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Pilot scheme for succession planning

With a study on the succession planning system to ensure the
sustainability of organizational growth and development, a
pilot scheme based on the established mechanism for staff
succession was carried out for an identified key position. A
review on the overall arrangement would be undertaken to
develop the relevant guidelines for extension of the succession
planning system.

Pay review for staff under the New Pay Structure at
Administration Headquarters

The New Pay Structure (NPS) for Administration Headquarters
staff at Section Head level and below has been introduced to
foster the performance-driven culture since July 2010. In
accordance with the established policy, the annual base pay
and variable pay reviews for 2012/2013 were undertaken with
reference to the market pay trend and the results of the pay
reviews with differentiation by performance would be
implemented with effect from 1 April 2012.

Review of the Incorporated Management Committee
(IMC) Handbook on Human Resources Policies and
Procedures

The IMC Handbook on Human Resources Policies and
Procedures was updated to provide quick references on the
latest human resources policies and procedures for IMC
schools and enhancement of staff management in aided
schools.

Survey on eLeave System

In preparation for extension of the eLeave system to frontline
services, an eSurvey was conducted in March 2011 to collect
opinions from Administration Headquarters staff. The survey
was conducted by issuance of electronic questionnaires to 333
With
collection of a total of 106 completed questionnaires at a

staff members through the corporate e-mail system.

response rate of 31.8%, the survey findings showed that over
80% of respondents were satisfied with both the system
function and its overall performance. Based on the positive
feedback reflected from the survey, the eLeave system would
be extended to the frontlines services by phases.
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Long Term Deferred Membership for staff under the
Occupation Retirement Scheme Ordinance (ORSO)
Scheme

A review on the arrangements for deferred membership for the
ORSO Scheme was undertaken to provide alternative to staff
for managing provident fund investment after leaving the
service. In collaboration with the service provider, a long-term
solution for deferred membership was worked out and the
related terms and administration procedures have been set up.
The long-term solution for deferred membership was an
optional arrangement opened to application by staff members
leaving service on or after 1 December 2011. A Personnel
Circular was issued to announce the long-term plan and 6
briefing sessions were conducted to familiarize the staff

concerned with the implementation details.

Reviews of option arrangements and choices of
investment vehicles under the ORSO Scheme

In order to provide more flexibility to staff in managing their
provident funds investments, reviews on the investment option
exercise and choices of investment vehicles for Tung Wah
ORSO Scheme were undertaken. New measures introduced
with effect from 1 July 2011 included the increase in the
frequency of investment option exercises from a quarterly to a
monthly basis, opening an electronic platform to members to
change their investment portfolio through the HSBC personal
internet banking, allowing members to separate investment
portfolio of new contributions from the existing balance of their
accounts, and addition of 6 new investment funds. Briefing
sessions were conducted for staff to familiarize themselves
with the detailed arrangements for the new measures and to
enhance their knowledge on the nature and volatility of the new

and existing investment funds.

Production of mementoes for promoting human
resources electronic services

With the establishment of electronic platforms for different
human resources functions, 2 specially designed mementoes,
including a plastic folder and a memo pad, for promotion of
and better familiarization of staff members with the human
resources electronic services were distributed to each staff
member.
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Production of mementoes for
promoting HR e-Services to
staff members.
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Alignment with External Environment,

We Compete for Talents

Review of pay level for fixed sum salary posts

A salary review was undertaken for fixed sum salary posts with
recruitment difficulties in view of the vibrant labour market
situation, relatively high inflation and pay rise for the civil
servants.  The revised salaries were implemented with

retrospective effect from 1 April 2011.

Review of pay packages for posts with recruitment
difficulties in community services centres

A review on the pay packages for physiotherapy practitioners
and occupational therapy practitioners in view of the keen
competition in the labour market and long-term development
of the services was undertaken and the revised remuneration
terms were implemented with effect from 1 November 2011.

Review on the pay and conditions of service for
General Attendant posts in kindergartens

A review on the pay and conditions of service for the General
Attendant (GA) posts in kindergartens in coping with the
statutory minimum wage and the operational needs was
conducted.  The re-ranking of the kindergarten GAs to
Kindergarten Helpers with revision of pay and conditions of
service based on the new rank was implemented with effect
from 1 September 2011,

Feasibility study on the manpower planning for
converting staff on contract terms to permanent
terms appointment

As a measure for long-term management of talents, a
feasibility study for conversion of appointments from contract
With
benchmarking and assessment of the relevant practices in the

terms to permanent terms was undertaken.

public sector and review of employment packages of different
contract staff, options for the conversion approaches and
strategies were identified for forward planning of the overall
manpower arrangements.

Review of job titles for clerical posts in Fund-raising
Division

The job titles of the clerical posts in Fund-raising Division were
reviewed and retitled to better reflect their job responsibilities
in coordination and carrying out of the fund-raising
programmes and functions and align with its manpower
planning.

Review of the recruitment procedures to incorporate
the Sexual Conviction Record Check Scheme

With the announcement of the implementation of the Sexual
Conviction Record Check Scheme operated by the Hong Kong
Police Force with effect from 1 December 2011, the relevant
checking mechanism has been inbuilt into our recruitment
procedures as an enhancement measure for further safeguard-
ing the well-being of our stakeholders concerned. The related
administration guideline detailing the principle and procedures
for implementing the new arrangements has been issued.
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Moving Forward, We Create Synergy @03 AD @5 @AHE]

Creating Building
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Apart from equipping staff members with
knowledge and skills to meet the daily
challenges, exchange programmes with the
Ministry of Civil Affairs were organized to foster
mutual understanding of the social welfare services
and the development of Chinese medicine services
in the Mainland China and Hong Kong. A
Memorandum of Understanding was signed
between both parties on 8 December 2011 with the
aim to strengthen cooperation in providing quality
social work support to Mainland practitioners.
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Tung Wah is dedicated to nurturing staff members who not only TLUENEEH RIS -
excel in their respective scopes of work, but also demonstrate

Staff visiting the Dialogue in the Dark Centre for an experiential training
workshop.
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brand awareness, strategic communications and team
cohesiveness.  Through the participation of team-building
workshops such as Dialogue in the Dark, executives of the
Administration Headquarters, school heads and centre supervisors
were highly encouraged to embrace innovative team solutions and
shared vision.

Gearing towards a learning organization that facilitates team
learning and cross-departmental synergy and continuously
transforms itself in anticipation of opportunities and challenges to
remain competitive in the business environment, collaborated
efforts with Divisions/Branches were made to identify staff training

needs and review staff training and development policies from time
Mr. LUO Ping-fei (centre), Vice Minister of the Ministry of Civil

to time. Affairs (MCA), acted as the witness for the Memorandum of
L - ) _ " N Understanding signing ceremony between Mr. KANG Peng (right),
EETETIANMKENRBERHEREAT L LB HEE Director-General of the Office for Hong Kong, Macao and Taiwan
ETHEREBRESS RBREReEOLABEKREE N - 518 Affairs of the MCA, and Mr. Charles CHANG, the Chairman.
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For encouraging personal growth and development, as well as
coping with community needs, the following scholarships were
granted:

* 1 formal course scholarship was granted to support staff
professional development in medical services;

* 12 Master Degree programmes and 7 Bachelor Degree
programmes scholarships were granted to support staff
professional development in community services;

* 12 sponsorships to welfare staff and enrolled nurses to
pursue Enrolled/Registered Nurse qualifications; and

* 2 sponsorships to welfare staff to pursue occupational
therapists and physiotherapists qualifications.

To acclimatize newly recruited staff to Tung Wah's culture,
organization and structure, personnel policies as well as
training and welfare benefits, a total of 8 Induction Pogrammes
were launched with more than 420 staff members attended.
An Executive Development Programme was organized to
familiarize newly recruited executives with the prevailing
policies and work practices. The Human Resources Branch
also plays a proactive role in boosting staff morale and
fostering a greater sense of recognition and belonging. More
details are set out in the Chapter of "Employee Relations and
Development".

Newly recruited staff participating in ice-breaking activities during an Induction Programme.
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