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The EOC strives to be an employer of choice, by providing staff with a
caring, fair and equitable working environment, and the opportunities to
develop their potential. To engage staff and ensure that they feel valued
and appreciated, the EOC is committed to managing with transparency;
establishing open and regular communication between management
and staff; providing continuing education and training opportunities; and
offering staff support.

Manpower Developer

The EOC was accredited as a Manpower Developer (MD) in 2013-15 by
the Employees Retraining Board (ERB), in recognition of its dedication
to cultivating a corporate culture focusing on manpower training and
development. In 2015, upon the renewal assessment by the ERB, the EOC'’s
MD status has been extended for two years from 1 April 2015 to 31 March
2017. The five important aspects of the renewal assessment are: “Leading
a Learning Culture’, “Resources Planning’, “Training and Development
System”, “Performance Management’, and “Corporate Social Responsibility
in Manpower Development”of the EOC.
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Structural Review of the EOC

The EOC initiated a review of its organisational structure in 2014. The review
was intended to enhance the operational efficiency and governance of
the EOC, by recommending an organisational structure that would allow
the Commission to fulfil its mission and obligations even more effectively,
in the light of the public’s rising expectations and service demand of the
EOC. It also served to create better synergy and collaboration between
divisions.

With due regard to the recommendation in the Audit Report No. 52 on
having a Chief Operations Officer (COO) for the EOC, the Commission,
with endorsement of the EOC Board, decided to reinstate the COO post
(formerly titled Chief Executive) which existed when the EOC first came
into operation in September 1996 but was later deleted in 2000.

The COO would report to the Chairperson, support and deputise him in
the overall administration and management of the Commission office. In
terms of division of work, the COO would focus on internal management,
while the Chairperson would focus externally on stakeholder engagement
and communications, besides continuing to lead the Commission together
with the EOC Board, and steer the mapping of the EOC's overall strategic
directions.

In addition, the EOC undertook to re-align the duties between divisions
and re-rank certain directorate posts, namely moving the training functions
from the Corporate Communications Unit to the Policy and Research Unit
and turn the latter into a Policy, Research and Training Division. There is
much synergy in combining these functions, as more targeted training
can be developed and offered to corporations and organisations based on
the research findings, while consultancy services can help organisations
formulate and enhance their equal opportunity policies, programmes and
best practices.

During 2014/15, preparation was made to implement the above structural
changes, which are cost-neutral, by the new financial year. The EOC has
also made plans to conduct a review of the effectiveness of the new
structure two years after its full implementation.
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Management with Transparency

In implementing the structural review, the EOC conducted thorough
consultation with staff, with meetings and briefing sessions arranged
to gather staff feedback and opinions. Indeed, the EOC is committed
to driving effective and transparent communication and collaboration
between divisions. Throughout the year, regular meetings were held
among senior management staff, with important points of discussions
shared with all staff via email and the intranet, as well as the Quarterly
Staff Meeting initiated by the EOC Chairperson. Together with regular
divisional and unit meetings, these multiple avenues and channels of
communications ensured that staff members were well versed with the
latest developments of the Commission’s initiatives and policies.

To further enhance staff communications outside the daily work routines,
an annual staff outing and an annual staff dinner were held in November
and December 2014 respectively.
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Staff Consultative Group (SCG)

The SCG consists of management representatives appointed by the
Chairperson, and staff representatives elected by staff of respective
divisions and units. To enhance greater staff participation in the SCG and
strengthen its operating mechanism, the EOC conducted a review of
the SCG constitution and the staff representative election procedures in
2014/15. The review findings were endorsed by the Administration and
Finance Committee and implemented subsequently, with election of the
SCG staff representatives conducted in 2015 through the newly introduced
nomination and voting procedures.

Through periodic meetings and discussion, the SCG aims to provide
a recognised and direct channel of communication and consultation
on issues that affect the interests of EOC staff. It also aims to promote a
spirit of co-operation in securing and improving the EOC'’s efficiency in
delivering services to clients.

Staff Training and Development

To serve the evolving needs of the community, the Commission must
ensure that staff members are well trained and competent in their service
delivery. Continuous learning forms a key part of the EOC's human resource
strategy, with both in-house and external training and development
programmes arranged throughout the year for staff members of different
ranks and responsibilities.
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In 2014/15, the EOC organised a number of talks and briefing sessions on
ordinances and related topics, such as the Employment Ordinance and the
Code of Practice against Discrimination in Employment on the Ground of
Sexual Orientation, so that staff members were able to enhance their work-
related knowledge and acquire new information.

Staff members were encouraged to pursue skill-specific training and
professional development as well. For example, staff members ranked
at senior officer and above were sponsored to attend the leadership
development programme run by The Hong Kong University of Science
and Technology. Separately, in-house training on spoken Cantonese was
arranged for several non-Cantonese speaking staff. In line with the EOC'’s
staff training and development policy, staff members were sponsored on
a full or a partial reimbursement basis to attend self-initiated, job-related
training courses for enhancing their professional skills.
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In addition to the above, the EOC continued to line up experience-
sharing sessions by the EOC Members, which allowed staff to gain
greater insights into different equality perspectives and inspirations on
career development. Furthermore, a seminar on occupational health was
organised to increase staff members'awareness of the subject.

All these training and development activities served to develop the skills
and competencies of staff, and prepare them for greater work challenges
and career development.
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Employee Assistance Programme

The EOC continued to engage an external consultant to provide an
Employee Assistance Programme for staff. The programme aims to help
staff manage the diverse needs of their work and personal life, and achieve
good work-life balance. It includes a 24-hour hotline which provides
professional counselling services and various resources and information to
staff. In 2014/15, a number of wellness seminars on different topics were
organised and attended by colleagues, such as yoga in office, go green,
the power of aroma oil and healthy spleen.

Corporate Social
Responsibility

Staff Volunteer Programme
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The EOC strongly supports employees to
participate in volunteering. Among those
who offered their services were the ethnic
minority staff members who, along with their
friends and families, formed an integral part of
the EOC's cadre of volunteers. Through their
first-hand participation in serving the society
alongside with other volunteers, they put the
Commission’s value and mission of “creating a
pluralistic and inclusive society”into practice.
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The EOC volunteers enjoyed another remarkable year in 2014/15. Joined
by their families and friends, the volunteers performed almost 2,000 hours
of service to the community in 2014. As a result, the EOC was awarded
a Gold Award for Volunteer Service by the Social Welfare Department. In
addition, 7 volunteers were individually awarded Gold, Silver and Bronze
Certificates for having done over 200, 100 and 50 hours of community
service respectively during the whole calendar year.

The EOC's volunteering activities included regular visits and outing with
students with severe mental disabilities; acting as mentors of ethnic
minority school children; and participating in various fundraising and flag-
selling activities of non-governmental organisations.
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Fundraising Activities

The EOC has been supporting fundraising activities for different causes. In
2014/15, the EOC participated in nine fundraising events, including flag-
selling for various NGOs, cookies-selling, World Sight Day and Skip Lunch
Day.

Environmental Protection Measures

The EOC strives to maintain operational standards and practices which
respect the protection of the environment. The Commission has been
exercising a number of measures to reduce waste and promote recycling,
and to operate as a more environmentally-friendly organisation.
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and helping to combat climate change.

The EOC will continue to pursue other
environmentally-friendly measures to ensure
that the Commission is doing a part towards a
greener world.
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Compliments and Complaints

During 2014/15, the Commission received 21 written compliments and
13 complaints against EOC staff members. The Commission concluded
the investigation of 11 complaints, seven of which were lodged via the
Ombudsman.

The complainants expressed dissatisfaction with the handling of
discrimination enquiries/complaints and the procedures of the
Commission. After investigating into the complaints, all the 11 complaints
were found to be unsubstantiated. Nevertheless, as part of the EOC's effort
to pursue continuous improvement, the Commission revised the “Enquiry
Form”and the “Complaint Form” to make them more comprehensive. In
addition, the Commission standardised the time-frame of responding to
public enquiry by different divisions in the Commission.
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Stakeholders’ Encouraging Feedback/Compliments
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