
NINTH REPORT OF THE STANDING COMMITTEE ON 

DIRECTORATE SALARIES AND C O N D I T I O N S  OF SERVICE 

INTRODUCTION 

O u r  terms of r e f e r e n c e ,  s e t  o u t  i n  f u l l  i n  

Appendix  I to t h i s  r e p o r t ,  r e q u i r e  us t.o conduct  an 

o v e r a l l  r e v i e w  a t  s u c h  time a s  t h e  Committee determines. 

I n  l a t e  1 9 8 4  we decided to conduct a further review, 

p r i n c i p a l l y  t o  consider t h e  s t r u c t u r e  of t h e  d i r e c t o r a t e ,  

t h e  g roup ing  of d e p a r t m e n t s ,  d i r e c t o r a t e  s a l a r i e s  and 

conditions of  s e r v i c e .  As on  p r e v i o u s  occasions, Heads  of 

Departments were a s k e d  t o  make submissions which we 

considered in t h e i r  entirety. T h i s  review, t h e  ninth i n  

t h e  series, was c o n d u c t e d  i n  May a n d  J u n e  1 9 8 5 ,  and o u r  

recommendations were submitted to t h e  Governor i n  July 

1985.  

Our recommendations c o v e t  the following areas - 

The O v e r a l l  D i r e c t o r a t e  S t r u c t u r e  

( p a r a g r a p h s  3 t o  4 )  ; 

The Grouping of Departments 

( p a r a g r a p h s  5 t o  1 2 )  ; 

T h e  JudiciallLegal Group 

(paragraphs 1 3  t o  1 4 )  ; 

A g e n c i e s  ( p a r a g r a p h  15); 

P e r s o n a l  R a n k i n g  ( p a r a g r a p h s  16 to 183; 



Incremental S c a l e  ( p a r a g r a p h  19) ; 

R a n k i n g  of D i r e c t o r a t e  Posts  

(paragraphs 20 t o  21); 

D i r e c t o r a t e  S a l a r i e s  

( p a r a g r a p h s  2 2  to 2 9 ) ;  

Conditions of S e r v i c e  and 

Miscellaneous Matters 

( p a r a g r a p h s  30 to 38) .  

I f  o u r  recommendations on t h e  g r o u p i n g  of departments and  

t h e  r a n k i n g  of i n d i v i d u a l  p o s t s  a r e  accepted, t he  o v e r a l l  

d i r e c t o r a t e  s t r u c t u r e  a n d  r a n k s  would be a s  s e t  o u t  i n  

Appendices V I  a n d  V I I .  

THE OVERALL DIRECTORATE STRUCTURE 

3. I n  t h e  S e v e n t h  O v e r a l l  Review we recommended a 

r e d u c t i o n  i n  t h e  number of p o i n t s  on t h e  d i r e c t o r a t e  pay 

scales in o r d e r  t o  achieve a grea te r  degree of 
b r o a d b a n d i n g  and to facilitate movement across d i f f e r e n t  

career streams. We h a v e  reviewed t h e  new s t r u c t u r e  and  

a r e  satisfied t h a t  it i s  w o r k i n g  well. We do n o t  propose 

a n y  change except f o r  t h e  one mentioned i n  p a r a g r a p h  14 

below. 

4 .  I n  o u r  E i g h t h  O v e r a l l  Review we recommended t h a t  

t h e  open d i r e c t o r a t e  concep t  s h o u l d  b e  d e v e l o p e d  f u r t h e r .  

We have been  informed that i n  August 1983  t h e  S e c r e t a r y  

for  t h e  C i v i l  Service i n v i t e d  t h e  views of a l l  Heads of 

Departments a n d  Agencies on t h e  b e s t  way o f  moving towards 

a more open d i r e c t o r a t e .  The replies, w h i c h  we h a v e  



s t u d i e d ,  r e f l e c t e d  a w i d e  divergence of  opinion. While 

most s u b s c r i b e d  t o  t h e  concept  of a more open d i r e c t o r a t e ,  

a majority h i g h l i g h t e d  difficulties w h i c h  they thought 

w o u l d  l i m i t  t h e  extent of i t s  application i n  practice. 

Many Heads  t o o k  t h e  v i e w  t h a t  i t  w o u l d  be  necessary f o r  

most of  t h e i r  p o s t s  t o  b e  e x c l u d e d .  O t h e r s  were concerned 

t h a t  t h e  movements of  o f f i c e r s  between d i f f e r e n t  career  

s t reams w o u l d  be u n e q u a l ,  s o  g i v i n g  r i s e  t o  management 

problems.  G i v e n  the l a c k  of s u p p o r t  f o r  any move towards 

a f o r m a l  and f u l l y  open d i r e c t o r a t e ,  and t h e  v e r y  r e a l  

d i f f i c u l t i e s  i n  t h e  way of achieving t h i s ,  we conc lude  

t h a t  it w i l l  b e  b e s t  t o  c o n t i n u e  w i t h  t h e  p r e s e n t  informal 

arrangenents f o r  cross-postings between d i f f e r e n t  career  

streams. These arrangements are work ing  satisfactorily 

and we n o t e  t h a t  since 1 9 8 2  a total of 30  o f f i c e r s  h a v e  

transferred t o  a new d e p a r t m e n t a l  stream o r  i n t o  t h e  

Administrative Serv i ce  a t  t h e  d i r e c t o r a t e  l e v e l .  We see  

t hese  cross-postings as an i m p o r t a n t  means of making t h e  

b e s t  u s e  of t h e  t a L e n t  available in t h e  se rv ice .  They can  

a l s o  h e l p  t o  p r e p a r e  officers f o r  f u t u r e  senior 

a p p o i n . t m e n t s ,  either back i n  t h e i r  own stream or elsewhere 

i n  t h e  s e rv ice .  

THE GROUPING OF DEPARTMENTS 

General  

5 .  Since  our F i r s t  O v e r a l l  Review in 1 9 6 4  

departments h a v e  been c l a s s i f i e d  i n t o  three g r o u p s  b y  

r e f e r e n c e  t o  a number  of g r a d i n g  f a c t o r s  ( see  Appendix 

111). T h e  t h r e e  groups h a v e  been d e f i n e d  in t h e  following 

Lerms - 

(a)  G r o u p  I accommodating a few major 

departments; 



(b) a b a s i c  Group I11 t o  w h i c h  a l l  o t h e r  

departments be long ,  e x c e p t  £or  

(c)  those  departments which lie somewhere 

between ( a )  and ( b ) .  T h e s e  form an 

intermediate Group 11. 

6.  A t  the time of t h i s  review t h e r e  a r e  3 

d e p a r t m e n t s  in Group I ,  1 5  in Group I1 and 18 i n  Group I11 

( s e e  Appendix I V ) .  The d i r e c t o r a t e  s t r u c t u r e  o f  t h e  

d e p a r t m e n t s  in each g r o u p  i s  normally as  follows - 

Group I : Director  - D6 
Deputy Direc to r  - D4 
S e n i o r  Assistant D i r e c t o r  - D 3  

Assistant Direc to r  - D 2  

Group 11 : Director  - D 5  

Deputy  Director - D 3  

Assistant Direc to r  - D 2  

Group I11 : Direc tor  - D 4  

#Deputy  Director - D3 

Assistant Direc to r  - D2 

# O n l y  one  post of Deputy D i r e c t o r  is 

permitted in a Group 111 department. 

7 .  A s  in previous reviews, we h a v e  cons idered  t h e  

need  to change t h e  g r a d i n g  factor system and t o  i n c r e a s e  

or  decrease rhe number of g roups .  We f e e l  tha t :  r e d u c i n g  

t h e  number of groups would  resu l t  in t oo  g rea t  a range of 

responsibility amongst d e p a r t m e n t s  w i t h i n  each g r o u p ,  

w h i l e  increasing t h e  number of g r o u p s  w o u l d  r e q u i r e  



distinctions between departments which  a r e  t o o  f i n e  t o  b e  

drawn.  O n  b a l a n c e ,  we have  c o n c l u d e d  t h a t  t h e  p r e s e n t  

t h r e e - g r o u p  s t r u c t u r e  i s  g e n e r a l l y  s a t i s f a c t o r y  and s h o u l d  

b e  maintained. 

8.  We have examined c a r e f u l l y  t h e  classification of 

departments in the three groups against the g r a d i n g  

factors. W h i l e  C h e  responsibilities and levels of 

activity of most departments have increased in a b s o l u t e  

terms s i n c e  our  last r e v i e w ,  we conclude t h a t  a l l  

departments except f i v e  a re  still c o r r e c t l y  g r o u p e d .  The 

f i v e  d e p a r t m e n t s  f o r  which t h e r e  have  been significant 

c h a n g e s  i n  t h e  g r a d i n g  f a c t o r s  a t e  r e f e r r e d  to below. 

C o r r e c t i o n a l  S e r v i c e s  Depar tment  

9. The Correctional S e r v i c e s  Department h a s  a n  

important r o l e  to play i n  t h e  maintenance of law and 

o r d e r ,  and bears demanding responsibilities f o r  refugees 

from Vietnam. We have concluded t h a r  the department has 

reached a s t a g e  i n  i t s  development where it w o u l d  no 

l o n g e r  b e  appropriate to retain it in Group 111. We 

recommend t h a t  t h i s  d e p a r t m e n t  be p l a c e d  in G r o u p  11. 

Immieratinn D e ~ a s t m e n t  

10. T h e  Immigration D e p a r t m e n t  h a s  d e v e l o p e d  o v e r  t h e  

yea r s  i n t o  a l a r g e  disciplined service and i t s  

responsibilities have  b o t h  grown and become more d i v e r s e .  

The Di rec tor  i s  f r e q u e n t l y  c a l l e d  upon to m a k e  sensitive 

decisions, of t e n  at s h o r t  notice, which a f f e c t  t h e  r i g h t s  

and f r e e d o m  of t h e  i n d i v i d u a l .  We recommend t h a t  t h i s  

department b e  p l a c e d  i n  Group 11. 



T r a d e .  Indus  t r v .  and Customs a n d  Excise D e ~ a r  tments 

11, T h e s e  t h r e e  d e p a r t m e n t s  were formed in August 

1 9 8 2  consequent: upon t h e  d e f  ederalisation of t h e  f orner  

T r a d e ,  I n d u s t r y  and Customs Department. They were a l l ,  

provisionally, p l a c e d  i n  Group I I I  t o  al low time f o r  a 

c l e a r e r  view t o  b e  taken of t h e i r  r a n k i n g  i n  r e l a t i o n  t o  

t h e  g r a d i n g  f a c t o r s .  We now recommend t h a t  a l l  t h r e e  

dep3r t rnen t s  s h o u l d  be p l a c e d  in Group 11, h a v i n g  regard t o  

t h e  v i t a l  r o l e s  t h e y  p l a y  i n  t h e  development of Hong 

Kong's external t r a d e ,  internal i n d u s t r i a l  development, 

and t h e  protection of Hong Kong's revenue and integrity in 

c u s t o m s  and t r a d e  c o n t r o l  matters. 

1 2 .  I f  our  recommendations on t h e  u p g r a d i n g  of t h e s e  

Eive  departments are  accep ted ,  t h e  revised grouping of 
departments w o u l d  be a s  s e t  o u t  in Appendix V. 

THE JUDICIALJLEGAL GROUP 

13.  Me have  considered t h e  r a n k i n g  o f  directorate 

posts i n  t h e  Judicial/Legal group independently from t h e  

r e s t  of  t h e  d i r e c t o r a t e ,  a l t h o u g h  t h e i r  s a l a r y  l e v e l s  a r e  

w i t h  one e x c e p t i o n  identical. We remain of t h e  view t h a t  

t h e  r a n k i n g  of t h e s e  posts s h o u l d  be assessed i n  t e r m s  of 

s t a t u s ,  responsibility and t h e  level of j u d i c i a 1 : l e g a l  

experience required. Having e x a m i n e d  c a r e f u l l y  t h e  

submissions received from t h e  J u d i c i a r y ,  t h e  A t t o r n e y  

G e n e r a l ,  t h e  Registrar G e n e r a l  and the Direc tor  o f  Legal  

A i d ,  we d o  n o t  recommend any change  a p a r t  from one which 

i s  set out below. 



J u d i c i a r y  

1 4 .  We n o t e  t h a t  Justices of Appeal .  are  appointed on  

t h e  b a s i s  of merit from among t h e  High C o u r t  J u d g e s  a n d  we 

consider that t h i s  s h o u l d  be reflected in t h e  s a l a r y  f o r  

t h e  p o s t .  We recommend t h a t  Jus t ices  of Appeal  b e  placed 

on a new pay p o i n t  which  is $1,500 above D J L 6  and t h a t  

t h i s  pay p o i n t  b e  refer red  t o  as D J L 6 A .  

AGENCIES 

1 5 .  I n  our  l as t :  review we conc luded  tha t :  the r a n k i n g  

of t h e  Head of Agency posts s h o u l d  be determined by an 

assessment of  t h e  w e i g h t  of t h e  job  in question, and that 

t h e y  s h o u l d  b e  ranked on any of t h e  f i r s t  t h r e e  p o i n t s  on 

t h e  d i r e c t o r a t e  pay scale. We remain of t h i s  view. We 

h a v e  e x a m i n e d  t h e  d i r e c t o r a t e  posts in the Agencies, 

t o g e t h e r  w i t h  t h e  submissions made in s u p p o r t  o f  

upgrading, and have  c o n c l u d e d  t h a t  t h e i r  present rankings 

are appropriate. 

PERSONAL R A N K I N G  

1 6 .  I n  our  last review we recommended t h e  

i n t r o d u c t i o n  of a personal r a n k i n g  scheme whereby a l o n g  

serving and meritorious d e p a r t m e n t a l  officer a t  Head of  

Department or Agency l e v e l  migh t  be considered, 

exceptionally, f o r  s u b s t a n t i v e  a p p o i n t m e n t  to a h i g h e r  

rank on a personal b a s i s .  We a l s o  recommended t h a t  the 

scheme b e  used sparingly. O u r  recommendations were 

accepted b y  t h e  Administration. S i n c e  t h e n  three officers 

h a v e  been accorded personal rankings. 



1 7 .  We h a v e  taken t h e  o p p o r t u n i t y  o f  t h i s  r e v i e w  t o  

e x a m i n e  t h e  claims of a l l  Heads of Depa r tmen t s  o r  Agencies 

e l i g i b l e  f o r  p e r s o n a l  tanking. We have  o n l y  one 

recommendation which  we have fo rwarded  to t h e  

Administration s e p a r a t e l y  f o r  consideration. 

18. We h a v e  considered a p r o p o s a l  to extend t h e  

personal tanking scheme to directorate officers below t h e  

Head of D e p a r t m e n t  o r  Agency l e v e l .  We note t h a t  

v i r t u a l l y  a l l  d i r e c t o r a t e  o f f i c e r s  be low t h i s  l e v e l  h a v e  

a n  opportunity t o  r i s e  t o  Head of Depa r tmen t  o r  Agency 

l e v e l  i n  competition w i t h  o t h e r  officers in t h e  department 

or  agency or  t h e y  may, where appropriate, t r a n s f e r  t o  

a n o t h e r  career stream which may p r o v i d e  advancement 

prospects. Moreover, i f  D e p u t y  Heads  and A s s i s t - a n t  H e a d s  

were g i v e n  personal rankings, it i s  likely t h a t  i n  a 

majority of cases they would be receiving the same s a l a r y  

as their supervising officers for ca r ry ing  lower 

responsibilities, and this would c r e a t e  an inequitable 

situation. For these reasons we h a v e  c o n c l u d e d  t h a t  t h e  

pe r sona l  ranking scheme s h o u l d  not b e  extended beyond i t s  

p r e s e n t  scope. 

INCREMENTAL SCALE 

19. We h a v e  a l s o  considered, not f o r  t h e  f i rs t :  time, 

t h e  case for converting t h e  p re sen t  f i x e d  points on t h e  

d i r e c t o r a t e  p a y  scales f o r  each r a n k  i n t o  incremental 

s c a l e s  so that, f o r  example, a d i r e c t o r a t e  o f f i c e r  

remaining i n  the same rank could b e  granted a small 

inc rement  upon completion of a few yea r s  of efficient 

s e r v i c e .  Af te r  careful t h o u g h t  we d o  not favour s u c h  an 

a p p r o a c h .  We consider t h e  p r e s e n t  f i x e d  pay p o i n t  system 

t o  be t h e  best:  provided the pay level of each p o i n t  i s  

pegged at a realistic level. 



RANKING OF DIRECTORATE POSTS 

Gener a 1  

20. Among t h e  submissions we rece ived  were a number 

of  p roposa l s  f o r  t h e  upgrading  of i n d i v i d u a l  d i r e c t o r a t e  

p o s t s .  In a majority of cases we were n o t  p e r s u a d e d  b y  

t h e  a rguments  advanced and we were unable to agree t o  

t h e i r  upgrad ing .  I n  o t h e r  cases  the  proposals r e q u i r e d  

f u r t h e r  s tudy ,  o f t e n  because t h e y  c a r r i e d  o t h e r  

i m p l i c a t i o n s ,  and  cou ld  n o t  be d e a l t  with in the c o n t e x t  

of t h i s  review. We have  t h e r e f o r e  r e fe r red  these l a t t e r  

submissions t o  t h e  Administration f o r  examination 

separately. We comment below on t h e  one c a s e  where we now 

recommend a change.  

Medical Superintendents o f  Regional Hospitals 

2 1  The f o u r  pos t s  i n  question a r e  c u r r e n t l y  ranked 

a t  t h e  P r i n c i p a l  Medical  and H e a l t h  Officer (Dl) level. 

I n  view of the c o n s i d e r a b l e  responsibility a t t a c h i n g  to 

t h e s e  posts we recommend their upgrad ing  to t h e  l e v e l  of 

Assistant Direc to r  of Medical and Health Services ( D 2 ) .  

DIRECTORATE SALARIES 

2 2 .  We l a s t  conducted a s u r v e y  of  remuneration of 

senior management in t h e  p r i v a t e  sec tor  during the Seventh 

Overall Review in early 1980 .  We s a w  no need to conduct a 

s i m i l a r  s u r v e y  in 1982  as  we cons idered  then  that c i v i l  

s e r v i c e  d i r e c t o r a t e  s a l a r i e s  were not far o u t  of l i n e  with 

e q u i v a l e n t  s a l a r y  l e v e l s  i n  t h e  p r i v a t e  sector.  From o u r  

own knowledge of p r i v a t e  sector salaries as employers, we 

can say t h a t  t h i s  is no longer t h e  case  in 1 9 8 5 .  Despite 

the i n t e r i m  a d j u s t m e n t s  made  i n  t h e  p a s t  t h r e e  y e a r s ,  



c i v i l  s e r v i c e  d i r e c t o r a t e  s a l a r i e s  h a v e  not k e p t  pace w i t h  

t h e  i nc rease  in salaries a t  s e n i o r  management levels in 

t h e  private s e c t o r .  

23. We considered a p r o p o s a l  t h a t  an  i n d e p e n d e n t  

consultant be employed to e v a l u a t e  a selection of  

d i r e c t o r a t e  posts i n  t h e  c i v i l  service u s i n g  pay  l e v e l s  i n  

t h e  p r i v a t e  sec to r  a s  a guide. We concluded that a 

consultant w o u l d  be bnab l e  to take account of tbe 

important differences in the career structure and 

conditions of  se rv ice  of t h o s e  i n  t h e  c i v i l  s e rv i ce  a s  

compared w i t h  those i n  t h e  private sec to r .  

2 4 .  As i n  t h e  past  we commissioned Che Senior 

P a r t n e r s  of Peat, Marwick, Mitchell and Co. and P r i c e  

Waterhouse and Co. to conduct on our behalf a confidential 

survey of salaries and fringe benefits at senior 

management levels in the private sector. Thirty-f our 

companies making  up a representative cross-section of Hang 

Kong's economic l i f e  p r o v i d e d  detailed information to the 

accountants. The results confirm our  o r i g i n a l  impression 

t h a t  t h e  s a l a r i e s  of senior management in the private 

sec  tar have  i nc rea sed  at a rate significantly h i g h e r  t h a n  

c i v i l  s e r v i c e  d i r e c t o r a t e  s a l a r i e s .  We a r e  satisfied that:  

the report which t h e  accountants submitted to us gives an 

accurate reflection of current practice in t h e  p r i v a t e  

sector at senior management levels. 

2 5 .  W h i l e  p r i v a t e  sector p r a c t i c e  must always remain 

o f  importance i n  determining r a t e s  of pay in the c i v i l .  

s e r v i c e ,  o t h e r  f a c to r s  must a l s o  be taken into accoun t .  

O u r  remarks i n  1964 ( F i r s t  R e p o r t )  bear repetition - 



"There a r e  many o t h e r  f a c t o r s  and 

conditions of service to be cons ide red ,  

a n d  w e  h a v e  f u l l y  i n  m i n d  t h e  

differences of security of employment 

a n d  o t h e r  considerations of s e r v i c e .  

Moreover, commercial sys  terns of 

promotion a n d  payment i n  t h e  h i g h e r  

r a n k s  are much more f l e x i b l e  than t hose  

of t h e  p u b l i c  s e r v i c e .  In t h e  

Government se rv ice ,  promotion is based 
on qualifications, experience and 

merit. Although i t  i s  n o t  unusual  f o r  

a n  o f f i c e r  t o  be promoted out: o f  turn, 

officers of normal a b i l i t y  can  

reasonably e x p e c t  to r i s e  s t e a d i l y  in 

t h e  Serv ice ,  a l t h o u g h  n a t u r a l l y  not all 

can' reach t h e  t o p  r a n k s .  The  salary of 

posts i s  f i x e d ;  Government pays  t h e  

same salary to t h e  h o l d e r  of a p o s t  

whether  or n o t  he  makes  a conspicuous 

success  of  i t .  The rewards in commerce 

a r e  more unevenly d i s t r i b u t e d .  Th e 

exceptionally a b l e  may r i s e  r a p i d l y  t o  

senior p o s t s ,  while che  person of 

average a b i l i t y  may remain a t  a 

relatively low level. There is no ' pay  

f o r  t h e  j o b '  f o r  t h e s e  senior posts, 

and salaries may v a r y  greatly according 

to t h e  mer i t s  of 'the occupant .  But 

d e s p i t e  t hese  differences of m e t h o d ,  

any reasonable  assessment of f a i r  

remuneration f o r  Government s e r v a n t s  

must take i n t o  account the range  of  

corresponding commercial s a l a r i e s .  I I 



We accept  t ha t :  i n  many cases t h e r e  a r e  no o b v i o u s  p r i v a t e  

s ec to r  a n a l o g u e s  f o r  jobs  in t h e  c i v i l  s e r v i c e  

d i r e c t o r a t e ,  and t h a t  salaries f o r  t h e  l a t t e r  canno t  match  

t hose  of some top executives in the private sec to r .  We 

a r e  firmly of  t h e  view, howeve r ,  that c i v i l  service 

directorate salaries should not lag too f a r  b e h i n d  i n  view 

of t h e  need  t o  p r o v i d e  a c i v i l  s e r v i c e  s a l a r y  a n d  ca ree r  

s t r u c t u r e  a t  t h e  s e n i o r  l e v e l  sufficiently attractive t o  

ensure  t h e  recruitment and retention of men and women of 

h i g h  c a l i b r e .  

2 6 .  Accord ing ly  we recommend t h e  introduction of t h e  

following revised salary levels with effect from 1 August  

1985  - 

D i r e c t o r a t e  

Pay  P o i n t  Existing Pay New P a y  

$ $ 



2 7 .  In arriving a t  t h e  above g e n e r a l  levels of  p a y ,  

we have specifically not t a k e n  into consideration t h e  

l eve l .  o f  remuneration of t o p  executives in t h e  h i g h e s t  

p a y i n g  companies i n  t h e  private s e c t o r .  We have  a d o p t e d  

as a g e n e r a l  g u i d e  t h e  level of remuneration f o r  s e n i o r  

management in t h e  m i d d l e  r a n g e  of companies i n  t h e  private 

s e c t o r .  

28 .  A s  regards  individual pay p o i n t s ,  we h a v e  

concluded that:  t h e  p r e s e n t  differentials in d o l l a r  terms 

between t h e  v a r i o u s  pay p o i n t s  s h o u l d  be i nc rea sed  i n  

o r d e r  t o  r e f l e c t  generally t h e  current position i n  t h e  

p r i v a t e  s e c t o r .  

2 9 .  We w o u l d  l i k e  t o  comment i n  particular on t h e  

f i r s t  pay  p o i n t ,  i . e .  D~/DJLL. It i s  our b e l i e f  t h a t  t h e  

p re sen t  pay  l e v e l  of $ 2 7 , 2 5 0  is insufficient to recognise 

the  i nc rea sed  management role of o f f i c e r s  at t h i s  level. 

and does n o t  p r o v i d e  adequate reward f o r  promotion to t h i s  

f i r s t  rank in t h e  d i r e c t o r a t e .  For t h e s e  reasons and 

h a v i n g  r e g a r d  to p r i v a t e  s e c t o r  pay a t  the chief 

professional executive level, we have recommended a new 

s a l a r y  level of $ 2 9 , 0 0 0  fo r  t h e  Dl/DJLl pay point. 

CONDITIONS O F  SERVICE AND MISCELLANEOUS MATTERS 

General 

30 .  We remain of t h e  view t h a t  i n  g e n e r a l  t h e  

conditions of s e r v i c e  f o r  d i r e c t o r a t e  o f f i c e r s  compare 

f a v o u r a b l y  w i t h  those  i n  t h e  private sec to r .  We d o ,  

howeve r ,  have  t h e  following comments t o  make. 



Leave  a n d  Passage Arrangements 

31. I n  ou r  l a s t  review we recommended t h a t  

consideration s h o u l d  be g i v e n  t o  a reduction in 

leave-earning rates, coupled with a more f l e x i b l e  passage 

arrangement w h i c h  would  allow an o f f i c e r  t o  pay f o r  any 

number of passages a year  w i t h i n  a c a s h  limit. We were 

informed that discussions had been taking p l a c e  between 

the Civil Service Branch of the Government S e c r e t a r i a t  and 

t h e  S t a f f  Sides of t h e  consultative councils on the broad 

question of l e a v e  and passages, and that the matter would 

s h o r t l y  be referred to the S t a n d i n g  Commission on Civil 

Serv i ce  S a l a r i e s  and Conditions of S e r v i c e  f o r  a d v i c e  i n  

r e s p e c t  o f  n o n - d i r e c t o r a t e  s t a f f  . In t h e s e  circumstances 

we would m a k e  no recommendation fo r  t h e  time b e i n g  on t h e  

s u b j e c t  05 leave-earning rates f o r  directorate officers in 

isolation. 

32.  We consider, nevertheless, t h a t  it s h o u l d  be 

p o s s i b l e  to i n t roduce  a g r e a t e r  degree of flexibility i n t o  

c u r r e n t  leave and passage arrangements f o r  directorate 

o f f i c e r s  without incurring a d d i t i o n a l  cost. We recommend 

t h a t  t h o s e  o f f i c e r s  who are entitled to annual leave with 

passages  be permitted to split their entitlements so that, 

i f  t h e y  w i s h ,  t h e y  may take t w o  h o l i d a y s  w i t h  passages 

w i t h i n  a twelve-month p e r i o d  p r o v i d e d  t h e  total passage 

c o s t  charged  to p u b l i c  f u n d s  does n o t  exceed t h e  

i n d i v i d u a l  officer's entitlement f o r  one  set of  return 

passages to h i s  c o u n t r y  of o r i g i n .  W e  a l s o  recommend t h a t  

l o c a l  d i r e c t o r a t e  o f f i c e r s  who a r e  entitled t o  a passage 

allowance o n c e  e v e r y  two yea r s  b e  permitted t o  use t h e  

allowance f o r  s e p a r a t e  journeys w i t h i n  t h e  two-year 

p e r i o d .  We consider that such changes would be b r o a d l y  i n  

line with private sector practice. 



3 3 .  Some Heads a£ Depar tmen t s  h a v e  r e p r e s e n t e d  to 

u s  t h a t  t h e  e l i g i b i l i t y  f o r  F i r s t :  C lass  a i r  travel when on 

l e a v e  s h o u l d  b e  extended below Db/DSLG. We consider t h a t  

t h e  present  arrangements f o r  a i r  t r a v e l  for  this group of 

o f f i c e r s  a r e  g e n e r a l l y  adequate. We have  also examined 

t he  c a s e  f o r  g i v i n g  a l l  d i r e c t o r a t e  o f f i c e r s  below D61DJL6 

an  entitlement t o  t r a v e l  Business C l a s s  when on leave .  We 

c o n c l u d e  t h a t  t h e  time i s  not y e t  r i p e  f o r  s u c h  a change 

and we i n t e n d  to k e e p  t h i s  unde r  review. 

P e n s i o n s  

34 .  We have received s e v e r a l  representations 

arguing f o r  an increase in the 25% maximum commutation 

level E O T  the commuted pension gratuity. We were informed 

t h a t  t h e  question i s  being considered b y  t h e  

Administration i n  t h e  c o n t e x t  of a r e v i e w  of t h e  p r e s e n t  

pensions arrangements. We h a v e  in t h e  past: proposed t h a t  

t h e  commutation level b e  i n c r e a s e d ,  and our view remains 

unchanged. 

3 5 .  In o u r  l a s t  review we recommended t h a t  t h e  case 

f o r  increasing t h e  multiplying f a c t o r  of 1 2 . 5  used  i n  

calculating t h e  commuted p e n s i o n  g r a t u i t y  b e  p u r s u e d .  We 

note t h a t  t h e  multiplying factor has  since been increased 

to 1 4 ,  and we do n o t  recommend any f u r t h e r  change. 

Overseas E d u c a t i o n  Allowance 

3 6 .  A s  t h i s  a l lowance  is c u r r e n t l y  under r e v i e w  b y  

t h e  Administration, we m a k e  no  recommendation and l o o k  

forward t o  b e i n g  invited to comment in d u e  course .  



Motor Cars 

37 .  W e  have r e c e i v e d  s u b m i s s i o n s  s u g g e s t i n g  that 

the p r e s e n t  rules govern ing  the p r o v i s i o n  and use of 

o f f i c i a l  cars b e  r e l a x e d .  We consider t h a t  t h e  existing 

arrangements f o r  the use of ca r s  b y  directorate o f f i c e r s  

ate b r o a d l y  in l i n e  with private sec to r  p r a c t i c e  a n d  we 

recommend no change .  

38. We w i s h  t o  r e s t a t e  our  earlier view t h a t  saloon 

cars s h o u l d  be  air-conditioned, and to record 

disappointment t h a t  our  recommendation in t h i s  r e g a r d  made 

in t h e  E i g h t h  O v e r a l l  Review and a c c e p t e d  b y  t h e  

Government h a s  not y e t  been implemented. The f a c t  t h a t  a 

number of cars used by d i r e c t o r a t e  officers still lack 

air-conditioning i s  i n e x p l i c a b l e .  

IMPLEMENTATION DATE 

3 9 .  We propose t h a t  t h e  recommendations in t h i s  

report in respect  of d i r e c t o r a t e  s a l a r i e s ,  the g r o u p i n g  of  

d e p a r t m e n t s  a n d  t h e  r a n k i n g  of t h e  Medical Supe r  i n t e n d e n t  

p o s t s  s h o u l d  be  implemented  with e f f e c t  f r o m  I August 1985.  

CHANGES I N  MEMBERSHIP 

4 0 .  The Honourab l e  CHEN S h o u - l u m ,  CBE,  J P ,  was 

a p p o i n t e d  a Member i n  A p r i l  1985. 



41. Mr. J.S. Lee i n t e n d s  to step down from this 

Committee on compfetion of the p r e s e n t  review. He j o i n e d  

t h e  Committee when it was established i n  1963.  He h a s  

been a most v a l u e d  co l l eague  and we are g r a t e f u l  t o  h i m  

f o r  t h e  h e l p  a n d  sound a d v i c e  which h e  h a s  g iven  o v e r  t h e  

p a s t  twenty-two y e a r s .  
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