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Our Training and Consultancy Unit, formed in February 2001,
addresses issues of providing best practices and a fair
working environment for all individuals.  The main aim is to
assist companies, organizations and government
departments to prevent discrimination and harassment
from occurring, and if problems arise, equip them with the
skills and procedures to deal with the different scenarios
within their own organizations.

During the year, our calendar and tailor-made programmes
focused predominantly on the private sector, while we also
conducted a number of special training projects for the
government and non-governmental organizations.

In June 2002, the EOC released findings of a number of
business studies carried out to gauge the views of
employers and employees in the business community.
More than 3,000 employers and employees participated in
the sur veys,  which showed that awareness and
understanding of the importance of equal opportunities
and Hong Kong’s anti-discrimination laws are high among
the business community.  However, there was a general
consensus that further training and information on the
legislation and its requirements, particularly among Hong
Kong’s medium to small businesses, was needed.  Areas
identified include the need for employers to have a better
understanding of their vicarious liability, basic compliance
requirements under the legislation,  as well  as the
preventive measures that need to be taken to ensure an
equal opportunities working environment.  Following the
study, we developed an information assessment kit for
small to medium enterprises (SMEs), “Equal Opportunities
Essentials Kit for SMEs”, providing a checklist for SMEs to
incorporate EO into their workplace.

Scheduled Calendar Training: We completed two calendar
training programmes during the year for 468 participants.
The first series took place from August to November 2002,
while the second commenced in March 2003 with
completion in May.  These training workshops aimed to help
the participants implement equal opportunities within the
business community, using a skills based approach that
gives employers, HR professionals and other senior staff the
knowledge and expertise not only to incorporate EO into
every aspect of their activities, but also to spread the EO
message among all staff throughout their organizations.  At
the same time, course attendees received help in
developing an equal opportunities policy, while also gaining
practical support in dealing with EO issues in recruitment,
preventing sexual harassment and managing EO related
complaints in the workplace.

Tailor-Made Programmes: We continue to provide training
in partnership with individual clients, tailoring our
programmes to meet their needs.  The training is developed
to include EO policies and procedures and to ensure that
their employees are fully aware of and meet all obligations
under Hong Kong’s anti-discrimination legislation.  This area
of our activities saw a significant leap, rising from the 16
training sessions held in the previous year to 92 sessions in
2002/03, benefiting 6,810 people.  We are particularly
encouraged to see the strong demand in this area of our
activities, and expect the number of programmes and
sessions to further increase significantly in 2003/04.

During the year we also completed seven policy reviews for a
number of businesses, government departments and
universities, advising them on how their EO policies can be
improved.  We have developed a checklist against which
policies can be reviewed, enabling these policies to be revised
efficiently and effectively.  This service is offered in
conjunction with our tailor-made training programme,
though we are finding that there are more and more
companies asking us to help review their EO policy as a
separate service.
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During November and December 2002, we completed four
sessions of training for the Vocational Training Council (VTC).
In this major empowerment programme, we worked with
the section of the VTC, that helps young people with mild
intellectual disabilities gain employment either through
permanent employment or placement in job programmes.
Teachers and instructors were made aware of EO laws, and
the DDO in particular, so that they can advise and encourage
their young students to stand up for their rights if they are
subjected to harassment or discrimination in the workplace.
This initiative seeks to ensure that these young people
better understand their own rights, and the protection to
which they are entitled to, under Hong Kong’s EO laws.  

In addition to the work already undertaken by the EOC to
deal with discriminatory practices in the insurance industry
in Hong Kong, the EOC joined forces with Hong Kong’s
insurance industry by developing and delivering
professional development programmes.  Thir teen
Continuing Professional Development (CPD) Insurance
courses on equal opportunities were held during the year.
These courses, a brand new initiative for Hong Kong, and the
first ever conducted by the Commission, highlight EO
principles, and their applications within the industry, to form
part of the insurance industry’s professional development
programmes. Over 3,500 insurance intermediaries
participated in these workshops gaining professional points
for their career development.  This is an ongoing
programme and a further 11 insurance companies have
expressed interest in this training programme for 2003/04.
As we establish the groundwork in the insurance industry,
we are paving the way to identify similar training needs for
other industries where there is a high level of human
interaction.

In working with these clients, some common problems have
surfaced in the development of an EO policy.  One of these is
the tendency to focus on one particular area rather than on
every aspect of a company’s operations.  For instance, there
is a tendency to focus on the company as an employer but
not as a service provider.  Staff need to know that harassing
or discriminating against a customer or client is also
unlawful.  Other EO policies have tended to focus only on
sexual harassment without addressing all three anti-
discrimination ordinances equally.  In dealing with these
issues, the checklist has proven to be invaluable in ensuring
an all-rounded view and a balanced EO policy.

Special Projects: In 2002/03, our Training and Consultancy
Unit concentrated on the government and education
sectors, achieving a number of objectives in these areas.  In
the education sector, in addition to our efforts in the
development of e-learning websites and web-based training
packages, we have also been active by launching the school
curriculum development project,  working with the
Education and Manpower Bureau to incorporate EO
principles into the curriculum of Hong Kong’s schools.  This
initiative is an important example of systemic work on the
part of the EOC, as it increases awareness and helps to shape
attitudes from a very early age within the existing
educational framework.  Taking this project further forward,
we will be engaging consultants to undertake research and
consultancy with key stakeholders to recommend how best
to move ahead. 

Within the government, we continue to build on our work
with the Immigration Department and its Training School.  A
programme was undertaken to train Training School staff so
that they can in turn train general staff in the Department.
The aim is to incorporate EO principles in their best
management practices and in their service provision to the
public.  Seven days of training were completed during the
year together with the delivery of a training kit, which will
support the train-the trainers approach adopted by this
client.  


