
TENTH REPORT OF THE S T A N D I N G  COMMITTEE ON 
DIRECTORATE SALARIES AND CONDITIONS OF S E R V I C E  

INTRODUCTION 

Cur te rms of reference ,  set out in f u l l  at 

I - Appendix  I to this report, r e q u i r e  us to conduct an o v e r a l l  

r e v i e w  a t  such t i m e  as  t h e  Committee d e t e r m i n e s .  T h e  N i n t h  

O v e r a l l  R e v i e w  t ook  place in mid-1985. In late 1988 we 

d e c i d e d  to conduct a f u r t h e r  r e v i e w ,  principally to cons ide r  

t h e  s t r u c t u r e  of t h e  directorate, t h e  grouping of  

depar tments ,  and  d i r e c t o r a t e  sa la r i e s  and conditions o f  

~ e r v i c e .  A s  on p r e v i o u s  occas ions,  Heads of  Lepartm@nts and 

Agencies were asked to m a k e  submissions which  we c o n s i d e r e d  

in their e n t i r e t y .  

2. This r e v i e w ,  the tenth in the se r i e s ,  was c o n d u c t e d  

i n  two phases. T h e  f i r s t  phase was held in November and 

Cecember 1988 m a i n l y  to c o n s i d e r  the 5 8  s u b ~ i s s i o n s  w h i c h  we 

r e c e i v e d .  We h e l d  six meet ings  in this phase, during which 

we decided; a s  in p a s t  r e v i e w s ,  to commission a s u r v e y  on t h e  

s a l a r i e s  a n d  benefits of senior executives in the F r i v a t e  

s ec to r  to d e t e r m i n e  the t r e n d  t h a t  had occurred since the 

1 9 8 5  survey. F i v e  f u r t h e r  m e e t i n g s  were h e l d  in March t o  May 

1 9 8 9 .  T h i s  second phase was necessary to cons ider  t h e  

results of t h e  p r i v a t e  sec to r  survey  and 'to m a k e  

recornmenda tions on d i r e c t o r a t e  s a l a r i e s  and c o n d i t i o n s  of  

service .  



Our recornendations cover t h e  following areas - 

Grouping of Departments 

(paragraphs 4 to 15) ; 

Agencies 

(paxagraphs 16 to 19) ; 

Legal Services Departments; 

(paragraphs 20 to 23); 

 ank king of Individual  Directorate Posts 

(paragraphs 2 4  to 32); 

Personal Ranking 

(paragraphs 3 3  ta 35): 

Condit ions  of Service and Miscella.neaus Matters 

, (paragraphs 36 to 6 4 )  ; 

. . 

Open D i r e ~ t o r a t e  

Directorate Structure  and Salaries 

(paragraphs 68; to 8 0 ) ;  

Pi rectora te T i t l e s  

(paragraph 811, 



GROUPING OF DEPARTMENTS 

G e n e r a l  

4 .  Since  our F i r s t  Overall Review in 1964 depar tments  

have  been classified i n t o  three  groups  by r e f e r e n c e  to a 

I I number of g r a d i n g  f a c t o r s  ( s e e  Appendix 11). The t h r e e  

g r o u p s  have been defined in t h e  f o l l o w i n g  terms - 

( a )  Group I accommodating a f e w  major depar tments ;  

( b )  a b a s i c  G r o u p  I I I  to w h i c h  all o t h e r  

depar tments  b e l o n g ,  except  for 

( c )  an i n t e r m e d i a t e  Group 11. 

T h e r e  a r e  some smaller organizations such as t h e  T e l e v i s i o n  

and E n t e r t a i n m e n t  L i c e n s i n g  Authority and t h e  R e g i s t r y  of 

Trade U n i o n s  which come under the heading of agenc ie s .  They, 

and the legal s e r v i c e s  depar tments ,  are o u t s i d e  t h e  g r o u p i n g  

arrangement.  



5. The  grouping of a d e p a r t m e n t  u s u a l l y  a e t e r n i n e s  t h e  

department's d i r e c t o r a t e  s t r u c t u r e .  T h u s  the head of a 

Group  I depar tmen t  is ranked higher than that of a Group  I1 

d e p a r t m e n t ,  who in turn is ranked h i g h e r  t h a n  h i s  G r o u p  I11 

depar tment  c o u n t e r p a r t .  A t  the time of this r e v i e w  t h e  

d i r e c t o r a t e  s t r u c t u r e  of  t h e  departments  in each group i s  

n o r m a l l y  a s  fo l l ows  - 

Group I : Director - D6 
Deputy Director  - D4 
Senior  A s s i s t a n t  Director - D3 
A s s i s t a n t  Di rec tor  - D2 

Group I1 : Direc tor  - D5 
Deputy D i r e c t o r  - D3 

A s s i ~ t a n t  D i r ec to r  - C 2  

Group 111 : Direc to r  - D4 
Deputy  D i rec to r*  - D 3  

A s s i s t a n t  Director - G 2  

*Only one post of Deputy Direc tor  is 

permitted in a Group 111 depar tment .  



6. A s  in p r e v i o u s  r e v i e w s ,  we have  c o n s i d e r e d  t h e  need 

to change t h e  g r a d i n g  f a c t o r  system. We have observed that 

w h i l e  t h e r e  may be different v i e w s  on t h e  r a t i n g  of 

i n d i v i d u a l  depar tments  a c c o r d i n g  to the f ac to r s ,  t h e  v a l i d i t y  

o f  t h e  grading f a c t o r  sys tem a s  s u c h  h a s  n o t  been 

q u e s t i o n e d .  We have  conc luded  that the system is  b a s i c a l l y  

s o u n d ,  and  s h o u l d  remain u n c h a n g e d .  

7. We have also reviewed the appropriate number of 

groups. A t  t h e  outset, we have rece ived  17 proposals from 

Heads of Depar tments  f o r  upgrading t h e i r  departments .  W h i l e  

t he se  h e a d s  have  generally b u i l t  their a r g u m e n t s  o n  t h e  b a s i s  

of  the p r e s e n t  grouping sys tem,  t h e r e  is a t e n d e n c y  f o r  some 

of them, e s p e c i a l l y  those i n  Group 111, to regard themselves 

a s  b e i n g  u n d e r - r a t e d .  With e v e r  increasing activities and  

r e s p o n s i b i l i t i e s ,  it i s  not unreasonable  to a s s e r t  t h a t  t h e  

work of any particular department is much more d i f f i c u l t  now 

than ten a r  twenty y e a r s  ago, However, the grouping o f  

departments is more c o n c e r n e d  w i t h  r e l a t i v i t y  than t h e  

a b s o l u t e  r i s e  and f a l l  of workload. Thus it is more r e l e v a n t  

to examine w h e t h e r  the banding e n s h r i n e d  i n  the three-group 

s y s t e m  is a d e q u a t e  f o r  present purposes  given t h e  diversity 

of  work among d i f f e r e n t  departments. 



8. We b e l i e v e  that a ba lance  h a s  to be s t r u c k  between 

too much and t o o  l i t t l e  differentiation, A reduction in the 

number of g r o u p s  would r e s u l t  in t oo  g r e a t  a range of 

responsibilities amongst depar tments  w i t h i n  each g r o u ~ .  To 

thus s t r e t c h  t h e  range  of r e s p o n s i b i l i t i e s  encompassed i n  one 

group would o n l y  add pressure  f o r  some departments to p u s h  

upward. To f u r t h e r  s u b - d i v i d e  e x i s t i n g  g roups  w o u l d ,  on t h e  

o t h e r  hand ,  be e q u a l l y  difficult t o  reconcile w i t h  the need 

fo r  s u f f i c i e n t l y  broad groups  i n t o  which departments can  be 

categorized w i t h o u t  too much difficulty. 

9. We feel, however, that t h e  definition of the t h r e e  

groups  has to be revised. A t  the time of  this review t h e r e  

a r e  2 departnents in Group 1, 1 5  i n  G r o u p  I1 and 1 7  in 

I11 - G r o u p  111 ( s e e  A ~ p e n d i x  111). The  r e l a t i v e  size of G r o u p  11 

h a s  t h e r e f o r e  much i n c r e a s e d  since the F i r s t  Overall R e v i e w ,  

when t h e r e  were 3 Group I, 6 Group I1 and  1 9  Group I11 

departments. Given t h e  r ough  ba lance  i n  numbers between 

Groups II a n d  111 and to take accoun t  o f  changing 

circumstances, w e  have d e c i d e d  to r e v i s e  the d e f i n i t i o n  o f  

t h e  three groups  to s i m p l y  reflect their orde r  of importance, 

i n  descending o r d e r  from Group I t o  Group  1x1, A t  the r i s k  

of  s t a t i n g  the o b v i o u s ,  we would l i k e  t o  s t ress  t h a t  the 

g r o u p i n g  only r e f l e c t s  r e l a t i v i t y  and is no way a j u d g m e n t  on 

t h e  v a l u e  of t h e  s e r v i c e s  u n d e r t a k e n  by the d e p a r t n e n t s  

c o n c e r n e d .  



10. Pie have s e ~ a r a t e l y  c e n s i d e  r e d  whether  an additional 

group of  departments s h o u l d  be created to accornn.odate a l l  

e x i s t i n g  agencies. A t  the time of t h i s  review Heads e f  

Agencies are variously ranked a t  D 3 ,  I32 and  Dl (Appendix  IV) 

and may or may n o t  have one d i r e c t o r a t e  rank under  them. To 

b r i n g  a l l  these o r g a n i z a t i o n s  u n d e r  o n e  g r o u p i n g  m i g h t  inply 

a s ~ u r i o u s  sense of d i r e c t o r a t e  s t r u c t u r a l  homogeneity among 

t h e  agencies ,  ~ h i c h  we do not xecomniend. 

11. On balance ,  t h e r e f o r e ,  we have c o n c l u d e d  t h a t  the 

present system of t h r e e  groups  of  departments and one group 

of agencies s h o u l d  he m a i n t a i n e d ,  

D i s c i p l i n e d  S e r v i c e s  

12. , In t h e  course  of this r e v i e w ,  t h e  Government 

accepted t h e  recommendations of the Review Committee on 

D i s c i p l i n e d  Se rv ices  Pay a n d  C o n d i t i o n s  of s e r v i c e  and has 

since e s t a b l i s h e d  a S t a n d i n g  Committee on Disciplined 

Serv ice s  S a l a r i e s  and  C o n d i t i o n s  of S e r v i c e .  T h e  Royal. Bong 

Kong P o l i c e  Force, Correctional S e r v i c e s ,  C u s t o m s  & E x c i s e ,  

F i r e  Se rv ices  and  Immigration D e ~ a r t x e n t s  therefore no l o n g e r  

fall unde r  t h i s  Committee. 



13. A S  regards the heads of  t h e  die~cliplinedl services,  

however, the  Govexnment hqs accepted that their salary l eve l s  

should bear a aef ined rela tianship w i t h  othe'r very e n f o r  

p o s t s  in the civil s e r v i c e .  The G&ernment has informed us 

that  the  best  way to achieve  t h i s  is Ear this Committee to 

r e t a i n  r e s p o n s i b i l i t y  far  advis ing on t h e i r  s a l a r i e s  and, for 

that matter, cqnditions a£ service in r e h t i 6 n  to the  . 

salaries  and conditioas of service of other senior 

non-disc ipl ined service pasta such as Secretarfe-s and Beads 

of Departments. We w i l l  aanault the  8tanding Wmmittee on 

Discipl ined Seruiaes S a l a r i e s  and Canditisna of Service in 

apprapriate circugistances. (The ques t ion  of directaxate 

sa lar i e s  is d e a l t  w i t h  in greater depth at paragraphs 6 8  to 

80  below. ) 

Groupinq o f  I n d i v i d u a l  Departments 

14. We have examined carefully the c lass i f icat ion  of 

departments .in the three groups against the grading factors 

I1 (Appendix 11) and t h e  considerations set  out at paragraph 7 

above, A t  the outset, w e  have found a general increase in 

t h e  responsibility and workload of moat departments i n  

keeping w i t h  the social  and economic development of Bong 

Rang. Apart from examining the submissions by Beads of 

Departments and t h e  analyses  prepared by t h e  Civil Serv i ce  

Branch, we have interviewed the following Branch Secretaries  

and Heads of Departments : the Attorney  Genera l ,  Secretary 



fo r  Mo ne t a ry  A f f a i r s ,  E i r e c t o r  of A g r i c u l t u r e  a n d  F i s h e r i e s  

and Comnissioner f o r  T r a n s p o r t .  Additional written 

i n £  orma t i o n  w a s  sought from some Branch Secre tar i e s  a n d  Heads 

of  Depar tments .  While a l l  t h e  s u b m i s s i o n s  w e  have received 

argue o n l y  f o r  upgrad ing ,  we have a l s o  c o n s i d e r e d  w h e t h e r  

some d e ~ a r t m e n t s  s h o u l d  be downgraded,  We are now s a t i s f i e d  

t h a t ,  with one e x c e p t i o n ,  they are all s t i l l  c o r r e c t l y  

g r o u p e d .  

15,  T h e  one e x c e p t i o n  is t h e  T r a n s p o r t  Department. T h e  

political role of t h e  department  h a s  been e n h a n c e d  by 

s u s t a i n e d  p u b l i c  i n t e r e s t  i n  and t h e  growing involvement  of 

d i s t r i c t  adxinistsation w i t h  t r a f f i c  and t r a n s p o r t  matters .  

T h e  c o m p l e x i t y  of work undertaken by the d e p a r t ~ ~ e n t  h a s  also 

increased steadily w i t h  the r a p i d  development of the New 

T e r r i t o r i e s  and  s h i f t s  .arid increases  in p o p u l a t i o n  and 

industrial development .  We have concluded t h a t  the 

depar tn ient  is now comparable to many G r o u p  I1 departments. 

We recommend that it be p laced  in Group 11. 

A G E N C I E S  

16. In p rev ious  reviews we felt t h a t  there was no need 

to d e v i s e  a s e t  formula f o r  ranking a g e n c i e s .  I n s t e a d  the 

r a n k i n g  o f  t h e  Head of Agency p o s t  would depend on a n  



assessment of t h e  w e i g h t  o f  t h e  j o b  in question and cou ld  be 

a n y  of  the f i r s t  three points on t h e  D i r e c t o r a t e  Pay Sca l e .  

W e  have reviewed these p r i n c i p l e s  and w i s h  to re-affirn them. 

17. T h e  present r a n k i n g  o f  Heads of  Agency p o s t s  i s  a t  

IV A p p e n d i x  IV. We have received three p r o p o s a l s  f o r  

upgrading. H a v i n g  s c r u t i n i z e d  t h e  submissions a n d  c a l l e d  f o r  

additional information, we have concluded that the F r e s e n t  

rankings are appropriate, a p a r t  from t h e  one change  

recommended below. 

Government  Data P r o c e s s i n g  Aqency 

18. T h e  Government Data Processing Agency is t h e  

l a r g e s t  of t h e  e x i s t i n g  a g e n c i e s  and  i t s  work is of growing  

impor t ance ,  We have been i n f o r m e d  that the Government has 

s t u d i e d  the r e su l t s  of  a r e c e n t  c o n s u l t a n c y  o n  t h e  management  

structure of t h e  Agency. It is agreed that t h e r e  is a n  

u r g e n t  n e e d  to s t r e n g t h e n  t h e  A g e n c y  in both s t r u c t u r e  a n d  

p e r s o n n e l .  We therefore recommend that t h e  Agency be 

upgraded to a Group 1x1 depar tment  a n d  that t h e  r a n k  of Data 

P r o c e s ~ i n g  Manager be upgraded from D3 to D4. We a l s o  agree  

t h a t  a new management  rank a t  D2 l e v e l  should be c r e a t e d .  

However, t h e  t i t l e  o f  and  the n u m b e r  of p o s t s  in t h i s  r a n k  

s h o u l d  be p r o c e s s e d  and j u ~ t i f i e d  i n  the usual way. 



19. If our recommendations on t h e  Government Data 

P r o c e s s i n g  Agency a n d  t h e  T z a n s ~ o r t  Cepartment are a c c e p t e d ,  

and  t a k i n g  into a c c o u n t  t h e  removal  o f  the d i s c i p l i n e d  

s e r v i c e s  departnents from t h e  grouping ar rangement ,  t h e  

r e v i s e d  grouping o f  depar tments  will be as s e t  o u t  at 

W Appendix V .  

LEGAL SERVICES DEPARTMENTS 

G e n e r a l  

2 0 .  We have  t r a d i t i o n a l l y  rev iewed t h e  ranking o f  

directorate posts i n  the L e g a l  and J u d i c i a l  g r o u p  

independently from the r e s t  o f  the d i r e c t o r a t e .  To r e c o g n i z e  

t h e  need f o r  separate a r r a n g e m e n t s  in d e t e r m i n i n g  t h e  pay and 

c o n d i t i o n s  of s e r v i c e  of j u d i c i a l  o f f i c e r s ,  t h e  S t a n d i n g  

Commi t t ee  on J u d i c i a l  S a l a r i e s  a n d  C o n d i t i o n s  o f  Se rv ice  was 

e s t a b l i s h e d  b y  t h e  Government at the b e g i n n i n g  o f  1988. In 

November ,1988 a separa te  pay scale f o r  judicial o f f i c e r s  was 

approved by the F i n a n c e  Committee of t h e  L e g i s l a t i v e  

Council. The Judicial group i s  t h e r e f o r e  no longer u n d e r  our  

purview. 



2 1 .  I n  t h i s  r e v i e w ,  we have c o n t i n u e d  to assess  the 

ranking of  directorate posts i n  the L e g a l  Department, 

R e g i s t r a r  G e n e r a l ' s  Department and  t h e  Legal  A i 6  Department  

in t e r m  of s t a t u s ,  responsibility a n d  the l e v e l  of l e g a l  

exper ience  r e q u i r e d .  

R a n k i n q  of  Legal  Di rec to ra te  P o s t s  

2 2 .  T h e  e x i s t i n g  l e g a l  d i r e c t o r a t e  l e v e l s  a r e  at 

VI Appendix VI. It was p u t  to us t h a t  DL2  shou ld  be a c c e p t e d  a s  

t h e  lowest  d i r e c t o r a t e  l e v e l  i n v o l v i n g  m a n a g e r i a l ,  

supervisory and  major decision-making r e s p o n s i b i l i t i e s .  We 

note t h i s  v i e w  b u t  consider t h e r e  is still a f u n c t i o n a l  need 

f o r  the D L 1  ranks .  We have r e c e i v e d  upgrading p r o p o s a l s  from 

a l l  t h r e e  legal  services d e p a r t r r e n t s ,  which we have studied 

c a r e f u l l y .  However, we have concluded that t h e  r e q u e s t s  f o r  

upgrading m o s t l y  r e f l e c t  n o t  so much a n  increase i n  

responsibilities a s  a belief t h a t  c u r r e n t  s a l a r i e s  a r e  too 

low r e l a t ive  to the p r i v a t e  sector. We will a d d r e s s  the 

q u e s t i o n  of' s a l a r i e s  a t  paragraphs  6 8  t o  8CE below.  As 

r ega rds  the ranking of pos t s ,  we recoirmend o n l y  one c h a n g e  

which is set out below.  

2 3 .  Me c o n s i d e r  that t h e  l e v e l  of responsibility of t h e  

Di rec tor  of Legal A i d  ( c u r r e n t l y  ranked  a t  DL41 is conparable  

t o  t h a t  o f  t h e  L a w  O f f i c e r s  (DL5) in t h e  Lega l  I jepartment ,  

i . e .  t h e  S o l i c i t o r  G e n e r a l ,  t h e  Crown s o l i c i t o r ,  the C r o w n  

P r o s e c u t o r ,  t h e  Law D r a f t s n . a n  and t h e  Law O f f i c e r  ( S p e c i a l  



C u t i e s ) ,  each h e a d i n g  a D i v i s i o n  and  a c c o u n t a b l e  to t h e  

A t t o r n e y  G e n e r a l .  In particular, we have t a k e n  n o t e  o f  t h e  

Director of Legal A i d ' s  accountability as head of 

d e p a r t m e n t .  Coupled w i t h  t h e  growth in s i z e  a n d  f u n c t i o n s  o f  

the Legal A i d  Department over t h e  years ,  we c o n s i d e r  that t h e  

D i r e c t o r  of  Legal Aid should be ranked a t  D L 5  and so 

recommend. 

R A N K I N G  OF I N D I V I D U A L  DIRECTORATE POSTS 

G e n e r a l  

2 4 .  We have received a number of proposa ls  fo r  t h e  

upgrading of individual d i r e c t o r a t e  posts o t h e r  than heads of 

departments o r  agenc ies .  A s  n o t e d  a t  ~ a r a g r a p h  5 a b o v e ,  the 

d i r e c t o r a t e  s t r u c t u r e  o f  a department  is related t o  t h e  

department's g r o u p i n g .  Our c o n s i d e r a t i o n  of the grouping of 

i n d i v i d u a l  . depar tments  (paragraphs  14 - 19 above)  t h e r e f o r e  

has had a bearing on our  examination of  t h e  r a n k i n g  o f  

i n d i v i d u a l  directors te p o s t s .  

25.  In a d d i t i o n  to e x a m i n i n g  the a r g u m e n t s  forwarded by 

the d e p a r t ~ e n t s  o r  a g e n c i e s  concerned,  we h a v e  a l s o  sought 

f u r t h e r  c l a r i f i c a t i o n  from t h e  r e spec t ive  S e c r e t a r i a t  B r a n c h  

S e c r e t a r i e s .  I n  some cases we have found the  presen t  



r a n k i n g s  appropriate a n d  cannot s u ~ p o r t  the u ~ g r a d i n g  

p r o p o s a l s .  In o t h e r  cases  the p r o p o s a l s  e i t h e r  r e q u i r e  

f u r t h e r  s t u d y  o r  a r e  o u t s i d e  t h e  c o n t e x t  of t h i s  review. T h e  

proposals in the l a t t e r  c a t e g o r y  i n c l u d e  the following - 

( a )  t h e  c r e a t i o n  of a D4 deputy in t h e  

B u i l d i n g s  and L a n d s  Cepartrnent;  

(b) upgrading t h e  pos t  of R e g i o n a l  H i g h w a y s  

Engineer to D3; 

( c )  upgrading the p e s t  of C h i e f  T r e a s u r y  

A c c o u n t a n t  to A s s i s t a n t  Director  of 

A c c o u n t i n g  S e r v i c e s  in t h e  H o u s i n g  

Department; and 

( d )  t h e  d i r e c t o r a t e  s t r u c t u r e  f o r  the 

H o s p i t a l  S e r v i c e s  Department  and 

Department af H e a l t h .  

T h e y  w i l l  be d e a l t  with s e p a r a t e l y .  We have n e v e r t h e l e s s  

i d e n t i f i e d  some cases  where  we recommend a change. 



Comr, i ss ioner  o f  Bank ina .  Monetarv A f f a i r s  B r a n c h  

2 6 .  We have observed t h a t  the Commissioner's 

r e s p o n s i b i l i t i e s  have i nc rea sed  c o n s i d e r a b l y  wi t b  t h e  

i n c r e a s e d  significance to Hong Kong of  t h e  b a n k i n g  s e c t o r  

s i n c e  the p o s t  was c rea ted  in IS64 at D4 l e v e l .  More 

s p e c i f i c a l l y  we note that t h e  n e w  B a n k i n g  Ord inance  (1986) 

a n d  the e x t e n s i o n  of f u l l  s u p e r v i s i o n  to d e p o s i t - t a k i n g  

c o r n ~ a n i e s  i n  1985-86 have added to the Commissioner's 

responsibilities. T h e r e  h a s  a l s o  been an enormous increase  

in the nurber o f  b a n k s  l i c e n s e d  i n  Hong Kong in r e c e n t  y e a r s ,  

making Hong Kong now second only to London. he t h e r e f o r e  

recommend upgrading the Commissioner's ~ o s t  to D5.(This 

becomes D6 in t h e  r e v i s e d  scale recommended at paragraph 5 9  

below. ) 

Deputy Sec re ta ry ,  Government S e c r e t a r i a t  

27. The c r i t e r i a  of r a n k i n g  Deputy Secretary p o s t s  i n  

t h e  Governnfl;,ent S e c r e t a r i a t  set o u t  in the Eighth O v e r a l l  

Review are -that the D3 r a n k  s h o u l d  be t h e  b a s i c  rank f o r  

Geputy Secre ta r ies  b u t  that a D e p u t y  S e c r e t a r y  p o s t  may be 

r a n k e d  a t  D4 in e x c e p t i o n a l  circumstances - 

( a ]  where the a r e a  of responsibility of a B r a n c h  

is so wide  and issues i n v c l v e d  so complex t h a t  

one of the D e p u t y  S e c r e t a r i e s  needs for 

o r g a n i z a t i o n a l  reasons to be c h a r g e d  w i t h  

resFonsibilities f o r  c o o r d i n a t i o n  w i t h i n  t h e  

B r a n c h ;  or 



{b) w h e r e ,  r e g a r d l e ~ s  whe the r  t h e r e  i s  one o r  more 

Deputy  S e c r e t a r y  ~ o s t s  in t h e  B r a n c h ,  the 

r e s ~ o n s i b i l i t y  of a p a r t i c u l a r  Deputy 

S e c r e t a r y  p a s t  is s i g n i f i c a n t l y  h e a v i e r  t h a n  

the norm.  

These recommendations have been accepted by t h e  

Administration. 

28. In 1987, a r e v i e w  by t h e  Administration e s t a b l i s h e d  

that t h e  d u t i e s  of eleven D e p u t y  S e c r e t a r y  p o s t s  had 

increased  in complexity and that t h e  res~onsibility a t t a c h i n g  

to these  posts h a d  become significantly heav i e r  than the 

norm. These posts were t h e r e f o r e  upgraded to D4. 

29. Ke have examined s i x  proposals to upgrade e x i s t i n g  

D3 Deputy  S e c r e t a r y  posts to D4 and have taken t h e  

opportunity to r e v i e w  t he  c r i t e r i a  of r a n k i n g  D e p t y  

S e c r e t a r y  p o s t s  to take i n t o  a c c o u n t  c h a n g i n g  c i rcumstances .  



30. Taking a broad v iew,  a s  a l l  Sec re t a r i e s  a r e  r a n k e d  

at the same l e v e l ,  it is not unreasonab le  to argue that t he re  

s h o u l d  be one D4 C e p u t y  Sec re t a ry  in each Branch .  Hav ing  

e v a l u a t e d  t h e  d u t i e s  and responsibilities o f  a l l  D e p u t y  

S e c r e t a r i e s ,  we c o n s i d e r  that the l e v e l  of responsibility of 

some D e p u t y  S e c r e t a r i e s  is s t i l l  lower than that of other 

Deputy S e c r e t a r i e s ,  however. To t h i s  extent it would .not be 

appropriate to rank all Deputy S e c r e t a r i e s  at D4. Pie have  

a l s o  been told by the  Administration that t h e  grade structure 

and career  d e v e l o p n e n t  of t h e  Administrative S e r v i c e  require 

a mix of D3 and D4 D e p u t y  S e c r e t a r i e s .  I f  all D e p u t y  

Secretaries were ranked  a t  D4, A d m i n i s t r a t i v e  Off icers  S t a f f  

Grade ' C '  (D2) posted a s  Principal A s s i s t a n t  Secre tar i e s  

would have to move o u t  of t h e  Sec re t a r i a t  once t h e y  became 

Administrative O f f i c e r s  S t a f f  Grade 'B1 (I33), thus affecting 

c o n t i n u i t y  i n  some B r a n c h e s .  We have t h e r e f o r e  reso lved  to 

allow each B r a n c h  one, b u t  only one, D4 Deputy Secretary  

w i t h i n  i t s  pe rmanen t  s t r u c t u r e .  

31. We recommend that t h e  following new c r i t e r i a  f o r  

r a n k i n g  Deputy Secretaries s h o u l d  be adopted - 

( a )  Deputy S e c r e t a r y  ~ o s t s  may be r a n k e d  at D4 o r  

E 3 ;  but  



(bl each Secretary may have n0.t mse than one 

deputy (irrespective of the  t i t l e  of the  post)  

ranked at D4r  and 

Becretar ie-E lshsuld have the  discretian to m v s  

t h e  I34 ran,king amdPlg the ir  deputies £ollowin.g 

a redistribution of d u t i e s  or on account of 

o h i f t s  ih the r e l a t i v e  we ight  of their 

deputiest jobs, subject  t o  the advice of th is  

Conmi t t e e  and t h e  Establishment Sob-Camittee 

and the approval of the Finance Cornittee of 

the Legislative Council. 

32. We s,u-ggest that the  t i t les  of D4 and D3 Deputy 

Secretariems be differantfatea,  

PERSONAL RANKING 

3 3 .  A personal ranking approach bas been adopted since 

t h e  Eightb Overall Review to recognize the  merit of a H-ead of 

Departnent or A g m q  in exceptLana1 oircumstanees. Dnder 



this approach ,  a l o n g - s e r v i n g  and mer i t o r  i o u s  depa r tmen ta l  

o f f i c e r  a t  t h e  Head of Depar tment  or Agency l e v e l  may  be 

a p p o i n t e d  s u b s t a n t i v e l y  to a h i g h e r  rank an a p e r s o n a l  

b a s i s .  T h i s  however does n o t  a f f e c t  t h e  normal r a n k i n g  of 

t h e  p o s t  he is occupying and, when he leaves ,  his successor 

is a p p o i n t e d  to the normal rank of t h e  p ~ t .  

3 4 .  There have been renewed  suggestions that t h e  scheme 

s h o u l d  be e x t e n d e d  to d i r e c t o r a t e  o f f i c e r s  who are n o t  Heads 

of Departnents  or  A g e n c i e s .  We are however ef the view t h a t  

t h e  p o s s i b i l i t y  of these  officers' a d v a n c i n g  f u r t h e r  i n  t h e i r  

career  and  the undesirability of t h e i r  receiving the same 

s a l a r y  as  t h e i r  supervising o f f i c e r s  for c a r r y i n g  l o w e r  

r e s p o n s i b i l i t i e s  s t i l l  argue against t h e  F roFosa l .  We have 

a l s o  considered whether i n c r e m e n t s  should be g r a n t e d  to 

long-~erving d i r e c t o r a t e  o f f i c e r s  on a personal  bas i s .  We 

suggest  t h a t  this should be cons ide r ed  in t h e  w i d e r  c o n t ~ x t  

of w h e t h e r  i n c r e m e n t s  s h o u l d  be introduced i n t o  the  resent 

f i xed-po in t  d i r e c t o r a t e  pay  sca les .  We dea l  w i t h  t h i s  a t  

paragraphs  7 2  to 73  below. 



3 5 .  We have  rev iewed a l l  possible c l a ims  to pe r sona l  

r a n k i n g  but h a v e  n o t  identified any  c a n d i d a t e  for 

c o n s i d e r a t i o n  a t  t h i s  s t a g e .  However, we have a s k e d  t h e  

Administration to r e v i e w  the position in a year o r  so to take 

in to a c c o u n t  r e l e v a n t  deve lopmen t s .  

C O N D I T I O N S  OF SERVICE AND MISCELLANEOUS MATTERS 

36 .  We have reviewed t h e  following conditions of  

s e r v i c e  f o r  directorate o f f i c e r s  - 

( a )  pens ions ,  c o n t r a c t s  a n d  post-retirement 

employment; 

(b) e d u c a t i o n  a l lowances;  

{c) medical and d e n t a l  b e n e f i t s :  

( d )  use of  Government ca rs ;  

( e )  housing b e n e f i t s ;  
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( f )  l eave  and  passage arrangements ;  a n d  

( g )  m i s c e l l a n e o u s  b e n e f i t s  s u c h  a s  club 

membership. 

In a l l  cases we have e x a m i n e d  t h e  e x i s t i n g  arrangements and 

c o n s i d e r e d  all the v i e w s  p u t  to u s .  We are  s a t i s f i e d  that in 

g e n e r a l  the c o n d i t i o n s  of service f o r  directorate o f f i c e r s  

compare favourab ly  w i t h  t hose  in t h e  p r i v a t e  s e c t o r ,  a l t h o u g h  

i n  some cases some S i n e - t u n i n g  may be required, Our comments 

an each s u b j e c t  are set out in greater detail below. 

P e n s i o n s ,  C o n t r a c t s  and  Post-Retirement Employment 

(a) Pensions 

37.  Four  p o i n t s  have been made in t h e  r e p r e s e n t a t i o n s  

we have received. F i r s t ,  p r o v i s i o n  s h o u l d  be made to 

m a i n t a i n  t h e  r e a l  v a l u e  of p e n s i o n s .  Second, the m a x i m u m  

commutation l e v e l  s h o u l d  be i n c r e a s e d ,  T h i r d ,  t h e  

introduction of a f i x e d  exchange rate with s t e r l i n g  should be 

considered. Fourth, the multiplying factor should be updated  

t o  take i n t o  account normal l i f e  e x p e c t a n c y .  



38.  We note that b a s i c  pension is a d j u s t e d  a n n u a l l y  in 

accordance with movements i n  t h e  Consumer Price Index  ( A ) ,  

t h e  expenditure b r a c k e t  of which covers  t h e  m a j o r i t y  o f  

pens ione r s .  A s  such we do n o t  recommend any  change to t h e  

e x i s t i n g  arrangements. 

3 9 .  A s  r e g a r d s  t h e  maximum commutation l e v e l  for t h e  

lump s u m  pens ion  g r a t u i t y ,  we welcome its i n c r e a s e  from 25% 

in the o l d  pension s c h e m e  to 5 0 %  i n  t h e  n e w  pension s c h e m e .  

T h i s  s h o u l d  provide pens ione r s  w i t h  a degree of f l e x i b i l i t y  

in p l a n n i n g  t h e i r  f i n a n c i a l  reEources to meet commitments on 

r e t i r emen t  and a t  the  same time e n s u r e  a steady source  of 

recurrent income t h e r e a f t e r .  

4 0 .  We see the proposa l  for a fixed e x c h a n g e  r a t e  for 

r e t i r emen t  b e n e f i t s  a s  a response to currency f l u c t u a t i o n s ,  

Whi le  we a p p r e c i a t e  t he  concern e x p r e s s e d ,  we are ag reed  that 

t h e  Hong Kong G o v e r n m e n t  s h o u l d  not t a k e  on t h e  l i a b i l i t y  o f  

e x c h a n g e  r a t e  protection arrangements. T h e  movement o f  

exchange r a t e s  o v e r  t h e  y e a r s  d u r i n g  which a p e n s i o n  is 

e a r n e d  means that t h e  position is n o t  a l w a y s  adverse. 

O f f i c e r s  who choose to work o u t s i d e  t h e i r  countries of o r i g i n  

have to accept t h e  r i s k s  as well  as t h e  a d v a n t a g e s  of d o i n g  

T O ,  



41. The  multiplying f a c t o r  was increased  from 1 2 . 5  t o  

1 4  i n  1 9 8 3 .  We do not at t h i s  stage recommend f u r t h e r  

changes  to t h e  factor w h i c h  i s  d e s i g n e d  t o  ensure t h a t  t h e  

lurp-sum gratuity i s  b r o a d l y  comparable in value to the 

p o r t i o n  of the a n n u a l  pension i t  replaces .  

( b )  C o n t r a c t s  

4 2 .  Concern h a s  been expressed  at the prospec t s  f o r  

r e n e w a l  of c o n t r a c t s ,  U n d e r  the  e x i s t i n g  a r r a n g e m e n t s ,  t h e  

f u r t h e r  employment of l o c a l  agreement of f i ce r s  is s u b j e c t  to 

no ~romotion blockage b e i n g  caused. T h e  p r o v i s i o n  is in l i n e  

w i t h  t h a t  for o f f i c e r s  in t h e  permanent establishment under  

t h e  o l d  p e n s i o n  scheme .  T h e  f u r t h e r  employment  o f  overseas  

officers i s  n o r m a l l y  subject t o  n o  promotion blockage b e i n g  

caused or t h e  lack of  a s u i t a b l e  l o c a l  replacement. he do 

n o t  recommend changes to these arrangements ,  

4 3 .  I n  connection w i t h  t h e  review of arrangements  f o r  

r e n e w a l  of c o n t r a c t s ,  we have considered t h e  p r e s e n t  c r i t e r i a  

of eligibility f o r  l o c a l  and  o v e r s e a s  terms of appointnent. 

We note that a n  officer's connec t ions  w i t h  Hong Kong a r e  more 

inportant than h i s  n a t i o n a l i t y .  Thus if a c a n d i d a t e  i s  f o u n d  

s u i t a b l e  for appointment to a r a n k  to which  overseas  



a p p o i n t m e n t  may be made h e  may n o r m a l l y  be o f f e r e d  

appointment o n  overseas  c o n d i t i o n s  of service i f  he s a t i s f i e s  

the following c r i t e r i a  - 

{ a )  he is n o t  h a b i t u a l l y  r e s iden t  in 

Hong Kong, Macau, China o r  T a i w a n ;  and 

( b )  he h a s  his g e n e r a l  backg round  or s o c i a l  

t i e s  s o m e w h e r e  o t h e r  than Heng Kong, 

Macau, C h i n a  or T a i w a n :  and 

(c) if appointed o n  l o c a l  c o n d i t i o n s  of 

se rv ice ,  he w o u l d  s u f f e r  a mate r i a l  

degree  of d i s l o c a t i o n  o r  uprooting from 

a n  e n v i r o n m e n t  to which he b e l o n g s .  

Fje u n d e r s t a n d  that in d o u b t f u l  cases  where  it is difficult to 

d e t e r m i n e  t h e  s t a t u s  of  a c a n d i d a t e  u n d e r  these bas ic  

c r i t e r i a ,  a "10-yeas r u l e "  a ~ p l i e s  whereby no further 

c o n s i d e r a t i o n  will be g i v e n  to t h e  candidate's c l a i m  to 

o v e r s e a s  status u n l e s s  he  h a s  l i v e d  o v e r s e a s  f o r  a t  least 10 

y e a r s  a f t e r  he h a s  o b t a i n e d  h i s  university degree or h i s  f u l l  

professional qualification. 



4 4 .  We welcome the i n v o l v e m e n t  o f  t h e  P u b l i c  S e r v i c e  

 omm mission in d o u b t f u l  cases.  However, we f e e l  t h a t  t h e  

r equ i rement  f o r  a cand ida t e  to have  l i v e d  o v e r s e a s  f o r  at 

leas t  10 yea r s  a f t e r  qualifying before  he c o u l d  be considered 

f o r  a p p o i n t m e n t  on ove r seas  terms is o n  the  long side. We 

suggest  t h a t  7 y e a r s  would be more a p p r o p r i a t e .  We 

u n d e r s t a n d  that a n  o v e r a l l  review of the criteria for  

d e t e r m i n i n g  o v e r s e a s j l o c a l  status will be u n d e r t a k e n .  

(c) Post-Retirement Employment 

4 5 .  It has been proposed that greater  f l e x i b i l i t y  in 

the a r r a n g e m e n t s  g o v e r n i n g  pos t - re t i rement  employment  be 

introduced. We have been told t h a t  these arrangements h a v e  

indeed been updated s i n c e  1 J u l y  1987 so that a p e n s i o n e r  

n o r m a l l y  o n l y  needs to seek approval for t a k i n g  up 

post-retirement e r n p l o y ~ ~ e n t  w i t h i n  t h e  f i r s t  two y e a r s  of 

retirement o r  on e x p i r y  of  his re-employment agreement.  In 

some cases, however,  a l o n g e r  p e r i o d  may be de te sx ined  by t h e  

Governor .  Those who are  required to seek approval w i t h i n  a 

~ e s i o d  longer  than two years  are notified individually. he 



welcome t h e  r e v i s e d  arrangements a s  a n  improvement over t h e  

p r e v i o u s  r e q u i r e m e n t  t h a t  p e n s i o n e r s  should seek such 

a p p r o v a l  a n y  t i m e  a f t e r  t h e i r  r e t i r e m e n t .  

E d u c a t i o n  A l lowances  

4 6 .  P o i n t s  made i n  the s u b m i s s i o n s  g e n e r a l l y  cover t h e  

r a t e s  of  t h e  a l lowances ,  t h e  age limit and t h e  c o u n t r i e s  

covered.  

4 7 .  A s  r e g a r d s  r a t e s ,  we t h i n k  it reasonable that 

p a r e n t s  s h o u l d  bear p a r t  of t h e  c o s t  of e d u c a t i n g  t h e i r  

c h i l d r e n ,  We t h e r e f o r e  do not recommend i n c r e a s i n g  the 

presen t  sates of a l lowances  which l e ave  c i v i l  s e r v a n t  p a r e n t s  

to c o n t r i b u t e  about 25% and 4 0 %  of the a m o u n t  of e d u c a t i n g  

t h e i r  children locally a n d  ove r seas  respectively. 

48 .  We have  been told that the a i m  of t h e  p r e s e n t  a g e  

l i m i t  of 1 9  i s  t o  assist o f f i c e r s  i n  p r o v i d i n g  basic pr imary  

a n d  secondary e d u c a t i o n  f o r  t h e i r  c h i l d r e n .  To r a i s e  t h e  age 

limit by a few y e a r s  would mean c o v e r i n g  t e r t i a r y  e d u c a t i o n ,  

w h i c h  would be a s u b s t a n t i a l  increase in c o s t s .  We are  

u n a b l e  to support the p r o p o s a l .  



49.  We have however f ound  proposals  for  r e l a x i n g  t h e  

r u l e s  governing t h e  c o u n t r i e s  covereu by t h e  overseas  

education allowance t o  be reasonable. We f e e l  that 

consideration s h o u l d  be g i v e n  t o  extending t h e  allowance f o r  

local officers to c o u n t r i e s  o t h e r  than t h e  U n i t e d  Kingdom,  

a n d  far o v e r s e a s  o f f i c e r s  to countries o t h e r  than their 

c o u n t r y  of o r i g i n .  T h i s  would accord w i t h  p r i v a t e  sector 

p r a c t i c e .  In a d d i t i o n ,  s u c h  e x t e n s i o n  w o u l d  have a positive 

e f f e c t  i n  r e t a i n i n g  l o c a l  o f f i c e r s  in t h e  c i v i l  se rv ice  in so 

far a s  many may w i s h  to educate their c h i l d r e n  in c o u n t r i e s  

o t h e r  than t h e  United Kingdom, e s p e c i a l l y  Canada, t h e  U n i t e d  

S t a t e s  a n d  A u s t r a l i a .  

50 .  The Administration h a s  informed us that to e x t e n d  

the c o u n t r y  coverage of t h e  overseas e d u c a t i o n  al lowance 

w o u l d  i n v o l v e  a change to t h e  basic  r a t i o n a l e  f o r  ~ r o v i d i n g  

the allowance. We have  been  told that t h e  a l lowance was 

introduced in 1964 for  overseas o f f i c e r s  only m a i n l y  to 

corhpete on t h e  r e c r u i t m e n t  of overseas  o f f i c e r s  w i t h  o t h e r  

t e r r i t o r i e s  which had s u c h  a scherr~e. The a l lowance  was 

extended to l o c a l  o f f i c e r s  in 1472 in respect  of their 

children's e d u c a t i o n  in t h e  U n i t e d  Kingdom o n l y .  This w a s  on 

g r o u n d s  of equity b e t w e e n  local and  o v e r s e a s  o f f i c e r s  a n d  in 

o r d e r  to s t r e n g t h e n  t h e  ~ r i t i s h  connection. T h e  

Administration is wary o f  the p o l i t i c a l  a n d  financial 

implications s h o u l d  the c o u n t r y  coverage be ex t e n d e d  and  has 



a d v i s e d  that no change  s h o u l d  be i n t r o d u c e d  p e n d i n g  a f u l l  

review of the justifications f o r  t h e  scheme. T h e  

d i f f i c u l t i e s  f aced  by the Administration notwithstanding, we 

be l i eve  t h a t  c h a n g e s  a long  t h e  l i n e s  we suggest above should 

be made. 

Medical and Dental B e n e f i t s  

51. We have received a n u m b e r  of r e p r e s e n t a t i o n s  

criticizing the i n a d e q u a c i e s  of t h e  m e d i c a l  and  dental 

benefits that a r e  in practice p r o v i d e d  f o r  d i r e c t o r a t e  

o f f i c e r s .  We u n d e r s t a n d  t h a t  the Administration is c u r r e n t l y  

reviewing t h e  p r o v i s i o n  of medical  and d e n t a l  f a c i l i t i e s  to 

civil s e r v a n t s  in g e n e r a l  and  w e  have obse rved  that the 

d e n t a l  service is improving a s  more d e n t a l  c h a i r s  a r e  added. 

We t h e r e f o r e  do not make recommendat ions a t  t h i s  stage o t h e r  

than t h e  one below. 

52 .  We recommend annual medical check-ups f o r  a l l  

d i r e c t o r a t e  o f f i c e r s  aged  4 0  and above. This would be in 

l i n e  w i t h  p r i v a t e  sec tor  p r a c t i c e .  To a v o i d  f u r t h e r  

s t r a i n i n g  the G e p a r t m e n t  of Health, the p o s s i b i l i t y  of 

c o n t r a c t i n g - o u t  by t ender  should be conside  r e d .  



Use of G o v e r n m e n t  Cars 

53.  We have received ~ u b m i s s i o n s  a r g u i n g  f o r  a 

L i b e r a l i z a t i o n  of the p r e s e n t  a r r a n g e m e n t s  g o v e r n i n g  t h e  use 

of Government transport by directorate o f f i c e r s .  We n o t e  

t h a t  a t  p r e s e n t  officers on s a l a r y  point I26 may use 

d e p a r t m e n t a l  ca rs ,  if a v a i l a b l e ,  for a l l  purposes without 

c h a r g e .  High Cour t  J u d g e s  o r  more senior o f f i c e r s  i n  , t h e  

J u d i c i a r y  may use t h e  specifically al locatee  Trans~ort pool 

c a r s ,  if available, f o r  a l l  purposes,  Officers  on salary 

p o i n t s  D4JDL4 and D5/DL5 or e q u i v a l e n t  who are  : 

(i) in the ' H e a d s  of Departments and  P o s t s  

of E q u i v a l e n t  S t a t u s '  category of t h e  

Civil and M i s c e l l a n e o u s  L i s t s ;  or 

(ii) Deputy Secretar ies  i n  the  Government 

S e c r e t a r i a t  or D e p u t y  Heads of Group I 

Departments 

may use a d e p a r t m e n t a l  c a r ,  if a v a i l a b l e ,  w i t h o u t  c h a r g e  : 

(a)  f o r  n o t  mare than one hor r~e - to -o f f i ce  

r e t u r n  journey per day; and 



(b) to attend a n y  function i n  o r  o u t s i d e  

o f f i c e  h o u r s ,  but o n l y  when t h e  

i n v i t a t i o n  arises from t h e i r  o f f i c i a l  

p o s i t i o n .  

5 4 .  We feel  that the p r o v i s i o n  of Government  c a r s  a n d  

d r i v e r s  f o r  horre-to-of £ice j o u r n e y s  is not a c o s t - e f f e c t i v e  

way of  providing benefits to s e n i o r  officials. We w o u l d  

however leave it to the Administration to decide w h e t h e r  t h e  

r e q u e s t  t h a t  pool ca r s  be u s e d  f o r  this purpose shoul6 be 

acceded to. 

H o u s i n g  B e n e f i t s  

55 .  We have  examined  t h e  p r o v i s i o n  of h o u s i n g  benefits 

to directorate o f f i c e r s  in the light of t h e  many 

r e p r e s e n t a t i o n s  ~ [ a d e .  In p a r t i c u l a r ,  we have s t u d i e d  t h e  

quarters a l l o c a t i o n  sys tem,  f u r n i t u r e  and f i t t i n g  out of 

quarters, t h e  a v a i l a b i l i t y  of  recreational areas in q u a s  t e r s ,  

air-conditioning a l l o w a n c e s ,  the Home P u r c h a s e  S c h e m e ,  the 

H o u s i n g  Loan  Scheme and t h e  C o o p e r a t i v e  H o u s i n g  S c h e m e s .  We 

understand t h a t  t h e  A d m i n i s t r a t i o n  i s  r e v i e w i n g  a l l  e x i s t i n g  

c i v i l  s e rv ice  housing b e n e f i t s  and  will d e v e l o p  specific 

proposa ls .  T h e  o b j e c t i v e  of the rev iew  is to e n c o u r a g e  hone 

ownership by civil s e r v a n t s  and  to m a k e  t h e  most e f f e c t i v e  

use of the f i n a n c i a l  resources that can be made a v a i l a b l e  f o r  

t h e  purpose. We do not  w i s h  to recommend a n y  c h a n g e s  pending 

t h e  outcome o f  t h e  Administration 's r ev i ew .  



L e a v e  and P a s s a g e s  

5 6 .  Many r e p r e s e n t a t i o n s  we have rece ived  propose 

i m ~ r o v e d  leave and paEsage ar ranger ren t s  by i n t r o d u c i n g  more 

f l e x i b i l i t y  to the p r e s e n t  system. We have weighed t h e  

a r g u m e n t s  f o r  and a g a i n s t  all the v a r i o u s  proposa ls ,  severa l  

o f  which a r e  commented on below.  

57 .  U n d e r  e x i s t i n g  arrangeKent s t  o f f i c e r s  e n t i t l e d  to 

a n n u a l  leave a r e  also e n t i t l e d  to an a n n u a l  passage and t h e  

t w o  e n t i t l e m e n t s  have to be taken t o g e t h e r ,  i.e. t h e  o f f i c e r  

m u s t  s ~ e n d  h i s  a n n u a l  l eave  over seas  and m a k e  use of h i s  

passage for t h i s  purpose.  In the N i n t h  O v e r a l l  Review,  we 

recommended that those  o f f i ce r s  who were e n t i t l e d  to a n n u a l  

l e a v e  w i t h  pa s sages  be p e r ~ i t t e d  to s p l i t  their entitlements 

so that they m i g h t  take two holidays w i t h  passages w i t h i n  a 

t w e l v e - m o n t h  per iod.  This recomrrendat ion h a s  been 

i m p l e ~ e n t e d .  s ince  1 April 1988 for l o c a l  and overseas 

o f f i c e r s  on Q 4 / D L 4  a n d  above. Be h a v e  rece ived  proposa l s  f o r  

e x t e n d i n g  t h e  same flexibility to o f f i c e r s  on D 3 / D L 3  and 

below. T h i s  would a p p l y  to o v e r s e a s  o f f i c e r s  o n l y  s ince  

l o c a l  o f f i c e r s  o n  D 3 / D L 3  and below are n o t  e n t i t l e d  t o  a n n u a l  

leave p a s s a g e s .  We s u p p o r t  t h i s  proposal .  



58.  We h a v e  c o n s i d e r e d  a p roposa l  to w a i v e  the 

application o f  t h e  f o r f e i t u r e  formula t o  l o c a l  o f f i c e r s  on 

C4JDL4 a n d  above  whose a n n u a l  leave c o n ~ i s t s  of 4 5  days 

' b v v e s e a s "  leave and 1 0 . 5  days " l o c a l  f l e x i b l e "  l e a v e  who 

spend  more than 7 days o f  t h e i r  "overseas"  leave l o c a l l y .  

Local  o f f i c e r s  h a v e  t h e i r  home ties in Bong Kong and may n o t  

w i s h  to s p e n d  most of t h e i r  annual leave o v e r s e a s .  Moreover,  

it can be e x p e n s i v e  to do so i f  t h e  o f f i c e r  h a s  na overseas 

accommodation of his own. T h a t  s a i d ,  i f  l o c a l  o f f i c e r s  were 

exempted from the f o r f e i t u r e  fo rmula ,  t h e y  would be enjoying 

more f a v o r a b l e  leave terms t h a n  t h e i r  ove r seas  c o u n t e r p a r t s  

because  they would be e n t i t l e d  to the same l e a v e  earning r a t e  

bu t  w i t h o u t  the restriction of the f o r f e i t u r e  f o r m u l a .  A l s o ,  

the s p l i t t i n g  of annual leave and passages  h a s  made it 

p o s s i b l e  to a l l e v i a t e  a n y  i n c o n v e n i e n c e  o r  expense caused by 

the f o r f e i t u r e  fo rmula  since i t  a l l o w s  a local o f f i c e r  to 

t a k e  h i s  ove r seas  leave in two portions r a t h e r  t h a n  i n  a 

s i n g l e  s t r e t c h .  On ba l ance ,  t h e r e f o r e ,  we d o  not propose to 

make any c h a n g e s  to the e x i s t i n g  a r rangements .  



59. Many Heads of Gepar tments  have proposed 

improvements to passage b e n e f i t s ,  T h e  m o s t  common s u g g e s t i o n  

is that o f f i c e r s  be permitted t o  use the non-s t anda rd  p a s s a g e  

a l l o w a n c e  to pay f o r  o t h e r  t r a v e l - r e l a  t e d  expenses such a s  

h o t e l  accommodation. O t h e r s  have proposed a non-accoun tab l e  

cash a l lowance  f o r  l e a v e  passages.  A few have cornmentea on 

t h e  grading of leave passages  and the p r o v i s i o n  of school  

passages .  

60. A t  t h e  time of t h i s  review the Government is 

separa te ly  s t u d y i n g  its passage arrangements and the grading 

of  Leave passages.  We are n o t  in f a v o u r  of t h e  sugges t ion  to 

rep lace  t h e  p r e s e n t  a r rangement  by a cash allowance payable  

to c i v i l  s e r v a n t s  on a t o t a l l y  non-accountable basis ,  because  

t h e r e  would be no safeguard on  the use of t h e  a l lowance f o r  

overseas  t r a v e l .  However, we do not objec t  to introducing 

f u r t h e r  f l e x i b i l i t y ,  including al lowing  o f f i c e r s  to use p a r t  

of the passage allowance for t r a v e l - r e f a  t e d  e x p e n s e s .  

61. In this c o n n e c t i o n ,  we note that the G o v e r n m e n t  is 

e x p l o r i n g  t h e  possibility of r e p l a c i n g  the d i r e c t  ~ r o v i s i o n  

of leave passages with t h e  payment o f  a cash al lowance,  T h e  

m a i n  f e a t u r e s  of t h e  p roposa l  are as f o l l o w s :  - 



(a )  a c a s h  a l lowance would  be p a i d  t o  a n  officer 

in advance of h i s  d e p a r t u r e  on l e a v e ;  

( b )  a t  l e a s t  7 0 %  o f  the a l l o w a n c e  w o u l d  have  t o  

be spent  on t r a v e l  and be accountable. This 

w o u l d  be v e r i f i e d  by r e q u i r i n g  the o f f i c e r  

to s u b m i t  h i s  used a i r  t i c k e t  to the 

T r e a s u r y  a f t e r  h i s  r e t u r n  from leave 

t o g e t h e r  w i t h  a n y  evidence of o t h e r  t r a v e l  

c o s t s  t h a t  may be r e q u i r e d ;  

(c) the r e m a i n i n g  p o r t i o n  of the a l lowance  ( 3 0 % )  

c o u l d  be spent on t r a v e l - r e l a t e d  e x p e n s e s  on 

a non-accountable  b a s i s ;  

( A s  a v a r i a t i o n  to (b) and  (c) , o f f i c e r s  

c o u l d  be allowed to j o i n  package tours on a 

100% a c c o u n t a b l e  bas is .  ) 

(d) the allowance would be e q u a l  to a n  officer's 

c u r r e n t  non - s t anda rd  passage al lowance e .  g.  

$ 1 4 , 4 3 5  (Economy Class)  o r  5 2 8 , 3 3 6  ( F i r s t  

Class) f o r  l o c a l  d i r e c t o r a t e  officers and  

o v e r s e a s  o f f i c e r s  whose  c o u n t r y  of origin is 

t h e  U n i t e d  Kingdom;  and  

(el serving o f f i c e r s  would be g i v e n  t h e  option 

of r e t a i n i n g  t h e i r  e x i s t i n g  passage  

b e n e f i t s ,  The  e x e r c i s e  of t h i s  option would 

be i r r e v o c a b l e .  



62.  We note that t h i s  proposal  to provide a p a r t l y  

non-accoun tab le  cash allowance is d i f f e r e n t  from the u s u a l  

p r i v a t e  sec tor  p rac t i ce  of opening passage accounts or 

reimbursing t r a v e l  e x p e n s e s  a g a i n s t  r e c e i p t s .  Q u e s t i o n s  of  

t a x  liability and poss ib l e  malpractice need t h e r e f o r e  to be 

addressed .  T h e  p r i v a t e  s e c t o r  s u r v e y  o f  s a l a r i e s  and f r i n g e  

b e n e f i t s  a t  sen io r  management l eve l s  (paragraph 70  be low)  

i n c l u d e d  coverage  of p r i v a t e  sector leave passage 

ar rangements .  It was found  that f o r  a major i ty  of t h e  

employees who en joyed t h i s  b e n e f i t ,  t h e  leave passage c o u l d  

be used for h o t e l s ,  However, t h e  Leave passage was a l l o w a b l e  

a s  c a s h  o n l y  f o r  a few. 

63. We agree t h a t  t h e  Administration s p r o p o s a l  c o u l d  

prov ide  staff with g r e a t e r  f l e x i b i l i t y  in their leave 

a r r a n g e m e n t s  w i t h o u t  increasing t h e  Government s passage 

cos t s .  We unders tand  that the i n t r o d u c t i o n  of a scher~e a long  

t h e  l i n e s  of t h e  proposal  w o u l d  require a v a r i a t i o n  of the 

existing Fassage a g r e e m n t  between t h e  Hong Kong Government  

a n d  B r i t i s h  Airways. We have no o b j e c t i o n  to t h e  proposa l  

b e i n g  pursued. 



M i s c e l l a n e o u s  C o n d i t i o n s  of Service 

64. We have reviewed t h e  p r o v i s i o n  of m i s c e l l a n e o u s  

benefits t o  directorate o f f i c e r s  such a s  club m e m b e r ~ h i ~ ,  

i n ~ u r a n c e  coverage for  o f f i c e r s  on duty outside Hong Kong, 

p roposa l s  for a f i ve -day  working week and cornmenSs on the 

rules on  the p r e v e n t i o n  of d o u b l e  b e n e f i t s .  We agree that 

the e x i s t i n g  a r rangements  a r e  reasonable and  do no t  propose 

t h a t  t h e y  s h o u l d  be c h a n g e d .  

OPEN DIRECTORATE 

6 5 .  We recommended in t h e  S e v e n t h  O v e r a l l  Review that 

the Administration s h o u l d  move towards a more "open" 

directorate in w h i c h  i n t e r - d e p a r t m e n t a l  movement would become 

more common, I n  t h e  Ninth O v e r a l l  Review we noted t h e  lack 

of support among  head^ of D e ~ a r t m P I I t ~  and Agencies f o r  any 

move towards a fo rma l  a n d  f u l l y  open d i r e c t o r a t e  and the v e r y  

s e a l  d i f f i c u l t i e s  in t h e  way of a c h i e v i n g  t h i s .  We c o n c l u d e d  

t h a t  it would be b e s t  t o  c o n t i n u e  with the present i n f o r m a l  

a r rangements  fo r  cross-postings between d i f f e r e n t  career  

streams. 

66. We have received two ~ r o p o s a l s  on the open 

d i r e c t o r a t e  concept. The f i r s t  c o n c e r n s  the need to e n s u r e  a 

f a i r  ba lance  be tween p r o f e s s i o n a l  and a d m i n i s t r a t i v e  



streams. W e  w i s h  to p o i n t  o u t  t h a t  this is n o t  t h e  major aim 

o f  the arrangement ,  which seeks to e n s u r e  t h e  bes t  p o s s i b l e  

u s e  o f  a d m i n i s t r a t i v e  and  ~ r o f e s s i o n a l  talent. 

Crcss-~cstings a r e ,  and s h o u l d  be, a r r a n g e d  a c c o r d i n g  t o  

o p e r a t i o n a l  needs. We u n d e r s t a n d ,  n o n e t h e l e s s ,  that t h e  

number of c r o s s - p o s t i n g s  i~ r e g u l a r l y  monitored. In 

practice, t h e  p ropor t ion  of Administrative O f f i c e r s  in 

d e p a r t m e n t a l  posts o r  depa r tmen t a l  o f f i c e r s  in t h e  

Administrative Service h a s  v a r i e d  l i t t l e  in t h e  p a s t  five 

y e a r s  a n d  a rough  b a l a n c e  continues t o  exist. 

67.  T h e  second proposa l  i s  f o r  e x t e n d i n g  t h e  open 

directorate concept t o  e n a b l e  Dl or  non-directorate 

d e p a r t ~ e n t a l  o f f i c e r s  to be c o n s i d e r e d  f o r  promotion to the 

A d m i n i s t r a t i v e  S e r v i c e  d i r e c t o r a t e ,  A s  t h i s  would mean a 

one-way movement of d e ~ a r t m e n t a l  o f f i c e r s  to t h e  

A d ~ i n i ~ t x a t i v e  Serv ice ,  t h e r e  would be a depletion of a b l e  

o f f i c e r s  i n  depar tments  where t h e r e  is g r e a t  need f o r  them.  

Ke would i n s t e a d  suggest that in order t o  m a k e  the b e s t  

~ o s s i b l e  use of  ava i lab l e  talent, t imely  e x a m i n a t i o n  of 

promotion b l o c k a g e s  that may exist i n  d e p a r t m e n t s  should be 

c o n d u c t e d  to e n s u r e  that e f f e c t i v e  measures are  t a k e n  to 

retain a b l e  o f f i c e r s  w i t h i n  t h e  department. O f f i c e r s  w i t h  

e x c e p t i o n a l  a d m i n i s t r a t i v e  a b i l i t y  and versatility s h o u l d  

still be i d e n t i f i e d  f o r  t r a n s f e r  to the A d m i n i s t r a t i v e  

Serv ice  u n d e r  t h e  e x i s t i n g  i n f o r m a l  a r rangements  f a r  

cross-posting between d i f f e r e n t  ca ree r  s t reams.  ~ R e s e  

 arrangement^ s h o u l d  c o n t i n u e .  



VII - 

DIRECTORATE STRUCTURE A N D  SALARIES 

68. We have reviewed t h e  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  

to see i f  the number  o f  p o i n t s  o n  the d i r e c t o r a t e  pay scales 

a r e  appropriate in t e r n s  of broadband ing  while a t  t h e  sarrle 

time s u f f i c i e n t l y  recognizing d i f f e r e n t  l eve l s  of 

r e s p o n s i b i l i t y .  The  e x i s t i n g  d i r e c t o r a t e  l e v e l s  are l i s t e d  

at A ~ p e n d i x  VII. We a r e  s a t i s f i e d  that in g e n e r a l  t h e  

e x i s t i n g  structure is working well. We w o u l d  n o n e t h e l e s s  

recommend two changes w h i c h  a r e  d e t a i l e d  be low.  

69. We are s a t i s f i e d  t h a t  t h e r e  is a c lea r  d i s t i n c t i o n  

i n  terms o f  persona l  a c c o u n t a b i l i t y  between depar tment  heads, 

including Group I11 heads, and d e p u t i e s  o f ,  s a y ,  a Group I 

depar tment  in that t h e  head is u l t i m a t e l y  r e s p o n s i b l e  fo r  a l l  

t h e  d e c i s i o n s  a n d  a c t i v i t i e s  of t h e  d e p a r t m e n t  w h i l e  the 

d e p u t y  may r e f e r  m a t t e r s  upwards a s  n e c e s s a r y ,  T h e r e  i s  

t h e r e f o r e  a prima facie case f o r  r a n k i n g  a l l  Heads of 

D e p a r t m e n t s  h i g h e r  than all deputies on a c c o u n t  of the 

r e s p o n s i b i l i t i e s  of head ing  a n  o r g a n i z a t i o n .  U n d e r  the 

p r e s e n t  d i r e c t o r a t e  s t r u c t u r e ,  however ,  h e a d s  of G r o u p  111 

departments (D4) a r e  ranked  a t  the same l e v e l  as d e p u t i e s  in 

Group I d e p a r t r e n t s  and some Deputy Sec re t a r i e s .  We 

t h e r e f  o re  recommend some recognition f o r  the h e a d s  of  

Group  111 departments by the creation of a new p o i n t  above C4 

i n  the directorate pay sca le .  This point w o u l d  be f o r  heads 

o f  Group 111 departments o n l y .  



7 0 .  We a l s o  c o n s i d e r  that t h e  range and w e i g h t  of 

s u b j e c t s  f o r  which a B r a n c h  S e c r e t a r y  is r e spons ib l e  are 

w i d e r  and  h e a v i e r  t h a n  a l l  department h e a d s ,  and the demands 

o n  S e c r e t a r i e s  a r e  i n c r e a s i n g  steadily. A Secretary is 

r e spons ib l e  f o r  policies executed by a l l  t h e  depar tments  a n d  

a g e n c i e s  under h i s  purview, in a d d i t i o n  to ove r see ing  m a t t e r s  

d e a l t  w i t h  by t h e  policy b r a n c h  a l o n e .  With t h e  development 

of r ep resen ta t ive  government  and t h e  c o n c u r r e n t  inc rease  in 

the degree of p u b l i c  a c c o u n t a b i l i t y  and s c r u t i n y ,  Secretar ies  

play  a p o l i t i c a l  role which is d i s t i n c t l y  more d i f f i c u l t  than 

t h a t  of a depar tmen t  head ,  We therefore recommend sepa ra t ing  

t h e  h e a d s  of Group  I departments  from the Branch Sec re t a r i e s  

by creating a d i r e c t o r a t e  p o i n t  to accommodate heads  of Group 

I departments only. This new p o i n t  s h o u l d  be s e t  a t  a b o u t  8 %  

above the c u r r e n t  p o i n t  D5. 

71.  We b e l i e v e  that t h e  e x i s t i n g  l e g a l  d i r e c t o r a t e  

l e v e l s ,  with t h e  e x c e p t i o n  of  the ranking of t h e  Director of 

Legal  Aid  (paragraph 23 above), s h o u l d  r ema in  unchanged .  If 

o u r  recornrnenda t i o n s  are accepted ,  t h e  r e v i s e d  d i r e c t o r a t e  

WIII s t r u c t u r e  will be a s  at Appendix VIII and the r e v i s e d  legal - 
IX - directorate s t r u c t u r e  a s  at Appendix IX. 



Increments 

7 2 .  We have  a g a i n  s t u d i e d  p r o ~ o s a l s  t o  i n t r o d u c e  a n  

e l e m e n t  of i n c r e m e n t  in directorate s a l a r i e s .  The F r e s e n t  

f i x e d - p o i n t  d i r e c t o r a t e  pay scales are meant  to r e f l e c t  the 

proper pay for the job a t  v a r i o u s  l e v e l s .  However ,  it is n o t  

unreasonab le  t o  a r g u e  that an o f f i c e r  who h a s  s e v e r a l  y e a r s  

of  exper ience  i n  a p a r t i c u l a r  d i r e c t o r a t e  r ank  g e n e r a l l y  does 

the job b e t t e r  than a n  o f f i c e r  who h a s  just been promoted to 

t h a t  r a n k .  In addition, t h e  A d f i i n i s t x a t i o n  bas i n f o r m e d  us 

t h a t ,  even with c ros s -pos t i ngs ,  many d i r e c t o r a t e  o f f i c e r s  

face l i m i t e d  promotion ~ r o s p e c t s .  About  5 2 %  of directors te 

o f f i c e r s  have been a t  t h e i r  p r e s e n t  pay p o i n t  f o r  t h ree  y e a r s  

or more. Constraints o n  t h e  growth o f  t h e  c i v i l  s e r v i c e ,  the 

r e l a t i v e  y o u t h f u l n e s s  of  many of the most s e n i o r  o f f i c e r s ,  

and the r a i s i n g  of  t h e  retirement age  t o  60 u n d e r  t h e  new 

p e n s i o n  s c h e m e  may combine t o  p r e v e n t  or delay the promotion 

of meritorious officers. 



 



P r i v a t e  S e c t o r  S u r ~ g  

7 5  . @e last conducted  a survey of  remuneration of  

s e n i c r  nanagement in the p r i v a t e  sector d u r i n g  the N i n t h  

R e v i e w  i n  1 9 8 5 .  We took t h e  opportunity of t h i s  r ev iew to 

c o ~ r r ~ i s s i o n  a n o t h e r  c o n f i d e n t i a l  s u r v e y  of s a l a r i e s  and f r i n g e  

benefits a t  s e n i o r  managemen t  levels  in t h e  p r i v a t e  s e c t o r .  

The s u r v e y  was carried out by the S e n i o r  P a r t n e r s  of Price 

Waterhouse  Management C o n s u l t a n t s  and  P e a t  Marwick Hanagernent  

Consultants Ltd. on our b e h a l f .  S e v e r a l  stages were 

involved. F i r s t ,  a s u r v e y  questionnaire was d e s i g n e d  to 

i d e n t i f y  t h e  i n f o r m a t i o n  requireb. F o u r  positions, i. e. 

c h i e f  e x e c u t i v e  or  managing director, gene ra l  manager, chief 

p r o f e s s i o n a l  e x e c u t i v e  and  co rpora t e  lawyer ,  were included. 

Q u e s t i o n s  covered  s a l a r i e s  for each year since 1935 a n d  

f r i n g e  benefits a s  well. No upper l i m i t  was placed on the 

s a l a r i e s  abou t  w h i c h  i n f o r m a t i o n  w a s  t o  be g a t h e r e d .  I n  t h e  

second s t a g e ,  a preliminary l i s t  of p o s s i b l e  p a r t i c i p a n t s  was 

p s ~ d u c e d .  Qn t h e  b a s i s  of t h i s  l i s t ,  p l u s  h i s t o r i c a l  

information on p a s t  participation and our  own j u d g e m e n t ,  a 

f i n a l  l i s t  of s u r v e y  participants was agreed on. A survey 

questionnaire was then sent to each participating con~pany.  

T h e  comple t ed  questionnaires were r e t u r n e d  to e i t h e r  of the 

two c o n s u l t a n t s  and t h e  data c e n t r a l l y  a n a l y z e d  by Price 

Wa t e r h o u s e  Management Consultants. A r e p o r t  on the f i n d i n q s  

was  then ~ u b m i t t e d  to us a n d  t h e  o r i g i n a l  data destroyed in 

order  to preserve the c o n f i d e n t i a l i t y  of t h e  company 

in forma t i o n .  



7 6 .  A l t o g e t h e r ,  thirty-three companies pa r t i c ipa ted  i n  

t h e  s u r v e y .  Of t hese ,  26 a r e  o p e r a t i n g  companies  or have 

both o ~ e r a t i n g  a n d  h o l d i n g  company f u n c t i o n s .  Nine  teen of 

these o r g a n i z a t i o n s  have between 1,000 and 5 ,000  employees. 

X - They represent  many different i n d u s t r i e s ,  Appendix X S ~ O W E  

XI - t h e  p r o f i l e  and Appendix XI t h e  names of t hose  companies 

which agreed to d i s c l o s e  t h e i r  i d e n t i t y .  The main  finding of 

t h e  survey is t h a t  t h e  average  of the most c a r m o n  pay 

increases  over t h e  f our-year  p e r i o d  1985-86 to 1988-89 f o r  

t h e  s u r v e y e d  positions was in t h e  r eg ion  of 60%. T h e  most 

common pay i nc rease  in 1988-89 was about 14.5%. T h e s e  

f i n d i n g s  compare with a c u m u l a t i v e  i n c r e a s e  of 2 4 . 5 %  in 

d i r e c t o r a t e  Fay s i n c e  the adjustment recommended in our last 

(Ninth) Review in 1985. T h i s  2 4 . 5 %  has been based o n  t h e  

a d j u s t m e n t s  to t h e  upper band of the non-d i r ec to ra t e  in 1986, 

1987 a n d  1988. To b r i n g  t h e  cumulative increase  to 60% would 

mean a n  i n c r e a s e  of 28.5% on t op  of t h e  2 4 . 5 8 .  

77.  While p r i v a t e  sector p rac t i c e  is impor t an t  in 

d e t e r m i n i n g  s 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 t o r s  

mus t  a l s o  be t a k e n  into a c c o u n t ,  O u r  remarks in 1964 (First 

Report) b e a ~  r e p e t i t i o n  once a g a i n  - 

" There a r e  many o t h e r  factors  and c o n d i t i o n s  of 

s e r v i c e  to be cons idered ,  and we have f u l l y  in 

mind t h e  d i f f e r e n c e s  of s e c u r i t y  o f  employment 

and o t h e r  c o n s i d e r a t i o n s  of s e r v i c e .  Moreover, 

commercial s y s t e m s  of promot ion  and paynen t  in 

the 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  public service. In the Government 

service, p r o r , o t i o n  is b a ~ e d  on qualifications, 

experience a n d  merit. A l t h o u g h  it i s  n o t  

u n u s u a l  f o r  an officer to be promoted o u t  of 

turn, o f f i c e r s  of normal  ability can r e a s o n a b l y  

expect  to r i s e  s t e a d i l y  in t h e  S e r v i c e ,  

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 .  T h e  s a l a r y  o f  p o s t s  is fixed; 

Government pays t h e  same sa la ry  to t h e  h o l d e r  

o f  a post  whether or n o t  he makes a c o n s p i c u o u s  

success of it. The rewards in commerce a r e  

more uneven ly  d i s t r i b u t e 6 .  T h e  exceptionally 

a b l e  may r i se  r a p i d l y  to s e n i o r  p o s t s ,  while  

t h e  person of average a b i l i t y  nay remain a t  a 

r e l a t i v e l y  l o w  l e v e l .  T h e r e  is no 'pay for t h e  

job' for t h e s e  senior :  posts ,  and s a l a r i e s  may 

v a r y  g r e a t l y  according to t h e  merits of the 

occupan t .  But d e s p i t e  these d i f f e r e n c e s  of 

m e t h o d ,  a n y  seasonable assessment of f a i r  

r e m u n e r a t i o n  for Government s e r v a n t s  m u s t  t a k e  

i n t o  account the range of corresponding 

commercial s a l a r i e s , "  

78.  We accept that c i v i l  service d i r e c t o r a t e  s a l a r i e s  

c a n n o t  m a t c h  those of some t o p  e x e c u t i v e s  in t h e  p r i v a t e  

sec to r .  However, we be l i eve  that some regard s h o u l d  be had 

to pay t r e n d s  (as  opposed to l e v e l s )  of s e n i o r  e x e c u t i v e s  in 



t h e  p r i v a t e  sec tor .  ~ c c o r d i n g l y  we recommend that w i t h  

effect from 1 A ~ r i l  1989 the following new d i r e c t o r a t e  pay 

scale w h i c h  i nco rpo ra t e s  t h e  s t r u c t u r a l  c h a n g e s  (paragraphs 

69, 7 0  ,73 and 7 4  above)  and t h e i r  consequential e f f e c t s  on 

individual d i r e c t o r a t e  pay p o i n t s  be introduced : 

E x i s t i n g  
Directors te 

Pay P a i n t  $ 

New 
Direc to ra te  

Pay Point** $ 

* *  See Appendix VIII 
* F i g u r e s  in brackets r e p r e s e n t  increments 

79.  Having considered a l l  r e l e v a n t  f a c t o r s ,  we 

recommend t h e  following r e v i s e d  directors te ( l e g a l )  pay s c a l e  

where the e x i s t i n g  r e l a t i v i t y  w i t h  t h e  d i r e c t o r a t e  pay s c a l e  

would be preserved a n d  an element a £  inc rements  i n t r o d u c e d  - 



C o r r i  gendum 

- 4 6  - 

E x i s t i n g  
Directorate 

( L e g a l )  
F a y  P o i n t  $ 

New 
D i r e c t o r a t e  

( L e g a l )  
Pay Paint** $ 

* *  See Appendix IX 
- T h e r e  a r e  no p o s t s  r emune ra t ed  a t  D L 6  
* F i g u r e s  in b r a c k e t s  r e p r e s e n t  i n c r e m e n t s  

5 0 .  We recommend t h a t  t h e  s a l a r y  of t h e  Commissioner 

cf Felice s h o u l d  be e q u i v a l e n t  to C8 on t h e  r e v i s e d  s c a l e  

a n d  h h a t  t h e  s a l a r y  of t h e  h e a d s  of t h e  o t h e r  f o u r  

disciplined s e r v i c e s  s h o u l d  be e q u i v a l e n t  to D6 on t h e  

r e v i s e d  s c a  le . 



DIRECTORATE T I T L E S  

81. T h e  Administration h a s  informed us that the 

d i r e c t o r a t e  t i t l e s ,  i . e .  Director, Deputy Director a n d  

A s s i s t a n t  Director, of t h e  T r a d e  Department have caused some 

m i s u n d e r s t a n d i n g  in the bureaucrac ies  of Bang Kong's 

principal trading par tne rs  and in m u l t i l a t e r a l  t r a d i n g  

o r g a n i z a t i o n s  w i t h  w h i c h  t h e  department's di rec to ra  te 

frequently come i n t o  con tac t .  We agree that t h e r e  is a case 

f o r  the department's d i r e c t o r a t e  t i t l e s  to fit i n t o  the 

m i l i e u  in w h i c h  t h e i r  holders work and  m a t c h  t h e  titles of 

their counterparts. We therefore recommend that the 

Director of Trade be r e t i t l e d  Director-General of  Trade and 

t h a t  his D e p u t i e s  and A s s i s t a n t s  be r e t i t l e d  Deputy 

Director-General of Trade and A s s i s t a n t  Director-General of 

Trade respectively. 

IMPLEMENTATION DATES 

8 2 .  We u n d e r s t a n d  t h a k  t h e  Government may w i s h  to 

i m p l e m e n t  t h e  new d i r e c t o r a  te pay scales incorporating our 

recommendatians on directorate salaries and s t r u c t u r e  

( p a r a g r a p h s  7 8  and 7 9  above) w i t h  e f fect  frorr, t h e  same 

common f u t u r e  date as is selected for implementation of the 

recommendations to be made by the S t a n d i n g  Commission on 

Civil Serv ice  S a l a r i e s  and Conditions of Service in its 

current salary ~ t r u c t u r e  review. We u n d e r s t a n d  that i n  t h a t  



e v e n t ,  directorate s a l a r i e s  would be i n c r e a s e d  by 1 4 . 5 %  w i t ! :  

e f f ec t  from 1 April 1989 a s  part of the c i v i l  s e rv ice  ; a y  

adjustment for  1989. We would not o b j e c t  to this stager3 

approach. We a d v i s e  that our other recommendation: shocld 

be i m p l e m e n t e d  from a current date. 

CHANGES IN MEMBERSHIP 

8 3 .  Mr. S . L .  Chen,  CBE, who j o i n e d  the Committee in 

A p r i l  3985 ,  r e s i g n e d  in November 1987. He was a most v a l u e d  

c o l l e a g u e  during t h e  p e r i o d .  We a r e  g r a t e f u l  to h i m  for h i s  

h e l p  and sound a d v i c e .  

8 4 .  The H o n o u r a b l e  M a r t i n  G. Barrow, O R E ,  and 

Mr. V i n c e n t  Lo were appointed Members in August 1988. 
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