
File Ref.: 
CSBCR/PG4-085-001/57-58 
 
 
 

LEGISLATIVE COUNCIL BRIEF 
 

THE TWO GRADE STRUCTURE REVIEW REPORTS ON 
THE CIVILIAN DIRECTORATE AND  

THE DISCIPLINED SERVICES 
 

 
INTRODUCTION 
 
 At the meeting of the Executive Council on 20 October 2009, the 
Council ADVISED and the Chief Executive (CE) ORDERED that –  
 

(a) the recommendations of the Standing Committee on Directorate 
Salaries and Conditions of Service (hereafter referred to as the 
“Directorate Committee”) in its Eleventh Report should be accepted, 
subject to a refinement of the recommendation on the frequency 
of future comprehensive review  (paragraphs 11 and 12); 

 
(b) the recommendations of the Standing Committee on Disciplined 

Services Salaries and Conditions of Service (hereafter referred to 
as the “SCDS”) in its Report on the Grade Structure Review of the 
Disciplined Services should be accepted, subject to refinement of 
the recommendations on the frequency of future comprehensive 
review, the maximum pay point of the first promotional ranks of 
the Junior Police Officer/Rank and File grades, and the 
nomenclature of the Detective Allowance (paragraphs 34, 40, 41 
and 42); 

  
(c) subject to the approval of the Finance Committee (FC) of 

Legislative Council (LegCo), the recommendations on salary and 
increment in the two Reports, as well as the associated conversion 
arrangement for serving staff in the affected ranks, should be 
implemented with retrospective effect from 1 April 2009 
(paragraphs 47 and 49); 

 
(d) subject to the approval of the FC of LegCo, a special arrangement 

should be put in place for calculating the pension benefits of 
those directorate and disciplined services civil servants who 
retired/resigned or who passed away with death gratuity with 
their last day of service (pre-retirement leave included) falling 
between 27 November 2008 and 31 March 2009, or who were 
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injured/died on duty with additional/ dependant pension during 
the aforesaid period of time (paragraph 50); and 

 
(e) the recommendations on job-related allowances and restructuring 

of the ‘through scale arrangement’ should take effect from the first 
day of the month immediately following approval by the relevant 
authority, and the recommendations on conditioned hours of 
work and creation of new grade/rank should be implemented 
when the necessary administrative arrangements are put in place 
(paragraph 48).  

 
2. The Eleventh Report of the Directorate Committee and the Report 
on the Grade Structure Review of the Disciplined Services of the SCDS are 
attached to LegCo Panel on Public Service Paper No. CB(1)310/08-09(01) 
issued on 27 November 2008. They can also be downloaded at: 
http://www.legco.gov.hk/yr08-09/english/panels/ps/papers/ps1215cb1-
310-1-e.pdf.  Hard copies will be made available upon request.                                         
 
 
JUSTIFICATIONS  
 
(A) The Directorate GSR 
 
3. The civilian directorate is made up of those posts remunerated on 
the Directorate Pay Scale (totalled 1 118 as at June 2009) (hereafter referred 
to as the ‘non-legal’ directorate) and those remunerated on the Directorate 
(Legal) Pay Scale (totalled 109 as at June 2009) (hereafter referred to as the 
‘legal’ directorate1 ).  In conducting the GSR on the civilian directorate, the 
Directorate Committee took note of the Government’s pay policy for the civil 
service, which is to offer sufficient remuneration to recruit, retain and 
motivate staff of suitable calibre and to ensure that the remuneration is 
regarded as fair by both civil servants and the public they serve.  It also had 
regard to the directorate as an integral part of the civil service and to the 
following key considerations – 

 
(a) the increase in scope and complexity of the responsibilities, duties 

and workload of the directorate since 1989 (when the last overall 
review was undertaken); 

 
(b) the pay for jobs in the private sector with comparable 

responsibilities to the civil service directorate, although there 
should be no mechanical linkage owing to the fundamental 
differences between the two2; 

__________________________________________________________ 
1 Examples include Law Officer, Deputy Principal Government Counsel, Assistant 

Principal Solicitor. 
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(c) the morale, retention and career progression of the directorate; 
 
(d) the submissions and views from staff and management; and 
 
(e) the wider community interest, including financial and economic 

considerations. 
 
(I) Findings and Recommendations by the Directorate Committee 
 
(1) Directorate Structure 
 
4. The non-legal directorate consists of 10 ranks (i.e. D1 to D10) and 
the legal directorate seven ranks (i.e. DL1 to DL7).  Since the top ranks of 
both have become obsolete following the introduction of the Political 
Appointment System, the Directorate Committee recommends deletion of the 
D9/D10 and the DL7 ranks3.  
 
(2) Salaries of Heads of Disciplined Services 
 
5. The Directorate Committee also recommends that the salaries of 
the Heads of the disciplined services (but not the rest of the directorate in 
the disciplined services which comes under the terms of reference of the 
SCDS4) should continue to be set on par with the pay scale of the specified 
ranks of the non-legal directorate5. 

 
(3) Directorate Salaries 

                                                                                                             
2 Some of these differences include presence of a significant variable component in 

private sector pay but its absence in the pay of the civil service directorate, big jumps 
between jobs at successive senior levels in the private sector compared with the step-
by-step progression in the civil service directorate, job security and stable work 
environment for the civil service directorate, etc. 

 
3 D9/D10 were the respective ranking of the former civil service posts of Financial 

Secretary and Chief Secretary for Administration, and DL7 was the ranking of the 
former civil service post of Secretary for Justice. 

 
4 The terms of reference of the SCDS specifically exclude the salaries and conditions of 

service of the Heads of the disciplined services from its purview.  Accordingly, the 
Administration invited the Directorate Committee to include the Heads of the 
disciplined services in its GSR on the civilian directorate.  This is aimed to ensure that 
an appropriate internal relativity continues to be maintained in the salaries between 
these Heads and the Heads of civilian departments. 

 
5 The pay scale of the Commissioner of ICAC and Commissioner of Police should 

continue to be set on par with that of D8; the pay scale of the Heads of Correctional 
Services, Customs & Excise, Fire Services and Immigration with that of D6; and the 
pay scale of Controller, Government Flying Service with that of D3.  
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6. As a key factor taken into account in the GSR was the pay of jobs 
in the private sector with comparable responsibilities to the directorate 
(hereafter referred to as “market comparators”), the Directorate Committee 
commissioned a consultant to advise on the pay practices in the private 
sector and to undertake a market pay comparison survey.  Having regard to 
the findings of the consultant, the Directorate Committee recommends that – 
 

(a) the pay of the directorate should be compared with the 
‘guaranteed cash compensation’ portion of the pay of market 
comparators6; 

 
(b) the target market position for the D1/D2 and D3/D4 ranks 

should be the third quartile and the median of market pay 
respectively.  A pay variance within +/– 15% of the target market 
position should be regarded as acceptable; and 

 
(c) no target market position should be set for D5 and above, and the 

pay of these ranks should primarily be set with regard to internal 
relativity with the lower directorate ranks.   

 
7. Based on the parameters stated above and the findings of the 
market pay comparison survey which used 1 April 2008 as the reference 
date, the Directorate Committee advised that the pay7 of D1/D2 and D3/D4 
was respectively below (but within –15%) the third quartile and the median 
of the ‘guaranteed cash remuneration’ of market comparators, and the pay of 
D5/D6 was significantly below (more than –15%) the market median8.   In 
view of the onset of the financial tsunami in September 2008 and in 
response to the Administration’s request, the Directorate Committee 
commissioned the consultant to carry out an update of the market pay 
comparison survey using 1 April 2009 as the reference date.  The findings of 
the updated survey show that the afore-stated pay comparison with the 
private sector remains valid9.  The Directorate Committee has re-affirmed its 
__________________________________________________________ 
6  The pay of market comparators may be disaggregated into ‘base salary’ (i.e. basic fixed 

salary plus fixed bonus), ‘guaranteed cash compensation’ (i.e. ‘base salary 
compensation’ plus fixed cash allowances), and ‘total cash compensation’ (i.e. 
‘guaranteed cash compensation’ plus variable pay and other non-fixed cash benefits). 

 
7  The pay of the directorate civil service referred to in this submission has not factored 

in the 5.38% pay cut decided by this Council on 23 June 2009, to be effected upon 
enactment of the Public Officers Pay Adjustment Bill which is now under consideration 
by LegCo. 

 
8 If the comparison was made with the ‘base salary’ portion of market comparators, the 

pay of D1 to D4 was either above or on par with the market median but below the 
median for D5/D6.  If the comparison was made with ‘total cash compensation’, the 
pay of all directorate ranks was below the market median by more than 15% except for 
D1. 
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recommendations in its Report.  
 
8. Having regard to the findings of the market pay comparison and 
other relevant factors (ref. paragraph 2 above), the Directorate Committee 
considers it more appropriate to keep the dollar value of the existing pay 
points on the non-legal and legal directorate pay scales unchanged, and to 
improve the existing incremental arrangements on the grounds that a 
directorate officer who has been in a particular rank for some time generally 
would do the job better than one who has just been promoted to that rank.  
Specifically, it recommends that one increment should be added to the top of 
the existing pay scale of each civilian directorate rank, and that the interval 
of all increments should be standardised at two-years’ in-rank service and 
payable subject to satisfactory performance.  It further recommends that the 
implementation should be from a date after the submission of the GSR 
report to the Administration. 
 
(4) Frequency of Review 
 
9. Noting that civil servants appointed from June 2000 onwards are 
not on pensionable terms and that some in this group would make it to the 
directorate in a few years’ time, the Directorate Committee considers that 
this might affect the Government’s ability to retain and motivate staff.  It 
therefore considers it appropriate to revisit directorate salaries in the not too 
distant future, say in two to four years’ time, to see whether the directorate 
remuneration is sufficient to retain and motivate officers, particularly those 
who are not eligible for civil service pensions. 
 
(II) Views from Staff 
 
10. Staff are generally supportive of the Directorate Committee’s 
recommendations.  Some request for the early implementation of the 
increment-related recommendation (ref. paragraph 8 above) and for a special 
arrangement for retirees. 
 
(III) Decision 
 
11. The CE-in-Council has decided that all the recommendations in 
the Directorate Committee’s Eleventh Report should be accepted, subject to a 
refinement of the recommendation on the frequency of future review (ref. 
paragraph 12 below), on the following grounds –  
 

(a) the justifications of the recommendations and the credibility of 

                                                                                                             
9 The 2009 findings show that the pay lead of the private sector (at both median and 

third quartile) based on ‘total cash compensation’ over all the directorate ranks has 
narrowed slightly in the aftermath of the financial tsunami; and that this is the direct 
result of the reduced variable pay portion in the private sector pay. 
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the Directorate Committee, which is an independent advisory 
body set up by the Administration in 1963; 

 
(b) after the implementation of the increment recommendation, the 

pay of the directorate at all ranks would still be below the third 
quartile/median pay (at ‘guaranteed cash’ level) of market 
comparators and the gap would still be very significant for the 
more senior directorate ranks; 

 
(c) only those directorate officers who meet the required years of in-

rank service and whose performance is satisfactory would qualify 
for the additional increment; 

 
(d) the minimal additional financial implications; and 

 
(e) the preservation of the existing pay relativity between the civilian 

directorate and the disciplined services directorate (ref. the CE-in-
Council has decided to accept a similar increment-related 
recommendation for the disciplined services directorate as set out 
in paragraph 21 below). 

 
12. We are mindful of the need to retain talents in the directorate civil 
service.  We therefore agree with the sentiments underlying the Directorate 
Committee’s recommendation of revisiting directorate salaries in, say, two to 
four years’ time (ref. paragraph 9 above).  For greater flexibility, the CE-in-
Council has decided that the Directorate Committee should be invited to 
conduct GSRs for the civilian directorate as and when necessary. 
 
 
(B) The Disciplined Services GSR  
 
13. There are seven disciplined services, namely – 
 

(a) the five general disciplined services, viz. the Correctional Services 
Department (CSD), the Customs and Excise Department (C&ED), 
the Fire Services Department (FSD), the Government Flying 
Service (GFS) and the Immigration Department (ImmD).  Their 
disciplined services posts (totalled 24 459 as at June 2009) 
consist of those in the ‘Rank and File’ (R&F), ‘officer’, and 
‘directorate’ grades;  

 
(b) the Hong Kong Police Force (Police).  Its disciplined services posts 

(totalled 27 799 as at June 2009) consist of those in the ‘junior 
police officer’ (JPO), ‘police inspector and superintendent’, and 
‘directorate’ grades (These grades are the respective comparables 
of the ‘R&F’, ‘officer’ and ‘directorate’ grades in the general 
disciplined services above); and 
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(c) the ICAC.  Its disciplined services posts (totalled 1 075 posts as at 
June 2009) consist of those in the ‘investigator’, ‘officer’, and 
‘directorate’ grades. 

 
14. In its conduct of the GSR, the SCDS had regard to the same key 
factors considered by the Directorate Committee (ref. paragraph 3 above 
except for the reference to the pay of comparators in the private sector since 
such comparators do not exist for the disciplined services).  Specifically, in 
addition to the Government’s pay policy, it took account of –  

 
(a) the disciplined services (other than ICAC whose staff are public 

officers but not civil servants) as an integral part of the civil 
service; 

 
(b) the job factors and special factors 10  as applied to individual 

disciplined services grades and ranks using an averaging 
approach; 

 
(c) the increase in complexity of the work nature, job duties, 

responsibilities and workload of each disciplined service since the 
last comprehensive review (which was carried out in 1988 by the 
Rennie Committee11); 

 
(d) the recruitment, retention and career progression situation; 
 
(e) the staff management and morale situation; 
 
(f) the views expressed by the departmental management and staff of 

each disciplined service in written submissions (441) and during 
informal meetings (37) and visits (16); and 

 
(g) the wider community interests, including financial and economic 

considerations. 
 
(I) Findings and Recommendations by SCDS 
 
15. The SCDS recognised that the GSR was a long-awaited exercise 
__________________________________________________________ 
10  The job factors are: qualifications, skills and knowledge, physical requirements, 

individual responsibilities, scope and complexities of work, and discretion/freedom to 
act.  The special job factors are: stress, hardship, danger, discipline, restriction on 
freedom, social segregation, hours of work, unpredictable calls, shift patterns and 
intensity of efforts. 

 
11  The GFS had not yet been set up in 1988.  The Rennie Review did not cover the ICAC. 

A separate review on the ICAC grades was conducted in late 1988 by Mr. Rennie, 
Chairman of the Rennie Committee, upon the invitation of the Administration, which 
led to the creation of a separate pay scale for staff of the ICAC. 
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and that there were high expectations from the staff sides for improvements 
to their salaries and conditions of service.  It was keenly aware that some of 
the views from different disciplined services were conflicting and that it had 
to strike a fine balance.  After taking into account all the relevant factors, it 
has made a total of 90 recommendations.  The major recommendations of 
the SCDS are summarised in the ensuing paragraphs. 
 
(1) General 
 
16. The SCDS makes a number of observations and recommendations 
of a general nature.  The more important ones include –  
 

(a) direct comparison between the disciplined services and civilian 
staff, or among the disciplined services, is neither possible nor 
appropriate, because the operating environment between the 
disciplined services and the civilian departments is very different 
and because each disciplined service is unique in its own right; 

 
(b) the prevailing pay relativities among the disciplined services, 

which have evolved over the years, should only be changed when 
supported by strong justifications; 

 
(c) the prevailing pay relativities between the disciplined services 

directorate and the civilian directorate should be maintained; 
 

(d) the broad-banding principle should continue to be applied to the 
‘officer’ grades (other than their basic ranks) of all the disciplined 
services since what these grades share in common in terms of 
command and managerial responsibilities outweigh the other 
areas of their work.  However, differences that have existed due to 
the uniqueness of individual grades should be respected; 

 
(e) the ‘through scale arrangement’, which is currently applied to the 

basic ranks of specified ‘officer’ grades12, should not be further 
extended since the original justifications for its introduction have 

__________________________________________________________ 
12 The concerned ranks are Inspector of Police, Station Officer (of FSD) and Commission 

Against Corruption Officer (CACO)(Lower).  Under the ‘through scale arrangement’, 
there is no functional distinction between these basic ranks and their next higher 
ranks and there is also no line management relationship between the basic ranks and 
the next higher ranks.  An officer in a concerned basic rank will be promoted 
immediately and automatically to the higher rank upon passing the qualifying 
examination and completion of a specified period of in-rank service.  In addition, the 
pay scale of a concerned basic rank overlaps in full with the entire pay scale of the 
next higher rank.  Thus even if an officer in a concerned basic rank fails to pass the 
promotion examination, he will still progress along the long pay scale and reach the 
same maximum pay point of the higher rank, although at a slower pace when 
compared with those who pass the examination. 
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long become irrelevant; 
 
(f) the current academic qualification requirements for entry into the 

basic ranks of the different disciplined services grades (i.e. five 
passes in the HKCEE for ‘JPO’/R&F grades; 2A3O for ‘officer’ 
grades) should be maintained, pending an overall review by the 
Administration in light of the implementation of the new academic 
structure for senior secondary education and higher education 
(commonly known as the ‘3-3-4’ structure); 

 
(g) the removal of the sub-entry13 levels for various ‘R&F/JPO’ grades 

(i.e. below five passes in the HKCEE) would be favourably 
considered upon request since the usefulness of this form of 
recruitment has largely diminished;  

 
(h) the current entry salaries of the basic ranks of all the disciplined 

services grades should be maintained as there is no problem 
recruiting candidates of suitable calibre.  No additional entry pay 
point should be provided for recruits at the basic ‘R&F/JPO’ 
ranks with academic qualifications above the stipulated 
requirement as there is no recruitment difficulty, and in order to 
avoid recruiting over-qualified candidates and blurring the 
distinction between the ‘R&F/JPO’ and ‘officer’ grades14; and  

 
(i) the grade structure and pay levels of the disciplined services 

should be reviewed on a regular basis, say on a six-yearly basis, 
to ensure their remuneration continues to be sufficient to recruit, 
retain and motivate people of suitable calibre. 

 
(2) Salary and Increment  
   
17. For the ‘R&F’ grades in the general disciplined services (other 
than the GFS) and the ‘JPO’ grade in the Police, the SCDS recommends 
that –  
 

(a) in view of the increase in scope and complexity of responsibilities: 
 

__________________________________________________________ 
13 Sub-entry (i.e. entry at 3 passes in HKCEE and/or up to completion of Form 5 (except 

for Immigration Assistant and Instructor (Correctional Services) which do not have 
sub-entry level) is a provision under the multiple-entry arrangement, which is a  
special appointment practice to widen the pool of candidates for recruitment into the 
disciplined services. 

 
14 If the multiple-entry arrangement for the ‘R&F/JPO’ grades is extended to include 

above benchmark entry (i.e. at the 2A3O and degree levels), it would overlap with the 
current multiple-entry arrangement for the ‘officer’ grades which stipulates the same 
academic qualification requirements. 
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(i) the maximum point of the pay scales of the basic ranks of 
these grades should be increased by one pay point, 

 
(ii) the minimum and maximum points of the pay scales of the 

first promotional ranks should each be increased by one pay 
point (except for the Assistant Officer I rank of CSD whose 
scale maximum should be increased by two pay points15 ), and 

 
(iii) the minimum and maximum points of the pay scales of the 

second promotional ranks should be increased by one and two 
pay points respectively;  

 
(b) to motivate experienced staff in the basic ranks (except Instructor 

(Correctional Services)16 ) to continue to offer their best in their 
long careers, sustain morale and avert retention problem, four 
long service increments (LSIs)17 should be provided, each of which 
at six-yearly interval, namely upon completion of 12, 18, 24 and 
30 years of satisfactory in-rank service; and 

 
(c) one incremental jump should be provided to the Customs Officer 

rank to motivate staff to enhance their skills and to the Senior 
Fireman (Control) rank to address its retention problems, both 
upon passing the qualifying examination for promotion and 
completion of not less than five years of in-rank service.  This is in 
line with the existing arrangement for other comparable ‘R&F’ 
ranks (e.g. Ambulanceman, Police Constable, etc.). 

 
18. For the ‘officer’ grades in the general disciplined services (except 
the GFS) and in the Police, the SCDS recommends that –  
 

(a) in view of the increase in scope and complexity of responsibilities, 
the maximum point of the pay scales of the basic ranks of these 
grades should be increased by one pay point, and the minimum 

__________________________________________________________ 
15 Unlike most other ‘R&F’ grades which have three ranks, the Assistant Officer is a two-

rank grade.  As the pay scale of the Assistant Officer I straddles the pay scale of the 
first and second promotional ranks of other ‘R&F’ grades, the SCDS proposes that the 
maximum point of the Assistant Officer I should be increased by two pay points in line 
with the recommendation for the second promotional rank of other ‘R&F’ grades. 

 
16 In 1989, the SCDS considered and rejected a request to grant LSIs to the Instructor 

(Correctional Services) rank “since... LSIs are awarded for specific reasons and are not 
generally available to all recruitment ranks in the disciplined services, they cannot be 
claimed as a matter of right.” (paragraph 4.17, SCDS First Report).  

 
17 LSIs are designed to recognise the service of capable, loyal and long-serving ‘R&F/JPO’ 

staff at the basic rank, many of whom retire at this rank for want of promotion 
opportunities because of the special command structure in the disciplined services.  At 
present, two LSIs are provided, one upon completion of 18 years of satisfactory service 
and the other upon completion of 25 years of satisfactory service. 
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and maximum points of the pay scales of all the promotional 
ranks should each be increased by one pay point; 

 
(b) to better reflect meritocracy, the maximum point of the pay scales 

for future recruits to the Inspector of Police and Station Officer (of 
FSD) ranks (which are covered by the ‘through scale arrangement’) 
should be capped at one pay point below the pay scales of the 
Senior Inspector of Police and Senior Station Officer ranks, such 
that only those officers who have passed the qualifying 
examination and fulfilled the requisite in-rank service 
requirement can advance to the pay scale of the first promotional 
rank.  However, the existing arrangement should be preserved for 
serving officers 18  (i.e. progression to the pay scale of the first 
promotional rank on an incremental basis even if the qualifying 
examination is not passed); and 

 
(c) to recognise and motivate competent officers in their mid-career in 

the basic ranks of those ‘officer’ grades without the ‘through scale 
arrangement’ (except the Technical Instructor (Correctional 
Services) grade which is a one-rank grade), one incremental jump 
should each be granted upon completion of five and eight years of 
in-rank service and passing the necessary qualifying examination.  

 
19. Unlike the other general disciplined services, there is no distinct 
‘R&F’ grade in the GFS.  Below the directorate, it has four grades, namely 
the Air Crewman Officer grade, the Aircraft Engineer grade, the Aircraft 
Technician grade, and the Pilot grade.  The SCDS recommends that –  
 

(a) in view of the increase in scope and complexity of responsibilities 
over the years, the maximum points of the pay scales of the basic 
ranks19 of these grades should each be increased by one pay point, 
and the minimum and maximum point of the pay scales of the 
promotional ranks of these grades should be increased by one pay 
point; 

 
(b) to address the retention problem and recognise the additional and  

increased skill level, Air Crewman Officer III should be awarded 
an incremental jump upon passing the qualifying examination at 

__________________________________________________________ 
18  Including those serving in the corresponding ‘R&F/JPO’ grades (i.e. the ‘JPO’ grade for 

Inspector of Police and the Fireman ‘R&F’ grade for Station Officer) before the 
implementation of the new rank structures. 

 
19  Cadet Pilot is a training rank and SCDS recommends no change to its pay scale.  For 

the purpose of this GSR, Pilot II is considered as the basic rank of the Pilot grade. 
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each of Levels 1, 2 and 420; and 
 

(c) to motivate staff to enhance their skills and in recognition of the 
higher responsibilities discharged, Pilot II should be awarded two 
incremental jumps upon obtaining dual licences for both 
helicopter and fixed-wing aircraft, and two incremental jumps 
upon obtaining an Instrument Rating and becoming qualified to 
operate as Captain in coastal and day offshore search and rescue, 
both subject to performing Pilot I flying duties frequently. 

 
20. Unlike other disciplined services, the two grades in the ICAC 
(namely Commission Against Corruption Officer (CACO) and Commission 
Against Corruption Investigator (CACI)) are not distinctly structured into 
‘R&F’ and ‘officer’ grades.  Having regard to the developments in the 
operating environment of anti-corruption work, increase in scope and 
complexity of responsibilities, retention and other relevant considerations, 
the SCDS recommends that –  
 

(a) the maximum point of the pay scales of the CACI (Attendant 
Stream), the Commission Against Corruption Controller (CACC) 
and the CACO(Lower) ranks should be increased by one pay point, 
the maximum point of the pay scales of the CACI (Main Stream) 
and the Assistant CACO ranks should be increased by two pay 
points, the minimum and maximum points of the pay scales of 
the CACO (Middle), CACO(Upper), Senior CACO, Senior CACC and 
Chief CACC ranks should each be increased by one pay point; 

 
(b) one incremental jump should be awarded upon the 

commencement of the second agreement for officers of the 
CACI(Main Stream), Assistant CACO and CACO(Lower) ranks, 
subject to not exceeding the maximum pay point of the respective 
pay scales; and 

 
(c) the maximum point of the pay scale of the CACO(Lower) rank 

(which is under the ‘through scale arrangement’) should be 
capped at one pay point below the pay scale of the CACO(Middle) 
rank, such that only officers who have passed the qualifying 
examination and fulfilled the requisite in-rank service 
requirement can advance to the pay scale of the CACO(Middle) 
rank.  This arrangement should only apply to future recruits and 

__________________________________________________________ 
20  There are five levels of examination for Air Crewman Officer III.  Currently, two 

incremental jumps are awarded to those passing the Level 3 examination, and another 
two incremental jumps for those passing the Level 5 examination.  The three 
additional incremental jumps recommended by the SCDS would give rise to a total of 
seven incremental jumps. 
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the entitlement of serving officers21 should be grandfathered. (This 
recommendation is similar to that for the Inspector of Police and 
Station Officer (of FSD) ranks which are also under the ‘through 
scale arrangement’, ref. paragraph 18(b) above.) 

 
21. For the directorate ranks of all the seven disciplined services 
(below the Head level), the SCDS makes the same recommendation as that 
made by the Directorate Committee for the civilian directorate (ref. 
paragraph 8 above), namely one increment should be added to the top of the 
existing pay scale of each rank of the disciplined services directorate, and all 
increments should be standardised at biennial interval of satisfactory in-
rank service.  This would preserve the existing pay relativities between the 
disciplined services directorate and the civilian directorate at all levels. 
 
(3) Job-Related Allowances22 
 
22. The SCDS recommends that –  
 

(a) the nomenclature of the Detective Allowance should be changed; 
 
(b) the rates of the Diving Allowance should be enhanced23;  
 
(c) a new JRA24 should be introduced for disciplined services staff up 

to the rank of Chief Inspector of Police or equivalent for 
performing undercover duties for a period of not less than 30 days;  

 
(d) the rate of the Detective Allowance should be adjusted annually 

(instead of biennially); 
 
(e) the granting of the Special Allowance for Paramedic Ambulance 

Supervisors  should be continued, pending further review on an 
appropriate continuous professional development framework with 

__________________________________________________________ 
21  Including those serving in the ACACO rank and the CACI grade before the 

implementation of the new rank structure. 
 
22  JRAs are additional payments to compensate staff for aspects of work which are not 

normally expected of a particular grade or rank and which have not been taken into 
account in the determination of the pay scales of the relevant grade and rank.  The 
last comprehensive review of various JRAs payable to disciplined services staff was 
completed by the Administration in October 2007 after lengthy consultation with the 
departmental management and staff, and the recommendations were supported by the 
SCDS and have been implemented. 

 
23 Level 1 of the Diving Allowance should be increased from 5% to 6% of GDS(R)1 (i.e. 

from $674 to $809); and Level 2 from 10% to 15% of GDS(R)1(i.e. from $1,348 to 
$2,022). 

 
24 The new JRA should be set at 18% of PPS1 (i.e. $2,824). 
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a robust accreditation system and having regard to the interface 
of various providers of pre-hospital care and other paramedic 
services;  

 
(f) a two-tier allowance should be introduced for the Fireman grade, 

and FSD management should work out the details with the 
Administration and the staff concerned; and 

 
(g) the Administration should expedite a review of the Remote 

Stations Allowance and the associated Additional Allowance 
payable to the disciplined services personnel of CSD and the 
Police, and the Special Allowance for Overnight On-call payable to 
the former. 

 
(4) Conditioned Hours of Work  
 
23. It is a long-standing principle that the entire time of public 
officers is at the disposal of the Government and this principle is reflected in 
the relevant Civil Service Regulations and the terms of appointment. 
Conditioned hours are defined as hours of duty which salary is calculated to 
cover and the hours which must be worked before overtime is counted for. 
Conditioned hours may be expressed as gross (i.e. including meal breaks) or 
net (i.e. excluding meal breaks).  The existing conditioned hours of work of 
the disciplined services staff are set out at Annex A. 
 
24. The SCDS notes that the conditioned hours for the disciplined 
services are governed by their operational needs and determined in relation 
to the total responsibilities of each service, its complement and the actual 
manpower situation at any time. Hence the conditioned hours for each 
service vary to suit service needs and any proposed reduction in conditioned 
hours should be examined on its own merit, having regard to compliance 
with the three pre-requisites, namely cost neutrality, manpower neutrality, 
and maintaining the same level of service to the public25.  Against these 
considerations, it recommends reduction of the conditioned hours of work 
for C&ED from 51 to 48 per week, subject to compliance with the three pre-
requisites.  It encourages FSD management to explore the feasibility of 
reducing the conditioned hours of work for staff working in the Fire Stream 
under the same three pre-requisites, using an incremental and pilot scheme 
approach as necessary and appropriate. 
 
(5) Creation of New Grade/Rank  
  
25. Having regard to the changing demands of anti-corruption work 
by ICAC, the SCDS supports in principle the creation of a Chief Commission 

__________________________________________________________ 
25  Over the years, the SCDS has supported reduction of conditioned hours of work of the 

Police subject to compliance with the three pre-requisites. 
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Against Corruption Officer rank (equivalent to D1 level) for the CACO grade; 
and a new Forensic Accountant (FA) grade with three ranks (namely Chief FA, 
Senior FA and FA with pay scales set on par with D1 of the Directorate Pay 
Scale, senior professional and professional ranks respectively).  
 
(6) Medical and Dental Benefits  
 
26. The SCDS recommends against the extension of civil service 
medical and dental benefits to agreement officers on retirement from the 
ICAC, as civil servants on agreement terms (and those recruited on 
permanent terms from June 2000 onwards) are not eligible for medical and 
dental benefits after retirement.  It also recommends that the Administration 
should consider enhancing the medical services for officers injured on duty 
and introducing practicable measures in the interim. 

 
(II) Views of Departmental Management and the Staff Sides 
 
27. Extensive consultations were held from December 2008 to 
February 2009 with the Disciplined Services Consultative Council staff side 
(DSCCSS), the representatives of the Government Disciplined Services 
General Union (GDSGU), and the Police Force Council staff side (PFCSS).  In 
view of their diverse views, further consultations were held in May to June 
2009 with the major constituent associations of the DSCCSS and GDSGU in 
CSD, C&ED, FSD, GFS and ImmD, and the PFCSS.  A full set of the 
submissions received from individual staff bodies is at Annex B.  Some 
important issues raised are set out in the ensuing paragraphs. 
 
(1)    The General Disciplined Services 
 
28. The DSCCSS and the GDSGU, which represent the five general 
disciplined services, has made a joint submission on issues common to these 
services.  Their most important requests are implementation of the SCDS’ 
recommendations with retrospective effect from 1 April 2009 and the existing 
pay relativities between the general disciplined services and the Police 
should not be made worse off.  They also seek the following major 
improvements to the recommendations of the SCDS –  

 
(a) the pay and grade structure should be standardised across the 

disciplined services; 
 
(b) the ‘through scale arrangement’ should be extended to the ‘officer’ 

grades in CSD, C&ED, FSD (Ambulance Officer), GFS and ImmD; 
and 

 
(c) the conditioned hours of work for the five general disciplined 

services should be reduced and standardised to a level on par 
with that of western countries and additional financial and 
manpower resources should be provided.  
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29. Department-specific or grade-specific demands are raised in the 
submissions of individual staff associations in the five general disciplined 
services, and the salient ones include –  
 

(a) CSD: the recommendations on Remote Stations Allowance, the 
associated Additional Allowance, and Special Allowance for 
Overnight On-call should be implemented without any deferral; 

 
(b) C&ED: the recommended incremental jump for Customs Officer 

on completion of five years of in-rank service after passing the 
promotion qualifying examination should be implemented 
forthwith; 

 
(c) FSD: the existing ‘through scale arrangement’ should be 

maintained for the Station Officer rank.  The Paramedic Allowance 
should continue to be granted and should not be repealed without 
a more satisfactory form and level of compensation.  An 
incremental jump or allowance should be provided to qualified 
Ambulancemen performing paramedic duties similar to those 
undertaken by ambulance supervisors; 

 
(d) GFS: the pay scales of all the GFS grades should be improved.  In 

particular, the entry pay of the Air Crewman Officer III rank 
should be raised to the same level as that of the Ambulance 
Officer rank; and 

 
(e) ImmD: the pay scale of the three ranks of the Immigration 

Assistant grade should be lifted and set on par with the pay scale 
of its counterpart ‘R&F’ grades in the general disciplined services, 
and the minimum point of the pay scale of the basic rank of the 
Immigration Officer grade should be lifted and set on par with its 
comparable ranks in the other ‘officer’ grades of the general 
disciplined services. 

 
30. The departmental management of the five general disciplined 
services are generally supportive of the above requests from their 
departmental staff associations. 
 
(2) The Police 
 
31. The PFCSS is disappointed with, but does not seek to reject, the 
SCDS Report.  It contends that the recommendations of this long overdue 
review fall far short of Police personnel’s expectations; fail to give due regard 
to the increased responsibilities and complexities of Police jobs; fail to 
provide recognition, career progression and sufficient value for Police 
personnel; and fail to address the low morale problem.  It takes issue with 
the SCDS for following the established civil service pay policy of providing 
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remuneration that is sufficient to recruit, retain and motivate staff of 
suitable calibre to join the Police, rather than those of the ‘best’ calibre.  It 
raises concern over the diminishing pay lead of the ‘JPO’ ranks over the 
Clerical Officer ranks.  It demands that any improvements beyond the SCDS’ 
recommendations should only be applicable to Police personnel, on the 
grounds of the uniqueness of the Police and, in particular, its role as ‘agency 
of the first and last resort’.  It seeks the following major improvements to the 
recommendations of the SCDS – 
    
 For the ‘JPO’ grade 
 

(a) the maximum point of the pay scale of the Police Constable rank 
should be increased by two pay points and the proposed four LSIs 
for this rank should be granted at 4-yearly intervals on 
completion of 12, 16, 20 and 24 years of satisfactory in-rank 
service26; 

 
(b) the maximum point of the pay scale of the Sergeant rank should 

be increased by four pay points; 
 
(c) the minimum and maximum points of the pay scale of the Station 

Sergeant rank should be increased by four and three pay points 
respectively; 

 
(d) Police Constables passing the Sergeant promotion qualifying 

examination with credit/greater credit should advance 
immediately to the recommended pay point for the post-12th year 
LSI, and should be designated as Senior Police Constable27; 

 
(e) the first few pay points on the Police Pay Scale (PPS) (namely 1, 1a 

and 2) should be removed as they are no longer in use, and point 
3 and subsequent points on the PPS should be re-numbered as 
pay point 1 and so on.  The implication of this proposal is that the 
rates of a number of job-related allowances, which are set at a 
prescribed % of point 1 on the PPS, would be increased as the 
dollar value of the new point 1 would exceed that of the current 
point 1; 

 
 For the ‘officer’ grade 

 
(f) the pay scale of all the ranks of the ‘officer’ grade (i.e. from 

Inspector of Police to Senior Superintendent of Police) should be 

__________________________________________________________ 
26 At present, LSIs are awarded on completion of 18 years and 25 years of service with 

satisfactory performance. 
 
27 Senior Police Constable is a designation, not a rank. 
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at least one pay point higher than the pay scale of comparable 
ranks of the general disciplined services; 

 
(g) the maximum point of the pay scale of the Senior Inspector of 

Police rank under the modified ‘through scale arrangement’ 
should be increased by two pay points; 

 
 For the ‘directorate’ ranks below Commissioner of Police 

 
(h) the pay lead of Chief Superintendent of Police over its civilian 

counterparts at D1 rank should be increased from the present 3% 
to 5%, there should be a pay lead of 3% for Assistant and Senior 
Assistant Commissioners of Police over their civilian counterparts 
at D2 and D3 ranks, and the intervals for increments should be 
set at completion of either 1-3-5 years or 2-3-4 years of in-rank 
service or on an annual basis with the value of each increment 
reduced proportionally; 

 
 Implementation 
 

(i) the recommendations in the SCDS’ Report relating to the Police 
and the improvements sought above should be implemented with 
retrospective effect from the date of submission of the Report to 
the Administration (i.e. 27 November 2008); and 

 
(j) the PPS should be re-designed so that the value of each pay point 

of the non-directorate Police personnel (i.e. from Police Constable 
to Senior Superintendent of Police) is standardised at 4%. (At 
present, the value of these pay points varies from 2.5% to 5.5%.) 

 
32. The Police management generally supports the demands of the 
PFCSS.   
 
(3) ICAC 

 
33. The staff seek more incremental jumps and introduction of LSIs 
(in line with those recommended for the ‘JPO/R&F’ grades in paragraph 17(b) 
above).  They, supported by management, also reiterate their request for the 
extension of medical and dental benefits to agreement officers after 
retirement from the ICAC. 
 
(III) Decision 
 
(1)   Overall   
 
34. The CE-in-Council has decided that all the recommendations in 
the SCDS’ Report on the Grade Structure Review of the Disciplined Services, 
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should be accepted, subject the refinements described in paragraphs 40, 41 
and 42 below, having regard to the following major considerations – 

 
(a) the justifications of the recommendations, including whether they 

are conducive to the stability and effective operation of the 
disciplined services; and the credibility of the SCDS which is an 
independent advisory body set up by the Administration in 1989; 

 
(b) the views and sentiments of departmental management and the 

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

 
(c) the read-across implications within the disciplined services and 

for the civilian civil service, and the likely impact on the image 
and credibility of the Administration, the disciplined services and 
the civil service as a whole; 

 
(d) the financial implications for the Government; and 

 
(e) the views of the community. 

 
35. Some of the more important recommendations are highlighted in 
the following paragraphs. 
 
(2)    Pay Relativities and Parity 
 
36. The SCDS advises that the prevailing pay relativities among the 
disciplined services should only be changed when supported by strong 
justifications (ref. paragraph 16(b) above).  It notes that the present 
relativities reflect the outcomes of detailed deliberations of previous reviews 
(notably the 1988 comprehensive review by the Rennie Committee and the 
issue-specific reviews by the SCDS in the 1990s).  We agree to and accept its 
advice. 
 
37. The SCDS recommends against extension of the ‘through scale 
arrangement’ (first introduced in 1971) to other ‘officer’ grades (ref. 
paragraph 16(e) above).  We agree with the SCDS that as a matter of 
principle, the roles and responsibilities of each rank should be clearly 
defined and the remuneration of each rank should be commensurate with its 
level of responsibilities, posts under each rank should be established on 
functional justifications, and promotion from one rank to another should be 
founded on merit and functional needs.   
 
(3)   Frequency of Review 
  
38. The SCDS recommends that GSRs for the disciplined services 
should be conducted on a regular basis, say around every six years or so (ref. 
paragraph 16(i) above), as it is concerned about the 20 years’ gap since the 
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last comprehensive review.  We understand that it may be influenced by the 
6-yearly interval for the conduct of the Pay Level Survey (PLS) for the non-
directorate civilian civil service grades. 
 
39. We consider there is a fundamental difference between the PLS 
and the GSR.  The former is a benchmark exercise, conducted to ascertain 
whether the salaries paid by the Government to civil servants in the non-
directorate civilian grades (for which there are comparators in the private 
sector) are broadly comparable to their counterparts in the private sector.  
The six-yearly interval is endorsed by the CE-in-Council in April 2007, 
having regard to the need to ensure that civil service pay would not be 
significantly out of step with market pay, and to time and resource 
considerations.  The findings of the PLS are applied in accordance with the 
established framework to the pay scales of the civilian civil service grades, 
and to the disciplined services pay scales by internal relativities with the 
former.  GSR, on the other hand, is conducted to ascertain whether there 
have been any significant changes in the work and responsibilities of the 
disciplined services personnel, such that there may be a need to revise the 
structure and/or pay scales of the various concerned grades.   
 
40. While noting the sentiments underlying the SCDS’ 
recommendation on the frequency of future reviews, the CE-in-Council has 
decided that, for greater flexibility, GSRs or comprehensive reviews of the 
structure, pay and conditions of service of the seven disciplined services 
should be conducted as and when necessary in view of significant changes in 
the job nature, responsibilities, proven recruitment and retention problems, 
etc. of the disciplined services.  The CE-in-Council has further decided that 
the Administration, or individual concerned departmental management, or 
the staff side of each disciplined services may request the conduct of a GSR 
with justifications; and the request should be put to the SCDS for advice and 
then submitted to the CE-in-Council for decision. 
 
(4) Salary and Increment 
 
41. The CE-in-Council has decided that the maximum pay of the first 
promotional ranks of the ‘JPO/R&F’ grades (i.e. Sergeant in the Police and 
its comparable ranks 28  in the relevant disciplined services) should be 
increased by two pay points (instead of the one recommended by the SCDS 
in paragraph 17(a)(ii) above).  This is because with the four LSIs 
recommended by the SCDS for the basic ranks of the ‘JPO/R&F’ grades (ref. 
paragraph 17(b) above), the pay gap with the next promotional rank would 
narrow rather significantly, viz. from 17.6% to 10.6% between the pay of a 
Police Constable awarded all four LSIs and the maximum pay of his Sergeant 

__________________________________________________________ 
28  They are the Senior Fireman, Senior Ambulanceman, Senior Customs Officer and 

Senior Immigration Assistant ranks. 
 



 
 

- 21 - 

supervisor.  Similar problem would arise in the ‘R&F’ grades of the general 
disciplined services (with the pay gap narrowed from 21.6% to 14.8%).  This 
would not only cause morale problem for serving Sergeants and their 
comparators, but may also become a disincentive for staff in the lower ranks 
to seek promotion.  This concern is shared by the SCDS which, after 
submission of its Report, has asked the Administration to explore ways to 
address the problem.  The refinement would bring about a 14% pay lead of 
the Sergeant rank over the Police Constable rank, and an 18% pay lead of 
the Sergeant-comparable ranks over their respective lower ranks in the 
general disciplined services.   
 
(5) Job-Related Allowances 
 
42. The CE-in-Council has decided that the SCDS’ recommendations 
on JRA should be accepted, except the one on changing the nomenclature of 
the Detective Allowance (ref. paragraph 22(a) above).  Following consultation 
with the concerned management and staff sides, the CE-in-Council has 
decided that it should remain unchanged and the SCDS has no objection.  
With regard to the proposed two-tier allowance for the Fireman grade (ref. 
paragraph 22(f) above) and the existing Remote Stations Allowance, the 
associated Additional Allowance and the Special Allowance for Overnight On-
call (ref. paragraph 22(g) above), we have, in consultation with the relevant 
departmental management, formulated/revised the implementation 
framework as set out in Annex C. 
 
(6) Conditioned Hours of Work 
 
43. There are no standard conditioned hours of work across the civil 
service.  Any direct comparison is not appropriate, as it is necessary to take 
into account the operational nature of different grades, including the 
intensity of efforts during the conditioned hours of work.  Provided that the 
three pre-requisites of cost neutrality, manpower neutrality and maintaining 
the same level of service to the public could be achieved, we accept a 
reduction of the conditioned hours for C&ED from 51 hours to 48 hours per 
week, as proposed by the SCDS (ref. paragraph 24 above). 
  
(7) Medical and Dental Services 
 
44. We agree with the SCDS’ recommendation (ref. paragraph 26 
above) that civil service medical and dental benefits should not be extended 
to agreement officers on retirement from the ICAC.  As an interim relief 
measure, we plan to allow reimbursement of private medical expenses 
incurred by civil servants (in disciplined and civilian grades) in injured on 
duty (IOD) or occupational disease (OD) cases, subject to the daily maximum 
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limits stipulated under the Employees’ Compensation Ordinance29.  This 
provision will be in addition to civil servants’ existing entitlement to free 
medical treatment and services by the Hospital Authority (HA) and the 
Department of Health in IOD/OD cases.  In parallel, we will continue to 
explore with the HA on enhancing its medical services to civil servants in 
IOD/OD cases.  As and when such enhancement measures are put in place, 
we will cease implementation of the interim relief measure.   
 
 
(C) Issues Common to the Directorate and the Disciplined Services 
GSR  
 
(I) Date of Implementation 
 
45. In the past, the Directorate Committee’s recommendations were 
mostly implemented with retrospective effect (including back-dating to the 
date of submission of the relevant reports or to the month immediately 
following, or to the beginning of a calendar or financial year).  Its last report 
was submitted in June 1989 and the recommendations therein were 
implemented with effect from 1 October 1989 (to align with the 
implementation date of the recommendations of a pay-related report by 
another independent advisory body, viz. the Standing Commission on Civil 
Service Salaries and Conditions of Service30, (hereafter referred to as the 
“Standing Commission”).  
 
46. The SCDS defers to the Administration to work out the date of 
implementation of its recommendations.  Past practices are varied.  For 
example, most of the 1988 Rennie Committee’s pay-related 
recommendations were back-dated to 1 April 198831 (when the Committee 
was appointed), the recommendations in its first review (which was 
conducted to look into the issues arising from the 1988 review) were either 
back-dated to 1 April 1988 or 1 February 1989, and its recommendations in 
the two ‘JPO’ grade-specific reviews in 1992 and 1998 were implemented 
from a forward date (i.e. after decision by the CE-in-Council and/or approval 
of the Finance Committee of the Legislative Council). 

__________________________________________________________ 
29  The daily maximum medical expenses payable by an employer to an employee, as 

prescribed under the Employees’ Compensation Ordinance (Cap. 282), is $200 for in-
patient or out-patient treatment per day, or $280 for both in-patient and out-patient 
treatments on the same day. 

 
30 The Standing Commission was established in 1979.  Its present terms of reference are 

to advise and make recommendations to the Chief Executive on the principles and 
practices governing pay, conditions of service and salary structure of the non-
directorate civil service, other than judicial officers and disciplined services staff. 

 
31 The exception was changes to the allowances for the disciplined services, which were 

implemented with effect from 1 February 1989, after they were endorsed by the 
Finance Committee of Legislative Council. 
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47. Having regard to the aspirations of the affected civil servants on 
the one hand, and the state of the local economy and the wider community 
interests including fiscal prudence on the other, the CE-in-Council has 
decided that the salary and increment-related recommendations in the two 
GSR Reports (including refinements) should be implemented with 
retrospective effect from 1 April 2009.   
 
48. The CE-in-Council has also decided that the SCDS’ 
recommendations on JRA and on the restructuring of the ‘through scale 
arrangement’ for the Inspector/Senior Inspector of Police, Station 
Officer/Senior Station Officer and Commission Against Corruption 
Officer(Middle/Lower) ranks should take effect from the first day of the 
month immediately following approval by the relevant authority.  The CE-in-
Council has further decided that the recommendations on conditioned hours 
of work for C&ED personnel and creation of new grade/rank for ICAC should 
be implemented when the necessary administrative arrangements are put in 
place. 
 
(II) Conversion Arrangement 
 
49. The CE-in-Council has decided that the conversion arrangements 
set out in Annex D should be adopted for implementing the salary and 
increment recommendations in the two GSR Reports (including refinements) 
for serving staff in the affected ranks.  These arrangements are in line with 
the established practices. 
 
(III) Special Arrangement for Pensionable Retirees 
 
50. The CE-in-Council has decided that a special arrangement should 
be put in place for the purpose of calculating the pension benefits for those 
pensionable directorate and disciplined services civil servants who 
retired/resigned on grounds other than disciplinary reasons or who passed 
away with death gratuity with their last day of service (pre-retirement leave 
included) falling between 27 November 2008 and 31 March 2009, or who 
were injured/died on duty with additional/dependant pension entitlements 
during the aforesaid period of time, on the grounds that they have a 
reasonable expectation that their salaries would be adjusted upon release of 
the two GSR Reports.  The special arrangement would involve the granting, 
on their last day of service, of a one-day special allowance to their salaries of 
a value equivalent to the difference between what they would have received 
(in terms of salaries) had the salary and increment recommendations in the 
two GSR Reports (including refinements) had taken effect on that day and 
what they actually received (in terms of salaries) on the same day.  The 
proposed special allowance would enable them to receive higher pension 
benefits. 
 
(IV) Approval of Finance Committee of Legislative Council 
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51. We will seek the necessary approval of the Establishment 
Subcommittee and FC of LegCo in the coming weeks. 
 
 
CONSULTATION 
 
52. We have consulted the relevant stakeholders including the 
management and the staff sides on the findings and recommendations of the 
two GSR Reports.  We have also consulted the LegCo Panel on Public Service 
(PS Panel) on the two GSR Reports (and a third one on specific non-
directorate civilian grades) on three occasions (namely, 15 December 2008, 
19 January 2009 and 7 July 2009).   
 
 
IMPLICATIONS OF THE DECISION 
 
53. The implementation of the recommendations of the two GSR 
Reports (as well as the refinements) is in conformity with the Basic Law 
including the provisions concerning human rights.  They have no 
sustainability implications. 
 
54. The financial implications of the proposals (excluding the special 
arrangement for retirees and the creation of posts in the proposed new 
grade/rank for the ICAC) in the form of additional payroll cost to the civil 
service per year would be around $807 million32, made up of around $22 
million for the civilian directorate, and around $785 million for the 
disciplined services staff.   Out of the $785 million, the additional cost for 
implementing the proposed refinement to the maximum pay point of the first 
promotional ranks of the “JPO/R&F” grades (two pay points instead of the 
one recommended by SCDS) is about $50 million. 
 
55. On the special arrangement for calculating the pension benefits of 
those affected civil servants, the additional cost for granting the one-day 
special allowance should be negligible.  The amount of additional commuted 
lump-sum, which is one-off in nature, is estimated to be around $40 million. 
 
56. As regards the subvented sector, there is currently no central 
policy requiring all subvented organisations to link the salary structures of 
their staff to civil service pay scales.  Except in the context of the annual civil 

__________________________________________________________ 
32  Excluding increase in pension payments for civil servants in the concerned grades and 

ranks retiring on or after 1 April 2009 and allowance-related expenditure (other than 
the two-tier allowance for FSD staff).  In addition, it has not included the additional cost 
of about $20 million per year for the interim measure of allowing reimbursement of 
private medical expenses incurred by civil servants (in both disciplined and civilian 
grades) in IOD/OD cases. 
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service pay adjustment exercise where adjustment would be made to 
subventions which include annual civil service pay adjustment as a price 
adjustment factor, other pay-related exercises would not necessitate a 
general adjustment in Government’s funding for the subvented sector.  Such 
ad hoc pay-related exercises would have an impact on funding for individual 
subvented organisations only in exceptional cases (notably teaching staff in 
the aided school sector) where there is a specific government policy requiring 
the staff concerned to be remunerated on the relevant civil service pay scales, 
and where the Government has agreed to fund such remunerations.  Since 
the current exercise does not affect the teaching grades, the impact (if any) 
on the subvented sector should be minimal. 
 
 
PUBLICITY 
 
57. We will inform the Directorate Committee, the SCDS, the PS Panel 
of LegCo, the civil service heads of bureaux and departments, the staff sides 
of the four central consultative councils, the four major service-wide staff 
unions, and concerned civil servants of the decision.  A press release will be 
issued and a spokesman will be available to answer media enquiries. 
 
 
SUBJECT OFFICER 
 
58. Enquiries on this brief should be addressed to Mr. Chris Sun, 
Principal Assistant Secretary for the Civil Service (Tel. 2810 3112). 
 
 
 
Civil Service Bureau  
20 October 2009 
 



Annex A 
 

Existing Conditioned Hours of Work of  

Disciplined Services Staff 

 

 The existing conditioned hours of work of the disciplined services 
staff have evolved over time, having regard to their operational requirements.  
The following table sets out the present position – 

 

Department Conditioned hours of disciplined services staff 

CSD 49 hours gross 

C&ED 51 hours gross 

FSD 54 hours gross for Fireman/Station Officer grades (Fire Stream); 
48 hours gross for Fireman/Station Officer grades (Control Stream);  
48 hours gross for Ambulanceman grade; and 
44 hours gross for Ambulance Officer grade. 

GFS 44 hours gross 

ICAC 44 hours gross 

ImmD 44 hours gross 

Police 48 hours gross 

 

 



Grade Structure Review Report on the Disciplined Services 
紀律部隊職系架構檢討報告書 

Submissions received during the consultation period 
諮詢期內收到的意見書 

 
(Part of the submissions are in Chinese only; part of them are in English only  
部分意見書只備中文；部分則只備英文) 
 
A. Service-wide跨部門  
 
Serial Number 
編號 Author 提出者 Date日期

A-01-S Disciplined Services Consultative Council (Staff 
Side) and Government Disciplined Services General 
Union 
紀律部隊評議會職方及政府紀律部隊人員總工會 

9.1.2009 

A-02-S Hong Kong Chinese Civil Servants’ Association 
香港政府華員會 

14.1.2009

A-03-S Disciplined Services Consultative Council (Staff 
Side) and Government Disciplined Services General 
Union 
紀律部隊評議會職方及政府紀律部隊人員總工會 

23.2.2009

 
 
 
B. Correctional Services Department 懲教署 
 
Serial Number 
編號 Author 提出者 Date日期

B-01-S Correctional Service Officers’ Association 
懲教事務職員協會 

26.2.2009

B-02-S Hong Kong Chinese Civil Servants’ Association 
Technical Instructor Branch 
香港政府華員會工藝導師分會 

27.2.2009

 
 
 
 



 
C. Customs and Excise Department 海關 
 
Serial Number 
編號 Author 提出者 Date日期

C-01-S H.K. Customs Officers Union 
香港海關關員工會 

2.2.2009 

C-02-S Association of Customs & Excise Service Officers 
香港海關官員協會 

6.2.2009 
 

 
 
 
D. Fire Services Department消防處 
 

Serial Number 
編號 Author 提出者 Date日期

D-01-S H.K. Fire Services Department Ambulancemen’s 
Union 
香港消防處救護員會 

15.1.2009

D-02-S Hong Kong Fire Services Control Staff’s Union 
香港消防控制組職員會 

26.2.2009

D-03-S Hong Kong Fire Services Officers Association 
香港消防主任協會 

26.2.2009

D-04-S Hong Kong Fire Services Department Staffs General 
Association 
香港消防處職工總會 

27.2.2009

 
 
 
E. Government Flying Service 政府飛行服務隊 
 
Serial Number 
編號 Author 提出者 Date日期

E-01-S Government Flying Service Aircrewman Officers 
Association 
政府飛行服務隊空勤主任協會 

20.2.2009
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Serial Number 
編號 Author 提出者 Date日期

E-02-S Government Flying Service Pilots Union 
政府飛行服務隊機師工會 

22.2.2009

E-03-S Government Flying Service Aircraft Technicians 
Union 
政府飛行服務隊飛機技術員工會 

24.2.2009

E-04-S Government Flying Service Aircraft Engineers 
Association 
政府飛行服務隊飛機工程師會 

26.2.2009

 
 
 
F. Hong Kong Police Force香港警務處  
 
Serial Number 
編號 Author 提出者 Date日期

F-01-S Police Force Council Staff Side 
警察評議會職方協會 

12.12.2008

F-02-S Police Force Council Staff Side 
警察評議會職方協會 

23.1.2009

F-03-S Police Force Council Staff Side 
警察評議會職方協會 

25.2.2009

 
 
G. Immigration Department 入境事務處 
 
Serial Number 
編號 Author 提出者 Date日期

G-01-S Immigration Service Officers Association, Hong 
Kong Immigration Assistants Union, Hong Kong 
Immigration Department Staff Association, Hong 
Kong Immigration Department Rank and File 
General Union 
入境事務主任協會、香港入境事務助理員工會、

香港入境事務人員協會、香港入境處員佐級總會 

8.1.2009 
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Serial Number 
編號 Author 提出者 Date日期

G-02-S Immigration Service Officers Association, Hong 
Kong Immigration Assistants Union, Hong Kong 
Immigration Department Staff Association, Hong 
Kong Immigration Department Rank and File 
General Union 
入境事務主任協會、香港入境事務助理員工會、

香港入境事務人員協會、香港入境處員佐級總會 

17.2.2009

 
 
 
H. Independent Commission Against Corruption廉政公署 
 
Serial Number 
編號 Author 提出者 Date日期

H-01-S ICAC Departmental Grades Staff Committee 
廉政公署部門職系委員會 

2.2009 
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華員會對華員會對華員會對華員會對職職職職系架構檢討報告系架構檢討報告系架構檢討報告系架構檢討報告的意見的意見的意見的意見 

 

    

3 個公務員薪俸及服務條件諮詢委員會 2008 年為首長級、紀律部隊

及 2 個文職職系進行的職系架構檢討，相隔 19 年後重做，一定程度上填補

了公務員薪酬調整機制的空白。 

 

職系架構檢討職系架構檢討職系架構檢討職系架構檢討並不並不並不並不全面和公正全面和公正全面和公正全面和公正    

    

然而，這一次檢討，非首長級文職職系雖然有多達 40%的職系，與

首長級及紀律部隊一樣，未能在 2006 年的薪酬水平調查中與私營機構職位

作比較，公務員薪酬原則中重要的內部薪酬對比關係未能全面、公正地應

用在所有薪級表。除 2 個職系外，非首長級文職職系幾全部被拒諸門外！

籍口是須有〝嚴重招聘和挽留人員困難〞，才能納入檢討。但儘管這部份

文職職系中有職系同樣有這些困難，有關職系公務員工會有要求，却被拒

諸門外(初時應允檢討的會計師職系亦被剔除)。反而納入檢討的 2 個職系

中，有相關職系，儘管沒有招聘和挽留人員困難，仍被包括在內。與此同

時，紀律部隊職系招聘和挽留人員的情况却是檢討考慮因素之一。實際

上，這次檢討的考慮因素，同樣適用於許多非首長級文職職系，例如，這

些職系是否特區公務員隊伍中不可或缺的一部份；上一次 1988 年凌衛理檢

討及 1989 年檢討後，因應社會、經濟和政治形勢的不斷改變，引致職系工

作性質、職務、職責和工作量，以及公眾期望的轉變；事業發展方面的情

况；員工管理等因素。但文職職系幾全部被排斥在檢討之外！可以說，界

定準則毫不一致。再者，今次檢討中應用的某些釐定薪酬的做法，也未能

一視同仁地應用於非首長級文職人員職系。 

 

因而，與上一次 1989 年進行的全面檢討比較，2008 年的公務員職系

架構檢討談不上全面和公正！儘管程度上比預期有所緩和，檢討的結果仍

不合理地擴大了公務員首長級、紀律部隊及非首長級文職薪級表之間的差

距，製造了公務員隊伍內部的分化。 

 

對這 3 份報告書，本會認為，有 5 個方面問題值得大家去反思。 

  

公務公務公務公務員員員員薪酬不應薪酬不應薪酬不應薪酬不應貼近私營機構貼近私營機構貼近私營機構貼近私營機構的問題的問題的問題的問題    

 

首長級職系架構檢討報告書表示“因為在私營機構，這些級別(首長

級第 5 點及以上)人員的薪酬變動較大，深受經濟情況影響，且在很大程度

上視乎個人工作表現和公司業績。我們(首常會)同意這些級別的公務員的

薪金不能夠貼近部份私營機構的高級行政人員。” 
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其實，不單是首長級，因性質上的根本差異，整個公務員隊伍薪酬

均不應貼近私營機構。為應對當前經濟海嘯帶來的衝擊，不少私營機構急

劇轉變了它們的薪酬政策和做法。如果說公務員的薪酬要貼近私營機構的

話，那麼，要如何貼近才夠呢？是否要跟隨私營機構“坐過山車”，隨時

變動呢？事實上，私人機構也有維持相對穩定的需要，否則人事上出現急

劇變動，亦非機構之福。 

 

故此，一向以來公務員的薪酬制度與私營機構比較都以“大致相

若”，而非貼近，為原則，即與私營機構保持一定可接受的距離，以維持

一定的穩定，並可作出適當的改變以回應私營市場的變化。 

 

近 16 萬公務員隊伍是政府政策的執行者，工作與民生息息相關，與

市民是“唇齒相依”，也是“唇齒相亡”的關係，因而維持公務員隊伍的

穩定等於維持社會的穩定，不容忽視。 

 

11115%5%5%5%差距差距差距差距與與與與可加可減機制可加可減機制可加可減機制可加可減機制的的的的問題問題問題問題    

    

首長級職系架構檢討報告亦提及：“就薪金調整而言，顧問指出，

私營機構通常認為在出現超過 15%(較高級職系則以更大差距作考慮)的差

異時，便值得關注或須採取行動。鑑於私營機構高級行政人員的薪酬水平

變化較大，我們(首常會)認為 15%差距作為採取行動的基準實屬合理。” 

 

上述首常會及顧問的見解，與本會在 2007 年初討論如何應用薪酬水

平調查結果時，曾向當局提出的建議不謀而合。 

 

鑑於 2006 年薪酬水平調查的方法存在先天缺憾，未能充分顧及公私

營機構的差異，又未能充分反映公務員職位的價值，根據本會過去 34 年參

與公務員薪酬調整的經驗，又參考學者的意見，再考慮到香港近年政、經

情況的急劇變化，考慮到機制須兼顧維持公務員隊伍穩定的重要性，本會

曾在 2007 年強烈建議：應以公務員與私營機構薪酬水平正負 15%的差距作

為調整的準則。 

 

遺憾的是，當局缺乏長遠目光，未能洞察全球經濟及本港政經情況

可能出現的急劇變化，忽略公務員穩定的重要性，急於落實 2006 年薪酬水

平調查結果，便倉卒把可加可減機制訂於正負僅 5%這一般統計學上也存

在的差異上。事實證明，假如這個正負 5%同樣地應用於今次首長級職系

架構檢討上，則首長級第 1 至第 4 點便要大幅上調，而首長級第 5 點及以

上則增幅更巨。市民恐更嘩然！反之，若大幅下調、減薪，則公務員士氣

將受極大的衝擊。2002 年立法減薪的嚴重爭議恐難避免！ 

 

鑑此，本會促請當局重新審視公務員薪酬調整可加可減機制，改變

去年初作出的決定，改為根據首常會報告的建議，以正負 15%的差距作為

採取行動的基準。 
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公務員內部公務員內部公務員內部公務員內部薪酬薪酬薪酬薪酬對比對比對比對比關係問題關係問題關係問題關係問題    

    

一向以來，公務員的薪酬架構均按一定的原則、模式來釐定及調整。

如無外間私營機構職位比較，則通過內部薪酬對比關係來訂定彼此之間適

當的位置。首長級、非首長級、文職及紀律人員相互及各自內部之間均依

靠這個內部對比關係，保持彼此之間的平衡。 

 

若忽視這個需要，每一局部的舉措都有可能牽一髮動全身，令公務

員不同職系、不同級別的內部對比發生改變，而使公務員的薪酬架構及行

之有效的基本原則受到破壞。例如，可能出現上級的薪酬比下屬低；同一

職系的新入職者與入職多年同事的薪金差距很小；首長級與非首長級、文

職與紀律部隊之間的差距越趨擴大；高低薪之間薪酬差距越趨懸殊，等

等。這些“畸形”現象在過去都曾在公務員隊伍及社會引起不少爭議，令

到公務員隊伍的士氣、穩定受損。 

 

由於幾乎全部非首長級文職職系架構未予同時檢討，儘管今次的檢

討結果並無大幅度調升某些職系的薪酬，程度上比預期有所緩和，但因增

加或新設增薪點、跳薪點，首長級與非首長級、文職與紀律部隊之間的差

距將無可避免地進一步擴大。更由於日後，公務員入職薪酬及薪酬水平調

查檢討將會定期進行(下次將分別於 2009 年、2012 年進行)，而首長級、紀

律人員的職系薪酬架構檢討亦將定期舉行，如此，首長級與非首長級、文

職與紀律部隊的內部對比差距恐將每隔一段時間擴大一次！其所帶來的

影響及其製造的公務員隊伍內部的分化問題，恐亦不容忽視。 

 

進行職系架構檢討進行職系架構檢討進行職系架構檢討進行職系架構檢討厚此薄彼厚此薄彼厚此薄彼厚此薄彼的問題的問題的問題的問題    

    

非首長級文職職系雖然有多達 40%的職系，與首長級及紀律部隊一

樣，未能在 2006 年的薪酬水平調查中與私營機構職位作比較，但當局在今

次的檢討採取了厚此薄彼的做法，拒絕聽取本會的意見，堅持限制非首長

級文職職系必須有嚴重招聘困難才准予檢討，因此，除 2 個職系外，非首

長級文職公務員幾全部被拒諸門外。 

 

事實上，自 1989 年全面進行職系檢討後，大部份非首長級文職職系

在職務範圍、責任要求、入職學歷及公眾期望等方面都有如首長級及紀律

部隊般，同樣有了很大變化；再者，在上述 40%的非首長級文職職系當中，

部份亦有招聘困難。 

此外，在今次的檢討中，應用於服務表現良好的紀律人員的某些做

法，例如發放長期服務增薪點(Long Service Increments)、額外跳薪點

(Incremental Jump)、直通薪級(Through Scale)等，均未能一視同仁地應用於

非首長級文職人員。再者，許諾為首長級、紀律部隊定期舉行的職系架構

檢討的建議，亦未見不分彼此地應用到文職人員。 

 

當局如此做法實難服眾，其分化公務員隊伍的客觀效果不容忽視！ 
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暫緩落實報告書建議暫緩落實報告書建議暫緩落實報告書建議暫緩落實報告書建議的問題的問題的問題的問題    

    

在金融海嘯的衝擊、香港步入衰退、預料財赤嚴重，以及 2009 年情

況難以估計下，公務員須與民共渡時艱，當局暫緩落實 3 份報告書的建議

可說合情合理，無可厚非。然而，何時才是公務員與社會大眾均視為合適

的時間，亦須在適當時候及早商定。 

 

但某些特殊情況似也不必一刀切。例如原為 1988 年凌衛理檢討的一

項建議，即紀常會共贊成給予關員和消防隊目(控制)招聘職級內年資達 5

年並已通過升級檢定考試的人員設立的一個跳薪點，因有別於職系架構檢

討報告書內其他的建議，當局可酌情考慮提早落實。 

    

總結總結總結總結：：：：宜以更長遠眼光反思機制宜以更長遠眼光反思機制宜以更長遠眼光反思機制宜以更長遠眼光反思機制    

    

當局心目中現行的公務員薪酬調整機制涉及幾個主要部份：每年的

薪酬趨勢調查、每 6 年一次的薪酬水平調查、每 3 年一次的入職薪酬檢討、

定期舉行的職系架構檢討(惟非首長級文職人員未包括在內)，以及待定的

可加可減機制。每一部份都相互影響，牽一髮而動全身。不恰當的局部變

動，貌似相關，實質分割的檢討，均會令公務員薪酬架構制度失衡，影響

公務員隊伍的士氣及穩定。當局宜避免予人頭痛醫頭、腳痛醫腳，缺乏前

瞻性、全局觀念之感。 

 

本會認為特區政府當局、各公務員團體以及立法會議員、社會各界，

宣從公務員隊伍的穩定、香港社會的穩定及政府有效施政的整體、長遠利

益的重要性，再作通盤考慮。以長遠目光去反思並制定一個真正更完備的

公務員薪酬調整機制，以謀取得真正較長治久安的願景。 

 

 

2009 年 1 月 14 日 







































































































































































































































































































































































































警察評議會職方協會 
香港軍器廠街一號警察總部  

警政大樓三十九樓  

電話 Telephone: 2860 2645 
傳真 Fax: 2200 4355  

POLICE FORCE COUNCIL 
STAFF ASSOCIATIONS  

39/F, ARSENAL HOUSE 
POLICE HEADQUARTERS 

1 ARSENAL STREET HONG KONG

協會檔號 OUR REF: (29 ) IN  SF (10) IN  SS/C 1/12 PT.5  
來件編號  YOUR REF: 

                 
 

25th February 2009 
 
 
Miss C. Y. Yue, Denise, GBS, JP 
Secretary for the Civil Service, 
10/F, West Wing, Central Government Offices, 
11 Ice House Street, Central 
Hong Kong. 
 
 
Dear Miss Yue, 

 
Grade Structure Review 
Concerns of the PFC SS 

 
   

Further to our letter dated 23rd January 2009 and our comment in PFC 
Staff Side GSR Paper 1 and 2/PPS.We have further consulted with our members 
and now submit PFC Staff Side GSR Paper 2 (Revised 25th February 2009) to 
include the latest staff concerns and sentiment. This will also be forwarded to 
update the Commissioner of Police, Secretary for Security and LegCo Panel on 
Public Service, Chairman of SCDS on our position.  

 
 
The current GSR package does not provide what is needed. We would 

ask for a concerted effort with all parties to amend the GSR report to get things 
right and do this in an expeditious manner. We are committed to genuine 
consultation to resolve this matter in a fair and reasonable way. The Police 
Force Council Staff Side awaits an opportunity for a proper dialogue with you 
on the issues in the GSR report and we look forward to your early arrangement. 

 
 

  HONG KONG 
SUPERINTENDENTS’ POLICE INSPECTORS’ OVERSEAS INSPECTORS’ JUNIOR POLICE OFFICERS’ 
  ASSOCIATION ASSOCIATION ASSOCIATION ASSOCIATION 
 警司協會 香港警務督察協會 海外督察協會 警察員佐級協會 



 

 Yours faithfully, 
  

 
  

Wong Chi-hung Liu Kit-ming David Williams Chung Kam-wa 
Chairman  

SPA 
Chairman  
HKPIA 

Chairman  
OIA 

Chairman 
JPOA 

 
Police Force Council      
Staff Side              
 
 
. Encl. 
 
c.c. w/e 
Chairman, LegCo Panel on Public Service 
Secretary for Security 
Chairman, SCDS 
Commissioner of Police 
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For information                                     PFC Staff Side GSR Paper 2 / PPS 
      (Revised 25th February 2009)   
 
 

Grade Structure Review – Police 
 
 
Background  
 
  The Police Force Council Staff Side represents the majority of the 
serving 27,000 men and women of the Hong Kong Police from Constable to  
Chief Superintendent ranks. We have carefully reviewed the Reports on the 
Grade Structure Review (GSR), dated 27th November 2008, and actively 
consulted with our members. The Administration (SCS) has indicated that 
she maintains an 'open mind' on any of the Recommendations and she has 
now taken the GSR process forward with a three-month consultation period 
until the end of February 2009.  
 
2. The PFC SS wrote to both SCS and LegCo Panel of Public Service on 
12th December outlining our overall disappointment and dissatisfaction with 
the GSR Report. We are concerned about SCS comments on deferment and 
then the conversion and implementation arrangements for this GSR. On 12th 
January 2009 the Staff Side met with the Secretary for the Civil Service 
(SCS) and outlined to her in more detail the views and sentiment of serving 
Police officers.  
 
3. We are now seeking action by SCS for improvements to SCDS 
recommendations in the GSR report. 
 
Sentiment of Police Officers  
 
4. The Hong Kong Police needs to be supported by a workable and 
sustainable package from the Grade Structure-Police that can be a strategy 
for the next six years, until the next review in 2013. It must resolve the 
current low morale and resolve the dispute we continue to have with the 
Administration on the deficiencies in incremental structure of the Police 
ranks. It is vital that Honourable Members appreciate that this is not a “pay 
rise”. It is supposed to be a structural review of the Police Pay Scale, the first 
such review in 20 years. 
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5. We find the GSR Report on the Police in its present form to be 
unacceptable. The Report publication only serves to exacerbate the depth of 
negative feeling within our ranks at this time. We have been waiting for a 
proper review for over twenty years. We have been patient in anticipation of 
the support of an effective grade structure to provide recognition, career 
progression and sufficient value for the job we do. We have risen to 
numerous operational challenges and excelled to met efficiency targets and 
savings these past years.  
 
6. Our Staff Side position is that there is no simple answer for 
acceptance or rejection of the GSR report recommendations. The GSR report 
is not an effective package, being too superficial and lacking of clarity as to 
what Standing Committee on Disciplined Services Salaries and Conditions 
of Service, SCDS, was thinking and how the GSR can implement a proper 
incremental career structure for the HKP in the coming years.  
 
7. The Report does not live up to its claims to be pragmatic, providing 
best judgment for having considered all relevant factors. The Report does 
not provide sufficient relief to the current deficiencies in the incremental 
structure of the Police compared to our complex role and responsibilities, 
both job factors and our special job factors. It fails to provide sufficient logic 
and rationale for the adjustments or the SCDS findings on the Police Grade 
Structure. It fails to appreciate the requirement for best calibre of staff within 
our organisation as is already required by Force management and the high 
demands being placed on staff and distinguish the Police within the civil 
service. It prefers to recommend pursuit of a damaging course towards 
mediocrity recommending a Police service staffed by only suitable calibre 
staff on sufficient remuneration. The Report if acted upon in its present 
form would be a retrograde step for professionalism in the Hong Kong 
Police.  
 
8.  Police Officers are sorely disappointed and understandably very 
angry about the gap between the SCDS recommendations and the advice and 
comments made by both Force Management and Staff Side submissions to 
the SCDS on a proper career structure in the Hong Kong Police. The staff 
side submissions in the GSR process, since November 2007, are summarised 
in Annex ‘A’. We have provided this bundle of documents to the SCS for 
her careful review of the issues.  We also understand that the Commissioner 
of Police will provide to SCS the force management submission to SCDS, 
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including a summary letter of the issues raised in a letter from the 
Commissioner of Police to SCDS Chairman on 13th October 2008.  
 
9. The Report recommendations have raised serious concerns with us 
about the context of the deliberations by the members of the Standing 
Committee on Disciplined Services Salaries and Conditions of Service 
(SCDS). It appears the SCDS has taken the macro environment of current 
financial upheavals, as they see it, to limit their thinking and approach in this 
GSR. The GSR Report quality has been adversely impacted and as it stands 
the Report can offer not more than a one-year approach. The SCDS is fully 
aware that staff have now waited for 20 years for this GSR and the long gap 
has heightened expectations on the GSR. SCDS has failed to meet 
satisfactorily those expectations to provide a way forward for the six year 
gap they recommend before carrying out the next review (Recommendation 
3.15). The Report will, if pursued without necessary clarifications and 
adjustment, result in inequities and cause all the issues and deficiencies to 
require being revisited once again in less than 12 months time. It will also be 
divisive and cause ill feeling between certain ranks.  
 
10. The recommendations have failed to outline a package of measures 
that can support the effectiveness of the Police in the coming years, say 3 to 
6 years.  We are still seeking a fair and reasonable outcome. 
 
GSR Report – Way Forward for the Career Structure 
 
11. There are things in the report that are in the right direction, things that 
do not go far enough if the recommendations are really going to operate for 
the next 6 years and then there are things that are simply not properly 
addressed. Overall the GSR report falls short of what is needed in a number 
of areas and this now needs a concerted effort by SCS, Force Management 
and Staff Side to get things right. We seek clarifications and improvements 
to career structure and the recommendations by SCDS in a number of areas:  
 
Regular Grade Structure Reviews 
 
12.    SCDS has recommended a regular Grade Structure Review in future. 
(Recommendation 3.15). As the CE-in-Council has endorsed an improved 
civil service pay adjustment mechanism including the conduct of annual pay 
trend surveys (PTS) and a Pay level Survey (PLS) every six years for the 
civilian grades, it is appropriate to adjust this mechanism to formalise 
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arrangement for a GSR for the Police in place of the PLS. It is therefore 
agreed by staff that it is reasonable to conduct a GSR as a regular review of 
career structure every six years, next in 2013 and adjust Police Pay in line 
with market indicators and the economy with reference to appropriate PTI in 
the Annual Pay trend Survey Report. The recommendations for Police in this 
GSR therefore need to stand the test of being able to support an effective 
career structure for the next six years. 
 
Motivational Increments - PC/SPC 
 
13. The SCDS have agreed with both Management and Staff Side that 
there is a need for improvements to career motivation to underpin the 
experience and morale of mid-career rank and file frontline Police Officers 
(Recommendation 8.3). The mid-career runs from the 12th to 25th year of 
service. The introductions of both an early advancement to SPC and service 
increments (LSI) are supported. For constable the 30th year increment 
recommended by SCDS does not provide any real benefit to career structure 
and the staff side recommends SCDS recommendation need to be adjusted 
as follows;  
 
��LSIs are granted at four yearly intervals from the completion of 12th 

year of service. (i.e. 12th, 16th, 20th and 24th) 
��LSIs are granted based on service criteria, subject to existing 

performance and conduct criteria. 
��Passing of SGT Promotion Examination with credit/great credit could be 

used for early advancement to SPC on same increment as the 12th year 
LSI.This can provide motivation for officers with less than 12 years of 
service but with professional examination credit or higher to gain an 
increment equivalent to the 12th year LSI and SPC status. 

��Normal advancement to SPC is currently at 18 years of service and this 
can be adjusted, as necessary to fit with the new LSIs, say at the 16th 
year. 

��Long service medals are unaffected by these arrangements and operate 
by separate mechanisms as awards at 18, 25, 30 and 33 years rather than 
part of career progression that is met by LSIs. 

 
Increments and broad comparability 
 
14. SCDS (Recommendation 8.4) has failed to meet expectations in 
properly defining the basis for the police incremental scale. Frontline police 
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officers need to understand the basis and value of their incremental scale and 
reference themselves with broad comparability to the civil service general 
grade with consideration for the special factors in policing, working shifts, 
hardships and longer working hours. (48-hour working week compared to 44 
hours in the civilian grades). The civil service general grades incremental 
scales were effectively examined in the PLS in 2006 against the Hong Kong 
market and confirmed by CE in Council. This GSR disappoints as it fails to 
properly address the comparability and special factors for police officers. 
The Staff Side considers SCDS recommendations in this GSR first need to 
be clarified with broad comparability; 
 
��PC having broad comparability to ACO: $24,729 – this includes 

adjustment taking account of 44 hour week needs to be adjusted to a 
comparable 48 hours with hardship allowance and shift allowance after 
adjustment. Increment disadvantage in relation to civilian grades be 
rectified with PC maximum increment be raised by one further 
increment.  

 
��SGT having broad comparability to CO: $32,447 – this includes 

adjustment taking account of 44 hour week needs to be adjusted to a 
comparable 48 hours with hardship allowance and shift allowance). 
Increment disadvantage in relation to civilian grades be rectified with 
Sgt maximum increment be raised from PPS 23 as recommended by 
SCDS to PPS 26 by a further three increments. 

 
��SSGT having broad comparability to SCO $42,080 – this includes 

adjustment taking account of 44 hour week needs to be adjusted to a 
comparable 48 hours with hardship allowance and shift allowance. 
Increment disadvantage in relation to civilian grades be rectified with 
SSgt maximum increment be raised by one further increment point.  

 
Secondly the enormous weight of special factors, which has not been 
adequately addressed in the above comparison, needs to be given sufficient 
examination and be taken into consideration. 
 
Provide sufficient recognition for experience at SGT rank 
 
15. The SGT rank is integral to the supervision and mentorship to assure 
the quality of policing in the frontline. The career (LOS and Age profile) of 
SGT means that some 70% will not progress further to SSGT rank in their 
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police careers. The GSR report falls short when it comes to looking at the 
SGT incremental scale. There is a need to maintain sufficient differential 
between maximum increment of PC, SGT and SSGT.  Put simply it seems 
that SCDS has not provided sufficient examination of the increment range 
for career SGT, possibly as they may have misunderstood that SGT rank is a 
through scale rank between PC and SSGT, which is not the case. On the 
other hand SCDS may have simply focused on giving one point to SGT rank 
in other disciplined services and they treated the Police SGT rank in the 
same way without noticing the disadvantageous position that has then 
resulted. SCDS needs to approach the task examining the position of each 
disciplined service according to its own merit. The organisational factors of 
career progression means a police officers career is limited by retirement 
aged 55 and limited vacancies at SSGT. It is necessary to recognize and 
motivate the Sgt rank and the maximum increment should be extended by 
three increments to around $32,000 (i.e. midpoint between the maximum 
increment of SSGT (PPS 31: $40,900) and PC (PPS 15: $23,805), to be set 
at PPS 26 ($32,255). 
 
��If SSGT’s increment can be enhanced to PPS 32 as proposed in para 14, 

SGT’s increment should be enhanced to PPS 27 ($33,720) with SSGT 
minimum increment be increased to PPS 25 ($31,285)] 

 
Incremental Scale – address disadvantages and redundant PPS 
 
16.  SCDS has simply not addressed the inequities and poor management 
of the career structure by allowing the uneven increment scale at various 
ranks to persist. The increment size for JPO’s, except for a few increments 
overlapped SSGT and IP, ranges 2.34-3.47%. The increment steps are less 
than those existing in the Master pay scales MPS in JPO pay ranges where 
the increments are double at 4.57-6.24%. The Officer cadre increment range 
is uneven at 3.1-5.26%, with most below 4%. In the MPS the range is mostly 
above 4% at 3.58-4.73%. This situation of lower increments for the PPS is 
unreasonable and within the PPS it is divisive between ranks in the police 
force to have an uneven pattern. The Staff Side recognizes that annual pay 
adjustments, rounding calculation mechanisms over twenty years have led to 
distortions and a lack of rationale on the incremental steps in the PPS. It is 
timely with each GSR (every six years) to rationalize police increments at a 
standardized % as follows: 
 
��Increment size should be standardised to 4% PC to SSP 
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17.  The SCDS recommendations (Recommendation 8.1 and 8.2) do 
recognize there are redundant increments and a need to set the minimum 
entry requirement for PC to five passes in HKCEE.  Staff Side considers the 
current PPS can be simply rectified by renumbering; 
  
��PPS 1, 1a and PPS 2 are removed. 
��PPS 3 – 54a as recommended by SCDS be re-numbered as PPS 1 - 53 
 
Officer Cadre (IP to SSP) 
 
18.  SCDS (Recommendation 8.6) has taken an over simplistic approach 
to the roles and responsibilities to ranks in the various disciplined services. 
The ‘averaging approach’, which is acceptable for the various posts and 
responsibilities within a rank of a single department, is not a valid approach 
for SCDS to take for jobs in the various disciplined services or to increments 
in the MPS. The officer cadre of the Police Force should not be directly 
comparable to these ranks and we strongly oppose the limited thinking of the 
view expressed by the SCDS (Paragraph 1.18 (b)). The command role and 
special factors of policing need to be given due recognition as was outlined 
in police staff side submission to SCDS. The Staff Side considers this needs 
to be recognized by a number of additional increments, say 3 or more. The 
Special factors in policing involve: 

�� Position and role of HKP in Hong Kong (agency of first and last 
resort) 

�� Professional knowledge for policing and law enforcement 
�� Risk and hardships faced 
�� Discipline and accountability  
�� Restrictions on personal life and disruption by irregular work 

schedules and call out 
�� Organisational factors (secondary duties, incident command, 

readiness and contingency planning) 
 
19.  In providing a way forward for this GSR (over the next 6 years) to 
recognize the uniquely applicable factors for command responsibility in the 
Police Force it would be acceptable as an interim arrangement to set the 
maximum increment in each rank IP to SSP so that 
 
��Police ranks have at least one additional increment over the equivalent 
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named rank in the general disciplined services. 
 
Inspector – IP and SIP 
 
20.  SCDS has sought to arbitrarily raise a proposal in this GSR to change 
the existing arrangement for a through-scale for increments at IP-SIP rank     
(Recommendation 8.5). The proposal although intended only to apply to 
new recruits would require an IP to qualify by professional examination 
rather than by service and experience to attain the top incremental points 
with pay equivalent to SIP. This proposal would cut the four incremental 
points from the IP scale for those unable to attain professional qualification 
for advancement to SIP. For a very long time IP and SIP have been 
considered one combined establishment where both IP and SIP do 
interchangeable posts and the same work, duties and responsibility. This 
proposal by SCDS, understood to provide greater professionalism and 
motivation for IP to SIP needs to be better understood to assure effective 
incremental systems both at IP and SIP. The proposal needs further 
refinement to and could be pursued on the basis of: 
 

�� IP and SIP remains a combined establishment 
�� Implementation of requirement for examination to progress to SIP is 

applied to new recruits through a grandfathering principle 
�� SIP scale is improved to provide sufficient increments to fit the 

service profiles, experience of staff in that level extending the 
incremental scale by two points. 

 
Directorate – Increments 
 
21.  Policing is a career where the Directorate police officers are career 
professionals who reach these ranks at the later part of their career.  The 
ability to earn increments is limited by retirement from service at age 55 or 
57 (SACP and above), as opposed to Directorate General grade whose 
retirement age is 60. Directorate officer increments, with a scale of 
increments at 0,2,4,6 years, means many Directorate (Police) will not attain 
the increments in their rank before retirement. The suggestion by SCDS for 
the introduction of the maximum increment at 6 years is a disadvantage over 
the current maximum increment, which is achieved in year 5. By contrast the 
career structure is a better fit for the Directorate (Administrative Grade) who 
as early career personnel can progress through D1 to D3 with increments 
over 5 or 6 years in each rank. There is not a one fits all solution. 
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Incremental steps should be adjusted to remove inequities and recognize the 
different career structures with three options as follows: 
 
��Maintain the status quo for maximum increment at year 5 for all grades 

with increments be granted every two years i.e. 0,1,3,5, or  
��Increments be granted on the basis of 0,2,3 and 4 years, or 
��Increments be granted on annual basis for police ranks CSP – SACP  
 
Directorate Increment and comparability to civilian grades 
 
22. SCDS views for the Directorate ranks  (Chapter 11.6) simply do not 

work to fit the existing career progression and fail to recognize the 
changes and increase in special factors in policing. The Directorate 
ranks in the police senior command may have broadly comparable 
policy and management responsibilities either equivalent to or more 
complex than their civilian and disciplined service colleagues in other 
departments and bureaux. These responsibilities are then augmented 
by special factors applying to Police officers and their role as 
commanders, which must be met by an incremental scale where there 
is clearly defined increment lead or advantage. What is unique to 
Police commanders is their additional major incident and operational 
command responsibilities. To maintain the efficiency of the police 
command ranks, it is necessary to assure some increment advantage 
over other Directorate posts in the civil service as follows: 

 
��Consideration given to special factors in policing and command as well 

as management function similar to other grades / ranks in the Civil 
Service – providing increment advantage. 

��SACP and ACP need to lead others by 3% of increment. 
��The increment lead for CSP needs to be increased from 3% to 5%. 

 
Morale 
 
23. SCDS has failed to put sufficient emphasis and explore in sufficient 
depth the poor state of morale in the police force towards the administration 
as an employer, whilst force members patiently and conscientiously continue 
to function with pride and a good sense of duty and care towards the 
community. The Staff Side continues to act in good faith in anticipation of a 
fair and reasonable outcome, however staff are feeling their efforts are being 
simply being taken for granted.  
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24. On December 6th the 2008 Fight Crime Conference sought to make 
Hong Kong a safe and harmonious home with a focus on law and issues 
including youth crime and youth drug abuse, domestic violence, quick cash 
crime, fraud, burglary, home security and commercial crime. Hong Kong 
needs a disciplined and well motivated, professional Police Service where 
staff are not continually worrying about their remuneration and incremental 
scale in their career.  
 
25. Submissions have been made on the poor state of morale by Staff Side 
(Police Staff Side Paper 4 on 2008-03-03 and supplementary letter dated 
2008-08-26) and are supported by the Staff Opinion Surveys in 2004 and 
2007 where low morale was indicated by overall low rates of satisfaction by 
less than 40% of the Police Force. (The two study methodologies in 2004 
and 2007 were slightly different but they were consistent in showing 
exceptionally low morale. There were only 28.8% of respondents in 2004 
and 37.1% in 2007 satisfied with staff morale.) This points to the need for 
very careful consideration of the morale of our Police service. SCS needs to 
consider the immediate need for a positive impact to raise the morale of 
Police Force and provide an effective career structure for the Police Force 
that can last until 2013. The completion of the GSR in 2008/9 needs to 
address openly and take action on the reservations highlighted in this paper 
by the Staff Side.  The downgrading the Force with the ‘suitable calibre with 
sufficient remuneration’ and a one solution fits all approach in this GSR by 
SCDS risks a further deterioration in morale and consequently the 
effectiveness of the Hong Kong Police. Force Management has provided two 
information papers on the Staff Opinion Survey 2004 and 2007. The staff 
morale issue was highlighted as ‘staff remuneration’ in 2004 and ‘salary’ in 
2007 as the major contributory factors for low morale. The sentiment of 
Staff has been subject to a force–wide consultation and is the hot topic of 
discussion with the Staff Side Regional representatives and in all staff 
relation’s contacts and reports. A Summary of staff sentiment comments on 
the GSR is at Annex ‘B’. 
 
 
Hours of work 
 
26. SCDS has not properly addressed the issues relating to hours of work 
and should not arbitrarily impose a set of conditions on the Police for any 
future consideration of a reduction of working hours. Police work is 
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recognized as being stressful and the Commissioner of Police needs to 
balance operational effectiveness, work-life balance in police careers.  As 
deployments, tactics and police operations change, there may be a case to 
allow a reduction in working hours without a reduction in service. Between 
1998 and 2001, the Police trialled a reduction in working hours from 51 to 
48 hours. This GSR and SCDS should not impose any restriction on the 
Commissioner of Police from considering and embarking on any trial that 
can reduce working hours below 48 hours. Police work is most stressful and 
physically demanding.  Conditioned hours should be further reduced to 44 
hours per week (CSD: 49, C&E: 51, FSD: 54, IMM: 44).  The staff side 
considers that immediately following this GSR there should be a detailed 
study on the way forward to enable a reduction in working hours to 44 hours 
per week. When recommendations are available the matter should again be 
brought before the SCDS for the earliest possible implementation and this 
matter should not need to wait until the next GSR in 2012. 
 
Medical Services – supporting the frontline 
 
27. SCDS did make a good observation on the lack of proper medical 
support, particularly to our officers who are injured on duty as an issue that 
needs the immediate action of SCS. The issue is how to provide effective 
and better treatment and support to our colleagues. (Some 1200 are injured 
on duty each year of which 700 are injured in arrest or similar action.) This 
issue has been dragging on far too long and needs SCS’s action to resolve as 
a matter of priority. SCDS interim measures for priority in public hospitals 
and clinics or arranging tailor-made group medical insurance coverage to 
underwrite medical treatment for police officers are pragmatic solutions. The 
Staff Side looks forward to specific solutions and the earliest improvement 
in this area for the Police. We will need SCDS’s review of the progress in 
the next 12 months. 
 
Conversion and Implementation 
 
28.  Clarifications are needed on conversion and implementation dates. 
This is a matter of concern to all staff and particularly staff on maximum 
increment for some years and those retirees in 2008/9. The GSR report has 
been completed on 27th November 2008 and following clarifications and 
revisions should be implemented in financial year 2008/9. Should there be 
any deferral to some future date when there is a ‘steady state’ in the local 
economy it would be fair and reasonable to implement retrospectively to the 

11 



Report issue date.  
 
29.  The conversion arrangements for a revised police incremental 
structure (PPS) must recognize the SCDS objective of their 
recommendations impacting on the careers of over 80% of staff on the 
implementation date. Staff would move to the new PPS on the 
implementation date and then progress to further increments on their next or 
future increment dates. 

  
Financial Implications 
 
30.  We believe the Administration has the fundamental fiscal stability to 
implement the GSR for the Police and make a proper investment in PEOPLE 
as well as infrastructure and other programmes. Government resources and 
spending continues on new infrastructure, buildings, and new directorate 
civilian posts. The infrastructure of police careers is equally important to the 
security and stability of Hong Kong. There has been a long delay since the 
last review (Rennie Review in 1988) and the cycle of review and 
implementation of more appropriate career structures should be allowed to 
progress.  The Administration (SCS) can work closely with the 
Commissioner of Police to determine the extent and source of funding 
required in this GSR in the current climate.  
 
31.  On 27th November 2008, SCS indicated   that   she   would propose to 
initially defer implementation of recommendations with financial 
implications until the local economy achieves a  'steady state'.  This is 
regrettable as SCS made this unilateral decision before the GSR report was 
published and before genuine consultation with Staff. We fully understand 
the concerns in the local economy and can appreciate background for 
caution. We seek the implementation of the GSR as soon as is practicable. 
 
Police Force Council Staff Side 
February 2009 (Revised)  
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Annex A 
PFC Staff Side – Summary  

(GSR – Police from Nov 2007 – Feb 2009) 
 

Date of 
submission 

From To Details 

2007 Nov   �� LegCo Panel on Public Service – Grade Structure 
Reviews LC Paper No. CB(1)206/07-08(03) 

2007-11-19 SCDS PFC SS �� Letter to SS, invite SSs to attend kick-start briefing on 
2007-11-23 

2007-12-05 PFC SS SCDS �� Letter to Chairman, welcoming the kicking off of 
GSR 

2007-12-14 SCDS PFC SS �� Letter to SS, giving membership of SCDS 2008 
2007-12-21 SCDS PFC SS �� Reply letter and invite SS’s views on GSR 
2008-02-01 SCDS PFC SS �� Letter to SS, stating that the SCDS would consider 

proposals relating to entry qualifications 
2008-03-03 PFC SS SCDS �� Letter to Chairman SCDS with summary on PFC SS 

recommendations (Chi & Eng) 
�� PFC SS Submission for GSR Paper 1 (Chi & Eng) 
�� PFC SS Submission for GSR Paper 2 (Chi & Eng) 
�� PFC SS Submission for GSR Paper 3 (Chi & Eng) 
�� PFC SS Submission for GSR Paper 4 (Chi & Eng) 

2008-03-18 PFC SS SCDS �� Letter to the Chairman SCDS, stating the SS’s 
expectations on the GSR  

2008-06-30 PFC SS SCDS �� Letter to Chairman SCDS with supplementary on 
Paper 1 (Chi & Eng) 

2008-07-09 SCDS PFC SS �� Letter giving deadline for submission set as 2008-07-
18 

2008-07-11 SCDS PFC SS �� Invite PFC SS to attend informal meeting on 2008-
08-26 

2008-07-17 PFC SS 
 
 
PFC SS 
(SPA) 

SCDS 
 
 
SCDS 

�� Letter to Chairman SCDS on submission of Paper 5 
(Chi & Eng) 

�� PFC SS Submission for GSR Paper 5 (Chi & Eng) 
�� Letter to Chairman SCDS on submission of Paper 6 

(Chi & Eng) 
�� PFC SS Submission for GSR Paper 6 (Chi & Eng) 

2008-07-24 PFC SS SCDS �� Letter to Chairman SCDS, asking for more 
consultation sessions (Chi & Eng) 

2008-07-29 SCDS PFC SS �� Reply letter decline further meeting before 2008-08-
26 (Chi & Eng) 

2008-08-14 PFC SS SCDS �� Letter to Chairman SCDS, reiterate the need for more 
consultation sessions (Eng) 

2008-08-21 SCDS PFC SS �� Reply letter decline further consultation meeting 
(Eng) 
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2008-08-25 PFC SS CP �� Letter to CP, giving views from PFC SS giving SS’s 
disappointment on SCDS (Eng) 

2008-08-26 PFC SS SCDS �� Letter to Chairman SCDS with supplementary on 
Paper 2 & 3 (Eng) 

�� Letter to Chairman SCDS with supplementary on 
Paper 4 (Morale) (Eng) 

2008-08-27 PFC SS SCDS �� Letter to Chairman SCDS, propose details of further 
consultation sessions 

2008-09-02 SCDS PFC SS �� Reply letter, giving details of further consultation 
sessions 

2008-09-03 CP PFC SS �� CP’s reply letter, giving support to PFC SS on GSR 
issues  

2008-09-03 PFC SS SCDS �� Letter to Chairman SCDS, giving disappointment 
from the SS on insufficient consultation hours 

2008-09-08 PFC SS  CP �� Letter to CP giving SS’s views on GSR consultation 
2008-09-08 PFC SS SCDS �� Letter to Chairman SCDS on consultation matters 
2008-09-09 PFC SS SCDS �� Letter to Chairman SCDS, giving summary of 

meeting held on 2008-09-06 am 
2008-09-10 SCDS PFC SS �� Reply on PFC SS’s letter on 2008-09-08 
2008-09-12 PFC SS SCDS �� Letter to Chairman, supplementary to Paper 2 & 3, 

plus Pay Claim up to SSP 
2008-09-16 PFC SS 

(SPA) 
SCDS �� Letter to Chairman on Directorate Pay Claim 

2008-09-24 PFC SS SCDS �� Letter to Chairman SCDS, giving clarifications on the 
Pay Chart (proposed) 

2008-09-24 PFC SS SCDS �� Letter to Chairman, giving supplementary 
information on Pay Claim 

2008-09-24 PFC SS CP �� Letter to CP on GSR issues 
2008-10-03 CP  PFC SS �� Reply to SS, support on SS’s Pay Claim 
2008-10-06 SCDS PFC SS �� Reply on letters dated 2008-09-24, invite SS to attend 

another meeting on 2008-10-15 
2008-10-09 PFC SS 

(SPA) 
 
PFC SS 

SCDS 
 
 
SCDS 

�� Letter to Chairman SCDS, giving supplementary
information & further clarification on proposed Pay 
claim for Senior Police officers and Directorate 

�� Letter to Chairman SCDS, agree to meet on 2008-10-
15 and giving summaries of meetings held on 2008-
09-09 & 2008-09-18  

2008-10-09 PFC SS CP �� Asking CP about his stand on Police SS’s Pay Claim 
2008-10-24 PFC SS SCDS �� Letter to Chairman SCDS, giving disappointment on 

the consultation process of GSR 
2008-10-24 PFC SS SCS �� Letter to Ms Denise YUE, giving SS’s 

disappointment on Henry FAN’s performance in the 
GSR 

2008-10-24 PFC SS Henry 
FAN 

�� Letter to Henry FAN, giving disappointment from the 
SS on his performance and asked him to step aside 
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2008-10-24 PFC SS CP �� Thanks CP for his support, asked for a copy of his 
letter to SCDS issued on 2008-10-13 

2008-10-29 PFC SS SCDS �� Letter to the Acting Chairman SCDS, asked him to 
review the whole process due to the failure in 
consultations. 

2008-10-31 CP PFC SS �� Reply & gives copy of his letter (letter to SCDS dated 
2008-10-13) to PFC SS. 

   ( PFC SS has approached CP on 8th January 2009 to
release copy of letter to SCS) 

2008-11-03 PFC SS SCDS �� Letter to Atg Chairman SCDS, asking him to receive 
the letters collected from police officers on their 
comment on GSR on 2008-11-06 

2008-11-06 PFC SS 
 
 
PFC SS 

SCDS 
 
 
SCDS 

�� Letter to Atg Chairman SCDS, handing over of 
19,220 letters collected in the letter campaign of the 
Force 

�� Letters (collected in the letter campaign) to SCDS 
Chairman, giving stands of police officers on GSR 

2008-11-06 SCDS PFC SS �� Reply to SS’s letters (2008-10-24,29 & 2008-11-030 
decline to re-visit SS’s points of concern in GSR, but 
could arrange courtesy visit to Atg Chairman  

2008-11-07 SCS PFC SS �� SCS claimed that SS’s concern is noted 
2008-11-13 PFC SS SCDS �� Letter to Atg Chairman, agree to attend courtesy visit 
2008-11-25 SCDS PFC SS �� Letter to invite SS to a reception on 2008-11-27 pm 
2008-11-27  

 
 
 
 
 
 
 
SCS 

 
 
 
 
 
 
 
 
PFC SS 

�� Denise YUE, SCS met SSs of DSCC & PFC (am 
session), telling the SSs that SCDS would submit the 
GSR reports to the Mgt and she decided to announce 
deferment in implementation of recommendations 
which required additional financial input. 

�� Barry CHEUNG, Atg Chairman SCDS, met SSs of 
DSCC, ICAC & PFC (pm session) briefed and 
distributed the GSR reports. 

�� SCS invited SS to give comment on the report and the 
deadline for comment submission is at 28 Feb 2009. 

2008-12-12 PFC SS SCS �� Letter to SCS, giving SS’s disappointment on the 
GSR Report and ask for meeting with SCS on GSR 
concerns 

2008-12-12 PFC SS LegCo �� PFC SS submitted paper to the LegCo Panel on 
Public Service for their information in the meeting 
scheduled on 2008-12-15 

2008-12-15   �� LegCo Panel on Public Service meeting discussed the 
Reports on GSR 

2008-12-15 SCS PFC SS �� Informed PFC SS on the new membership of SCDS 
2008-12-17 CP All �� Force Management commenced the Force-wide 

Consultation on SCDS’s GSR report. 
2008-12-18 SCS PFC SS �� Interim reply from SCS in response to PFC SS’s letter

of 2008-12-12 
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2009-01-08 PFC SS  CP �� PFC SS seeking endorsement from CP to use the 
content of his letter to SCDS dated 2008-10-13 on 
GSR, in meetings and consultations in relation to the 
GSR. 

2009-01-12   �� SCS met PFC SS in response to PFC SS’s letter of 
2008-12-12 

2009-01-12 PFC SS SCS �� PFC SS provided SCS with a list of information and 
the bundle of documents that relevant to the 
discussion between PFC SS & SCDS on GSR.  

2009-01-13 CP PFC SS �� CP agreed to forward a copy of the letter (dated 2008-
10-13 to Chairman of SCDS) to SCS for her 
information. 

2009-01-13 PFC SS SCDS �� PFC SS letter to the new Chairman of SCDS, Mr. 
Barry Cheung, asking for a meeting on GSR. 

2009-01-16 PFC SS LegCo �� PFC SS submitted the second paper (PFC SS GSR 
Paper 2) to LegCo Panel on Public Service 

2009-01-19   �� PFC SS attended the meeting of the Panel on Public 
Service and gave PFC SS’s comments in the meeting 

2009-01-21 PFC SS SCDS �� PFC SS letter to Mr. Barry Cheung, Chairman SCDS 
again, asking for a meeting on GSR. 

2009-01-22 SCDS PFC SS �� Reply letter from JSSCS on behalf of SCDS, claiming 
will arrange meeting with the Staff Sides. 

2009-01-23 PFC SS SCS �� PFC SS asking for the commencement of a proper 
dialogue between SCS & PFC SS on GSR before end 
of consultation period, i.e. 2009-02-08 

2009-01-23 PFC SS S for S �� PFC SS letter to S for S, telling him the real picture of 
staff morale & staffs’ expectations on GSR, and 
asking for a meeting to Mr. LEE himself.  

2009-02-02 PFC SS 18 
DFCCs 

�� PFC SS letters to the Chairmen of the 18 DFCCs, 
attached the PFC SS GSR Papers 1 & 2 (i.e. the two 
submitted to the LegCo Panel on Public Service), 
telling them the real picture of the existing difficulties 
that the Force is facing, and asking them to give their 
comment on GSR to the Gov’t. 

2009-02-05   �� PFC SS meeting CP, with Ms Chang King-yiu 
(Permanent Secretary for Security) sit-in upon her 
request. 

2009-02-06 PFC SS SCCS �� PFC SS letter to Mr. Nicky LO, the Chairman of the 
Standing Commission on Civil Service Salaries and 
Condition of Service, asked him on the Starting 
Salaries Survey 2009.  

2009-02-10 PFC SS SCDS �� PFC SS letter to Barry Cheung, Chairman SCDS, 
proposing to meet on 2009-02-19 

2009-02-11 SCDS PFC SS �� JSSCS on behalf of SCDS insisted to have meeting 
with PFC SS on 2009-02-17. 
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2009-02-12 PFC SS FS �� PFC SS’s letter to FS, giving PFC SS’s comment on 
the Budget 2009 

2009-02-12 PFC SS S for S �� PFC SS letter to S for S, asking for a meeting with 
him personally. 

2009-02-12 SCDS PFC SS �� SCDS agreed to meet PFC SS on 2009-02-26 am 
2009-02-12 TW 

DFCC 
PFC SS �� Chairman of Tsuen Wan DFCC replied PFC SS, 

giving his support to the stand and comment from the 
Police Officers on GSR. 

2009-02-13 SCCS PFC SS �� Reply letter from SCCS on Starting Salaries Survey 
2009. 

2009-02-18 S for S PFC SS �� Reply letter from S for S, opined that Ms CHANG, 
the Permanent Secretary for Security had met the PFC 
SS, i.e. did not propose to have further meeting. with
the Staff Side and referred GSR concerns for SCS’s 
action. 
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Annex ‘B’ 
 

PFC Staff Side – Summary  
(Staff Sentiment during the GSR consultation period) 

 
Our staff association regional representatives have consulted 

widely amongst staff gathering feedback from Police Districts and 
Major Formations. The force management has also gathered 
comments through monthly staff relation’s reports and their own 
consultation process. The GSR and the structure of the PPS remains 
a hotly discussed topic, one that it uppermost on the minds of our 
officers. There are areas of the GSR report that are on track, areas 
that need to be improved and areas that are lacking explanation or 
where things are simply not covered.   

 
‘Most JPO’s are dissatisfied that the GSR process has taken so long whilst they 

have suffered a great deal…. SCDS has failed to properly define the basis for the police 
incremental scale. Frontline police officers need to understand the basis and value of 

their incremental scale.’ Kowloon East 
 
Constable rank suffers the long-standing problem of 

unfavourable career progression. This situation puts our officers in a 
disadvantageous position in comparison to other disciplined services 
in particular CSD and Immigration who enjoy more favourable 
progression.  There is generally good support and sentiment for the 
recommendations for improving the number of LSI for mid-career 
constables, although there is comment on how does this realistically 
recognise police professionalism, distinct from the other disciplined 
services. Also the implementation arrangements need a better fit with 
the actual career profile for this rank. 

 
‘The recommendations of raising the maximum pay and enhancing the number of 

Long Service increment (LSI) from two to four are fully supported. Officers consider the 
LSIs for completion of the 30th year are too long and not suitable for officers who join the 

Force after 25 years of age.’ – Crime Wing 
 
‘Most PC/SPC are happy with the recommended percentage of pay improvement. 

The introduction of early advancement and service increments are welcomed for 
improvements to career motivation to underpin the experience and morale of mid-career 

frontline Police Officers. But the mid-career should run from the 12th to 25th year of 
service.’- New Territories North  
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Frankly many officers feel the whole process to update the 
police career structure has taken too long and they are most 
disappointed at the work of the Secretariat and then the result and 
findings of the SCDS. There is insufficient detail in the report to 
distinguish the work of the various disciplined services and this is 
hard to understand when so much information and detail was 
provided in the case of the Police.  

 
‘Officers are generally not satisfied with the GSR report, as many 

recommendations are too superficial and indistinct’ – Security Wing 
 

‘There are substantial gaps between the recommendations made by the SCDS and 
the submissions made by the Force management. The report is regarded as simplistic and 

shallow and has failed to address the key problems of the police pay structure and 
recognize the special factors of police work and considerable changes these past 

years.’ – New Territories North 
 
‘In para 3. The executive summary (on the GSR process) it is stated that the SCDS 

had endeavoured to provide adequate opportunities for the management and staff to 
express their views. …………However grand this may appear the fact that there was 

limited dialogue in the consultation process is disappointing. Such a review, being one, 
which was commissioned 20 years since the last one, would naturally call for its 

members to adopt a proactive and inquisitive attitude throughout the process. But as it 
turned out, it has inevitably led one to believe that the SCDS has only resorted to 
reviewing the findings of previous reviews, paying little heed to well supported 

submissions’.  - Police College 
 

‘There was overwhelming sentiment that SCDS had taken a simplistic if not 
minimalist approach to the GSR of the Force…There was a feeling that the 

recommendations presented short-term answers only to the problem and were 
insufficiently forward-looking and at present represented a wasted opportunity to 
undertake a meaningful review of the pay structure and of other matters of central 

relevance to the Force’ – Hong Kong Island 
 

‘The outcome of the GSR on Police are disappointing. The lack of enhancement to 
pay relativities over other disciplined services is most discouraging’ – Operations Wing 

 
Many police officers simply feel they are being taken for 

granted. The scope of police duties is broad and this is not shared by 
other disciplined services. It was inappropriate for the GSR report to 
take the distinct and unique work of the police force (Chapter 2.11 
paragraph c) and represent these as some responsibilities of all the 
disciplined services. The SCDS needs to appreciate and properly 
distinguish the roles and responsibilities of each disciplined service 
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and the unique role of the police force separate from the various 
services but part of the civil service as a whole.   

 
‘Officers consider that in order to reflect the rising challenges and difficulties 

encountered by police, the pay advantage over other disciplined services is justifiable. 
The report and its recommended pay scale have failed to fully recognize the special 

factors of the Force’. – Crime Wing 
 

‘The outcome of the review is disappointing in that it fails to give the proper 
degree of recognition to the Force’s expanded scope of duties and workload. Although it 

recommends increasing maximum pay points at various ranks, the fact that other 
Disciplined Services are receiving similar increases tends to suggest that the SCDS is 

seeking to pacify calls from all seven Departments for pay increases rather than adopting 
an impartial and objective attitude in tackling the review’ – Police College. 
 

‘Officers are happy the SCDS has recommended a regular Grade Structure 
Review in order to rationalise our police grade structure and avoid present distortions 

situation. Officers are disappointed and angry at the gap between the SCDS 
recommendations and the Force management and Staff Side submissions. They 

understand the SCDS submitted the very limited report after awareness of the coming of 
so-called financial tsunami …….The report content and recommendations have failed to 
provide a package of effective measures to ease the low morale.’ – New Territories North 

  
 
The generalisations that are in the SCDS GSR report when 

outlining inherent characteristics of the Disciplined Services (Chapter 
2.10) make the mistake to take things as a whole. This is wrong and 
unacceptable to Police and needs a more detailed examination of 
each disciplined service. Not all disciplined services have all these 
inherent characteristics and certainly not to the same level. A 
weighting system to fairly and properly distinguish the various 
disciplined services is needed.  It is the Police Force alone that has 
the ‘special factors in policing’ in terms of its role in replacing the 
military since 1997 and its Position and role of HKP in Hong Kong 
(agency of first and last resort), the breadth of professional 
knowledge required for policing and law enforcement and 
Organisational factors (secondary duties, incident command, 
readiness and contingency planning). The Police when compared to 
other services has, as a whole, a higher level of overall risk and 
hardship, more developed practices in discipline and accountability 
and greater restrictions on personal life. There is greater likelihood of 
disruption by irregular work schedules and call out than in other 
services. 
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‘It is clear from the GSR Report that the SCDS has given no consideration to the 

uniqueness of Police Work. It is suggested that many important elements should be taken 
into consideration including the professional knowledge, special training, hardship, 

stress, inherent danger, restriction of rights and freedom available to the general 
members of public and even other government servants, the strict discipline required of 

the Police and most importantly the high expectation from the public to maintain stability 
and safety of Hong Kong. Some officers suggest listing out all kinds of duty related 

allowances and the amounts which are already incorporated in their basic salary since 
the Rennie’s Review for the purpose of fair comparison with other disciplined services’  

– Kowloon West 
 
The pay component for “special factors” needs to be properly 
considered. The GSR recommendations provide inadequate pay 
relativities with other Disciplined Services and civilian grades. SCDS 
comments and thinking is inconsistent and not well laid out in the 
GSR report. (Chapter 8.22 to 8.25). On the one hand SCDS accepts 
the force (some 80 % of whom are JPO’s) is unique in many ways but 
then goes onto make a case to show the restrictions on police officers 
(all ranks) are no different from Administrative, Information and other 
senior ranks, which form only a small part of the 400 civil service 
grades. Put in perspective restrictions on JPOs are being acquainted 
with senior government posts and so Police JPOs expect due 
recognition of their unique situation within the civil service. Officers 
would argue that it is in the long-term general public interest  
(Chapter 8.24) to achieve an incremental scale that properly fits the 
career structure and uniqueness of the Police and this can be 
different from other Disciplined services rather than a one-fits all 
solution. 
 
The internal pay relativities for SGT rank are adversely affected by 
the SCDS proposals. The issue of the need to improve upon the 
SCDS recommendations for the SGT increment structure has been 
the subject of widespread comment.   
 

‘ SCDS have not been walking the talk as is clearly stated in Chapter 1.18..Each 
Disciplined service is unique in its own right. Against this background we (SCDS) have 

the following general views …..direct comparison among the Disciplined services or 
between the disciplined services and the civilian counterparts is neither possible nor 

appropriate. To impose an artificial ceiling to a SGTs pay to avoid potential discontent 
over inequality likely to be raised by members of the Immigration (or other) department 
would therefore not be appropriate and the SCDS should not feel their hands are tied in 

recommending more realistic adjustment to SGT.’- Police College  
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‘Officers in the rank of SGT are totally disappointed that the SCDS has paid no respect to 
their command role and its associated responsibilities.’ – Hong Kong Island 

 
‘ The ultimate pay differential, if the recommendations are fully implemented of a SGT 

over a SPC of less than $3,000 does not commensurate with the role and responsibility of 
the SGT rank over that of a SPC. The PCs felt that this could become a demotivating 

factor when considering career advancement, particularly with the lack of vacancy and 
severe competition also taken into account’ – Operations Wing 

 
 

‘Officers fully appreciate and share the sentiments of SGTs who are most upset by the 
drastic reduction of pay differential between PC/SGT and SGT/SSGT. They feel the 
experience, professionalism as well as contribution of SGTs to the Force and the 

community are insufficiently recognized and reflected in the GSR Report. Some SGTs 
even remark bitterly that they would rather be reduced in rank to be free from any 

supervisory burden because of the meagre salary increase and opportunities for further 
advancement (some 70% of SGTs will not progress to SSGT in their police career)’  

– Kowloon West 
 
 

‘Sgt are very disappointed by the one further increment to their maximum pay, which 
would dramatically reduce the pay differential of SGT from SPC. This recommendation is 

considered unjustified and discouraging PCs to seek promotion to SGT. All officers 
recognize the importance of SGT role in maintaining the quality of frontline policing and 
opine that sufficient pay differential between the maximum increments of PC, SGT and 

SSGT is essential’ – Security Wing 
 
 

‘Sergeants form the backbone of frontline supervision, quality of police service and 
interface with the public. Being given increasing responsibilities and designated as 

supervisors at the frontline, the proposed one increment is considered a major 
disappointment. All Officers across the ranks agree that significant increases are needed 

in the sergeant pay scale if it is to be a meaningful motivating factor for incumbent 
sergeants, and for constables seeking career progression’ – Support Wing 

 
The lack of thinking, rationale and explanation of the SCDS 
methodology and approach to adjust the Police increment structure 
comes through in a number of comments, particularly relating to 
incremental steps for all ranks and Officer cadre Pay IP to SSP;   

 
 

‘Now the SCDS arbitrarily proposes to cut four increment points for IP which in effect 
divides the IP and SIP into two different ranks. This proposal that comes with no 

supporting arguments….’ - Kowloon West 
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‘SCDS has not addressed the inequities and poor management of the career structure by 
allowing the uneven incremental scale at various ranks to persist. The increment steps 
are less than those existing in the Master pay scales MPS where increments of 4% and 

5% are provided’. – Kowloon East 
 

‘ Most are disappointed with the levelling of maximum pay with other disciplinary 
services. The unique command role and special factors of policing need to be given 

recognition for IP to SSP rank, so that police ranks should have some additional 
increment advantage over other ranks in the general disciplined services.’  

– New Territories North 
 
 

The SCS proposal to defer the implementation of recommendations 
of the GSR report that carry financial implications has met with a 
strong negative response. Recent staff relation’s reports have 
highlighted a growing intolerance towards the lack of progress on the 
GSR:  
 

‘The recent force staff relations report has reflected the frustration and dissatisfaction 
with SCDS recommendations and SCS proposal to defer implementation. Officers 

disagree to the administration using the financial crisis as an excuse to delay 
implementing the GSR’  

 
 

‘Officers also strongly demand that the administration introduce a timeframe and spell 
out clearly the specific conditions under which recommendations are to be implemented.’ 

 
 

‘Staff at all ranks continue to discuss the SCDS report and are increasingly concerned 
about the lack of substance in the report, which has been made worse by the inappropriate 

comments from the SCS. The report is supposed to set long term (6 years) trends in 
police pay yet it appears to have been compiled with only the current credit crisis in mind, 

when the two issues are not necessarily related. It is therefore hoped that the current 
consultation exercise will have a positive impact on the SCS so that she can fully take 

account of the views of both staff and management’ 
 
 

‘The GSR remains a very hot topic. Resentment and frustration continues to build 
regarding the slow progress towards a satisfactory resolution of the matter. The three-

month consultation on the subject currently underway is just seen as more ‘ foot-
dragging’ and a convenient way of prolonging the issue further, when staff on the other 

hand want to see a very speedy conclusion on the issue. It is apparent that the 
administration has clearly underestimated the strength and depth of feeling that the GSR 

23 



has generated amongst staff. Staff goodwill and tolerance are fast diminishing. The 
administration should heed the signs’  

 
 

‘The SGT ranked officers are very disappointed because of the ever more narrowing gap 
between SPC and SGT. What is needed is improvement in the SCDS recommendations 

on the PPS for SGT. All other officers who are (recommended) getting only one 
increment point increased are disappointed as they feel they deserve much more. ’ 

 
 

‘Inspectorate officers (SIP) are also disappointed to see their maximum salary to be the 
same as their counterparts of other disciplinary forces. This averaging of responsibilities 

appeared so broad that the uniqueness of the PPS seems to no longer exist. This one fit all 
solution is considered not appropriate as each service has quite different roles and 

responsibilities. It is considered that the force should have sufficient pay lead in these 
ranks to recognize the special factors of policing. The SCDS methodology is flawed and 

a logical and rational system of job comparison between the disciplined services is 
needed. ‘ 

 
 

‘The GSR continues to be the hot topic for discussion amongst officers. It is felt that the 
Government takes its agency of first and last resort for granted and does not properly 

reward police officers. Specifically officers at SGT rank consider their rank has not been 
fairly examined regarding the incremental increase’  

 
 

‘Officers are disappointed at the proposal of SCS to defer the implementation of 
recommendations with financial implications until the local economy achieves a steady 
state. The vast majority, if not all officers, fully supports the Police Staff association’s 

submissions and the recommendations by the Force management that the special nature 
of police work warrants proper recognition within the Grade Structure review. SGTs in 
particular are most dissatisfied…………During consultation some officers suggest staff 

associations should not rule out overt action by officers to advance their proposals’ 
 

The Police Staff Side is interested in the public sentiment on the GSR 
and is actively outreaching in local communities. In our contacts with 
the LegCo members, through the panel on Public Service meeting on 
19th January and in discussions at the local community level and with 
District fight crime committees we are encouraged by the fact that 
there is now a general understanding that the GSR is something that 
is structural and longer term and to be differentiated from annual 
market adjusted pay adjustments. The fact that the last review was 
20 years ago is well understood, as is the need to deal with the issue 
at this time. The level of discontent now shown by frontline police 
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officers with the report and the work of SCDS and low morale has 
community leaders concerned. They question the quality of the GSR 
report and seek SCS action to put things right. They recognise that 
there are dangers to the safety and stability of our local communities 
when the police force has such low morale and an unresolved dispute 
with the Administration on their remuneration and conditions at work. 
They are well aware of the challenges facing their communities in 
2009 and look towards the administration, particularly SCS, to 
engage in an open and pragmatic dialogue with frontline police staff 
to find a solution. They appreciate time is critical and the 
Administration has the resources to assure policing in their 
communities by enabling police officers to get a reasonable and fair 
outcome so they can put their hearts and minds back into policing 
issues, rather than concerns on morale and the GSR. Community 
leaders are able to fully distinguish the police service and complex 
job they do in the fight against crime and all manner of tasks when 
compared to general civil service grades and the other disciplined 
services.  
 

‘I do have great concern regarding the issue (GSR) and would like to offer my earliest 
reply…. I do appreciate the morale of the police force is a critical factor affecting the 

efficiency of the force in crime fighting. I note the staff side is ‘ sorely disappointed and 
very angry’ about the disparity between the recommendations by the Standing Committee 

on Disciplined Salaries and Conditions of Service and views of the force management 
and the staff side is something that cannot be ignored, and to this end I strongly 
encourage continuous and direct communication between the staff side and the 

Administration prior to any final decision on the grade structure review.’  
- Tsuen Wan District Fight Crime Committee 12th February 2009 

 
 
 
 



- 中譯本  - 
 
 
資料文件                    警察評議會職方職系架構檢討文件 2 / PPS 

(2009年2月25日修訂本) 
 
 

警職系架構檢討－香港警隊 
 
 
背景  

  香港警隊有 27 000 名現職男女警務人員。警察評議會職方
(警評會職方)為大多數警隊成員(由警員至總警司級)的代表。我們
已仔細審閱 2008 年 11 月 27 日發表的《職系架構檢討報告書》
(檢討報告書)，並已就報告書積極徵詢警隊成員的意見。政府已表
示會對任何建議繼續持「開放態度」，並就職系架構檢討展開為

期 3個月的諮詢，諮詢期將於 2009年 2月底結束。 

2. 警評會職方在 12 月 12 日曾去信公務員事務局局長和立法
會公務員及資助機構員工事務委員會，闡釋我們對檢討報告書的

全面失望和不滿。我們關注公務員事務局局長提出有關暫緩執行

建議的意見，以及職級轉換辦法和落實職系架構檢討建議的安

排。職方在 2009 年 1 月 12 日曾與公務員事務局局長會面，較詳
盡地向她解釋現職警務人員的意見和觀點。 

3. 我們現促請公務員事務局局長改善紀律人員薪俸及服務條

件常務委員會(紀常會)在檢討報告書中提出的建議。 

警務人員的觀點  

4. 香港警隊需要「職系架構檢討－香港警隊」提供一個可行及

可持續的方案，以支持其工作，而有關政策須適用於未來 6 年(即
直至下次 2013 年的檢討 )。該方案必須解決現時士氣低落的情
況，以及排解我們與政府之間持續因警隊職級增薪架構的不足之

處而存在的爭議。尊貴的議員必須明白一點，職系架構檢討並不

等於「加薪」，這一點至為重要。是次職系架構檢討的原意是從
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結構方面檢討警務人員薪級表，這是廿年來首次進行的同類檢

討。  

5. 對於檢討報告書現時就警務人員所提出的建議，我們認為

不可接納。在這時期，該報告只會加深警隊上下的負面情緒。二

十多年來，我們一直期待着一個適當的檢討。我們一直忍耐着，

期望得到一個有效職系架構的支持，以肯定我們的工作，並提供

晉升機會和足夠的價值。我們曾經接受無數的行動任命挑戰，過

去數年亦能完成各項提高效率和節省資源的目標，而且成效卓

著。 

6. 警隊職方的立場是不會純粹接納或否決紀常會在檢討報告

書中提出的建議。檢討報告書的建議並非有效的方案，有關建議

太過流於表面，且未能清楚交待紀常會的想法，以及職系架構檢

討如何能在未來數年為警隊提供一個適當的遞增薪點職制。 

7. 報告書並非如其所說般務實，在考慮所有相關因素後提供

最佳的判斷。該報告書未能提供足夠的緩解方法解決現時警隊增

薪架構的不足之處，以反映我們的複雜角色與職責(包括工作因素
與特殊因素)。它沒有就建議提出的調整或紀常會對警隊職系架構
的研究結果提供足夠的邏輯理據，亦未能顧及警隊須吸納最優秀

人才的需要(如警隊管理層所要求)、人員所面對的高要求，以及警
隊有別於其他公務員隊伍等情況。報告書寧願建議實施損害性的

平庸做法，建議以足夠薪酬聘用才幹僅屬適合的人員提供警察服

務。如果政府落實報告書現時的建議，對香港警隊的專業精神來

說，是一種倒退的舉步。 

8. 警隊管理層及職方曾就制定適當的香港警隊職制向紀常會

提交多份意見書，提出多項建議及意見。對於紀常會的建議與警

隊管理層及職方所提的建議及意見之間存在分歧，警務人員感到

極度失望，而且非常憤怒。職方自職系架構檢討過程在 2007 年
11 月展開以來所提交的多份意見書，摘錄於附錄「A」。我們已
把該些文件一併送交公務員事務局局長，以便其重新仔細考慮有

關事宜。我們知道警務處處長亦會提供警隊管理層提交紀常會的

意見書，包括處長在 2008 年 10 月 13 日就曾提出的問題發給紀常
會主席的摘要信函。 
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9. 報告書的建議令我們非常關注紀常會的討論，因為紀常會

看來把現時金融動盪的宏觀環境納入考慮，以致局限了他們對這

次職系架構檢討所持的想法及方針。檢討報告書的質素亦受到影

響，因為它提供的方案只可帶來不超過一年的成效。紀常會十分

明白員工等待這次職系架構檢討至今已有 20 年，而兩次檢討相隔
這麼長的時間，也提高了員工對是次檢討的期望。紀常會未能符

合期望，為下次檢討之前的 6 年間提供未來路向(建議 3.15)。該
報告書如不作出所需的澄清及修訂便付諸實行，結果只會造成不

公平情況，致使所有問題及不足之處在不出 12 個月內便須再次進
行研究，並且會造成某些職級之間出現分化及不滿情緒。 

10. 檢討報告書的建議未能提供一套可在未來數年(假設 3 至 6
年 )支持警隊發揮效率的措施。我們仍在尋求一個公平合理的結
果。  

職系架構檢討報告書－職制的未來路向  

11. 報告書的部分內容方向正確，但假如有關建議將於未來 6
年內推行，則有部分內容仍有不足之處。此外，尚有多個問題仍

未獲適當處理。整體而言，檢討報告書在多個範疇上遠遜於預期

所需。因此，公務員事務局局長、警隊管理層和職方現需共同努

力，以解決有關問題。有關紀常會提出的職制及建議，我們促請

當局就其中多個範疇作出澄清及改善： 

定期進行職系架構檢討  

12. 紀常會建議日後定期進行職系架構檢討 (建議 3.15)。由於
行政長官會同行政會議已通過制定一套更完備的公務員薪酬調整

機制，包括每年進行薪酬趨勢調查及每 6 年為文職職系進行一次
薪酬水平調查，故調整這個機制以正式落實以警務人員職系架構

檢討取代薪酬水平調查的安排，實屬恰當。因此，每 6 年進行一
次職系架構檢討(下次為 2013 年)以定期檢討職制，以及參考每年
薪酬趨勢調查報告的適當薪酬趨勢指標，把警務人員薪酬調整至

與市場指標及經濟情況相稱的水平，員工同意這是合理的做法。

所以，這次職系架構檢討就警務人員提出的建議需能經得起考

驗，即能在未來 6年支持推行一個有效的職制。  
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鼓勵性的增薪－警員／高級警員  

13. 管理層及職方認為有需要提升工作動力，以加強處於事業

發展中期的員佐級前線警務人員的經驗和士氣，紀常會對此亦表

同意(建議 8.3)。事業發展的中期為服務期的第 12 年至第 25 年。
我們支持引入提早晉升至高級警員和提早發放長期服務增薪點的

措施。對警員而言，紀常會提出在警員服務的第 30 年發放增薪點
的建議，對職制並無帶來任何實際的好處。職方提議把紀常會的

建議調整如下：  

��服務滿 12 年的警員可獲第一個長期服務增薪點，並於其後每
隔 4 年(分別為第 12、16、20、24 年)再獲加一個長期服務增
薪點。  

��根據服務年期條件發放長期服務增薪點，但有關人員須符合現

行的工作表現和操守準則。  

��以良好／優良成績通過警長晉升考試，可獲提早升至高級警員

服務滿 12 年的長期服務增薪點。這可激勵服務期少於 12 年的
人員。然而，人員如在專業考試考取良好或更佳成績，則除可

獲提高至等同服務滿 12 年的長期服務增薪點外，更可晉升為
高級警員。  

��目前，警員通常在服務滿 18 年後獲晉升為高級警員，這方面
可就配合新訂長期服務增薪點的發放時間作出調整，例如改為

在服務滿 16年之時。  

��長期服務章獎不會受這些安排影響。它以另一個機制運作，在

服務期滿 18、25、30及 33年時頒發，而非透過發放長期服務
增薪點作為職業發展的一環。  

遞增薪點及大致相若的對比指標  

14. 紀常會(建議 8.4)的建議未能符合期望，適當界定警務人員
遞增薪級的基準。前線警務人員有需要了解其遞增薪級的基準及

價值，以便在計及警務工作的特殊因素、輪班工作、辛勞及較長

工作時數(警務人員每星期工作 48小時，而文職職系則為 44小時)
等情況後，可把本身的薪酬與一般職系公務員作大致相若的對
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比。當局在 2006 年的薪酬水平調查中把一般職系公務員的遞增薪
級與香港市場情況作出對比，進行了有效的研究，有關結果並獲

得行政長官會同行政會議確認。這次職系架構檢討令人失望，是

因為它未能適當地處理對比指標與警務人員的特殊因素。職方認

為紀常會在這次檢討提出的建議首先需透過大致相若的比較來加

以闡明；  

��警員與助理文書主任職系大致相若：24,729 元－進行比較時已
把該職系每星期 44 小時工作時數調整至警隊每星期工作 48 小
時，並加入辛勞津貼和輪班津貼。警員的頂薪點應再增一個薪

點，以修正與文職職系比較時的增薪不利情況。 

��警長與文書主任職系大致相若：32,447 元－進行比較時已把該
職系每星期 44 小時工作時數調整至警隊每星期工作 48 小時，
並加入辛勞津貼和輪班津貼。警長的頂薪點應由紀常會所建議

的警務人員薪級表第 23 點，進一步提高三個薪點至第 26 點，
以修正與文職職系比較時的增薪不利情況。 

��警署警長與高級文書主任大致相若：42,080 元－進行比較時已
把該職系每星期 44 小時工作時數調整至警隊每星期工作 48 小
時，並加入辛勞津貼和輪班津貼。警署警長的頂薪點應再增一

個薪點，以修正與文職職系比較時的增薪不利情況。 

其次，在上述比較中未有充分處理的特殊因素，是非常重要的部

分，有需要充分研究及納入考慮。 

充分肯定警長職級的經驗  

15. 警長職級十分 重監督和指導工作，以確保前線警務工作着

的質素。警長的職業概況(服務年期及年齡)顯示大約 70%的警長
不會進一步晉升至警署警長級。檢討報告書在研究警長的遞增薪

級時有所不足。警員、警長及警署警長的頂薪點有需要保持足夠

的差距。簡而言之，紀常會似乎沒有充分研究警長職級的遞增薪

幅，這可能是因為該會誤以為警長職級是警員與警署警長之間一

個直通薪級的職級，但事實卻不然。另一方面，紀常會可能純粹

因提高其他紀律部隊警長級一個薪點，而以同一方式處理警隊的

警長級，卻沒有注意到因而造成的不利情況。紀常會有需要根據
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各紀律部隊本身的特點，研究每一紀律部隊的情況。就職業晉升

機會的因素而言，警務人員的職業發展受到 55 歲退休及警署警長
空缺有限這兩方面所局限。警長職級人員有必要獲得肯定及鼓

勵，其頂薪點應提高三個薪點至大約 32,000 元〔即根據警署警長
頂薪點(警務人員薪級表第 31 點：40,900 元)與警員頂薪點(警務
人員薪級表第 15 點：23,805 元)之間的中間點，釐定為警務人員
薪級表第 26點(32,255元)。〕  

��假如警署警長的頂薪點能如上文第 14 段所建議的提高至警務
人員薪級表第 32 點，則警長的頂薪點應提高至警務人員薪級
表第 27 點(33,720 元)，而警署警長的起薪點亦應提高至警務
人員薪級表第 25點(31,285元)。  

遞增薪薪級－處理不利情況及冗贅的警務人員薪級表  

16. 紀常會只繼續容許各職級內存在遞增薪級不平均的情況，

而沒有處理職制中不公平及管理不善之處。除了警署警長與督察

級重疊的數個薪點外，初級警務人員的遞增薪點間的增幅介乎

2.34%至 3.47%，較現時總薪級表的為少。總薪級表的遞增薪點間
提供 4.57%至 6.24%的增幅，較初級警務人員的多出一倍。主任
級警務人員的遞增薪點間的增幅分布並不平均，介乎 3.1%至
5.26%，大多低於 4%；而總薪級表的則大多超過 4%，介乎
3.58%至 4.73%。警務人員薪級表遞增薪點增幅較低的情況並不合
理，而且遞增薪點分布不均的模式對警隊各職級之間造成分化。

職方承認過去 20 年的每年薪酬調整和以整數為本的計算機制，使
警務人員薪級表的遞增薪點偏離根本和欠缺支持論據。因此，是

時候透過每次職系架構(每 6 年一次)以下列的標準百分比來合理調
整警務人員的遞增薪點：  

��警員至高級警司級的遞增薪點間的增幅應劃一為 4%。  

17. 紀常會的建議(建議 8.1 及 8.2)承認警務人員薪級表存在冗
贅遞增薪點，以及有需要把最低入職學歷要求設定為中學會考五

科及格。職方認為現時的警務人員薪級表可純粹透過把增薪點重

新編號來修正；  

��刪除警務人員薪級表第 1、1a及第 2點。  
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��警務人員薪級表第 3 至 54a 點則按紀常會的建議，把薪點重新
編號為警務人員薪級表第 1至 53點。  

主任級職級(督察至高級警司級) 

18. 紀常會(建議 8.6)以過於簡單的方式看待各紀律部隊職級的
角色及職責。就單一部門一個職級內的不同職位及職責應用「平

均計算方法」，是可以接受的，但紀常會將之應用於各紀律部隊

的職位或總薪級表的遞增薪點，則並非合理的方法。警隊的主任

級職級不應直接與這些職級比較，我們強烈反對紀常會表達的那

些思想局限的觀點(第 1.18(b)段)。正如警隊職方在提交給紀常會
的意見書中表示，警務人員的指揮角色及警務工作的特殊因素需

要獲得適當的肯定。警務工作的特殊因素包括：  

 � 香港警隊在香港的地位及角色 (作為最先和最後的倚傍力
量)； 

 � 執行警務工作和執法的專業知識； 

 � 所面對的危險和辛勞；  

 � 紀律和責任承擔；  

 � 個人生活受到的限制和不定時工作及出勤對生活的干擾； 

 � 組織架構因素 (兼任職務、事故的行動指揮工作、隨時候
命，以及策劃緊急應變計劃)。  

19. 為使這次職系架構檢討提供的未來路向(涵蓋未來 6 年)能對
特別適用於警隊的指揮職責因素予以肯定，調整督察至高級警司

的頂薪點是可接受的方法，以使  

��警隊職級較一般紀律部隊名稱等同的職級最少高一個薪點。 

督察職級－督察至高級督察  

20. 紀常會試圖獨斷地在這次職系架構檢討提出建議，以改變

督察－高級督察職級直通薪級的現行安排(建議 8.5)。雖然有關建
議只擬應用於新招聘的人員，但會要求督察須通過專業考試，而
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非透過服務表現及經驗，才可達至相等於高級督察薪酬的頂薪

點。這建議會使未能考取專業資格以晉升為高級督察的督察級人

員被削減 4 個督察薪級的薪點。長久以來，督察及高級督察一直
被視為合併編制，即督察及高級督察會互相交替職位和執行同一

工作、職務及職責。紀常會的這項建議雖可提升督察至高級督察

職級的專業精神及推動力，但它必須能確保督察及高級督察職級

的增薪制度行之有效。該建議需要作進一步的改善，這可根據下

列各點達至：  

 � 督察及高級督察職級繼續為合併編制； 

 � 透過現職人員可獲豁免的原則，對新入職人員實施必須通
過檢定考試才可獲晉升至高級督察的規定； 

 � 透過把增薪薪級提高兩個薪點來改善高級督察薪級，從而
提供足夠的增薪點反映處於該層級人員的服務年資及經

驗。  

首長級警務人員－增薪點  

21. 首長級警務人員是警政工作的專家，他們在事業發展的較

後期晉升至這些職級。相對於首長級一般職系人員在 60 歲退休，
首長級警務人員須於 55或 57歲(警務處高級助理處長及以上職級)
退休，使其可獲發放的增薪點有限。首長級警務人員在其職級服

務滿第 0、2、4、6 年時，可獲發放增薪點，這表示許多首長級警
務人員在退休前不會獲發放其職級的各個增薪點。紀常會提出把

頂薪點設在服務滿第 6 年的建議，較現時頂薪點設在服務滿第 5
年的規定更為不利。對比之下，有關職制較適合政務職系首長級

人員，因他們較早有職業晉升機會，故從首長級薪級第 1 點擢升
至首長級薪級第 3 點時，可在每一職級的 5 或 6 年服務期內獲得
增薪點。無一方案可適合所有的情況。為了消除不公平的情況及

承認各職制有所不同，增薪點應根據下列三個方案作出調整：  

� 維持現狀，各職系的首長級人員在服務滿第 5 年時可獲發放
頂薪點，即在第 0、1、3 及 5 年每兩年獲發放一個增薪點；
或 
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� 在第 0、2、3及 4年獲發增薪點；或 

� 總警司至警務處高級助理處長職級的人員每年可獲發增薪

點。  

首長級職級的增薪點及與文職職系的對比指標  

22. 紀常會就首長級職級所提出的建議(第 11.6 條)並不符合現
時的職業晉升情況，亦沒有反映警務工作的特殊因素改變和增加

的情況。警隊高層指揮中首長級職級的政策及管理職責，可能與

其他部門及政策局的文職和紀律部隊首長級職級大致相若或更為

複雜。但除了這些職責外，首長級警務人員還須加上適用於警務

人員的特殊因素及指揮官角色，這明確的增薪優勢必須透過增薪

薪級作出反映。警隊指揮官的獨特工作，是須就大型事故及行動

額外肩負指揮職責。要維持警隊指揮職級的效率，便必須確保首

長級警務人員較其他公務員隊伍的首長級職位具有下列增薪優

勢：  

�  考慮到警務工作和指揮職責的特殊因素，以及與其他公務員
職系／職級相類似的管理職能－提供增薪優勢； 

�� 警務處高級助理處長和助理處長的增薪應較其他職系高出

3%； 

�� 總警司的增薪優勢應由 3%增至 5%。 

士氣問題  

23. 紀常會未有適當地注意和深入研究警隊士氣低落的問題，

警隊上下對於政府這位僱主的信心程度已經減弱。不過，警隊成

員一直忍耐着，並以認真盡責、敬業樂業的態度繼續執行職務，

關心社會各界。職方繼續本着真誠，期望取得一個公平和合理的

結果，可惜人員逐漸發覺他們的努力純粹被當作是理所當然的東

西。 

24. 2008 年 12 月 6 日舉行的撲滅罪行委員會聯席會議旨在尋
求方法，使香港成為一個安全、和諧的家，並特別着眼於法律方

面，以及青少年罪案和青少年濫用藥物、家庭暴力、「搵快錢」
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罪案、詐騙、爆竊、家居保安和商業罪案等問題。香港需要紀律

良好、士氣高昂和專業的警察服務，而提供服務的警隊成員無須

再為其工作的薪酬和按年遞增薪級而擔憂。 

25. 早前，職方已就人員士氣低落的問題提交意見書 (分別為
2008 年 3 月 3 日的職方文件第 4 號和 2008 年 8 月 26 日的補充信
件)，意見書的內容與 2004 年和 2007 年的員工意見調查相符。調
查的結果顯示人員的士氣低落，只有少於四成的警隊成員感到滿

意，整體的數字偏低。(2004 年和 2007 年兩項調查的研究方法稍
有不同，但結果均一致顯示警隊士氣非常低落。2004 的調查中只
有 28.8% 受訪者對員工士氣感到滿意，而 2007 年的調查則只有
37.1%。)這情況顯示有需要非常審慎地考慮警隊的士氣問題。公
務員事務局局長須考慮即時以正面方法，提升警隊的士氣，以及

為警隊提供有效及能夠持續至 2013 年的職制。職系架構檢討於
2008/09 年度完成時必須公開地處理職方在本文件提及其有所保留
事項，並採取行動。紀常會在是次職系架構檢討中採用「以足夠

薪酬福利聘用合適才幹的人士」，以及一個適用於各個紀律部隊

的通用方案來貶低警隊，這可能會帶來令士氣更加低落，從而影

響香港警隊效率的風險。警隊管理層就 2004 年及 2007 年的員工
意見調查提供了兩份參考文件。2004 年及 2007 年的意見調查分
別指出「員工薪酬」和「薪酬」是士氣低落的主要成因。員工的

觀點須透過警隊諮詢聽取，亦是各職方總區代表、所有職員關係

聯繫及報告討論的熱門話題。員工對職系架構檢討的觀點和意見

概要現載於附件「B」。 

工作時數  

26. 紀常會並無適當地處理有關工作時數的問題，亦不應任意

向警隊施加一套有關於日後考慮減少工作時數的規定。警察工作

一向被視為壓力沉重，而警務處處長必須平衡行動效率和警務人

員的生活與工作。當部署、策略和警隊行動有所改變時，將有可

能在不影響服務的同時容許減少工作時數。在 1998 年至 2001 年
期間，警隊嘗試把工作時數由 51 小時減至 48 小時。是次職系架
構檢討和紀常會不應向警務處處長施加任何限制，以影響其考慮

和着手推行把工作時數減至低於 48 小時的試驗計劃。警務工作的
壓力最為沉重和需要體力勞動。因此，規定工作時數應進一步減
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至每周 44 小時(懲教署：49、香港海關：51、消防處：54、入境
事務處：44)。職方認為在這次職系架構檢討後，應隨即詳細研究
縮減每周工作時數至 44 小時的未來路向。在取得建議後，有關事
宜應再提交紀常會審議，以期盡早實行。此事無須等待下次職系

架構檢討在 2012年進行時才作處埋。 

醫療  

27. 紀常會觀察到當局未能提供適當的醫療支援，特別是因公

受傷警務人員的醫療問題亟需公務員事務局局長即時處理。有關

問題是如何為我們的同僚提供有效和更佳的治療和支援。(每年因
公受傷的同僚達 1 200 人左右，其中約 700 人是在執行拘捕或類
似行動時受傷的。)這個問題已拖延了很久，因此公務員事務局局
長必須採取行動，優先予以解決。紀常會建議的臨時措施包括讓

警務人員在公立醫院和診所獲優先診治，或特別制訂集體醫療保

險為警務人員提供醫療保障。這些措施是務實的解決方法。職方

期望當局早日為警隊制定具體方案及盡早改善這方面的問題。我

們促請紀常會在未來 12個月內檢討有關事宜的進展。 

轉制和實施  

28. 當局必須釐清轉制和實施的日期。這是各人員關心的事

項，特別是到達頂薪點已有多年，以及於 2008/09 年度退休的人
員。檢討報告書已於 2008 年 11 月 27 日完成，在處理釐清事項及
作出修訂後，應於 2008/09 財政年度實行。如把建議暫緩至日後
本港經濟「回復穩定發展」才予執行，便應在實行時把生效日期

追溯至報告書發表日期，才屬公平合理。 

29. 有關修訂警務人員增薪架構的轉制安排必須肯定紀常會的

建議目標，即是在執行當日，會為超過八成人員的事業帶來影

響。人員將於執行日期轉往新的警務人員增薪架構，然後在下一

個或將來的增薪日期跳升到更高的支薪點。 

財政影響  

30. 我們相信政府的財政狀況基本上穩健，可實行職系架構檢

討就警務人員所作的建議，更可在投資基建項目及其他計劃的同
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時，對人也作出適當的投資。政府現時正繼續就新基建項目、建

築工程、新設的首長級文職職位提供資源及經費。警務人員事業

的基礎建設與香港的保安和穩定同樣重要。鑑於上次檢討(1988 年
的凌 理檢討衞 )至今已延遲多時，因此當局必須展開檢討周期，並
實施更合適的職制。當局(公務員事務局局長)可與警務處處長緊密
合作，共同在現時環境決定職系架構檢討所需的撥款額和來源。 

31. 2008 年 11 月 27 日，公務員事務局局長表示她會提出初步
暫緩執行任何牽涉額外財政開支的建議，直至香港的經濟回復

「平穩發展」。她在檢討報告書公開之前，以及在向人員進行真

正的諮詢前，單方面作出這項決定，實在令人感到遺憾。我們完

全明白社會對本港經濟的關注，也可以理解作出有關預警的背

景。我們尋求盡快落實職系架構檢討。 

 

警察評議會職方  
2009年2月  (修訂本) 
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附錄  「A」  

 
警評會職方  – 摘要  

(香港警隊職系架構檢討  – 2007年 11月至 2009年 2月) 
 
提交日期  發件人  收件人  詳情  

2007年 11月   �� 立法會公務員及資助機構員工事務委員會–職系架構
檢討(立法會 CB(1)206/07-08(03)號文件) 

2007-11-19 紀常會 警評會職方 �� 致函職方，邀請職方出席 2007年 11月 23日有關展
開職系架構檢討的簡介會 

2007-12-05 警評會職方 紀常會 �� 致函主席，表示歡迎展開職系架構檢討 
2007-12-14 紀常會 警評會職方 �� 致函職方，提供紀常會 2008年的委員名單 
2007-12-21 紀常會 警評會職方 �� 回信及邀請職方就職系架構檢討提出意見 
2008-02-01 紀常會 警評會職方 �� 致函職方，表示紀常會會考慮有關入職資格的建議

2008-03-03 警評會職方 紀常會 �� 致函紀常會主席，並附上警評會職方所提建議的摘

要(中英文本) 
�� 警評會職方文件第 1 號職系架構檢討意見書(中英文

本)  
�� 警評會職方文件第 2 號職系架構檢討意見書(中英文

本) 
�� 警評會職方文件第 3 號職系架構檢討意見書(中英文

本) 
�� 警評會職方文件第 4 號職系架構檢討意見書(中英文

本) 
2008-03-18 警評會職方 紀常會 �� 致函紀常會主席，說明職方對職系架構檢討的期望

2008-06-30 警評會職方 紀常會 �� 致函紀常會主席，附上第 1 號文件的補充資料(中英
文本) 

2008-07-09 紀常會 警評會職方 �� 來信表示提交意見書的限期設定為 2008 年 7 月 18
日 

2008-07-11 紀常會 警評會職方 �� 邀請警評會職方出席 2008年 8月 26日的非正式會
議 

2008-07-17 警評會職方 
 
 
警評會職方

(警司協會) 

紀常會 
 
 
紀常會 

�� 就提交第 5號文件去信紀常會主席(中英文本) 
�� 警評會職方提交文件第 5 號職系架構檢討意見書(中

英文本)  
�� 就提交第 6號文件去信紀常會主席(中英文本) 
�� 警評會職方提交文件第 6 號職系架構檢討意見書(中

英文本) 
2008-07-24 警評會職方 紀常會 �� 致函紀常會主席，要求舉行更多諮詢會議(中英文

本) 
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2008-07-29 紀常會 警評會職方 �� 覆函拒絕在 2008年 8月 26日之前進一步舉行會議
(中英文本)  

2008-08-14 警評會職方 紀常會 �� 致函紀常會主席重申有需要舉行更多諮詢會議(英文
本) 

2008-08-21 紀常會 警評會職方 �� 覆函拒絕舉行進一步的諮詢會議(英文本) 
2008-08-25 警評會職方 警務處處長 �� 致函警務處處長，表達警評會職方的意見及職方對

紀常會的失望(英文本) 
2008-08-26 警評會職方 紀常會 �� 致函紀常會主席，附上第 2及 3號文件的補充 資料

(英文本) 
�� 致函紀常會主席，附上第 4 號文件(內容有關士氣)
的補充 資料(英文本) 

2008-08-27 警評會職方 紀常會 �� 致函紀常會主席提議進一步舉行諮詢會議的詳情 
2008-09-02 紀常會 警評會職方 �� 覆函提供進一步諮詢會議的詳情 
2008-09-03 警務處處長 警評會職方 �� 警務處處長在覆函中表示在職系架構檢討事宜上支

持警評會職方  
2008-09-03 警評會職方 紀常會 �� 致函紀常會主席，表達職方對諮詢時間不足感到失

望 
2008-09-08 警評會職方 警務處處長 �� 致函警務處處長，表達職方對職系架構檢討諮詢的

意見 
2008-09-08 警評會職方 紀常會 �� 就諮詢事宜去信紀常會主席 
2008-09-09 警評會職方 紀常會 �� 致函紀常會主席，提供 2008年 9月 6日上午舉行的

會議的摘要 
2008-09-10 紀常會 警評會職方 �� 回覆警評會職方 2008年 9月 8日的信件 
2008-09-12 警評會職方 紀常會 �� 致函主席，提供第 2 及 3 號文件的補充資料，並附

上直至高級警司級的薪酬調整要求 
2008-09-16 警評會職方

(警司協會) 
紀常會 �� 就首長級警務人員的薪酬調整要求去信主席 

2008-09-24 警評會職方 紀常會 �� 致函紀常會主席，就(擬議的)薪酬表作出澄清 
2008-09-24 警評會職方 紀常會 �� 致函主席，就薪酬調整要求提供補充資料 
2008-09-24 警評會職方 警務處處長 �� 就職系架構檢討事宜去信警務處處長 
2008-10-03 警務處處長 警評會職方 �� 回覆職方，支持職方提出的薪酬調整要求 
2008-10-06 紀常會 警評會職方 �� 回覆職方 2008年 9月 24日的信件，邀請職方出席

2008年 10月 15日的另一會議 
2008-10-09 警評會職方

(警司協會) 
 
警評會職方 

紀常會 
 
 
紀常會 

�� 致函紀常會主席，就高級警務人員及首長級警務人

員的擬議薪酬調整要求提供補充資料及作進一步的

澄清 
�� 致函紀常會主席，同意在 2008年 10月 15日會面，
並提供 2008年 9月 9日及 2008年 9月 18日會議的
摘要  
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2008-10-09 警評會職方 警務處處長 �� 請警務處處長就職方提出的警務人員薪酬調整要求

表明其立場 
2008-10-24 警評會職方 紀常會 �� 致函紀常會主席，表達對職系架構檢討的諮詢過程

感到失望 
2008-10-24 警評會職方 紀常會 �� 致函俞宗怡女士，表達職方對范鴻齡處理職系架構

檢討的表現感到失望 
2008-10-24 警評會職方 范鴻齡 �� 致函范鴻齡，表達職方對其表現感到失望及要求他

退位讓賢 
2008-10-24 警評會職方 警務處處長 �� 感謝警務處處長的支持，請處長提供於 2008 年 10

月 13日發給紀常會的信件的副本 
2008-10-29 警評會職方 紀常會 �� 致函紀常會署理主席，要求他檢討整個諮詢過程，

因諮詢工作成效不彰 
2008-10-31 警務處處長 警評會職方 �� 回信並提供其在2008年10月13日發給紀常會的信件

副本 
   (警評會職方在 2009年 1月 8日曾就提供該信副本給公
務員事務局局長而聯絡警務處處長) 

2008-11-03 警評會職方 紀常會 �� 致函紀常會署理主席，要求他在 2008年 11 月 6日
接收從警務人員收集得的職系架構檢討意見信 

2008-11-06 警評會職方 
 
警評會職方 

紀常會 
 
紀常會 

�� 致函紀常會署理主席，把 19,220 封在警隊「一人一
信」運動中收集得的信件轉交給他 

�� 把(從「一人一信」運動收集得的)信件交給紀常會
主席，申明警務人員對職系架構檢討所持的立場 

2008-11-06 紀常會 警評會職方 �� 回覆職方的信件(2008年 10月 24、29日及 2008年
11月 3日)，拒絕重新研究職方就職系架構檢討提出
的關注事項，但表示可安排禮節性探訪署理主席。 

2008-11-07 公務員事務
局局長 

警評會職方 �� 公務員事務局局長表示備悉職方的關注事項 

2008-11-13 警評會職方 紀常會 �� 致函署理主席，同意出席禮節性探訪 
2008-11-25 紀常會 警評會職方 �� 致函邀請職方出席 2008年 11月 27日下午舉行的招

待會 
2008-11-27  

 
 
 
 
 
 
 
公務員事務

局局長 

 
 
 
 
 
 
 
 
警評會職方 

�� 公務員事務局局長俞宗怡會見紀律部隊評議會職方

及警評會職方(上午會議)，告知職方紀常會會向管
理層提交職系架構檢討報告書，以及她決定公布暫

緩執行需要額外財務開支的建議。 
�� 紀常會署理主席張震遠與紀律部隊評議會職方、廉

政公署職方及警評會職方會面(下午會議)，簡介及
派發職系架構檢討報告書。 

�� 公務員事務局局長邀請職方就報告書發表意見，提

交意見的截止日期為 2009年 2月 28日。 
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2008-12-12 警評會職方 公務員事務
局局長 

�� 致函公務員事務局局長，表達職方對職系架構檢討

報告書感到失望，並要求就對職系架構檢討的關注

與公務員事務局局長會面。 
2008-12-12 警評會職方 立法會 �� 警評會職方就訂於 2008年 12月 15日舉行的會議向

立法會公務員及資助機構員工事務委員會提交資料

文件 
2008-12-15   �� 立法會公務員及資助機構員工事務委員會討論職系

架構檢討報告書 
2008-12-15 公務員事務

局局長 
警評會職方 �� 通知警評會職方紀常會的新任委員名單 

2008-12-17 警務處處長 所有人員 �� 警隊管理層就紀常會的職系架構檢討報告書在警隊

上下展開廣泛的諮詢 
2008-12-18 公務員事務

局局長 
警評會職方 �� 公務員事務局局長就警評會職方 2008年 12月 12日

的信件作出初步回覆 
2009-01-08 警評會職方 警務處處長 �� 警評會職方徵求警務處處長批准在有關職系架構檢

討的會議和諮詢活動中引用其於 2008年 10月 13日
就職系架構檢討發給紀常會的信件內容 

2009-01-12   �� 公務員事務局局長因應警評會職方 2008年 12月 12
日的信件與警評會職方會面 

2009-01-12 警評會職方 公務員事務
局局長 

�� 警評會職方向公務員事務局局長提交有關警評會職

方與紀常會就職系架構檢討進行討論的一些資料和

一疊文件 
2009-01-13 警評會職方 紀常會 �� 警評會職方致函紀常會新任主席張震遠先生，要求

就職系架構檢討舉行會議。 
2009-01-16 警評會職方 立法會 �� 警評會職方向立法會公務員及資助機構員工事務委

員會提交第二份文件(警評會職方職系架構檢討文
件 2) 

2009-01-19   �� 警評會職方出席公務員及資助機構員工事務委員會

會議，並在會上發表警評會職方的意見。 
2009-01-20 警務處處長 警評會職方 �� 就警評會職方希望警務處處長將其於 2008 年 10 月

13 日就職系架構檢討發給紀常會的信件副本交公務
員事務局局長一事，表示同意及跟進。 

2009-01-21 警評會職方 紀常會 �� 警評會職方再次致函紀常會主席張震遠先生，要求

就職系架構檢討舉行會議。 
2009-01-22 紀常會 警評會職方 �� 薪諮會聯合秘書處以紀常會名義作出回覆，聲稱會

安排與職方會面。 
2009-01-23 警評會職方 公務員事務

局局長 
�� 警評會職方要求公務員事務局局長在諮詢期完結前

(即 2009年 2月 8日)，就職系架構檢討與警評會職
方展開適當的對話。 
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2009-01-23 警評會職方 保安局局長 �� 警評會職方致函保安局局長，講述有關人員士氣的

真實情況和人員對職系架構檢討的期望，並要求與

李局長會面。 
2009-02-02 警評會職方 18區撲滅罪

行委員會 
�� 警評會職方致函 18區撲滅罪行委員會主席，隨信夾

付警評會職方職系架構檢討文件 1 和 2(即提交
立法會公務員及資助機構員工事務委員會的兩份文

件)，向他們講述警隊現時面對困難的真實情
況，並要求他們就職系架構檢討向政府發表意

見。  
2009-02-05   �� 警評會職方與警務處處長會面，並應張琼瑤女士(保

安局常任秘書長)的要求，讓其列席會議。 
2009-02-06 警評會職方 公務員薪常

會 
�� 警評會職方致函公務員薪俸及服務條件常務委員會

主席羅家駿先生，詢問有關 2009 年入職薪酬調查
的事宜。  

2009-02-10 警評會職方 紀常會 �� 警評會職方致函紀常會主席張震遠先生，建議於

2009年 2月 19日會面。 
2009-02-11 紀常會 警評會職方 �� 薪諮會聯合秘書處以紀常會的名義堅持於 2009年 2

月 17日與警評會職方會面 
2009-02-12 警評會職方 財政司司長 �� 警評會職方致函財政司司長，發表警評會職方對

2009年財政預算案的意見。 
2009-02-12 警評會職方 保安局局長 �� 警評會職方致函保安局局長，要求與他單獨會面。

2009-02-12 紀常會 警評會職方 �� 紀常會同意於 2009年 2月 26日上午與警評會職方
會面 

2009-02-12 荃灣區撲滅
罪行委員會 

警評會職方 �� 荃灣區撲滅罪行委員會主席回覆警評會職方，表示

支持警務人員在職系架構檢討中的立場和意見。 
2009-02-13 公務員薪常

會 
警評會職方 �� 公務員薪常會就 2009 年入職薪酬調查的覆函  

2009-02-18 保安局局長 警評會職方 �� 保安局局長覆函，表示保安局常任秘書長張琼瑤曾

與警評會職方會面，故不建議與職方再次會面，並

把有關職系架構檢討的關注事項轉交公務員事務局

局長採取行動。 
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附錄「B」  
 

警察評議會職方  －  概要  
職系架構檢討諮詢期間人員表達的意見  

 
我們的職方協會總區代表已經進行廣泛諮詢，並收集了各個

警區和主要單位人員的意見。警隊管理層亦已通過每月的《職員

關係報告》和部門內部的諮詢過程，收集意見。職系架構檢討和

警務人員薪級表的架構仍然是熱門的討論話題，在警務人員的心

目中佔着重要的位置。職系架構檢討報告書的部分內容正確，但

亦有些內容有待改善，另外有些地方則缺乏解釋不足，也有些地

方並未包括在內。 
 

「大部分初級警務人員對於職系架構檢討的過程冗長表示不滿，  
令他們大受影響……。紀常會未能合理地為警隊的按年遞增薪級釐定基礎。

前線警務人員希望知道其按年遞增薪級的基礎和價值。」－東九龍  
 

警員級人員長期受不利的工作晉升機會所影響，這情況令我

們的人員與其他紀律部隊比較時處於不利位置，特別是享有更佳

晉升機會的懲教署和入境事務處。人員大致上支持和同意有關改

善處於事業發展中期警員的長期服務增薪點數目，但他們卻不知

道這如何能真實地反映警隊有別於與其他紀律部隊的專業精神。

此外，執行安排亦須更妥善地與這職級人員的實際工作模式配

合。 
 

「我們完全支持提升頂薪點和把長期服務增薪點由兩個增至四個的建議。  
不過，人員認為為年資滿 30年的人員加設的長期服務增薪點時間太長，  

而且不適用於 25歲後才加入警隊的人員。」－刑事部  
 

「大部分警員／高級警員均對建議的薪酬調整百分比感到滿意。  
他們歡迎引入提早晉升和提早發放長期服務增薪點的措施，  

以提升工作動力，以加強處於事業發展中期的前線警務人員的經驗和士氣。
不過，事業發展中期應界定為提供第 12 年至 25 年服務。」－新界北  

 
誠然，很多人員都認為當局檢討警隊職制的時間過長，他們

對秘書處的工作最為失望，其次是紀常會的檢討結果和建議。報

告書中欠缺詳盡的資料來分清各支紀律部隊的工作，因此，我們

難以理解有關警隊的大量資料和詳情是於何時提供的。 
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「人員大致上不滿意職系架構檢討報告書，因為  
其中許多建議均流於表面和不夠清晰。」－保安部  

 
「紀常會的建議與警隊管理層所提交的意見書之間存在很大分歧。  

報告書被視為過於簡單，內容空洞，未能正視警隊薪酬架構的主要問題、  
肯定警務工作的特殊因素，以及確認過去多年來的轉變。」－新界北  

 
「(關於職系架構檢討過程的)摘要第 3 段指出，紀常會致力提供足夠機會，
讓職管雙方發表意見。……這番話看似冠冕堂皇，但事實上，在整個諮詢過
程中，對話十分有限，這着實令人失望。上一次的檢討於廿年前進行，  

因此，今次的檢討自然會要求各成員在整個過程中採取積極和探究的態度。
不過，結果是這難免令人相信紀常會只是單靠檢討上次檢討的結果，  

一點也沒有留意理據充分的意見書。」－警察學院  
 

「人員大都認為紀常會在警隊職系架構檢討中採取一個簡單  
甚至是精簡的取向，又認為有關的建議只是為問題提供短期的答案，  
不夠前瞻性，白白浪費一個為薪酬架構和其他對警隊息息相關的事項  

進行有意義檢討的機會。」－港島  
 

「警隊職系架構檢討的結果令人失望，特別是未能改善警隊與  
其他紀律部隊的薪酬對比關係，這着實令人感到灰心。」－行動部  

 
很多警務人員純粹感到他們的努力被當作是理所當然的東

西。警務工作範圍廣泛，與其他紀律部隊截然不同。因此，職系

架構檢討報告書以警隊的與別不同和獨特的工作〔第 2.11(c)段〕
來代表所有紀律部隊人員的某些職責是不恰當的。紀常會必須明

白和適當地分清各支紀律部隊的工作和職責，以及警隊作為公務

員一分子，但有別於其他紀律部隊的獨特角色。 
 

「為了反映警隊面對日益增加的挑戰和困難，人員認為  
警隊較其他紀律部隊享有薪酬優勢的理據充分。報告書和建議的薪級表  

未能完全肯定警隊的特殊因素。」－刑事部  
 

「檢討的結果令人失望，因為它未能適當地肯定警隊擴大了的職責範圍  
和工作量。雖然報告書建議提高警隊各個職級的頂薪點，  

但事實是其他紀律部隊的頂薪點也同時獲得提高，這一點顯示  
紀常旨在尋求安撫七個紀律部隊有關加薪的訴求，而不是採取公正無私  

和客觀的態度來進行有關檢討。」－警察學院  
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「人員欣悉紀常會建議定期進行職系架構檢討，以便合理釐定  
警隊的職系架構，避免現時的失實情況。不過，紀常會的建議與警隊管理層

和職方所提交的意見書卻出現分歧，人員對此感到失望和憤怒。  
他們知悉紀常會是在意識到所謂的金融海嘯來臨之後，才提交該份  
非常有限的報告……報告的內容和建議未能提供一套有效的措施  

來激勵低落的士氣。」－新界北  
  

 
紀常會職系架構檢討報告書在概述紀律部隊固有特點的推論

(第 2.10 段)時，犯了一個錯誤，就是把所有東西視為一個整體。
這是不對的，而且令警隊難以接受。有關檢討必須更仔細地就各

支紀律部隊進行研究，因為並非所有紀律部隊都擁有這些固有特

點，而且也肯定屬於不同水平。因此，當局需要設立一個衡量制

度，以便公平和合理地分清各支紀律部隊的特點。只有警隊才擁

有『警務工作的特殊因素』，因為警隊自 1997 年起取代了軍隊的
角色，加上其在香港的地位和角色(作為率先回應和最終求助的機
構)、警務和執法工作須具備多方面的專業知識，以及組織架構因
素(兼任職務、事故的行動指揮工作、隨時候命，以及策劃緊急應
變計劃)。與其他紀律部隊比較，警隊須面對整體較高程度的危險
和辛勞，遵守更多有關紀律和問責性的既定守則，以及個人生活

受到更多限制。警隊較其他紀律部隊有更多機會受不定時工作時

間表和出勤對生活的干擾。 
 
「職系架構檢討報告書已清楚顯示紀常會沒有考慮警務工的獨特性。  

有意見認為紀常會應考慮多項重要因素，例如專業知識、特別訓練、辛勞、
壓力、潛在危險、權利和自由受到限制(不能像市民大眾，  

甚至是其他政府僱員般享有同等權利和自由)、警隊須嚴守紀律，  
最重要的是市民對維持本港穩定和安全方面有很高期望。部分人員建議  
列出自凌 理檢討至今，警務人員基本薪金所包括與職務有關的所有津貼衞  

和金額，以便與其他紀律部隊進行公平的比較。」－西九龍  
 
「特殊因素」的薪酬成分必須獲合理地考慮。職系架構檢討的建

議為警隊與其他紀律部隊和文職職系之間提供的薪酬對比關係不

足。紀常會的意見和想法不一致，而且沒有充分地在職系架構檢

討報告書 (第 8.22 至 8.25 段) 中列出。紀常會一方面同意警隊(當
中約八成為初級警務人員)在多個方面的獨特性，但另一方面卻又
舉了一個例子說明(各級)警務人員所受的限制與 400 個公務員職
系中一小撮行政、資訊及其他高級職級人員所受的限制無異。鑑
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於初級警務人員須受觀點限制，情況與高級政府職位人員相同，

因此初級警務人員期望當局會適當地肯定他們在公務員隊伍中的

獨特地位。人員的論據是提供一個能妥善地配合警隊職制和獨特

地位，而不是切合各個部隊需要的按年遞增薪級，這可能有別於

其他紀律部隊的按年遞增薪級，但卻符合市民大眾的長遠利益(第
8.24 段)。  
 
紀常會的建議對警長級人員的內部薪酬對比關係造成不利影響。

因此，有關修訂紀常會就警長級人員增薪結構所提出的建議，已

成為廣受評論的議題。 
 
「紀常會一直只是空談，報告書第 1.18段已清楚表明：每支紀律部隊都有
本身獨特之處。在這背景下，我們(紀常會)有以下意見……我們不可能  
也不宜直接比較各個紀律部隊，或直接比較紀律部隊與文職職系。  

因此，紀常會不宜為警長薪酬加設模擬上限，以避免入境事務處(或其他部
門)人員可能就不平等表達不滿，而紀常會在為警長級人員建議  
更實際的薪酬調整時，亦不應覺得其雙手被綁。」－警察學院  

 
「對於紀常會亳不重視其指揮角色及相關職責，警長級人員感到全然失望」

－港島總區  
 

「如建議完全落實，警長最終較高級警員高出少於 3,000 元的薪酬差距，  
相對於警長較高級警員所須額外承擔的角色及職責，兩者並不相稱。  
警員認為在考慮晉升事宜時，這點會使他們失去上進動力，  
特別是加上空缺不足及競爭激烈等情況。」－行動部  

 
「對於警員／警長及警長／警署警長之間的薪酬差距被大幅收窄  
令警長最為不滿，人員完全理解和認同警長的感受。  
他們認為，職系架構檢討報告對警長的經驗、專業，以及  
其對警隊及社會的貢獻，並無予以足夠的肯定及反映。  
部分警長更憤而表示寧可降至不用承擔任何督導職責的職級，  
因為該等職責只換來微薄的增薪及些微的晉升機會(約 70%的警長  
在服務警隊期內不會獲晉升至警署警長)。」－西九龍總區  

 
「警長對於只獲提高一個頂薪點感到十分失望，  
因為這大幅收窄警長與高級警員之間的薪酬差距。  

這建議並無理據支持，而且會降低警員尋求晉升至警長的意欲。  
所有人員均認同警長在維持前線警察服務質素方面擔當重要角色，  

並認為警員、警長和警署警長的頂薪點之間  
必須有充足的薪酬差距。」－保安部  
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「警長在督導前線工作、維持警察服務質素和  

與公眾接觸等方面均為警隊的骨幹。他們的職責持續增加，  
而且被指派督導前線工作，只建議提高其一個薪點，令人非常失望。  
如提高薪級是鼓勵現職警長士氣和激勵警員尋求晉升的重要元素，  
各職級人員均贊同有需要大幅提高警長的薪級。」－支援部  

 
紀常會提出的調整警隊增薪制度方法及方式欠缺深思熟慮、理據

和解釋，引起不少批評意見，尤其是有關各職級的遞增薪點，以

及督察至高級警司級的薪酬； 
 

「紀常會現獨斷地建議刪除督察級四個遞增薪點，  
實際上是把督察及高級督察分為兩個不同職級。  
這建議並無理據支持。」－西九龍總區  

 
「紀常會只繼續容許各職級內存在遞增薪級不平均的情況，  
而沒有處理職制中不公平及管理不善之處。  

警務人員薪級表的遞增薪點較現時總薪級表的為少，  
總薪級表的遞增薪點間提供 4%至 5%的增幅。」  

－東九龍總區  
 

「大部分人員對於頂薪薪酬與其他紀律部隊的相同感到失望。  
督察至高級警司級人員的獨特指揮角色及警政工作的特殊因素  
必需予以肯定，所以警察職級應較其他一般紀律部隊的職級  

存在若干額外增薪優勢。」－新界北總區  
 
公務員事務局局長建議暫緩執行職系架構檢討報告中牽涉額外財

政開支的建議，這引起強烈的負面回應。近期的職員關係報告重

點提到，由於職系架構檢討毫無進展，人員日益感到無法忍受： 
 

「近期的警隊職員關係報告反映出人員對紀常會的建議及  
公務員事務局局長提出暫緩執行有關建議表示失望和不滿。  

人員反對當局以金融危機為藉口，拖延執行職系架構檢討的建議。」  
 

「人員亦強烈要求當局設定時限和清楚說明有關建議  
將在何具體條件下予以執行。」  

 
「各職級人員繼續討論紀常會的報告，並愈加關注  

該報告的內容有欠根據，而公務員事務局局長提出的不恰當意見  
令情況更形惡劣。該報告應當釐定警務人員的長遠(6 年)薪酬趨勢，  
但看來卻只顧考慮目前的金融危機，而這兩者並非必然相關。  
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因此，人員期望現時的諮詢可正面影響公務員事務局局長，  
使她能充分考慮員工和管理層的意見。」  

 
「職系架構檢討仍是非常熱門的話題。由於就有關檢討  
尋求圓滿方案的進展緩慢，人員的不滿及失望情緒與日俱增。  
現正進行為期三個月的諮詢期看來只是故意拖延的計策，  

在員工期望有關檢討能盡早完成之時，為當局進一步拖延有關事宜提供方便
之門。當局顯然低估了人員對職系架構檢討所產生的不滿情緒的強度和  
深度。人員的友好態度及容忍度迅速下降。當局應注意有關跡象。」  

 
「由於高級警員與警長之間的薪酬差距收窄至前所未見的程度，  

警長級人員表示非常失望。紀常會的建議有需要就警長的薪級作出改善。  
所有其他只獲(建議)提高一個薪點的人員亦感到失望，  
因他們認為他們理應獲得更大幅的調整。」  

 
「看見頂薪薪酬與其他紀律部隊相若職級人員相同，  

督察級人員(高級督察)亦表示失望。這平均分擔職責的方式似乎過於概括，
使警務人員薪級表的獨特性看來已不存在。這通用處理方法並不恰當，  
因為各紀律部隊的角色和職責相當不同。警隊在這些職級應有足夠的薪酬優
勢，以肯定警政工作的特殊因素。紀常會建議的方法存在不少缺點，  
故需制定一個合乎邏輯理性的制度，以比較各紀律部隊的工作。」  

 
「職系架構檢討繼續是人員的熱門討論話題。人員認為  

政府理所當然地視警隊為「最先和最後的倚傍力量」，但卻無警務人員適當

獎勵，警長級人員尤其認為有關檢討沒有公平地研究其職級的薪酬遞增。」  
 

「關於公務員事務局局長建議當局暫緩執行牽涉額外財政開支的建議，  
直至經濟回穩，人員對此表示失望。大部分人員全力支持警隊職方  
提交的意見書及警隊管理層提出的建議，即警務工作的特別性質  

理應在職系架構檢討中獲得適當的肯定。警長尤其最為不滿……在諮詢期
間，部分人員表示職方協會不應阻止人員透過公開行動來提出建議。」  

 
警隊職方很想得知公眾對職系架構檢討的意見，故現正積極接觸

社會各界。我們曾在 1 月 19 日的立法會公務員及資助機構員工事
務委員會上，以及社區層面和地區撲滅罪行委員會的討論中，與

立法會議員接觸。他們現普遍理解職系架構檢討是關乎架構和較

長遠的事宜，與每年按市場情況調整薪酬的措施有別，我們對此

感到鼓舞。他們明白到，上次檢討至今已有二十年，故現時有需

要處理有關問題。前線警務人員對檢討報告和紀常會工作所顯示

的不滿程度和警隊士氣低落的情況，已備受社區領袖關注。他們
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質疑職系架構檢討報告的質素，並促請公務員事務局局長採取行

動以糾正有關問題。他們承認，警隊如此低落的士氣，加上與當

局在薪酬和工作條件方面尚未解決的糾紛，會對本港社會的安全

及穩定構成危險。他們十分明白其社區在 2009 年所面對的種種挑
戰，並期望當局，特別是公務員事務局局長，能與前線警務人員

進行公開務實的對話，以尋求解決方法。他們明白時間十分重

要，亦相信當局有資源保證他們社區的警政工作，方法是為警務

人員帶來公平合理的檢討結果，使他們可把全部精神轉回警政工

作上，而不用憂慮士氣及職系架構檢討的問題。各社區領袖能完

全分辨出警察服務、警隊在撲滅罪行方面的複雜工作及在其他各

方面的種種任務，與一般公務員職系及其他紀律部隊的工作有

別。 
 
「本人對有關事宜(職系架構檢討)非常關注，故此盡早回覆……本人明白  

警隊的士氣是影響警隊撲滅罪行效率的重要元素。  
本人注意到，紀常會的建議與警隊管理層及職方的意見存在分歧，  
令警隊職方感到「極度失望和憤怒」，這情況不容忽視。為此，  
本人積極鼓勵職方與當局在職系架構檢討作出任何最終決定前，  

繼續及直接進行溝通。」  
－荃灣區撲滅罪行委員會  2009 年 2 月 12 日  

 









































































































































































Annex C 
 

Introduction of a Two-tier Allowance for FSD Staff and  
Review of the Remote Stations Allowance,  

the Associated Additional Allowance,  
and the Special Allowance for Overnight On-call 

 

(1) Two-tier allowance for FSD staff  

 In consultation with the FSD management, we have worked out, and 
obtained the SCDS’ endorsement on, the details of a two-tier monthly allowance 
payable to eligible staff for performance of duties which require special competence 
and involve exceptional danger, risk and hardship.  In gist, Tier 1 of the allowance 
(at 5% of GDS(R)1) would be granted to members of the Fireman grade who are 
qualified to perform conduit rescue, basic Special Rescue Squad and First 
Responder duties.  Tier 2 (Technical Rescue) of the allowance (at the rate of 10% of 
GDS(R)1 for fire personnel and 5% of GDS(R)1 for ambulance personnel1) would be 
granted to members of the Technical Rescue Cadre who are qualified to perform 
special search and rescue/life support duties in catastrophic incidents and 
emergencies2.  Tier 2 (Tactical Response) of the allowance (at 10% of GDS(R)1) would 
be granted to members of the Fireman grade in the Tactical Response Cadre and fire 
stations who are qualified to deal with hazardous materials, and chemical, biological, 
radiological and nuclear incidents.  All the proposed recipients have to perform the 
relevant duties on a deployment basis for an aggregate of no less than 50% of their 
total working time per month in order to receive the allowance. 

 

(2) Remote Stations Allowance, Additional Allowance and Special Allowance for 
Overnight On-call 

 Working together with the concerned departmental management, we have 
completed the review of the Remote Stations Allowance and the associated 
Additional Allowance, and the Special Allowance for Overnight On-call; and obtained 
the SCDS’ endorsement on our recommendations.  In gist, we recommend that 
these allowances should be retained on the basis of the existing criteria, their rates 
should be reviewed and adjusted as necessary on an annual basis in accordance 
with specified mechanisms, the eligibility of Component A of the Remote Stations 
Allowance (the compensation for physical and social hardship) should be extended 
to cover qualified disciplined services staff in CSD and the Police, and this 
Component should be calculated in accordance with a new prescribed formula. 

__________________________________________________________ 
1 Tier 2 (Technical Rescue) should be granted at 5% of GDS(R)1 in recognition of the special competence, specialist 

knowledge and exceptional danger, risk and hardship in performing the search and rescue/life support duties by the 
fire and ambulance personnel, and another 5% of GDS(R)1 in recognition of the special competence and specialist 
knowledge for operating various heavy, specialised, and highly complex search and rescue equipment by the fire 
personnel. 

 
2 Such incidents include rescue at height, confined space/sewage/tunnel rescue, collapsed building rescue, major road 

traffic accident rescue, earthquake and tsunami, etc. 



Annex D 
Conversion Arrangement  

for Affected Serving Directorate and Disciplined Services Staff  
 
 We will adopt the following conversion arrangement for serving civil 
servants on the implementation date – 
 
(a) when both the minimum and the maximum points of the pay scales 

are raised for disciplined services personnel below the directorate level:  
 
(i) where a civil servant’s salary is less than the minimum of the 

revised scale, he should receive the new minimum, 
 

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

 
(iii) where the revised scale has a maximum which is two or more 

pay points higher than the old maximum, a civil servant who 
has served for one or more years on the old maximum should 
convert to two points above his existing pay point; 

 
(b) when only the maximum point of the pay scale is raised for disciplined 

services staff below the directorate level: 
 
(i) where a civil servant’s salary is less than the maximum of the 

old scale, he should convert to the same numbered point on the 
revised scale, and 

 
(ii) where a civil servant has served on the maximum of the old scale, 

he should convert to the next higher numbered point on the 
revised scale; and 

 
(iii) where the revised scale has a maximum which is two or more 

pay points higher than the old maximum, a civil servant who has 
served for one or more years on the old maximum should convert 
to two points above his existing pay point; 

 
(c) when new increments/incremental jumps are introduced for the 

civilian and disciplined services directorate ranks and for disciplined 
services staff below the directorate level: serving civil servants should 
be converted to the relevant increment point applicable to the rank on 
which they serve as if the new incremental arrangement had been in 
force from the first day of their appointment to the present rank.  In 
other words, all years of in-rank satisfactory service should be taken 
into account for the purpose of determining the increment/incremental 
jump entitlement.  

  

 For the avoidance of doubt, where the pay scale of a rank is revised 
and new incremental jumps are introduced at the same time, the conversion 
arrangement set out above should take place concurrently, subject to the 
new maximum pay point of the rank concerned. 
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