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Table 5.1: Distribution of C&E non-directorate posts as at 1 January 2008 

Branch 
Customs 
Officer 
Grade 

Inspector/ 
Superintendent 

Grade 
Total % 

Boundary and Ports Branch 2 792 442 3 234 71.4%
Intelligence and Investigation 
Branch 761 207 968 21.3%

Excise and Strategic Support 
Branch 63 107 170 3.8%

Administration and Human 
Resource Development Branch 63 54 117 2.6%

Trade Controls Branch 9 23 32 0.7%
Departmental Headquarters - 7 7 0.2%

Total 3 688 840 4 528 100%

 
Grade and Rank Structure 
 
5.5 The C&E Service has four ranks at the directorate level 
(including the Chief Superintendent rank created in 1993), five ranks 
in the Officer cadre and three ranks in the Rank and File grade.  
Details of their rank structure and existing pay scales are at 
Appendix 9. 
 
 
Relevant Considerations 

Job Factors and Special Factors 

5.6 We have taken into account the job factors and special 
factors in respect of the C&E duties.  Some key features mentioned 
in the submissions received or during exchanges in the GSR are 
highlighted below – 
 

(a) The scope of responsibilities under the charge of the 
Department is diversified.  Duties span from public 
security, food safety, trade facilitation, protection of 
intellectual property rights to anti-narcotics and 
anti-smuggling.  In order for C&E staff to regulate, 
detect, investigate and, where appropriate, prosecute 
cases with a wide and diverse coverage, they must 
be equipped with a broad spectrum of knowledge 
and skills. 
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Retention 
 
5.10 In the Officer cadre, wastage figures (excluding natural 
wastage such as retirement) in the Inspector rank indicate only a small 
number of leavers.  As for the Rank and File, wastage figures in the 
CO rank have been on the rise in recent years, although still within 
reasonable range (Table 5.3).  We believe that the increased wastage 
rate in the CO rank might be partly attributable to employment of 
better-qualified candidates who might not wish to take jobs in a Rank 
and File grade as a long-term career.  Taking 2007-08 as an example, 
over 57% of the CO leavers had degree qualification or above. 
 
Table 5.3: Wastage from CO and Inspector of C&E ranks in the past five 
years 

Recruitment ranks 2003-04 2004-05 2005-06 2006-07 2007-08 
Wastage 2 5 14 35 80 Customs 

Officer As % of strength 0.1% 0.3% 0.7% 1.7% 3.5% 
Wastage 0 0 2 3 1 Inspector 

of C&E As % of strength - - 0.5% 0.8% 0.2% 

(Note : Natural wastage is excluded) 

 
Career Progression 
 
5.11 Promotion is not automatic but subject to a range of 
factors, such as availability of vacancies, operational needs, age 
profile of serving officers and individual merit.  That said, we note 
from the statistics that the time taken for a CO to be promoted to the 
Senior and Chief Customs Officer ranks is relatively long, and seems 
to have become longer in recent years. 
 
5.12 For the Officer ranks, progression from Inspector to 
Senior Inspector rank seems reasonable given that there are 300 
Senior Inspector posts on the establishment against 419 posts in the 
Inspector rank.  We note, however, promotion prospects beyond the 
Senior Inspector rank is quite limited because of the relatively small 
number of posts at Assistant Superintendent level and above. 
 
5.13 Overall speaking, 61% of the C&E grades were serving 
on the maximum pay point of their respective ranks as at 
1 January 2008, including 60% (1 559) of CO and 53% (218) of 
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Inspectors at the recruitment ranks.  We appreciate the staff’s 
sentiment about career progression, but have to point out that this is 
more a general phenomenon in the civil service. 
 
 
Analysis and Recommendations 
 
Customs Officer Grade 
 
5.14 We have received requests to increase the pay level for 
the CO grade, including the introduction of incremental jumps in the 
early years of their service, to bring it on a par with the equivalent 
ranks in the Police Force.   
 
5.15 As explained in Chapter 3 (paragraph 3.17 to 3.20), we 
do not support changing the entry qualifications at this juncture, 
including the request for introducing multiple entry points for higher 
qualifications in recruitment to the Rank and File.  We recommend 
maintaining the current entry qualification arrangements and pay for 
the Customs Officer rank.  Nevertheless, we have no objection to the 
request for removing the sub-entries below five passes in the HKCEE.  
The existing basic entry qualification to the CO rank on five passes in 
the HKCEE (GDS(R) 4) should remain unchanged.  
(Recommendation 5.1)  
 
5.16 Recruitment to the CO rank is satisfactory.  The rising 
wastage rate has caused some concern, although there is no problem in 
replenishing the workforce through recruitment.  In Chapter 3 
(paragraph 3.27), we express support for granting one incremental 
jump to the CO rank on completion of no less than five years of 
service and having passed the promotion examination.  Coupled with 
the existing incremental jump for CO on completion of 12 months of 
service, this proposal will help retain and motivate officers in their 
early years of service.  Furthermore, as reflected in paragraph 5.10, 
prudent and pragmatic recruitment strategy would help address the 
retention issue.  (Recommendation 5.2) 
 
5.17 Having considered the enhanced job factors, we see 
justifications for extending the scale maximum of the rank.  Though 
not uncommon in many Rank and File hierarchies, a large proportion 
of the staff have been staying on the maximum pay point of the rank 
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scale for some years.  This has caused some concern on morale and 
career progression.  In recognition of the value and experience 
brought by the meritorious, loyal and long-serving staff, we propose in 
Chapter 3 (paragraphs 3.21 to 3.24) that more Long Service 
Increments should be given so that CO can receive an increment after 
satisfactory completion of 12, 18, 24 and 30 years of service.  
(Recommendation 5.3) 
 
5.18 Taking into account the job factors, the increase in 
responsibilities in terms of scope and complexity over the years and 
other relevant considerations, we further recommend raising the 
maximum pay point of the CO rank by one point and increasing the 
minimum and maximum pay of the Senior Customs Officer rank by 
one pay point.  As regards the Chief Customs Officer (CCO) rank, 
we notice that this rank has a greater command role and more 
leadership functions over the years, particularly following the 
implementation of process re-engineering measures and other 
initiatives resulting in delegation of certain less complex functions 
from the Officer cadre to the top tier of the Rank and File grade.  
This trend may continue.  There are requests for the creation of a 
new rank above the CCO rank to improve the promotion prospects of 
the CO grade.  As a matter of principle, a new rank should only be 
created based on functional justifications.  Having considered the 
management’s views, the current structure and roles of the grade, we 
consider the present command structure appropriate and do not see 
functional justifications for creating a new rank above the CCO rank.  
To recognise the increased responsibilities and functions of this rank 
over the years, we propose to raise the maximum pay point of CCO 
rank by two points and increasing the minimum by one pay point.  
With these improvements, the pay scale of the CO grade will be 
revised as set out below (Recommendation 5.4) – 

Rank Existing Pay Scale Recommended Pay Scale 

Customs 
Officer 

GDS(R) 2–13 
plus two Long Service 
Increments, one each on 
completion of 18 and 25 
years of in-rank service 

GDS(R) 4*–14 
(*sub-entry removed) 

plus four Long Service 
Increments, one each on 
completion of 12, 18, 24 and 
30 years of in-rank service 

Senior Customs 
Officer GDS(R) 14–22 GDS(R) 15–23 

Chief Customs 
Officer GDS(R) 23–27 GDS(R) 24–29 
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Chapter 6 

Fire Services Department 

Overview 
 
Role of Fire Services Department 
 
6.1 Originally formed under the Police Force in 1868, the 
Fire Brigade was separated from the Police Force in 1941 and 
renamed as the Hong Kong Fire Services Department in 1961.  The 
ambulance service has been part of the Department since 1919, 
providing only emergency services in the early years.  It was in 1953 
that all government ambulance resources, including those providing 
non-emergency services, were absorbed within the Fire Brigade.  The 
ambulance service was subsequently reorganised into the Ambulance 
Division of the FSD in 1966. 
 
6.2 The FSD operates under the Fire Services Ordinance 
(Cap. 95), being responsible for fighting fire and protecting life and 
property in case of fire or other calamities; enforcing laws on fire 
safety; giving advice on fire protection measures and fire hazards; 
promoting public awareness on the importance of fire safety; 
providing pre-hospital care to the sick and injured and conveying them 
to hospitals.  With the exemplary commitment and devotion of the 
Fire Services staff, the community is assured of efficient and reliable 
fire and ambulance services at all times throughout the year. 
 
 

Organisation Structure 
 
6.3 The FSD is headed by the Director of Fire Services, who 
is underpinned by one Deputy Director with the support of 16 
directorate officers (including one civilian post).  The Department is 
organised into seven Commands and an Administration Division, each 
responsible for specific areas of work – 
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(a) the Operational Fire Commands in Hong Kong, 
Kowloon and the New Territories are responsible for 
combating fire, saving lives and property on land 
and at sea, as well as conducting regular inspections 
of fire service installations and equipment in 
buildings, etc.; 

(b) the Fire Safety Command and the Licensing and 
Certification Command are responsible for drawing 
up fire safety policies, enforcing fire safety 
legislation, formulating and certifying fire safety 
standards of new building projects, regulating the 
storage, use and conveyance of dangerous goods 
through licensing, and administering the acceptance 
testing of fire service installations and equipment, 
etc.;  

(c) the Ambulance Command provides emergency 
ambulance service and urgent inter-hospital transfers, 
as well as handles non-emergency inter-hospital 
transfers on off-shore islands, etc.;  

(d) the Headquarters Command is responsible for 
formulating departmental policy, providing support 
and administrative service for various units, 
fire-fighting and rescue operations in the Airport and 
aquatic searches and rescues within Hong Kong 
waters, operation of a compression chamber for 
treating patients suffering from decompression 
illness and providing hyperbaric oxygen treatment, 
etc.  It also takes charge of the Mobilising and 
Communications Group for receiving emergency 
calls from the public and despatching appropriate 
resources to the scene of an accident; and 

(e) the Administration Division is responsible for 
handling personnel matters and providing general 
administration support services. 

 
Staffing 
 
6.4 As at 1 January 2008, the Department had an 
establishment of 8 720 posts in the disciplined services grades 
comprising 17 directorate posts, 1 007 posts in the Officer grades, 
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and 7 696 posts in the Rank and File grades.  Together, they 
constituted 94% of the FSD’s total establishment.  Their 
distribution by command at the non-directorate level is summarised 
in Table 6.1. 
 
Table 6.1: Distribution of FSD non-directorate posts as at 1 January 2008 

Rank & File Grades Officer Grades 

Division 
Fireman  Ambulanceman 

Station 
Officer/ 

Divisional 
Officer  

Ambulance 
Officer  

Total 

Hong Kong 1 546 
(28.5%) - 177 

(20.1%) - 1 723 
(19.8%)

Kowloon 1 212 
(22.3%) - 153 

(17.4%) - 1 365 
(15.7%)

The New 
Territories 

1 977 
(36.4%) - 247 

(28.1%) - 2 224 
(25.6%)

Fire Safety 31 
(0.6%) - 86 

(9.8%) - 117 
(1.3%)

Licensing and 
Certification 

51 
(0.9%) - 81

(9.2%) - 132 
(1.5%)

Ambulance - 2 263 
(99.8%) - 128 

(100%) 
2 391 

(27.5%)

Headquarters 611 
(11.3%)

5 
(0.2%) 

135 
(15.4%) - 751 

(8.6%) 

Total 
5 428 
(100%)

2 268 
(100%) 

879 
(100%)

128 
(100%) 

8 703 
(100%)

 
Grade and Rank Structure 
 
6.5 There are three streams of disciplined services staff in the 
FSD.  The Fire Stream is responsible for fire-fighting and rescue, 
enforcement of fire protection laws and fire safety legislation, 
advising the public on fire protection measures and enhancing public 
awareness in fire safety.  The Ambulance Stream takes charge of 
operations of the ambulance service.  The Mobilising and 
Communications (MC) Stream, also known as the Control Stream, is 
responsible for the overall control and communications in respect of 
the mobilisation of fire-fighting and ambulance resources for fire and 
emergency services.  
 
6.6 The Fire Stream consists of two non-directorate grades 
and twelve ranks.  Similarly, the Ambulance Stream has two grades 
and ten ranks.  The MC Stream shares with the Fire Stream in having 
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the same two grades of the Station Officer (StnO) and Fireman (Fn) 
and the same four ranks of the Senior Station Officer (SStnO), StnO, 
Principal Fireman (PFn) and Senior Fireman (SFn).  Moreover, there 
are six ranks at the directorate level.  Details of their rank structures 
and existing pay scales are set out at Appendix 12. 
 
 
Relevant Considerations 
 
Job Factors and Special Factors 
 
6.7 We have examined the job factors and special factors in 
regard to the Fire Services grades and ranks.  Some key features 
contained in the submissions received or represented to us during the 
GSR are highlighted in the following paragraphs. 
 
Fire Stream 
 
6.8 In carrying out fire-fighting and rescue missions, staff in 
the Fire Stream have to carry heavy equipment weighing around 30 
kilograms and wear thick protective clothing.  They are exposed to 
danger, hazard and hardship arising from unpredictable and dangerous 
working environment ranging from fire, explosion, natural disasters to 
major incidents involving chemical, biological, radiological or nuclear 
agents; inhalation of smoke; and exposure to extreme heat, hazardous 
substances and infectious diseases.  Their service is needed most 
during emergencies and inclement weather and in dangerous locations, 
such as steep terrains, inside sewers or under water, with low visibility, 
poor accessibility and limited communication network.  They have to 
make immediate and accurate decisions based on their knowledge, 
experience and the information available on the scene.  They are 
subject to physical and psychological stress arising from 
unpredictability of calls, the requirement to maintain high alertness as 
well as close media and public scrutiny.  They have to keep 
themselves updated and equipped with a wide spectrum of knowledge 
and skills relating to fire-fighting and life-saving skills and equipment.  
The conditioned hours of work of the operational staff of the Fire 
Stream are 54 hours per week, which is the longest as compared with 
the other Disciplined Services.  They work on a roster pattern of 
“24 hours on, 48 hours off”.   
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Ambulance Stream 
 
6.9 The staff working in the Ambulance Stream must stay 
alert at all times in performing their duties, which often involve 
time-critical decisions and action affecting the health and lives of the 
patients.  They have to face health hazard, hardship and risk arising 
from exposure to infectious diseases, contact with violent or disturbed 
patients and the requirement to handle unpleasant duties or traumatic 
events.  They encounter stress due to heavy workload as well as 
close media and public scrutiny.  The conditioned hours of the 
Ambulance Officer (AO) and Ambulanceman (Ambn) grades are 44 
and 48 per week respectively and the staff are required to perform 
shift. 
 
Mobilising and Communications Stream 
 
6.10 The MC Stream is the first contact point between the 
public and the FSD, being responsible for receiving emergency calls 
from the public and despatching appropriate resources including fire 
appliances, ambulances, fire boats, officers and equipment to the 
incident scene.  In accordance with the Department’s performance 
pledge, staff in the MC Stream have to complete the call taking and 
despatch process within 35 seconds.  They have to make prompt and 
accurate decisions for mobilising staff and equipment within tight time 
constraints and using the increasingly sophisticated communication 
system.  They have to face escalating pressure due to increasing 
workload, rising public expectations and close public scrutiny. 
 
Changes Since Last Reviews 
 
6.11 In response to changes in the political and social 
environment and the demand for quality service, the FSD has 
implemented a number of new initiatives and taken up additional 
duties.  The changes include (but are not limited to) the following – 
 

(a) Fire-fighting and rescue : The Department’s 
performance pledge for fire-fighting and rescue 
services is to respond to 92.5% of total building fire 
calls within six minutes in built-up areas and within 
nine to 23 minutes in areas of dispersed risks and 
isolated developments.  In addition, the Department 
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took over from the British Military the 
responsibilities for diving rescue operations in 1997, 
set up the Special Rescue Squad (SRS) to deal with 
major incidents and disasters in and outside Hong 
Kong in 2000, launched the First Responder (FR) 
Programme19 to provide prompt basic life support 
services in 2003 and commenced performing search 
and rescue duties in emergency operations outside 
Hong Kong in 2005.  The construction of high-rise 
buildings and long and deep tunnels, and traffic 
accidents and gas leakage incidents have also 
increased the work complexity despite the provision 
of better equipment and task-specific training. 

(b) Fire prevention, protection and education : 
Following enactment of new ordinances, 
enforcement of fire prevention and protection 
legislation has stepped up.  To cope with the 
growth in workload, the Fire Protection Command 
was split into the Licensing and Certification 
Command and the Fire Safety Command in 1999 
and the three Operational Commands are also 
required to assist in fire protection duties since 2004.  
The introduction of fire engineering approach for 
approving fire safety designs of buildings and 
infrastructure and the emergence of new dangerous 
goods are also challenges.  Recognising the 
importance of fire prevention, the FSD also 
launched the Fire Safety Ambassador (FSA) Scheme 
to promote a fire safety culture in the community.  
By the end of 2007, the FSD has successfully 
recruited and trained around 88 000 FSA. 

(c) Ambulance service : The Department’s performance 
pledge is to respond to 92.5% of all emergency 
ambulance calls within 12 minutes from the time of 
call to the arrival of an ambulance at the street 
address.  With the increase in the number of 
ambulance calls received per year from 401 000 in 

                                                 
19 The FSD launched the FR Programme in July 2003 in seven fire stations to provide prompt 

basic life support services to enhance the survival rate of certain casualties/patients. 
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1987 to 612 000 in 2007, the workload per staff has 
been rising despite an increase in staff establishment.  
The work of the ambulance personnel has expanded 
to include paramedic ambulance service in 1991, 
which was subsequently extended to all ambulances 
and ambulance motorcycles since February 2005.  
Starting from 2006, the ambulance personnel have 
been administering immediate treatment at the 
accident scene under the Rapid Response Vehicle 
Scheme20.  The possible legal and ethical 
consequences of their judgement and the frequent 
need to work under transparent environment are 
additional stress to the ambulance staff. 

(d) Mobilising and communications : The escalating 
number of calls over the years, the introduction of 
the First Responder Programme, the implementation 
of the Third Generation Mobilising System in 2005 
and the requirement to set up a mobile command 
unit on site during a No. 3 fire alarm incident have 
increased the workload and complexity of work of 
the MC staff, who have to act speedily and 
independently to determine the nature of calls and 
resources to be deployed to the rescue scene. 

 
6.12 Some workload indicators of the FSD are shown at 
Appendix 13.  We observe that, in general, fire calls are decreasing, 
which are due in part to the vigilant enforcement action and 
preventive measures taken by the Fire Services staff.  On the other 
hand, we see increasing number of special service calls and 
ambulance calls.  The demand for FR service is also rising rapidly 
since its introduction in 2003.  
 
Recruitment 
 
6.13 Based on the statistics provided by the FSD management, 
we do not see any recruitment difficulties in both the Rank and File 
and the Officer grades.  Some relevant statistics are shown in 
Table 6.2. 
                                                 
20 The Rapid Response Vehicle Scheme was introduced in 2006.  The Ambulance Officers, 

having received specific training, will ride on emergency saloon cars with siren, beacon lights 
and life saving equipment to the scene for immediate treatment.  
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Table 6.2: Recruitment statistics in the FSD (most recent recruitment 
exercises) 

Rank  
(year of recruitment exercise) 

Target no. of 
recruits 

Applications 
received 

Offers 
made 

Fireman (2007-08) 91 2 067 113 
Station Officer (Fire) (2005-06) 40 1 408 43 
Ambulanceman (2007-08) 79 3 369 134 
Ambulance Officer (2005-06) 10 2 716 20 
Senior Fireman (Control) (2006-07) 23 9 241 29 
Station Officer (Control) (2006-07) Note 5 13 5 

(Note :  Recruitment of Station Officer (Control) for the past ten years has been made through 
in-service appointment of Principal Firemen (Control).) 

 
Retention 
 
6.14 In general, there is no retention problem in the FSD.  
However, we observe that wastage in the Senior Fireman (Control) 
(SFn(C)) rank is on the rising trend, as shown in Table 6.3.  
 
Table 6.3 : Wastage from the entry ranks of the Rank and File and Officer 
grades in the past five years 

Recruitment ranks 2003-04 2004-05 2005-06 2006-07 2007-08 
Wastage 1 3 3 6 13 Fireman 
As % of strength 0.03% 0.08% 0.08% 0.17% 0.35%
Wastage 0 0 1 0 1 Station Officer 

(Fire) As % of strength - - 0.17% - 0.16%
Wastage 1 2 4 6 18 Ambulanceman 
As % of strength 0.07% 0.14% 0.29% 0.43% 1.27%
Wastage 1 0 0 1 0 Ambulance 

Officer As % of strength 1.59% - - 1.54% - 
Wastage 1 3 7 5 5 Senior Fireman 

(Control) As % of strength 0.77% 2.36% 5.60% 4.13% 4.14%
Wastage 0 0 0 0 0 Station Officer 

(Control)  As % of strength - - - - - 

(Note : Natural wastage is excluded.) 
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Career Progression 

6.15 Promotion is subject to a range of factors, such as 
availability of vacancies, operational need, age profile of serving 
officers and individual merit.  That said, we note from the statistics 
that the time taken for a Fn and an Ambn to be promoted to SFn and 
Senior Ambulanceman (SAmbn) is relatively long given that the rank 
ratios of Fn to SFn and Ambn to SAmbn are at 3.5 : 1 and 2.6 : 1 
respectively as at 1 January 2008.  On the other hand, there is a 
mechanism to enable staff in the SFn/PFn, SAmbn/Principal 
Ambulanceman (PAmbn) and Principal Fireman (Control) (PFn(C)) 
ranks to join the basic ranks of the Officer grades through in-service 
appointment, subject to their having five years of service in the FSD 
and fulfilling other specified criteria such as physical test and 
qualifications. 
 
6.16 In the Officer cadre, StnO and Station Officers (Control) 
(StnO(C)) are eligible for advancement, under the through scale 
arrangement, to SStnO and Senior Station Officers (Control) 
(SStnO(C)) respectively, subject to completion of five years of service 
and obtaining the relevant qualification for promotion.  For AO 
where through scale arrangement is not applicable, promotion to 
Senior Ambulance Officer (SAO) rank is also relatively favourable 
compared with equivalent ranks in other Disciplined Services.  
Promotion beyond the SStnO and SAO ranks is not so favourable due 
to the smaller number of established posts at the higher ranks. 
 
6.17 Similar to the situation in the other Disciplined Services, 
we note that a significant number of the Fire Services staff are serving 
on the maximum pay point of their respective ranks, as detailed in 
Table 6.4.   
 
Table 6.4 : Entry rank officers at maximum point (as at 1 January 2008) 

Rank No. on maximum % of total 
Fireman 2 822 77% 
Senior Fireman 450 41% 
Station Officer/Senior Station Officer 
(combined establishment) 389 58% 

Ambulanceman 970 67% 
Ambulance Officer 7 10% 

(Note :  The figures for Senior Fireman and Station Officer/Senior Station Officer also cover those 
in the MC Stream.) 
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Chapter 7 

Government Flying Service 

Overview 
 
Role of the Government Flying Service 
 
7.1 The Government Flying Service was established in April 
1993 under the GFS Ordinance (Cap. 322) to take over the functions 
of the then Royal Hong Kong Auxiliary Air Force (RHKAAF).  It 
operates within the Hong Kong territory as well as in international 
waters within the 400 nautical mile radius of the Hong Kong Flight 
Information Region.  The GFS provides flying services for the 
Government, including search and rescue operations in the open seas 
in the middle of typhoons, fire-fighting and conveyance of casualties 
to hospitals. 
 
7.2 With enhanced capabilities of its fleet, the GFS has, over 
the years, developed into an internationally renowned search and 
rescue agency.  Its operations have extended beyond Hong Kong.  It 
has set a record of rescuing 91 lives from the wild seas during the 
passage of Typhoon Prapiroon in August 2006.  Over the three-week 
deployment to the earthquake-hit Sichuan in May 2008, the GFS crew 
were involved in 26 operations, in which 96 casualties were brought to 
safety and 119 members of ground search teams and specialists were 
flown to the disaster areas.  These missions have won applause to 
Hong Kong and the GFS and demonstrated the professionalism and 
esprit de corps of the GFS crew. 
 
Organisation Structure 
 
7.3 The GFS is headed by the Controller, GFS.  He is 
supported by the following five sections –  

(a) the Operations Section provides flying services, 
including search and rescue and casualty evacuation, 
to the community of Hong Kong as well as people 
who make a living in the South China Sea, and 
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supports law enforcement operations and 
government tasks; 

(b) the Training and Standards Section is responsible for 
setting professional standards and overseeing 
training and development of all aircrew; 

(c) the Engineering Section is an approved Hong Kong 
Aviation Requirements 145 maintenance 
organisation supporting all flying and operational 
activities.  It provides maintenance services 
virtually to all GFS aircraft and equipment; 

(d) the Quality Section is the internal auditor to ensure 
that the operation of the GFS conforms to civil 
aviation flying regulations and other quality and 
flight safety standards; and 

(e) the Administration Section provides administrative 
support to the whole Department. 

 
Staffing 
 
7.4 As at 1 January 2008, the GFS had an establishment of 
223, including 166 posts under the disciplined services grades of Pilot, 
Air Crewman Officer (ACMO), Aircraft Engineer (AE) and Aircraft 
Technician (AT).  Details are set out in Table 7.1. 

Table 7.1: Distribution of disciplined services posts in the GFS as at 
1 January 2008 

Grade No. of Established Posts (%) 
Directorate 4 (2%) 
Pilot 41 (25%) 
Air Crewman Officer 27 (16%) 
Aircraft Engineer 24 (15%) 
Aircraft Technician 70 (42%) 

Total 166 (100%) 

 
Grade and Rank Structure 
 
7.5 The Controller, GFS is ranked at GDS(C) 3.  He is 
underpinned at the directorate level by two Chief Pilots and one Chief 
Aircraft Engineer, all ranked at GDS(C) 1. 
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7.6 At the non-directorate level, there are four ranks each in 
the Pilot grade and the ACMO grade, two ranks in the AE grade and 
three ranks in the AT grade.  The current grade structure has reflected 
the creation of the new ranks of Senior Air Crewman Officer 
(SACMO) in 1990 and Chief Pilot in 1992; and the amalgamation of 
the Air Crewman and ACMO grades in 2000.  Details of their rank 
structure and existing pay scales are set out at Appendix 15. 
 
7.7 The GFS grades, unlike the majority of other grades and 
ranks in the Disciplined Services, are not structured distinctly into the 
Rank and File and Officer cadres.  In this connection, we note that 
the then RHKAAF departmental grades were remunerated on the 
Master Pay Scale before they were transferred to the General 
Disciplined Services Pay Scales in May 1989 in the light of the 
recommendations of Mr Rennie21 and the advice of the Standing 
Committee. 
 
 
Relevant Considerations 
 
Job Factors and Special Factors 
 
7.8 We have considered the job factors and special factors in 
respect of the GFS grades.  Some key features are set out below – 
 

(a) Potential danger and risks faced by aircrew are 
relatively high since the pilots and ACMO are 
required to work under all weather conditions in 
search and rescue missions and handle a range of 
dangerous, unfamiliar and unpredictable situations 
in order to save lives.  They suffer a high degree of 
stress as each flying mission is unique with 
uncertainty and difficulties. 

 

                                                 
21 The Rennie Review in 1988 did not cover the GFS (or the then RHKAAF) as the latter was in 

the middle of transformation from a military set-up to a civilian Disciplined Service.  
Subsequently, the Administration invited Mr Rennie, in his personal capacity, to conduct a 
study of the RHKAAF and advise how it should be brought within the ambit of the Disciplined 
Services.  At the invitation of the Administration in May 1989, the Standing Committee 
agreed to assume responsibility for advising on the salaries and conditions of service for the 
GFS (the then RHKAAF). 
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(b) Individual responsibility required of the aircrew is 
great especially during search and rescue operations.  
An ACMO is often the only rescuer at the scene and 
has to make difficult and timely life-and-death 
decisions independently.  For the ground crew, they 
are responsible for the airworthiness of the aircraft 
and hence their work bears crucial importance in 
terms of flight safety.  

(c) All GFS staff have to perform shift duties although 
their conditioned hours of work are 44 hours per week.  
They are also subject to the requirement to be on-call 
and are liable to be called out for emergency tasks 
during off-duty.  Owing to the reactive nature of 
their work, the aircrew are not expected to work 
particularly long periods of continuous duty, except 
for special missions. 

 
Changes Since Last Reviews 
 
7.9 Both the GFS management and staff have highlighted 
that many changes in the past two decades have significant impact on 
their role and mode of operation, which further heighten the level of 
responsibilities, workload and pressure on the staff.  Some of the 
more significant changes are summarised below – 
 

(a) Changes in modus operandi and professional 
qualification :  In the past, the RHKAAF had many 
features of an auxiliary military force in its 
command structure and mode of operation, and its 
pilots and engineers were not required to hold any 
civilian professional licence in performing their 
duties.  Since its establishment in 1993, the GFS 
has been operating in accordance with civilian rules 
and regulations and is subject to the regulatory 
scrutiny of the Hong Kong Civil Aviation 
Department.  These new requirements are more 
stringent than before, resulting in higher demand on 
the qualifications and professional abilities of the 
aircrew and ground crew.  All pilots and engineers 
are required to hold professional licences to carry 
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out their duties, which have to be validated 
periodically.  Particularly for the pilots, their 
licences are also subject to the requirement of 
currency. 

(b) Changes in span of responsibilities : The phasing 
out of the British Royal Air Force and the Army Air 
Corp in the early 1990s resulted in the GFS having 
to gradually shoulder some of the responsibilities 
previously shared among these agencies.  To 
support its enhanced role, the GFS has expedited its 
localisation programme, put in place a 
comprehensive training plan and strengthened its 
fleet of aircraft and equipment.  The tasks and 
missions performed by the GFS crew have been 
expanded in types and complexity, and the missions 
are much more demanding, exposing the crew to 
higher level of risk. 

(c) Changes in aircraft fleet : With its expanded role 
and responsibilities, the GFS has to provide a safe 
platform for its crew to handle the demanding and 
risky operations.  The Department has undertaken 
replacement programmes on its fixed-wing aircraft 
and helicopters, and the current aircraft fleet is much 
more sophisticated and technologically advanced 
than those operated in the RHKAAF days.  At 
present, the GFS operates a fleet of nine aircraft, 
including two Jetstream-41 fixed-wing aircraft, three 
AS332 L2 Super Puma helicopters and four EC155 
B1 helicopters.  The enhanced capability of the 
aircraft requires a corresponding enhancement of the 
skills and training of both the operating aircrew and 
the engineering staff. 

(d) Changes in establishment : The GFS has emerged 
from an auxiliary service (with 98 auxiliary 
members out of 199 staff in 1988) into a department 
(with 223 permanent staff as at 1 January 2008) 
providing full-time, round-the-clock and all-weather 
service in support of rescue and law enforcement.  
The current establishment is more or less similar to 
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the level in 1993, despite an expansion of the GFS’s 
work portfolio during the period. 

 
7.10 Some workload indicators of the GFS are summarised in 
Table 7.2.   
 
Table 7.2: Examples of workload indicators of the GFS 

 1988 
(RHKAAF) 1998 2006 2007 

Establishment as at 1 April 19922 254 225 223 
Number of Aircraft23 10 11 9 9 
Total flying hours24 
(a) Fixed wing 
(b) Helicopters 

 
1 316 
1 758 

 
1 454 
5 628 

 
1 266 
4 690 

 
1 282 
4 306 

Number of call-outs 379 1 879 2 476 2 293 

 
Recruitment 
 
7.11 Recruitment statistics of the GFS grades reflect no 
recruitment difficulty.  For the aircrew grades of Pilot and ACMO, 
we note that recruitment of Cadet Pilots is carefully planned for better 
succession such that vacancies are not filled at one go and normally 
only two to four candidates are accepted in each recruitment exercise.  
For recruitment of Air Crewman Officer III (ACMO III), some 1 992 
applications were received in the recent recruitment exercise against 
three vacancies. 
 
7.12 There is no recruitment difficulty in the AE and AT ranks 
either.  Qualified AT grade officers may also join the AE rank 
through in-service appointment. 
 
Retention 
 
7.13 Retention has been an emerging issue in the Pilot grade.  
In the past five years, five pilots left the Pilot grade in total: one Pilot I 
in 2006-07, one Senior Pilot in 2007-08 and three (including one 
                                                 
22 The figures include the Volunteer Members. 
23 Although the fleet size in the earlier years was slightly larger, they were simple aircraft that 

were relatively easy to operate and maintain. 
24 The number of flying hours include hours for training, operations and related tasks. 
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Chapter 8 

Hong Kong Police Force 

Overview 
 
Role of Hong Kong Police Force 
 
8.1 The Hong Kong Police Force has a long history dating 
back to 1844.  As provided in the Police Force Ordinance (Cap. 232), 
the Police Force is responsible for preserving the public peace, 
maintaining law and order, preventing and detecting crimes and 
offences, as well as safeguarding and protecting life and property.  
The Police Force carries out its duties 24 hours a day and 365 days a 
year, in all weather conditions and covering the entire territory of 
Hong Kong.  With its wide diversity and complexity of 
responsibilities, the Police Force provides essential services to all 
walks of life.  It plays a pivotal role in keeping peace and order, 
enabling Hong Kong to maintain its status as one of the safest and 
most stable societies in the world, contributing to the development of 
Hong Kong as a world-class metropolitan city. 
 
Organisation Structure 
 
8.2 The Police Force is the largest Disciplined Service in 
terms of establishment.  It operates through five departments –  
 

(a) ‘A’ Department (Operations and Support) is the 
largest department, comprising five Land Regions, 
one Marine Region and two Policy Wings.  Each 
Region comprises a Regional Headquarters and the 
Administration, Operations, Traffic and Crime 
Formations.  The two Policy Wings, Operations 
and Support Wings, are responsible for policy 
development for a wide range of operational issues.  
These two Wings also take charge of training and 
coordination of key areas such as the Police Tactical 
Unit, Explosives Ordnance Disposal, public 
relations and traffic;  
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(b) ‘B’ Department (Crime and Security) comprises 
the Crime and Security Wings and is responsible for 
policy and overall direction of all matters related to 
crime and security.  The Crime Wing deals with a 
wide portfolio of matters on organised crime and 
triad activities, criminal intelligence, commercial 
crime, narcotics, crime prevention, liaison, 
identification, forensic firearms examination, child 
protection, and witness protection.  The Security 
Wing is responsible for VIP protection and security 
coordination, including counter-terrorism and 
related training; 

(c) ‘C’ Department (Personnel and Training) is 
responsible for matters relating to human resource 
management, staff relations and the Hong Kong 
Police College which provides foundation training 
and professional development courses to police 
officers; 

(d) ‘D’ Department (Management Services) comprises 
the Information Systems Wing and Service Quality 
Wing; and 

(e) ‘E’ Department (Finance, Administration and 
Planning) comprises the Administration Wing, 
Finance Wing and the Planning and Development 
Branch. 

 
Staffing 
 
8.3 The civilian staff aside, the Police Force had 
27 551 police officer posts as at 1 January 2008, comprising 66 
directorate posts (including 45 posts of the Chief Superintendent of 
Police rank and 21 posts of the Assistant Commissioner of Police rank 
and above), 2 484  non-directorate posts in the Police Inspector/ 
Superintendent grade, and 25 001 posts (over 90%) in the Junior 
Police Officer (JPO) grade.  Distribution of the non-directorate posts 
by programme areas is summarised in Table 8.1. 
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Table 8.1: Distribution of non-directorate posts in Hong Kong Police Force 
as at 1 January 2008 

Rank Commissioner’s 
Office 

Crime 
Prevention 
and Public 

Order 

Crime 
Control 

Human 
Resource 

Management 
Management 

Services 
Finance, 
Admin & 
Planning 

Total 

Police Inspector/Superintendent Grade 
SSP - 50 18 11 7 1 87
SP 1 136 67 38 13 3 258
CIP 1 219 186 71 27 4 508
IP/SIP - 768 631 193 36 3 1 631
Sub-total 2 1 173 902 313 83 11 2 484

Junior Police Officer 
SSGT - 970 249 60 7 - 1 286
SGT - 3 331 1 021 241 53 1 4 647
PC - 13 313 3 922 1 830 2 1 19 068
Sub-total - 17 614 5 192 2 131 62 2 25 001
Total 2 18 787 6 094 2 444 145 13 27 485

% 0.01% 68.35% 22.17% 8.89% 0.53% 0.05% 100%

Legend 
SSP Senior Superintendent of Police SSGT Station Sergeant 
SP Superintendent of Police  SGT Sergeant 
CIP Chief Inspector of Police PC Police Constable 
IP/SIP Inspector of Police/ 

Senior Inspector of Police   

 
Grade and Rank Structure 

8.4 Since its establishment in 1844, the grade and rank 
structure of the Police Force has been modified on a number of 
occasions to take account of changes and developments over the years, 
including recruitment, promotion and localisation policies.  The 
structure has remained broadly the same since the recommendations 
of the 1971 Salaries Commission Report.  The three grades in the 
Police Force – JPO, IP/SP and Commissioner of Police grades – 
involve 13 ranks in total, excluding the “Senior Police Constable” 
(SPC) designation which is further explained in paragraph 8.16(a).  
At the directorate level, the Commissioner of Police is supported by 
65 directorate officers.  The grade and rank structure and pay scale of 
the Police Force as at 1 January 2008 are set out at Appendix 17. 
 
The Police Pay Scale  
 
8.5 In line with the recommendations of the Rennie Review 
in 1988 that there should be a separate pay scale for the Police Force, 
a Police Pay Scale (PPS) was established to recognise the uniqueness 
of the Police Force, including the restrictions on joining trade unions, 
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their role as the agency of first and last resort and the need for the 
Police Force to remain apolitical.  The PPS is a 59-point pay scale 
encompassing all ranks of the police officers.  Since the introduction 
of this pay scale, the PPS has by and large followed adjustments to 
other civil service pay scales, including the annual adjustments based 
on findings of the Pay Trend Surveys. 
 
 
Relevant Considerations 
 
Job Factors and Special Factors 
 
8.6 In their GSR submissions, the management and staff 
provided a wealth of information on the unique role of the Police 
Force, the changes and challenges in their duties and responsibilities, 
and the changing environment under which they have to work.  Some 
key points mentioned in the submissions received or during exchanges 
in the GSR are highlighted below – 
 

(a) The Police Force is regarded as the agency of first 
and last resort.  This role includes maintaining 
boundary security since 1990s.  Given its diverse 
and important responsibility to preserve public peace 
and order, the Police Force is not only required to 
handle day-to-day issues, but is also expected to 
provide professional expertise, manpower and 
equipment to support the organisation of high profile 
events and top-level international meetings and 
conferences held in Hong Kong.  Furthermore, the 
Police Force has to respond to crises, ranging from 
civil disorder to natural disaster and terrorist threat.  
The Police Force is sometimes looked upon as an 
agency that provides assistance and support to other 
departments or authorities that lack the manpower, 
expertise or statutory power in discharging their 
enforcement functions, particularly in relation to 
prosecution power. 

(b) There are provisions that prohibit police officers 
from taking part in trade union or political activities.  
These provisions are designed to ensure that the 
Police Force and its members remain impartial and 
neutral in the handling of industrial and employment 
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disputes, as well as in the face of any political issues 
that may engender partisan community views.  In 
addition, police officers are subject to stringent 
discipline and accountability.  They are expected to 
maintain a high standard of honesty and integrity.  
Action of individual officers and the Police Force as 
a whole is subject to close scrutiny by the media and 
the public. 

(c) Police officers have to work under great stress and 
hardship.  Their conditioned hours of work are 
48 hours a week.  Most officers are on operational 
duties with shift and outdoor duties in all weather 
conditions.  Less than half of the police officers 
have migrated to five-day week.  Police officers are 
exposed to different kinds of dynamic and 
unpredictable situations involving risk of physical 
injury (and even death), health hazards, physical or 
psychological stress from various sources, including 
armed and violent criminals, victims of crime and 
use of force.  There is a rising trend in the number 
of Health-Impaired Officer25.  Officers on beat 
have to be on patrol, carrying with them an outfit 
(including a revolver) weighing some six 
kilogrammes.  All officers are required to stay 
highly alert at all times to deal with a variety of 
situations, and to take appropriate enforcement 
action ranging from verbal advice to arrest.  The 
shift pattern, work locations and work nature have 
implications on the family and social lives of police 
officers. 

(d) The work of the Police Force is diverse and complex.  
To undertake the wide spectrum of duties, all 
officers are required to undergo continuous training, 
covering general, specialist and refresher 
programmes.  The Hong Kong Police College 
(formally transformed from the then Police Training 

                                                 
25 Officers who are not able to perform the normal range of constabulary duties for a period of 

more than six months are termed “Health-Impaired Officers” (HIO) and are posted to restricted 
duties.  The number of HIO increased from 412 in 2002 to 491 in 2007, of which 95% were 
JPO. 
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School in 2006) equips police officers with the 
requisite knowledge and skills through structured, 
extensive and in-depth training programmes. 

 
Changes Since Last Reviews 
 
8.7 In addition to major reviews covering the civil service or 
the Disciplined Services as a whole, there were two specific reviews 
focusing on the Police Force in 1992 and 1998.  Apart from these 
two reviews, the conditioned hours of work of the Police Force were 
reduced from 51 to 48 hours in 2001 without downward pay 
adjustment, subject to the three conditions of no additional staffing 
requirement, no additional resources and no reduction of service to the 
public.  The outcome of these reviews has recognised the increasing 
responsibilities of police officers arising from the developments since 
the last comprehensive reviews. 
 
8.8 The Police Force has undergone transformation in its 
functions and organisation over the years in face of political, legal, 
social and economic changes.  These changes have impact on the 
operating environment of the Police Force and increased the 
complexity and scope of their duties.  Some key developments are 
highlighted below – 
 

(a) Changing political environment : Following Hong 
Kong’s reunification with the Mainland, the Police 
Force has assumed certain duties hitherto undertaken 
by the military.  Examples include boundary 
security, low risk counter-terrorist search and 
specialist duties relating to maritime operations.  
The closer link with the Mainland including the 
launching of the Individual Visit Scheme in 2003 
has also brought new challenges, increasing 
cross-border passenger and vehicular traffic as well 
as the risks of cross-border crimes.  The changing 
political landscape with greater scrutiny of the 
Police Force by the District and Legislative Council 
members has increased the scope and complexity of 
police work at all levels.  The Police Force is one 
of the core departments in the district administration 
system and is subject to close monitoring by the 
public and the media.  The Police Force also has to 
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adjust and adapt itself in the face of greater 
emphasis on individual rights backed by new 
legislation enacted in the last two decades for 
protecting and enhancing civil rights, transparency 
and accountability.   

(b) Legislative changes : Since 1990, a considerable 
volume of new legislation and amendments to the 
existing legislation have been introduced, resulting 
in significant growth in workload, duties and 
responsibilities of the Police Force.  Furthermore, 
many of the reports published by the Law Reform 
Commission have direct relevance on policing 
functions and powers.  Examples include the Public 
Order Ordinance (Cap. 245) and the Organised and 
Serious Crimes Ordinance (Cap. 455). 

(c) Changes in crime trend : The Police Force received 
80 796 crime reports in 2007, representing a 20% 
increase over 1997.  Crimes have become more 
complex and are increasingly associated with 
advancement in technology, cross-boundary 
involvement and social issues.  Changes in society 
have led to increases in reports on abuse of 
psychotropic drugs, illegal soccer bookmaking, 
domestic violence and child abuse.  To meet these 
challenges, the Police Force has set up new units, 
launched special training, adopted new approach and 
developed new procedures.  In the case of domestic 
violence, for instance, the number of such reports 
has increased by over 600%, from 1 072 in 1997 to 
7 509 in 2007.  The Police Force has adopted a 
multi-agency approach in collaboration with the 
Social Welfare Department and other relevant bodies 
to handle these cases.  The increasing number of 
non-ethnic Chinese illegal immigrants has also 
presented challenges in handling language and 
cultural diversity. 

(d) Crowd management, policing public order events and 
major events : Crowd management has been a 
traditional police duty, but its practices underwent a 
major review after the 1991 Lan Kwai Fong incident 
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with 21 people dead and 69 people injured.  
Traditional events such as sporting and local events, 
celebratory and entertainment events have increased 
in number and scale.  In addition, there is a marked 
increase in public order events in the form of public 
meetings and processions.  The number of major 
international events has also increased with  
Hong Kong’s expanding role as an international 
metropolis.  Amongst these events are the Handover 
Ceremony and associated celebration events in 1997, 
Fortune Global Forum in 2001, Sixth Ministerial 
Conference of the WTO in 2005 and the most recent 
2008 Olympic Equestrian Events.  All these events 
call for careful planning, effective communication 
and coordination with all stakeholders.  These events 
have brought about new demands in terms of 
resources and skills for police officers at all levels, 
resulting in heavier responsibilities and greater stress 
for frontline officers who have to work long hours, 
often during weekends and festive occasions. 

(e) “Secondary duties” : Since 1990, the concept of 
“secondary duties”26 in the Police Force has been 
extended to meet the wide range and increased 
complexity of police work.  At present, about 
4 900 police officers (or around 17%) of various ranks 
have an active “secondary duty” appointment, and 
about 200 officers have more than one “secondary 
duty”.  These officers have to undergo training and 
undertake these extra responsibilities in addition to 
their own normal duties without receiving Job-related 
Allowances.  The growth of “secondary duty” cadre 
reflects the increasing professionalism and efficiency 

                                                 
26 The major types of established secondary duties that officers perform include (a) public order 

and counter terrorist duties (e.g. Briefing Support Unit, Explosive Ordnance Disposal Cadre, 
Force Abseiling Cadre, Force Escort Group, Force Emergency Driver Cadre, Force Search 
Unit, Internal Security (IS) Company (Regional), IS Company (District), IS Company 
(TANGO) and Police Negotiator Cadre); (b) crime and disaster duties (e.g. Accredited Trainer 
on Child Protection Special Investigation, Child Abuse Investigation Unit Cadre, Disaster 
Victims Identification Unit, Gambling Expert, Technology Crime Initial Response Cadre, Triad 
Expert and Witness Protection Cadre); and (c) other duties (e.g. Extra Aide-de-Camp, 
Honorary Aide-de-Camp, Marine Rural Observation Post Cadre and Police Wild Boar Hunting 
Team). 
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of the Police Force.   
(f) Customer orientation and service quality : In tandem 

with the development of a customer-oriented culture 
in the civil service, the Police Force has also 
introduced cultural change, with greater emphasis on 
customer service, partnership, engagement and 
responsiveness to the demands of the society.  Apart 
from civil service-wide measures such as Performance 
Pledges and Victims of Crime Charter, other 
initiatives launched by the Police Force include a 
more proactive public relations strategy, Service 
Quality Award Contest, and the conduct of customer 
satisfaction surveys and staff opinion surveys to gauge 
the feedback of stakeholders. 

(g) New challenges for the Traffic and Marine Police : 
The significant growth in road and infrastructure 
throughout Hong Kong since early 1990s, the greater 
interface with the Mainland, and the expanded 
population have led to increase in traffic flow within 
Hong Kong and across the border.  This trend has 
led to a change from enforcement-based traffic policy 
to greater effort in the improvement of traffic 
management measures, and education of road users 
and exercise of discretion by police officers.  
Similarly, the Marine Police Region has assumed 
greater responsibilities and introduced a revamped 
and sophisticated “Versatile Maritime Policing 
Response” System for enhancing efficiency and 
effectiveness. 

 
8.9 The above challenges have a bearing on the workload and 
responsibilities of police officers at all ranks to varying degrees.  The 
Police Force has responded to these challenges in an exemplary 
fashion.  It has formulated new policies and strategies, and  
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Chapter 9 

Immigration Department 

Overview 
 
Role of Immigration Department 
 
9.1 The Immigration Department was established in 1961 
upon taking over immigration work from the then Royal Hong Kong 
Police Force.  The Department operates under the Immigration 
Service Ordinance (Cap. 331).  Apart from control of people moving 
into and out of Hong Kong by land, sea and air, the ImmD provides 
services to local residents, including issue of HKSAR passports and 
other travel documents, visas and identity cards, handling of 
nationality matters and registration of births, deaths and marriages.  
It also guards against entry of undesirables, enforces 
immigration-related legislation and administers schemes on attracting 
talent and investors.  The ImmD keeps Hong Kong at the forefront of 
the world by providing world-class immigration service in terms of 
effectiveness and efficiency, facilitating the flow of local residents, 
tourists and businessmen around the world, and contributing to the 
security and prosperity of Hong Kong. 
 
Organisation Structure 
 
9.2 The ImmD uses a three-pronged approach in pre-entry, 
upon-entry and post-entry controls.  It operates through the following 
six branches – 
 

(a) the Visa and Policies Branch is tasked with 
pre-entry control in processing applications for entry 
into Hong Kong in accordance with the existing 
immigration policies; 

(b) the Control Branch performs upon-entry control at 
immigration control points, including intercepting 
wanted criminals and undesirables and denying their 
entry to Hong Kong; 
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(c) the Enforcement and Litigation Branch is 
responsible for post-entry control, including 
investigation of immigration offenders, removal and 
deportation proceedings, global immigration 
intelligence, and immigration-related litigation and 
claims;  

(d) the Personal Documentation Branch provides 
services on registration of persons and issuing of 
identity cards, HKSAR passports and other travel 
documents etc.; 

(e) the Information Systems Branch specialises in 
automation support to the Department; and 

(f) the Management and Support Branch takes charge 
of overall administration of the Department. 

 
Staffing 
 
9.3 As at 1 January 2008, the ImmD had a total establishment 
of 6 631 posts, of which 5 035 posts (including ten directorate posts) 
were disciplined services grades, namely the Immigration Assistant 
(IA) grade (67%) and the Immigration Officer (IO) grade (33%).  
Distribution of the IO and IA grade posts at non-directorate levels is 
shown in Table 9.1.  The majority, 79% of the IA grade and 37% of 
the IO grade, are deployed to the Control Branch for upon-entry 
immigration control. 
 
Table 9.1: Distribution of ImmD non-directorate posts as at 1 January 2008 

IA grade IO grade  Total 
Branch 

No. No. No. % 
Control 2 651 621 3 272 65% 

Enforcement and 
Litigation  375 256 631 13% 

Visa and Policies  98 240 338 7% 

Personal Documentation 60 211 271 5% 

Information Systems  18 87 105 2% 

Management and 
Support  166 242 408 8% 

Total 3 368 1 657 5 025 100% 
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Grade and Rank Structure 
 
9.4 The Director of Immigration is underpinned by a Deputy 
Director and eight other directorate posts, namely six Assistant 
Directors and two Senior Principal Immigration Officers (SPIO).  
The SPIO rank was created in 1993. 
 
9.5 The IO and IA grades have undergone a major 
restructuring in 1990, through abolition of the then basic rank of 
Assistant Immigration Officer (AIO) in the IO grade and creation of a 
new rank of Chief Immigration Assistant (CIA) as the top tier of the 
Rank and File to undertake routine and less complex duties of the AIO 
rank.  The AIO rank was later phased out by cessation of recruitment, 
subsequent promotion to the rank of IO and natural wastage.  
Recruitment to the entry rank of IO was resumed in 1997. 
 
9.6 At present, there are altogether 12 ranks in the ImmD, 
including three ranks in the Rank and File (IA grade) and five ranks in 
the Officer cadre (IO grade).  Details of their rank structures and 
existing pay scales are at Appendix 20. 
 
 
Relevant Considerations 
 
Job Factors and Special Factors 
 
9.7 The work of the ImmD focuses on maintaining public 
order through immigration control and registration of the identities of 
citizens.  Their characteristics include (but are not limited to) the 
following – 
 

(a) The ImmD staff’s conditioned hours of work are 44 
hours per week.  Intensity of effort of the staff is 
high throughout their duty period.  They must 
process each and every traveller at control points by 
checking their travel documents and identification 
and guarding against suspected undesirables. 

(b) Over half of the staff are deployed to work at 
immigration control points, involving longer 
travelling time to and from their places of work.  
The staff have to work irregular and night shifts.  
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They are often required to strengthen the workforce 
at control points during Sundays, public holidays or 
festive seasons, causing a certain degree of social 
segregation and disruption of family and social life.  
The staff also highlight that they are subject to 
stringent conditions such as assigned “toilet breaks”. 

(c) Individual responsibility of Immigration staff is high 
in exercising independent judgment on immigration 
control.  Their decisions may be subject to 
complaint, petition, judicial review as well as close 
public and media scrutiny. 

(d) The staff are also deployed to investigate illegal 
immigration and related crimes or work in detention 
centres, involving danger and risks and demanding a 
high degree of physical fitness on the staff. 

 
Changes Since Last Reviews 
 
9.8 The ImmD management and staff unions explained in 
their GSR submissions that substantial changes brought about by the 
changing social, economic and political landscapes before and after 
Reunification had significant impact on the Department’s work.  
New skills were developed and new branches set up to cope with 
increasing complexity, sensitivity and sophistication in their jobs.  As 
a frontline service provider, the ImmD is among those government 
departments that have to handle additional demand and stress arising 
from civil service-wide initiatives to promote an open, transparent, 
customer-oriented and accountable government, and have to face 
rising public expectations of an efficient, courteous and professional 
service.  Other more notable changes in the ImmD’s operating 
environment are highlighted below – 
 

(a) Hong Kong’s Reunification in 1997 and increasingly 
frequent interaction with the Mainland have brought 
about new challenges in immigration work.  The 
ImmD has to handle matters in relation to Chinese 
nationality, issue HKSAR passports, lobby visa-free 
access for HKSAR passport holders, implement the 
right of abode provisions in the Basic Law, and 
collaborate with Chinese Diplomatic and Consular 
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Missions in foreign countries in assisting Hong 
Kong residents in distress. 

(b) While the role of the ImmD in regard to Mainland 
Chinese illegal immigrants and Vietnamese refugees 
has diminished, other immigration control tasks 
have emerged or significantly increased.  In 
particular, the ImmD has to deal with increasing 
challenges arising from bogus marriages between 
Hong Kong residents and Mainlanders, the 
fast-growing Individual Visit Scheme, control of 
visits of non-local women of advanced pregnancy 
stage, requests for political asylum or torture claims 
following the extension of the "Convention against 
Torture and Other Cruel, Inhuman or Degrading 
Treatment or Punishment" to Hong Kong in 1992, 
and prevention of potential entry of undesirables and 
international swindlers.  There are also additional 
responsibilities from other new initiatives, such as 
the Capital Investment Entrant Scheme in 2003 and 
the Quality Migrant Admission Scheme launched in 
2006. 

(c) Application of information technology has taken on 
a more extensive and prominent role in immigration 
control work.  The introduction and further 
development of the Smart Identity Card and 
“e-channel” at immigration control points are typical 
examples.  All these have to be supported by new 
and advanced skills of the immigration staff.  At 
the same time, advancement of technology on the 
global front has rendered immigration control work 
more sophisticated against a rising trend in the use 
of highly analogous forgery travel documents and 
other forgery methods.  Immigration staff have to 
be vigilant against such development and acquire 
new skills to develop suitable measures to cope with 
the challenges and ensure effective immigration 
control. 
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9.9 Some workload statistics of the ImmD at Appendix 21 
reflect significant increase in various work areas in the past twenty 
years.  For instance, the ImmD examined around 64 million 
passengers, vehicles and vessels in 1988.  The number increased by 
2.7 times to 238 million in 2007.  Between 1988 and 2007, the 
number of entry visa processed recorded a four-fold increase.  The 
number of applications for passports and the number of offenders 
prosecuted also more than doubled.  During the same period, the 
disciplined services establishment of the ImmD increased by around 
72%.  During our visits and review of written submissions, it is 
apparent that the staff find the upsurge in workload, rapid pace of 
change and strained human resources the major sources of stress. 
 
Recruitment 

9.10 There is no recruitment problem in the IA and IO grades 
as shown by the large number of applications received in recruitment 
exercises (Table 9.2).  In fact, the Department has been successful in 
attracting new recruits with qualifications above the benchmark 
requirement. 
 
Table 9.2: Recruitment statistics in the ImmD (most recent recruitment 
exercises)   

Rank  
(year of recruitment exercise) 

Target no. of 
recruits 

Applications 
received 

Offers  
made 

Immigration Assistant (2007-08) 300 14 436 328 

Immigration Officer (2007-08) 114 16 009 149 

 
Retention 
 
9.11 There is an increasing trend in wastage (other than natural 
wastage such as retirement) from the IA rank over the past few years.  
In 2007-08, such wastage rate was 7.8%, involving 90 leavers.  
However, we observe that a large proportion (98%) of them possess 
qualifications above the reference benchmark, including some 82% 
with degree qualification or above.  Viewed in this light, the wastage 
problem is partly related to the employment of many better-qualified 
candidates to this Rank and File grade.  This factor aside, there is no 
serious retention problem in the IA grade as a whole.  As for the 
Officer grade, similar wastage figures were below 1% in the past 
five years.  Some wastage statistics are shown in Table 9.3. 
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Chapter 10 

Independent Commission Against Corruption 

Overview 
 
Role of Independent Commission Against Corruption 
 
10.1 Established in 1974, the Independent Commission 
Against Corruption is committed to fighting corruption by a 
three-pronged approach of law enforcement, corruption prevention 
and community education to help keep Hong Kong fair, just, stable 
and prosperous.  Deriving its charter from the ICAC Ordinance 
(Cap. 204), the ICAC functions as an independent agency separated 
from the civil service, and is given the legal powers to investigate and 
bring the corrupt to book under three Ordinances, namely, the ICAC 
Ordinance, the Prevention of Bribery Ordinance and the Elections 
(Corrupt and Illegal Conduct) Ordinance.  Attributed to the 
unwavering hard work of the ICAC, Hong Kong has transformed 
itself from a place where corruption was serious in the 1960s and 
1970s, to a world-class city acclaimed as one of the cleanest places in 
the world30.  The ICAC will continue to play a pivotal role in 
maintaining Hong Kong’s competitiveness.  To this end, it needs to 
recruit and retain a strong cadre of staff with high integrity, 
professionalism and commitment. 
 
Organisation Structure 
 
10.2 The ICAC is headed by a Commissioner appointed by, 
and directly accountable to, the Chief Executive.  The Commission 
delivers its anti-corruption mission through the following three 
executive arms supported by an Administration Branch –  
 

(a) the Operations Department (OpsD) is the 
investigative arm responsible for receiving and 

                                                 
30 Hong Kong is the second cleanest city in Asia and is globally ranked 12th among 180 places 

surveyed in the Berlin-based Transparency International’s Corruption Perception Index 
announced in September 2008. 
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investigating alleged corruption offences.  It is the 
largest department of the ICAC and its Head is also 
the Deputy Commissioner of the ICAC;  

(b) the Corruption Prevention Department (CPD) 
minimises opportunities for corruption inherent in 
practices and procedures of Government 
departments and public bodies through assignment 
duties and consultation service.  The services are 
also extended to private organisations or individuals 
on requests; and 

(c) the Community Relations Department (CRD) 
focuses on educating the public on the evils of 
corruption and enlisting public support for the ICAC.  
Its seven Regional Offices reach out to local 
communities and serve as focal points for receiving 
corruption complaints and enquiries. 

 
Staffing 
 
10.3 Upon its establishment in 1974, the ICAC was provided 
with two main categories of staff – 
 

(a) the Commission Against Corruption Officer (CACO) 
grade created specifically to undertake 
anti-corruption duties.  The grade was later “split” 
in 1976 to create a further grade of staff peculiar to 
the Commission as a specialist Surveillance grade, 
formally known as the Commission Against 
Corruption Investigator (CACI) grade, to undertake 
surveillance duties; and 

(b) grades and ranks with counterparts existing 
elsewhere in the Government but with the suffix 
Commission Against Corruption (CAC) added to the 
rank and grade title (e.g. Executive Officer (CAC), 
Motor Driver (CAC)).  This group of staff was paid 
on the same scales as their civilian counterparts in 
the civil service. 

 
10.4 Excluding the post of the Commissioner, the ICAC had 
14 directorate posts, 912 posts in the CACO grade and 116 posts in 
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the CACI grade as at 1 January 2008.  Distribution of these posts is 
summarised in Table 10.1, showing that the OpsD commands 80% of 
the CACO grade and the entire CACI grade. 
 
Table 10.1: Distribution of disciplined services posts in the ICAC as at 
1 January 2008 

Grade OpsD CRD CPD Admin Total 
CACO 729 (80%) 127 (14%) 43 (5%) 13 (1%) 912 
CACI 116 (100%) - - - 116 
Sub-total 845 (82%) 127 (12%) 43 (4%) 13 (1%) 1 028 
Directorate 7 (50%) 3 (22%) 3 (22%) 1 (7%) 14

Total 852 (82%) 130 (13%) 46 (4%) 14 (1%) 1 042

(Note: The percentages do not add up to 100% due to rounding.) 
 
Terms of Employment 
 
10.5 The ICAC staff are public officers, not civil servants.  
Their conditioned hours of work are 44 per week.  Over 99% of the 
staff are employed on agreement terms (each tour currently of 2.5 
years in duration) and about 66% are serving on “linked agreement” 
under which an officer is offered an agreement comprising two tours31, 
with a gratuity payable upon satisfactory completion of the full 
agreement period.  The gratuity, when added to the Government’s 
contribution to the Mandatory Provident Fund Scheme (MPFS), 
equals to 25% of the total basic salary drawn during the period of the 
agreement. 
 
10.6 The agreement terms provide the ICAC with flexibility in 
employment to meet operational needs.  The Commissioner is 
empowered under the law to employ any staff, or terminate the 
appointment of an officer if he is satisfied that it is in the interests of 
the Commission to do so.  That said, the special termination power 
has been exercised only three times in the past ten years.  At present, 
over 60% of the staff have been serving in the ICAC for ten years or 
more. 
 

                                                 
31 The second tour will commence subject to the performance and conduct being satisfactory in 

the first tour.  New appointees (about 18%) are not eligible for linked agreement. 
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Grade and Rank Structure 
 
10.7 Excluding the ICAC Commissioner who is directly 
appointed by the Chief Executive, the ICAC disciplined services 
grades have six ranks at the directorate level, five ranks in the CACO 
grade and five ranks in the CACI grade.  Details of their rank 
structure and existing pay scales are set out at Appendix 23.  Unlike 
most other grades in the Disciplined Services, the CACO and CACI 
grades are not distinctly structured into the Rank and File and the 
Officer grades.  Generally speaking, the first tier of the CACO and 
CACI grades are broadly comparable to the Rank and File cadre and 
the higher ranks are on the Officer cadre in terms of the pay ranges. 
 
The ICAC Pay Scale  
 
10.8 In line with the recommendations of a special review 
conducted by Mr Rennie32, a separate ICAC Pay Scale (IPS) was 
created in 1989 to recognise the special status of the ICAC and 
underline its independence from the civil service.  Prior to that, the 
ICAC grades used to be remunerated on the Master Pay Scale at rates 
broadly related to those for the Hong Kong Police Force because of 
their similarities in work and the fact that the Police Force was 
hitherto responsible for enforcing the laws on corruption.  A loose 
relationship of pay between the ICAC and the Police grades has 
largely been maintained since then. 
 
10.9 Whilst the ICAC is independent from the civil service, 
the IPS has all along been adjusted in line with changes in the civil 
service pay scales, including the adjustments of entry pay after the 
1999 and 2006 Starting Salaries Surveys, the civil service pay cuts in 
2002-05, and the annual civil service adjustments based on the Pay 
Trend Surveys. 
 

                                                 
32 In 1988, the Rennie Committee conducted a comprehensive review on the pay and conditions 

of service of the Correctional Services, Customs and Excise, Fire Services, Immigration and 
Police Force.  Afterwards, the Administration invited Mr Rennie to conduct a special review 
on the ICAC. 
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10.10 Some 544 CACO and 85 CACI grade members, as at 
1 April 2008, were still receiving the monthly ICAC Post Allowance33.  
The rates of the Allowance have been “frozen” at $400, $700 or 
$1,000 per month (according to rank) since 1974, and the Allowance 
was ceased for new recruits who were offered appointment on or after 
1 April 2000. 
 
 
Relevant Considerations 
 
Job Factors and Special Factors 
 
10.11 In their submissions to the GSR, the ICAC management 
and staff provided a host of information on their work and highlighted 
challenges inherent in their responsibilities.  Some key points are 
highlighted below – 

 
(a) Corruption is a secret, borderless crime between 

consenting parties without obvious crime scene.  
Investigation is complex and often necessitates 
covert surveillance and undercover operations, 
which are associated with high risks, hardship, stress 
and social segregation.  Public sector corruption 
may involve suspects familiar with investigation and 
surveillance practices, hence rendering such 
investigation more difficult.   

(b) Investigation and subsequent prosecution processes 
involve intricate legal issues, more so for those 
relating to complex operation in the business sectors, 
big corporations or sophisticated corruption 
facilitated frauds.  The staff are experiencing stress 
and hardship in work with increasing caseload 
against tight manpower, short deadlines of pre-trial 
preparation and court orders, burden of possible 
legal consequences of their action, testifying in 
courts and powerful defence teams. 

                                                 
33 The ICAC Post Allowance was introduced when the ICAC was set up in 1974 “as a means of 

attracting people of the right calibre and with experience in different fields into a new, 
somewhat isolated, and developing organisation”.  The Allowance is neither pensionable nor 
gratuity bearing. 
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(c) The ICAC has stringent requirements on the conduct 
and integrity of all staff in respect of confidentiality, 
restrictions on personal act including investment and 
financing, departure from Hong Kong, political 
affiliation and social contacts.  They have to 
sustain integrity and professionalism of a high order 
at all times and keep absolute confidentiality even 
on the nature of their work. 

 
Changes Since Last Reviews 
 
10.12 The ICAC management and staff emphasise that many 
changes in the past two decades have important impact on their role 
and mode of operation, which further heightened the level of 
responsibilities, workload and pressure on the staff.  Some of the 
more significant observations are summarised below – 
 

(a) New legislation and developments in law : Changes 
in the legal landscape, including judgment from the 
appellate court and the new Interception of 
Communications and Surveillance Ordinance 
enacted in 2006, have added substantially to the 
demands on the ICAC’s work.  Also, Hong Kong 
has been able to uphold its culture of clean elections, 
and the ICAC’s portfolio has grown to cover all 
elections from Village Representatives to the Chief 
Executive level.   

(b) Changing nature and pattern in corruption : While 
public sector corruption reports continue to fall, 
private sector cases are on the rise.  Investigations 
of the latter demand in particular high intellectual 
capacity, strong analytical power and an inquisitive 
mind.  Breadth and depth of knowledge in a 
diversified range of subjects is essential for handling 
corruption cases in any sector, trade or profession.  
More corruption incidents have manifested as 
misconduct in public office rather than simple 
bribery.  Furthermore, corruption cases often 
involve dealings outside the territory, creating 
additional hurdles for investigators. 
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(c) Increasing sophistication with technological 
advancement and globalisation : With rapid 
socio-economic advancement, corruption and related 
crimes have become increasingly complex and 
global in nature.  Various challenges have emerged 
such as higher awareness on covert surveillance and 
investigation, more corruption complaints involving 
complicated transactions of public listed companies 
or corruption facilitated frauds, manipulation of 
rules and practices by professionals, high quality 
legal teams employed by defendants etc. 

(d) International and Mainland collaboration : 
Cross-territory anti-corruption activities have grown 
significantly and Hong Kong’s participation through 
the ICAC plays a pivotal role in the Mainland, 
regional and international context.  Requests for 
mutual legal assistance34 and extradition have 
increased.  International agencies such as APEC 
and INTERPOL have launched more joint efforts 
against money laundering, terrorist financing, etc. 

 
10.13 As shown in some workload statistics of the ICAC at 
Appendix 24, there is a gradual decline in public sector corruption 
cases and increase in private sector corruption complaints.  In 2007, 
private sector corruption reports constituted 66% of the total with the 
remaining 34% being public sector cases.  Election complaints 
increased by ten times over the last two decades to 913 cases in 2007.  
Work relating to corruption prevention and community education has 
been on a steady trend. 
 
One-Commission Approach 
 
10.14 The ICAC all along emphasises a “One-Commission, 
Three-pronged” approach.  In response to some varied opinions 
received in the GSR, we have taken the opportunity to revisit the 
matter.  We note that the three ICAC departments are inseparable and 
                                                 
34 Under the Mutual Legal Assistance in Criminal Matters Ordinance (Cap. 525), the Secretary 

for Justice may authorise ICAC investigators to conduct formal corruption-related enquiries in 
response to requests from overseas law enforcement organisations and judicial authorities.  
These include interviewing witnesses and suspects, examining bank accounts and documents, 
and restraining assets. 
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integral parts of a total strategy, and unity and team spirit among the 
three inter-dependent departments is crucial.  According to the ICAC, 
it has since 2007 adopted common recruitment for the three 
departments at entry ranks, and reinforced its cross-posting 
arrangement to complement the policy and enable all-round 
development of the staff.  In this light, we consider it important to 
continue to respect the long established “One-Commission” approach 
of the ICAC and reflect this in its grade and pay structures. 
 
Recruitment 
 
10.15 With agreement terms, the ICAC can flexibly deploy 
open recruitment and/or in-service appointment for filling vacancies at 
various levels to meet operational needs while maintaining reasonable 
opportunities for staff advancement.  In practice, recruitment to the 
CACO grade is mainly conducted in the Assistant Commission 
Against Corruption Officer (ACACO) and CACO(Lower) (CACO(L)) 
ranks, with the former also being eligible for promotion to the latter.  
Specialist posts in the senior ranks are open to recruitment and/or 
in-service appointment.  For the CACI grade, only the basic ranks of 
CACI(Main Stream) (CACI(M)) and CACI(Attendant Stream) 
(CACI(A)) are filled by open recruitment. 
 
10.16 Statistics from the ICAC reflect no recruitment difficulty 
in the CACO or CACI grades.  For instance, 1 193 and 
1 853 applications were received for selecting 118 and 31 target 
recruits of ACACO and CACO(L) respectively based on aggregate 
recruitment figures in 2007.  The ICAC also encountered no 
difficulty in recruiting specialist posts in the higher ranks.   
 
Retention 
 
10.17 The CACO grade has relatively high wastage and 
vacancy figures for some years (Table 10.2), particularly in the 
ACACO and CACO(Middle/Lower) (CACO(M/L)35) ranks.  In 2007, 
48 ACACO (14.2%) and 19 CACO(M/L) (5.7%) left the ICAC other 
than natural wastage (e.g. retirement).  The grade’s overall 
non-directorate vacancies reached 147 or 15.9% as at 1 January 2008.  
For the higher ranks, their wastage is considered not unreasonable 
                                                 
35 CACO(M/L) is on through scale. 
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given the nature of agreement employment.  For instance, four 
CACO(Upper) (CACO(U)) (4.3%) left the ICAC in 2007 other than 
natural wastage. 
 
Table 10.2: Wastage in ACACO and CACO(M/L) ranks in the past five years 

 2003 2004 2005 2006 2007 
Wastage 19 18 28 24 48 

ACACO  
As % of strength 4.6% 4.8% 7.3% 6.4% 14.2%
Wastage 12 17 19 17 19 

CACO(M/L) 
As % of strength 3.6% 5.2% 6.2% 5.4% 5.7%

(Note: Natural wastage is excluded) 
 
10.18 Based on the staff profile, roughly one third of the 
serving ACACO and CACO(L) officers are relatively “young” with 
three years of service or less in the ICAC, while about 44% of the 
ACACO and 37% CACO(L) officers have served in the Commission 
for ten years or more.  The ICAC points out that its staff are highly 
sought after by the commercial sector given the latter’s increasing 
demand for experienced hands with proven ability and integrity to 
take up responsibilities on corporate governance and compliance work 
in the finance, insurance and banking sectors.  According to the 
Commission, at least 70 (62%) of the 113 CACO grade officers who 
left the OpsD (other than natural wastage) between 2005 and 2007 
were because of better offers from the private sector or other public 
bodies. 
 
10.19 For the CACI grade, three CACI(M) (5%) left in 2007 
other than retirement and there was only one vacancy in the CACI(M) 
rank (1.4%) as at 1 January 2008 with altogether two vacancies (1.7%) 
in the grade.  Similar vacancy figures in the past few years were 
slightly higher but still within a reasonable range.  For instance, there 
were eight CACI(M) vacancies (11.3%) on 1 January 2004, dropping 
to six vacancies (8.5%) on 1 January 2007. 
 
Career Progression 
 
10.20 Career progression carries lesser weight under agreement 
terms as this type of appointment generally implies a more flexible 
career structure.  Nonetheless, the following features are 
noteworthy – 
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(a) The ACACO rank, which is more akin to the Rank 
and File in terms of entry qualification and pay level, 
is eligible for promotion36 to the Officer cadre of 
CACO(L)37.  Similarly, CACI(M) has direct 
promotion avenues to higher ranks in the CACI 
grade having pay levels comparable to that of the 
Officer cadre. 

(b) The CACO(M) and CACO(L) ranks are on through 
scale under which a CACO(L) can advance to the 
CACO(M) rank upon meeting the prescribed service 
criterion of four years (or exceptionally three years) 
and passing the necessary advancement qualifying 
examination. 

(c) The ICAC may flexibly launch open recruitment 
and/or in-service appointment in filling vacancies at 
higher ranks in the CACO grade.  Certain 
CACO(U) posts in the OpsD are open to promotion 
from Chief Commission Against Corruption 
Controller (CCACC) in the same section for 
operational reasons. 

 
10.21 We have looked into promotion prospects of staff in the 
ICAC.  In very broad terms, staff profile of the CACO and CACI 
grades shows generally satisfactory career progression as reflected in 
their average length of in-rank service before promotion to next higher 
rank.  Also, about 51% of the staff as at 1 January 2008 had yet to 
reach the maximum pay point in their ranks.  Ratio of posts in 
promotion ranks are reasonable, although actual promotion 
opportunities are inevitably restricted by the small size of some ranks.  
In this respect, we have to emphasise once again the fundamental 
principle that promotion is not a right and is subject to a range of 
factors, such as availability of vacancies, operational need, age profile 
of staff and merit of individual contenders. 
 
 

                                                 
36 Promotion pre-requisites include two years of service in the ACACO rank and the passing of 

specific promotion qualifying examination. 
37 The CACO(L) rank is also a recruitment rank.  During 2002 to 2007, a total of 115 ACACO 

officers were promoted to CACO(L) rank, while there were 217 intake from recruitment in the 
same period. 
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Chapter 11 

Disciplined Services Directorate Grades  
and Disciplined Services Pay Scales  

Overview 
 
11.1 Including six Heads of Disciplined Services39, there were 
128 directorate posts in the Disciplined Services remunerated under 
three disciplined services pay scales as at 1 January 2008.  Details 
are summarised in Table 11.1.  There are altogether 33 disciplined 
services directorate ranks as listed at Appendix 26. 

Table 11.1: Directorate establishment in the Disciplined Services as at 
1 January 2008 

Disciplined 
Services 

GDS(C) 1 
IPS 45 
PPS 55 

GDS(C) 2 
IPS 46 
PPS 56

GDS(C) 3 
IPS 47 
PPS 57 

IPS 48 
PPS 58 GDS(C) 4 PPS 59 No. of 

Posts 
No. of 
Ranks 

Equivalent Points 
on Directorate 

Pay Scale 
D1 D2 D3 D4/5 D6 D8 Total  

General Disciplined Services (Commander) Pay Scale  
CSD 3 4 1 - 1 - 9 5 
C&ED 2 4 1 - 1 - 8 4 
FSD 8 7 1 - 1 - 17 6 
GFS 3 - 1 - - - 4 3 
ImmD 2 6 1 - 1 - 10 4 

Sub-total 18 21 5 - 4 - 48 22 
ICAC Pay Scale 45 and above 

ICAC - 9 4 1 - - 14 6 
Police Pay Scale 55 and above 

Police Force 45 14 4 2 - 1 66 5 
Total 63 44 13 3 4 1 128 33 

                                                 
39 The six posts are the Controller, Government Flying Service remunerated on GDS(C) 3; 

Commissioner of Correctional Services, Commissioner of Customs and Excise, Director of 
Fire Services and Director of Immigration remunerated on GDS(C) 4; and the Commissioner 
of Police remunerated on PPS 59.  Separately, the post of Commissioner, ICAC is 
remunerated on Directorate Pay Scale D8. 
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11.2 Recruitment is not an issue as directorate officers are 
normally promoted through the non-directorate ranks.  There is also 
no retention problem in the directorate grades as directorate officers 
generally view their career in the civil service as a life-long 
commitment.  Their turnover rate is relatively low, other than normal 
wastage on retirement.  For instance, the departure of all eight 
directorate officers who left in 2007-08 was due to retirement or 
completion of agreement.  Natural wastage varies, depending on the 
age profile of the incumbents40.   
 
11.3 Career progression of directorate officers differs among 
the grades.  Promotion depends on merit of individual officers and 
the availability of vacancies at a senior rank, which is, in turn, affected 
by functional needs, rank ratio and age profile of the incumbents.  
Given the command structure, promotion to directorate ranks is 
subject to keen competition.  
 
 
Analysis and Recommendation 
 
Grade Structure Review on the Directorate Grades 
 
11.4 In tandem with the GSR of the Disciplined Services, the 
Standing Committee on Directorate Salaries and Conditions of Service 
(the Directorate Committee) has conducted a grade structure review 
on the directorate grades and ranks under its purview, covering the 
Heads of Disciplined Services.  As the recommendations of the 
Directorate Committee may have a bearing on our consideration of the 
appropriate pay scales for the grades and ranks in the Disciplined 
Services, we have taken note of the following  –  

(a) The Directorate Committee noted the long 
established relationship between the salary of the 
Heads of Disciplined Services and the comparable 
civilian directorate ranks in the civil service, and 
considered that the present salary levels of the Heads 
of Disciplined Services are appropriate and should 
be maintained.  

                                                 
40 Some 55% of directorate officers in the Disciplined Services are within the age group of 51 

to 55. 
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(b) The Directorate Committee recommended that for 
officers on D1 to D8 of the Directorate Pay Scale, 
the current pay level be maintained, an additional 
increment of about 3% be added at the top end of 
each pay level for D1 to D8, and all increments be 
awarded on a biennial basis. 

 
Review of Directorate Ranks and Pay Structure in Disciplined 
Services 
 
11.5 Directorate officers in the Disciplined Services play a key 
leadership and management role in steering their departments to rise 
to new challenges, including enhanced cooperation with the Mainland 
and international authorities, political and legislative developments, 
rising public expectations, closer public and media scrutiny, civil 
service-wide reforms and efficiency measures, and the changing 
profile of workforce.  The responsibilities of the directorate officers 
have increased in scope, volume and sophistication as a result of the 
many political, social, economic, legislative and organisational 
developments.  Disciplined services directorate officers, similar to 
their civilian counterparts, are subject to public scrutiny and political 
pressure, with stringent rules restricting their personal activities such 
as investment, post-retirement employment and participation in 
political activities. 
 

11.6 During the GSR, we have looked into the pay scales of 
all directorate grades and ranks in the Disciplined Services below the 
Heads of Services.  We are guided by the consideration that the 
Disciplined Services are an integral part of the civil service.  
Responsibilities at the directorate levels in the Disciplined Services, 
similar to their civilian counterparts, are mainly focused on strategic, 
leadership and management roles, which are broadly comparable.  
We are also mindful that it has been the well-established practice that 
the pay of the disciplined services directorate bears close relativity 
with that of the civilian directorate grades.  Having examined all 
relevant considerations, we recommend that the existing relativity 
between the pay of the disciplined services directorate with that of the 
civilian directorate be maintained.  (Recommendation 11.1)   
 
11.7 Taking into account the recommendations of the 
Directorate Committee and all other considerations, we recommend 
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maintaining the current pay level of the disciplined services 
directorate grades and ranks, and adding one more increment of about 
3% at the end of each pay level (Recommendation 11.2).   We also 
recommend standardising the grant of all increments in these 
directorate ranks to biennial basis.  (Recommendation 11.3) 
 
11.8 With the above improvements, increments for directorate 
officers at or below GDS(C) 3, IPS 47 and PPS 57 will be granted on 
a biennial basis after completion of two, four and six years of service, 
instead of the present arrangement of receiving increment after 
completion of two and five years of service.  Due regard has also 
been given to the issue of retirement age in the Disciplined Services 
(paragraphs 3.53 to 3.57 in Chapter 3 are also relevant).   
 
11.9 We have received various proposals to create new 
directorate ranks or posts.  On the creation of new ranks, we have 
examined these requests and set out our views in the relevant Chapters.  
As regards the creation of new posts or the upgrading of existing ones, 
there is a well-established mechanism for the departmental 
management to pursue these proposals in consultation with relevant 
bureaux and departments.  We would be pleased to consider any 
proposal from the Administration in due course.   
 

 
The Disciplined Services Pay Scales 
 
11.10 As a result of our recommendations on the 
non-directorate ranks (Chapters 3 to 10) and the directorate ranks 
(paragraph 11.7), there will be corresponding changes to the 
disciplined services pay scales.  In summary, we recommend 
extending the Rank and File pay scales by two pay points at the top 
end and the Officer cadre pay scales by one pay point at the top end, 
and adding one more increment of about 3% at the end of each salary 
scale of the disciplined services directorate ranks.  With these 
improvements, we recommend the following changes to the 
disciplined services pay scales (based on the pay scales as at 
1 April 2008) (Recommendation 11.4) – 
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(a) for the GDS(R), adding two new pay points to the 
top end as GDS(R) 28 ($30,540) and GDS(R) 29 
($31,750);  

(b) for the GDS(O), adding one new pay point to the top 
end as GDS(O) 39 ($100,780);  

(c) for the GDS(C), adding one new increment of about 
3% each at the top end of GDS(C) 1, 2 and 3 
respectively; 

(d) for the IPS, adding one new pay point between the 
existing IPS 44 and IPS 45 as IPS 44a ($100,780), 
and adding an increment of about 3% each at the end 
of IPS 45, 46, 47 and 48 respectively; and 

(e) for the PPS, adding one new pay point between the 
existing PPS 54 and PPS 55 as PPS 54a on $100,780, 
and adding an increment of about 3% each at top 
end of PPS 55, 56, 57 and 58 respectively. 

The full sets of the revised pay scales incorporating the changes 
recommended in paragraphs 11.7 and 11.10 are set out at 
Appendix 27. 

11.11 As a result of these changes, the gap between the new 
maximum non-directorate pay point and the bottom of the disciplined 
services directorate pay scales will be revised from the present 9.1% 
to around 5.6%.   
 
 
Summary of Key Recommendations  
 
11.12 In summary, we recommend –  
 

(a) maintaining the existing relativity between the pay 
levels of the disciplined services directorate with 
that of the civilian directorate; 

(b) maintaining the current pay level of the disciplined 
services directorate grades and ranks, and adding 
one increment of about 3% at the end of each pay 
level; 
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Appendix 9 

Disciplined Services Grades and Ranks of  
Customs and Excise Department 

Rank Pay Scale as at 1 April 2008 No. of Posts % of Total 

Directorate    
Commissioner of Customs 

and Excise 
GDS(C) 4 
$181,450 1 0.02% 

Deputy Commissioner of 
Customs and Excise 

GDS(C) 3 
$142,700 – $151,200 1 0.02% 

Assistant Commissioner of 
Customs and Excise  

GDS(C) 2 
$122,700 – $130,300 4* 0.09% 

Chief Superintendent of 
Customs and Excise  

GDS(C) 1 
$106,400 – $113,150 2 0.04% 

Sub-total 8 0.17% 
Inspector/Superintendent of Customs and Excise Grade (Officer Cadre) 
Senior Superintendent of 

Customs and Excise  
GDS(O) 36 – 38 

$89,995 – $97,545 17 0.37% 

Superintendent of Customs 
and Excise  

GDS(O) 32 – 35 
$77,625 – $86,630 32 0.71% 

Assistant Superintendent of 
Customs and Excise 

GDS(O) 26 – 31 
$62,225 – $74,845 72 1.59% 

Senior Inspector of Customs 
and Excise  

GDS(O) 21 – 25 
$51,850 – $59,885 300 6.61% 

Inspector of Customs and 
Excise 

GDS(O) 5 – 20 
$24,050 – $50,170 419 9.24% 

Sub-total 840 18.52% 
Customs Officer Grade (Rank and File) 

Chief Customs Officer GDS(R) 23 – 27 
$26,185 – $29,365 309 6.81% 

Senior Customs Officer GDS(R) 14 – 22 
$20,340 – $25,460 988 21.78% 

Customs Officer GDS(R) 2 – 13 
$13,860 – $19,745 2 391 52.71% 

 Sub-total 3 688 81.30% 
 Total 4 536 100% 

Note 
(1) Figures on number of posts show the position as at 1 January 2008. 
(2) * Including one supernumerary post. 
(3) The percentages may not add up to 100% due to rounding. 
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Appendix 12 

 
Disciplined Services Grades and Ranks of  

Fire Services Department 

 
Rank Pay Scale as at 1 April 2008 No. of Posts % of Total 

Directorate 

Director of Fire Services GDS(C) 4 
$181,450 1 0.01% 

Deputy Director of Fire 
Services 

GDS(C) 3 
$142,700 – $151,200 1 0.01% 

Chief Fire Officer  GDS(C) 2 
$122,700 – $130,300 6 0.07% 

Chief Ambulance Officer GDS(C) 2 
$122,700 – $130,300 1 0.01% 

Deputy Chief Fire Officer GDS(C) 1 
$106,400 – $113,150 7 0.08% 

Deputy Chief Ambulance 
Officer 

GDS(C) 1 
$106,400 – $113,150 1 0.01% 

 Sub-total 17 0.19% 
Station Officer / Divisional Officer Grade (Officer Cadre) 

Senior Divisional Officer GDS(O) 36 – 38 
$89,995 – $97,545 30 0.34% 

Divisional Officer GDS(O) 32 – 35 
$77,625 – $86,630 42 0.48% 

Assistant Divisional Officer GDS(O) 26 – 31 
$62,225 – $74,845 145 1.66% 

Senior Station Officer* GDS(O) 21 – 25 
$51,850 – $59,885 

Station Officer* GDS(O) 5 – 25 
$24,050 – $59,885 

662 7.59% 

(* Including 29 Senior Station Officer (Control)/Station Officer (Control) posts) 
 Sub-total 879 10.07% 
Ambulance Officer Grade (Officer Cadre) 
Senior Assistant Chief 

Ambulance Officer 
GDS(O) 36 – 38 

$89,995 – $97,545 3 0.03% 

Assistant Chief Ambulance 
Officer 

GDS(O) 32 – 35 
$77,625 – $86,630 6 0.07% 

Superintendent (Ambulance) GDS(O) 26 – 31 
$62,225 – $74,845 9 0.10% 

Senior Ambulance Officer GDS(O) 21 – 25 
$51,850 – $59,885 41 0.47% 

Ambulance Officer GDS(O) 5 – 20 
$24,050 – $50,170 69 0.79% 

 Sub-total 128 1.46% 
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Appendix 13 

Examples of Workload Indicators 
of Fire Services Department 

Workload Indicators 1988 1998 2006 2007 
All fire calls 21 817 37 846 33 268 31 638 
Special service calls 13 735 20 813 21 383 22 083 
Emergency ambulance calls attended by first 

responders NA NA 25 223 38 917

Turnouts of fire appliances to emergency calls 121 655 115 184
Emergency move-ups of fire appliances to 

provide operational coverage 
NA 154 681

23 353 35 135

Complaints of imminent fire hazards received  8 639* 5 299 4 411 4 345 
Fire Hazard Abatement Notices issued in 

respect of floating obstructions to means of 
escape (MOE) and locked exits  

 
NA 

 

 
2 721 

 

 
449 

 

 
732 

 
Licences renewed/issued (including timber 

stores, dangerous goods stores and dangerous 
goods vehicles) 

585 # 6 514 6 107 5 989 

Fire Hazard Abatement Notices issued (other 
than floating obstructions to MOE and locked 
exits) 

 
NA 

 

 
12 432 

 

 
2 039 

 

 
2 264 

 
Building plans processed 8 219 9 878 12 488 12 683 
Inspection of fire service installations and 

equipment (including those to verify the 
accuracy of maintenance certificates) 

9 657 38 127 86 997 90 889 

Inspection of fire safety in hospitals/clinics, 
schools, child care centres, food premises, 
places of public entertainment, karaoke 
establishments, and drug dependent persons 
treatment and rehabilitation centres 

33 959 35 749 

Inspection of fire safety in commercial premises 
and composite buildings 

NA 31 866 

14 418 15 228 

Lectures and advisory services given  379 5 236 28 228 30 185 
Prosecutions instituted 1 216 540 486 574 
Emergency calls for ambulance service 225 465 394 493 539 903 573 657
Urgent calls for ambulance service 196 201^ 69 250 34 771 36 916 
Turnouts of ambulances, ambulance motor 

cycles and Rapid Response Vehicles to calls NA NA 627 979 667 505

Emergency move-ups of ambulance to provide 
operational coverage NA NA 45 630 66 619 

 
Note 
(1) * Complaints on fire safety standards and fire hazards. 
(2) # Issue of licences for timber stores and dangerous goods stores only. 
(3) ^ Non-emergency calls for ambulance service. 
 
Source: Controlling Officer’s Reports (HKSAR Government Estimates) 
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Appendix 15 

Disciplined Services Grades and Ranks of  
Government Flying Service 

 
Rank Pay Scale as at 1 April 2008 No. of Posts % of Total 

Directorate 
Controller, Government 

Flying Service 
GDS(C) 3 

$142,700 – $151,200 1 0.60% 

Chief Pilot GDS(C) 1 
$106,400 – $113,150 2 1.21% 

Chief Aircraft Engineer GDS(C) 1 
$106,400 – $113,150 1 0.60% 

 Sub-total 4 2.41% 
Pilot Grade 

Senior Pilot GDS(O) 36 – 38 
$89,995 – $97,545 8 4.82% 

Pilot I GDS(O) 26 – 35 
$62,225 – $86,630 16 9.64% 

Pilot II GDS(O) 14 – 25 
$38,895 – $59,885 13 7.83% 

Cadet Pilot GDS(O) 1b – 2 
$18,010 – $20,540 4 2.41% 

 Sub-total 41 24.70% 
Air Crewman Officer Grade 
Senior Air Crewman 

Officer 
GDS(O) 36 – 38 

$89,995 – $97,545 1 0.60% 

Air Crewman Officer I GDS(O) 26 – 35 
$62,225 – $86,630 4 2.41% 

Air Crewman Officer II GDS(O) 17 – 25 
$44,665 – $59,885 6 3.61% 

Air Crewman Officer III 
GDS(R) 7, 9 and 
GDS(O) 1b – 16 

$16,250 – $42,750 
16 9.64% 

 Sub-total 27 16.26% 
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Appendix 17 

Disciplined Services Grades and Ranks of 
Hong Kong Police Force 

Rank Pay Scale as at1 April 2008 No. of Posts % of Total  

Directorate 

Commissioner of Police  PPS 59 
$202,000 1 0.004% 

Deputy Commissioner of 
Police 

PPS 58 
$166,900 – $172,000 2 0.007% 

Senior Assistant 
Commissioner of Police 

PPS 57 
$142,700 – $151,200 4 0.015% 

Assistant Commissioner 
of Police 

PPS 56 
$122,700 – $130,300 14 0.051% 

Chief Superintendent of 
Police 

PPS 55 
$106,400 – $113,150 45 0.163% 

 Sub-total 66 0.24% 
Police Inspector/Superintendent Grade  
Senior Superintendent of 

Police 
PPS 52 – 54 

$89,995 – $97,545 87 0.32% 

Superintendent of Police PPS 48 – 51 
$77,625 – 86,630 258 0.94% 

Chief Inspector of Police PPS 42 – 47 
$62,225 – 74,845 508 1.84% 

Senior Inspector of Police PPS 37 – 41 
$51,850 – 59,885 

Inspector of Police PPS 23 – 41 
$29,460 – 59,885 

1 631 5.92% 

 Sub-total 2 484 9.02% 
Junior Police Officer Grade  

Police Station Sergeant PPS 21 – 29 
$28,065 – $37,265 1 286 4.67% 

Police Sergeant PPS 14 – 22 
$23,125 – 28,785 4 647 16.87% 

Police Constable PPS 2 – 14 
$16,160 – 23,125 19 068 69.20% 

 Sub-total 25 001 90.74% 

 Total 27 551 100% 
 
 
 
 
Note 
(1) Figures on number of posts show the position as at 1 January 2008. 
(2) Inspector of Police and Senior Inspector of Police are on through scale. 
(3) The percentages may not add up to 100% due to rounding. 
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Appendix 20 

Disciplined Services Grades and Ranks of  
Immigration Department 

Rank Pay Scale as at 1 April 2008 No. of Posts % of Total 

Directorate    

Director of Immigration 
GDS(C) 4 
$181,450 

1 0.02% 

Deputy Director of 
Immigration 

GDS(C) 3 
$142,700 – $151,200 

1 0.02% 

Assistant Director of 
Immigration 

GDS(C) 2 
$122,700 – $130,300 

6 0.12% 

Senior Principal 
Immigration Officer 

GDS(C) 1 
$106,400 – $113,150 

2 0.04% 

 Sub-total 10 0.20% 
Immigration Officer Grade (Officer Cadre) 

Principal Immigration 
Officer 

GDS(O) 36 – 38 
$89,995 – $97,545 

12 0.24% 

Assistant Principal 
Immigration Officer 

GDS(O) 32 – 35 
$77,625 – $86,630 

24 0.48% 

Chief Immigration 
Officer 

GDS(O) 26 – 31 
$62,225 – $74,845 

84 1.67% 

Senior Immigration 
Officer 

GDS(O) 21 – 25 
$51,850 – $59,885 

365 7.25% 

Immigration Officer 
GDS(O) 5 – 20 

$24,050 – $50,170 
1 172 23.28% 

 Sub-total 1 657 32.92% 
Immigration Assistant Grade (Rank and File) 

Chief Immigration 
Assistant 

GDS(R) 22 – 26 
$25,460 – $28,525 

538 10.69% 

Senior Immigration 
Assistant 

GDS(R) 13 – 21 
$19,745 – $24,760 

1 959 38.91% 

Immigration Assistant 
GDS(R) 3 – 12 

$14,275 – $19,150 
871 17.30% 

 Sub-total 3 368 66.90% 
 Total 5 035 100% 

 
Note 
(1) Figures on number of established posts show the position as at 1 January 2008.  
(2) The percentages may not add up to 100% due to rounding. 



 

 < 30 > 

Appendix 21 

 
Examples of Workload Indicators 

of Immigration Department 

 
Workload Indicators 1988 1998 2006 2007 

No. of entry visa processed 42 406 89 993 143 943 165 135 
No. of visit visa/permit 

(including iPermit) 
processed 

NA 423 750 421 031 433 447 

Passengers/vehicles/vessels 
examined (including land, 
sea and air) 

64 028 491 128 470 527 222 093 150 238 406 380 

No. of applications for 
extension of stay 666 555 1 193 272 248 037 274 262 

Operations conducted by 
the Immigration Task 
Force (including 
investigation of forgery 
and illegal migration 
cases) 

- 3 448 28 711 30 795 

Investigations conducted 24 560 65 746 66 030 58 203 
Offenders prosecuted 4 914 24 887 15 365 11 037 
Torture claim cases 

received - - 514 1 583 

Identity cards and 
certificates of registered 
particulars issued 

1 489 553 554 278 527 063 597 868 

Identity cards issued under 
the territory-wide identity 
card replacement exercise 

NA NA 1 521 272 524 491 

Verification of eligibility of 
permanent identify card 
application 

NA 89 770 63 729 61 428 

Birth/death/marriage/ 
adoption certificates 
issued 

147 536 106 856 121 675 126 184 

No. of applications for 
passport 203 416 423 048 496 736 538 723 

Requests for assistance by 
Hong Kong residents in 
distress outside Hong 
Kong and by their family 
members 

NA 570 1 818 1 474 

Telephone calls received 
and made via ‘1868’ 
hotline 

NA NA 110 148 105 313 

 
Source:  Controlling Officer’s Reports (HKSAR Government Estimates) 
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Appendix 23 

Disciplined Services Grades and Ranks of ICAC 

Rank Pay Scale as at 1 April 2008 No. of Posts % of Total 

Directorate    
Director of Operations, 

Commission Against 
Corruption 

IPS 48 
$166,900 – $172,000 1 0.10% 

Deputy Director of 
Operations, 
Commission Against 
Corruption 

IPS 47 
$142,700 – $151,200 2 0.19% 

Senior Assistant Director 
of Community 
Relations, Commission 
Against Corruption 

IPS 47 
$142,700 – $151,200 1 0.10% 

Senior Assistant Director 
of Corruption 
Prevention, Commission 
Against Corruption 

IPS 47 
$142,700 – $151,200 1 0.10% 

Assistant Director, 
Commission Against 
Corruption 

IPS 46 
$122,700 – $130,300 8 0.77% 

Secretary to the 
Commission Against 
Corruption 

IPS 46 
$122,700 – $130,300 1 0.10% 

Sub-total 14 1.36% 
Commission Against Corruption Officer Grade 
Senior Commission 

Against Corruption 
Officer 

IPS 42 – 44 
$89,995 – $97,545 41 3.93% 

Commission Against 
Corruption Officer 
(Upper) 

IPS 35 – 41 
$69,240 – $86,630 113 10.84% 

Commission Against 
Corruption Officer 
(Middle) 

IPS 28 – 34 
$51,160 – $66,660 

Commission Against 
Corruption Officer 
(Lower) 

IPS 12 – 34 
$25,550 – $66,660 

378 36.28% 

Assistant Commission 
Against Corruption 
Officer 

IPS 2 – 12 
$13,995 – $25,550 380 36.47% 

Sub-total 912 87.52% 
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Appendix 24 

Examples of Workload Indicators of ICAC  

Workload Indicators 1988 1998 2006 2007 

Corruption reports received (excluding 
election reports) 2 253 3 555 3 339 3 600 

� Concerning public sector 1 100 1 695 1 302 1 224 

� Concerning private sector 1 153 1 860 2 037 2 376 

Election complaints received 90 459 57 913 

Total caseload during the year 1 652 3 774 4 022 5 054 

� Investigations completed 1 161 2 268 2 584 2 799 

� Investigations carried forward 491 1 506 1 438 2 255 

Assignment reports produced 61 102 96 92 

Areas of corruption prevention awaiting 
study 74 221 254 266 

Government departments/public bodies 
reached 57 110 96 118 

Visits made to secondary schools and 
Tertiary Institutes reached - 479 492 445 

 
 
 
 
Source: Controlling Officer’s Reports (HKSAR Government Estimates) and ICAC Annual Reports  
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Appendix 26 

Current Disciplined Services Directorate Ranks 

Disciplined 
services pay 

scales 

Comparable 
civilian 

directorate ranks
Directorate ranks in the Disciplined Services 

GDS(C) 1 
IPS 45 
PPS 55 

D1(Note 1) 

Chief Aircraft Engineer  
Chief Pilot 
Chief Superintendent of Correctional Services 
Chief Superintendent of Customs and Excise  
Chief Superintendent of Police 
Deputy Chief Ambulance Officer 
Deputy Chief Fire Officer  
General Manager (Correctional Services Industries) 
Senior Principal Immigration Officer 

GDS(C) 2 
IPS 46 
PPS 56 

D2 

Assistant Commissioner of Correctional Services 
Assistant Commissioner of Customs and Excise 
Assistant Commissioner of Police 
Assistant Director of Immigration 
Assistant Director, Commission Against Corruption 
Chief Ambulance Officer 
Chief Fire Officer 
Secretary to the Commission Against Corruption 

GDS(C) 3 
IPS 47 
PPS 57 

D3 

Controller, Government Flying Service  
Deputy Commissioner of Correctional Services 
Deputy Commissioner of Customs and Excise 
Deputy Director of Fire Services  
Deputy Director of Immigration 
Deputy Director of Operations, Commission Against 

Corruption 
Senior Assistant Commissioner of Police 
Senior Assistant Director of Community Relations, 

Commission Against Corruption 
Senior Assistant Director of Corruption Prevention, 

Commission Against Corruption 

IPS 48 
PPS 58 

D4/D5(Note 2) Deputy Commissioner of Police 
Director of Operations, Commission Against Corruption 

GDS(C) 4 D6 
Commissioner of Correctional Services 
Commissioner of Customs and Excise 
Director of Fire Services 
Director of Immigration 

PPS 59 D8 Commissioner of Police 

 
Note 
(1) The salaries at the minimum and maximum pay points GDS(C) 1 / IPS 45 / PPS 55 are about 3% 

higher than those of D1 on the Directorate Pay Scale. 
(2) PPS 58 and IPS 48 start with the second pay point of D4 and end at the pay point of D5 on the 

Directorate Pay Scale. 
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Abbreviations 

 
ACACO Assistant Commission Against Corruption Officer 

ACAO Assistant Chief Ambulance Officer 

ACMO Air Crewman Officer 

ACMO III Air Crewman Officer III 

ADO Assistant Divisional Officer 

ADO(C) Assistant Divisional Officer (Control) 

AE Aircraft Engineer 

AIO Assistant Immigration Officer 

Ambn Ambulanceman 

AO Ambulance Officer  

AO I Assistant Officer I 

AO II Assistant Officer II 

APEC Asia-Pacific Economic Cooperation 

APIO Assistant Principal Immigration Officer 

AT Aircraft Technician 

C&E Customs and Excise 

C&ED Customs and Excise Department 

CAC Commission Against Corruption 

CACC Commission Against Corruption Controller 

CACI Commission Against Corruption Investigator 

CACI(A) Commission Against Corruption Investigator (Attendant Stream) 

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

CACO Commission Against Corruption Officer 

CACO(L) Commission Against Corruption Officer (Lower) 

CACO(M/L) Commission Against Corruption Officer (Middle/Lower) 

CACO(U) Commission Against Corruption Officer (Upper) 

CCACC Chief Commission Against Corruption Controller 

CCACO Chief Commission Against Corruption Officer 
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CCO Chief Customs Officer 

CEPA Closer Economic Partnership Arrangement 

CIA Chief Immigration Assistant 

CO Customs Officer 

CPA Chartered Public Accountant 

CPD Corruption Prevention Department (ICAC) 

CRD Community Relations Department (ICAC) 

CS Chief Superintendent 

CSD Correctional Services Department  

CSI Correctional Services Industries 

CSPF Civil Service Provident Fund 

CSR Civil Service Regulation 

DD Deputy Director 

Directorate 
Committee Standing Committee on Directorate Salaries and Conditions of Service 

DO Divisional Officer 

DQ Departmental Quarters 

EMA II Emergency Medical Assistant II 

FA Forensic Accountant  

FIS Financial Investigation Section 

Fn Fireman 

FR First Responder  

FSA Fire Safety Ambassador 

FSD Fire Services Department 

GDS(C) General Disciplined Services (Commander) Pay Scale 

GDS(O) General Disciplined Services (Officer) Pay Scale 

GDS(R) General Disciplined Services (Rank and File) Pay Scale 

GFS Government Flying Service  

GSR Grade Structure Review 

HA Hospital Authority 

HKCEE Hong Kong Certificate of Education Examination 
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HKPF Hong Kong Police Force  

HKSAR Hong Kong Special Administrative Region 

IA Immigration Assistant 

ICAC Independent Commission Against Corruption 

ImmD Immigration Department 

Inst Instructor 

INTERPOL International Criminal Police Organisation 

IO Immigration Officer  

IP Inspector of Police 

IPS ICAC Pay Scale 

ISO International Organisation of Standardisation 

JPO Junior Police Officer 

JRA Job-related Allowance 

LSI Long Service Increment 

MC Stream Mobilising and Communications Stream 

MPFS Mandatory Provident Fund Scheme 

OpsD Operations Department (ICAC) 

PAmbn Principal Ambulanceman 

PC Police Constable 

PFn Principal Fireman 

PFn(C) Principal Fireman (Control)  

PIO Principal Immigration Officer 

PLS Pay Level Survey 

PPS Police Pay Scale 

QG Qualification Group 

RHKAAF Royal Hong Kong Auxiliary Air Force 

SACAO Senior Assistant Chief Ambulance Officer 

SAmbn Senior Ambulanceman 

SAO Senior Ambulance Officer 

SACMO Senior Air Crewman Officer  

SDO Senior Divisional Officer 
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SDSC Special Disciplined Services Contribution 

SFn Senior Fireman 

SFn(C) Senior Fireman (Control) 

SGT Sergeant 

SIA Senior Immigration Assistant 

SIO Senior Immigration Officer 

SIP Senior Inspector of Police 

SP Superintendent 

SPC Senior Police Constable 

SPIO Senior Principal Immigration Officer 

SRS Special Rescue Squad 

SS Senior Superintendent 

SSGT Station Sergeant 

SSS Starting Salaries Survey 

SStnO Senior Station Officer 

SStnO(C) Senior Station Officer (Control) 

Standing  
Committee 

Standing Committee on Disciplined Services Salaries and Conditions of 
Service  

StnO Station Officer 

StnO(C) Station Officer (Control) 

TI Technical Instructor 

WTO World Trade Organisation 
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