A)

(1) The association has no further comment.

Association of Customs & Excise
Service Officers
(Annex B)

(1) The association welcomes and supports the recommendations made in
relation to the Customs.

(2) The association anticipates the recommendations to be implemented in due
course.

(3) The association wishes for a reasonable retrospective effective date.

(4) The association proposes the eligibility for departmental quarters to peg to
the rank of the officers and to relax the eligibility criteria (i.e. to allow
officers to stay in departmental quarters to be curtailed until they are
promoted to the rank of Assistant Superintendent or are eligible to apply

for Non-accountable Cash Allowance.

Hong Kong Customs and Excise Staff
General Association
(Annex C)

(1) The association welcomes the enhancements to the pay scales and addition
of incremental jumps.

(2) The association is disappointed that the Disciplined Services Overtime

Allowance and acting allowances remain status quo.

1



(3) The association is disappointed about the interval between each round of
the comprehensive GSR for disciplined services grades remains to be ten
years.

(4) The association proposes the retrospective effective date to be fixed on 1
April 2021.

(5)The association anticipates the Administration to follow-up the
recommendations in relation to the provision of post-retirement medical
and dental benefits to civil servants appointed on or after 1 June 2000.

(6) The association anticipates the Administration to follow-up the requests for
increasing the supply of departmental quarters and to lift the trigger point
of cessation of the eligibility of inspectorate grade officers for departmental

quarters to the maximum pay point of Senior Inspector.

Hong Kong Customs & Excise Customs
Officer Grade Association
(Annexes D and E)

(1) The association is disappointed and found the report unacceptable for its
generality and bias and sole recommendations to the adjustments to pay
points and a part of organization structure.

(2) The report did not address to the association’s proposals and rationales
which included:

- standardization of basic salary across different disciplined services
departments/ agency.

- reduction of conditioned hours of work.

- provision of post-retirement medical and dental benefits to civil

servants appointed on or after 1 June 2000.

2




- provision of local education allowance to civil servants appointed on
or after 1 June 2000.

Hong Kong Chinese Civil Servants;
Association —

Customs Officer Grade Branch
(Annex F)

(1) The association is satisfied with the enhancements to the pay scales for the
Rank and File Grade and suggests the Department and staff associations/
union to explain the conversion arrangements to colleagues.

(2) The association welcomes and is thankful to the Committee for accepting
its proposal on granting an additional long service increment.

(3) The Association are highly concerned about the revision of conditioned
hours of work and will urge the Department to carry out trial run on
reduction of conditioned hours of work.

(4)The association supports the Department to proactively consider to
introduce various job-related allowances. The association invites the
Department to explore the feasibility to enhance the laundry allowance and
allowance for handling dangerous goods.

(5) The association opts that a retrospective effective date should be fixed.

Hong Kong Customs Officers Union
(Annex G)

(1) The union supplements its proposal by the following:
- introducing a new investigation duty allowance;
- introducing an allowance for officers undertaking duties related to high-
speed pursuit and interception of vessels at sea; and
- extending the eligibility criteria for Extra Duties Allowance for the
Disciplined Services (Marine) to all eligible C&E Service staff

3




undertaking regular navigation/engineering duties in addition to normal
customs duties.

(2) The union concerns the determination of retrospective effective date.
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