e Fﬁ‘gfﬂzr
Wy 11 E % 225 =% € 32 2
'JF 7o ;P
10l #R* FHIRRNHT B

2}
SR 2 At Y BR2
EEY

LA AP R

pHp:102&F 2% 7P

1\@,



- SEER R TVRFIR

2 NEER Y FHH R
(=) 2 FHRY FFEPBHE

(=) R FHsfEfrgre

() ¢ FERFBFIR o,
() B RFBE s
CSERFR T REIIR
SRTRHE BIER T VRPIR
() R EEBRBA
(Z) BIET FVRHAE .o
SFTAe LY T EACHIR
(m) FTHITP oo,
(Z) THEE o
(2) T FEX e,
(z) "{3&#@‘« ..............................................
A NFTeHE T T REFIR
= ) BB e,
Z) BB,

B o

=y

VS =X & T X
s ATAEL TR e

.............................................................. 13

k= R74ed 2 F FBe (Civil Service College » CSC) & 2 i —APPRAISAL AND

REMUNERATION IN THE SINGAPORE CIVIL SERVICE

“érr AT4edl 2 F L (Civil Service College » CSC) & * F#L—Job Rotation in the

Civil SErvice .........cccocvvvvvvvieeeieeeeeeeeeeeeeeeee

.............................................................. 26

WekT AT4est < F L (Civil Service College » CSC) & * #L —PENSIONS

(AMENDMENT) BILL .........ccooveiiiiienees

Wée~ Fr4esl 2 F ke (Civil Service College » CSC) B2 fi4F .o, 31



2 & B 74> € (Association of Southeast Asian Nations)
Bz - o A fh2 dde > FUET 2IRRF R B E TR RS
ERFRE o n BEFR PAHIROEE > v HEFEMILZ e @ ATHH
Fade - BER > LEFFPAEFE Z ERGHRTEFFRTO 4
BOFOB s A R L a2 B4R E RO L L B R
ot S PHIREES o 8 L2 BV I ﬂp;ﬁd A= ﬁ’%ﬁefﬁfg
P’Hﬁ?ﬁ Frocil v T HIREBM () FUaI PR F2HE Rl E
T TR AR A RRFAERKE A A EEH2 5T o

AR AR
A Y REERZ AT 0 ARAAFI0L £ 120 20 p AR AEE

FEFE L 50120 2124 p R REEF A ool B8 (1)

Gi TEAR~ FHIRE EE S RG22 pF b dapzEgf 2 2dr4 f

B DRE IR AL L R BH () T

- ~ %3} Professor Aquilino Pimentel (2004-2010) » ¥ ¢2 2225 < & ~ § +
FAEWMEAF S APHEE Y v~ 5F 2% > SandiganBayan 2 F ~ o
OReT R 2T R (1) 2044 BRI -

= ~EEF < § ¥ Pacifico Agabin 2 # 3 B 5 Ethel Briones ~ Lizan Perante
Maricel Fernandez -

=~ 2R g ¢ 2% & Alex Brillantes Jr.

2z ~ 5+ F < 5 & Luciade laCruz ~ Andrew Mungcal, ~ AL Lopez % #= 3 &
F% Janet Lazaro -

A P EfE P (Pimentel Center ) # 3 B Gary Marfori ~ Wary Geuerrero

Norma Lasala ~ Pepe Pestano ~ Rey Sandico ~ Clarisse Aquino o

12 7 25 p A a0 AET4cl > T30 12 7 26 P-28 PP AF I RATHH A &

1,738



FoR AP MM (3) > ZRRATIH Y TR LR L o TS 2 E A - AT

W BBH () 7

- ~ Frse = F B2 (Civil Service College » CSC) » K,ért&:%‘fr;—‘& R & Ay
IR AL BRIVE R AN A s VRS KB AN o

I A AAFERERFRTARAEZ LA T ERRERE P A
%’%*%@g%@%ﬁﬁ&ﬁﬁ¢?MEW%%$imo

2 RARIAERL R ARKEEFTAA RO LFRIME

T RATG BB R 2 AT S Fo F K 2 R AR IEH PR 0 RIS
TEAIRERIAIHLLY O TRZPFE T RRPETHE U AREY

- ~ERETVRFIR
A TR R R LR pHIA R E S S
P~ F 4 R ¢ (Civil Service Commission - # £ CSC) 1990 # # £ 7 —
War(N0.20) » 6 AP E B pL R P p L R F RS o B
g RS- BEA{=E G & 4] (Program for Evaluation of
Resources Maximization in Training > #§ # PERMIT) » ¥ #} » %6 ALERT 3+ 3
AT MITR A A B Db s 4R Wi 4 e —&jlj;fim,{;zr—‘jlg 0 u/‘ Pz
o T AFAHSMES RS2 A EFEL A € (Personnel Development
Committee - #§ £ PDC) °
B d PR AL F e 5 R R W G OEE L 5 H K ke
Boow VUG OBARFRALALTER KR EER ?r)gicmﬁg_ BPE AR =
EH = FIRAE -
TE R ¢ A S £3-4](Local Scholarship Program) ° %3+ & P 1&4_

2,38



BT A HART G0 Arip R4 B A s Hoa B

(—)*?J&ﬂmk&“ﬁ
xEE 'F %KF'am’}}‘-ﬁf?’Tllg\U’*ixE‘.ﬁ]Nrr? Hhep N> mEgE o H
3¢ B TR A B - o BT R A e o O & IR e

BB g S AP AR RS o ASCRRRT Y e BB gD L0
PRV ERS e FS AR RTE -

2006 &~ F AR € - AL HER DRI P hF FE oA R aFp
[N S LY FFB%‘”“:E’?’“ o ¥+ 1% 428 2 ( Salary Standardization Law »
F SSL)#rid F el = K3 o fofs 4 2 P 4R g B 2 Fehippd 17 T3 %7
S EREEAA T o BHEER F 4 f(SG25and above)m & 0 Hfed

FARP R ERESL R AR o BILEED X R AR B LA T 2K
F”f%;i&ﬁ_gf&;}?;}pg i* % R ’%*‘ﬁ:ﬁm;uﬁ;;o

1 2530 f75cd | g 42 Ap i < | ngip

@ 5 54508 2 (Salary
140,000 4 ? Standardization Law > SSL)

100,000 ]

w‘n(m / m FFEoirA R (SG25and

1

60,000 e above)
|
440),000 i A ‘fé A ¢ ‘jtll N a

20,000 -_gzt__ t_ _’— —& . X 7}; A %’rﬂ;;fij\

0 4+— T T T

5 LY g s
He 20 ) 28 29

3,38



() 2 Ffe fiEfrga i
SR R A AR GG T A RERF PEE %0 KK

o B S EE S FUSREE FULMBERTRY YRR F L P o P RER

=g

it A QAR AR S B AR Tl R M o ar A R e R A
v iten- Ay ¢ 5 ¥ G4 (Varela o 1996) 45 1198 %2 £ 2 FoipF A
A RM KR (Fre VY RUREF FT e B AR A R g et A Y

PR 0 FR 0 B A BB AT B R B e

FIRRRILE ME R IR A BROE s’ T - BRY] RS £
FRT > B pTRrE e BART o - & %?"\’ﬁ;‘l&%"e’fi}? v e A
Ehodp o~ B R AER R . - - Ramiaed k0 s e S e
2009 # > + X% 10000 B iz » @ F5-AF 4] 2584 | (Career Executive
Service » CES) » A% PR SHR U] A U] 5 4o iFrss e fopldk 2
FAR G 22 PRA-FRFEDES > ¥ FAAHT 62 K2
AR 2 BB D AN RS BRI AR Al Ao T - 2
B SR RS R RCTRAE FIY s B A IR R L EALR R SR
PRAFFER L - - - F 0 pTsF W~ FUe Rk o Join R A FURP RS ki
ERE sk o A

H2 B EY 2 LR 60 8T FTREE{oRP T §oad
oo LA HFE Y P AIRFEMIRBSET R foF R FE o By
»dp % 1 (Organizational Performanceindicator Framework » OPIF) 3% i 7
- BEEF > TR P ot Rk Ip P AT S Fendp B R P L X R B
B o $FORPIE P frsh RIAE F ko c 22 A B LA kA 2 RS AR
% ( Sector Effectiveness and Efficiency Review » SEER) - ip &0 TE ik

4,38



A B oo 248 i 3 (Agency Performance Review > APR) » 4 4 ¥

PELERADPHEE DR -
R I ’”ﬂ—'ﬁf e F AR Y e it —JF'—] T8 2 4B g en=
Lo P yEEr R Y z*"éfi?{fﬁcfa—:s,‘;’ M- BE A BRF AL
A ORCE F 42 LS O AT R R ~ A ”‘T,F'ﬁnffr'ﬁbj N
R A EJRAE - - - H 3 5 R R ki " o dofe BAE O & IRIAP-iE
Forrigiie S5 2HINFE nE B FU LAY - AP o B R

%ﬁﬁ%ﬁa&%%%ﬁﬁ$7%Wﬁﬁ¢%?#ﬁﬁ’ﬂ&’%éﬁﬁ&

(=) ¥ FEKHEGIR

Republic Act 6743 % 2534 Fa& > 7 - 27 5 R frg Sk ag o
BARFIRE A RHI 2 G4 o B 2 BB 20 ARG R e i
B XFIE EZF S e b Ap M) o B T iR R REE Y R
Al bF B E2 - BYRLR ¢ o
(2 ) Faq| R g B

FE PR vl - BIUEDEE KR RIT AL - 7 o8 B
& 7 (Kaufman » Kray » Mastruzzi ) 4 & ¢ <16 apts s )I*ru #F = (VA) -
Foip T fo T (PS)~ sefipreie (GE)~ ¢ & F (RQ)~ 4 (RL) Fr
FRcdrd] (CC) w3+ — Brors cipl £ 48 % o

Z 1A 2 end 9 B I Y B 481996 & 7| 2006 & ey s TR vt o ok A
B w1l :}F]ﬁi-ﬁit BAZE 7590 0 % 2 & 1 4gi8 5090 0 &% 3 & 4giE 2596 -
¥4&:za1wmgﬁka»%ﬁﬂ&%¢G%mgﬁ%ﬂiﬁﬁamﬁw

B 2mc Pl dits RS 25 V- 35 FhPERNE 45 &

BZie gt B I AR 2 JKF]- 2 e R e Fﬁb p B o TR BB o
PR o R REIRME LV 6 G R 0 A T L B R RN R B e
tep

5,38



EEHEYH 35 FAEME0 G & 1Y D BEY ATy 6B

o T4 R B o [ 1996 & T) 2006 & 4 ¥ E it o

% 1 VR RIE_1996 & 3] 2006 & ) 53R A

) = FUpfE T E foT FTRPR AL
A 1996 | 2002 | 2004 | 2006 | 1996 | 2002 | 2004 | 2006 | 1996 | 2002 | 2004 | 2006
F 4 | 433|356 |284(308|269 207|144 | 87 |27.0| 275|209 | 237
¢ B
A 101 | 91 | 106 | 48 | 418|385 |399|33.2|66.8 | 602|573 | 555
B R 1631361370413 | 91 | 82 | 7.2 | 149 | 64.0| 32.7 | 389 | 40.8
%% | 66.8|71.2|740|70.7 | 476 | 55.8 | 62.5 | 60.1 | 80.6 | 81.0 | 78.7 | 82.9
5%k
- 438 | 38.0 | 45.7 | 38.0 | 48.1 | 59.1 | 56.7 | 58.7 | 79.6 | 75.8 | 79.1 | 80.6
z”E’x;‘?f’ 60.6 | 51.0 | 490|442 | 394 | 245 | 111 | 11.1 | 59.7 | 54.5 | 49.8 | 55.0
Fr4ed | 57.2 | 54.8 | 57.2 | 46.6 | 82.7 | 97.1 | 87.5| 94.7 | 995 | 97.6 | 98.6 | 99.5
’l‘j\* ® | 601|606 558|322 |59.1|57.7|298 | 163|725 | 645 | 66.4 | 64.9
A% 96 | 96 | 115 | 82 | 58.7 | 548 | 543 |59.6 | 53.1 | 40.3 | 40.3 | 41.7
e EEAT e & Pedi it
1996 | 2002 | 2004 | 2006 | 1996 | 2002 | 2004 | 2006 | 1996 | 2002 | 2004 | 2006
#4361 |176|151|20.0| 243|257 |186|229 (350|131 | 49 | 49
=
s 54.1 | 31.7 | 420 | 46.3 | 48.1 | 438 | 424 | 452 | 56.3 | 42.7 | 354 | 37.9
EPR 1639|254 (341|434 (395|176 |219|233|311| 6.8 |17.0| 233
% ¥ | 659 | 746|746 | 707|714 | 752|705 | 729 | 738|665 | 61.7 | 64.6

6,738




EEE

ot
ENS

JE R

1996

2002

2004

2006

1996

2002

2004

2006

1996

2002

2004

2006

80.8

65.4

69.3

69.8

71.0

63.8

65.7

65.7

73.3

66.0

65.5

68.0

2.2

50.7

43.4

52.2

54.3

34.3

314

41.9

354

36.9

35.9

21.2

995

98.5

995

995

94.3

91.9

95.7

95.2

97.6

99.5

995

98.1

69.8

59.5

59.0

62.4

68.1

59.0

55.2

55.2

38.3

45.6

50.0

50.5

351

244

32.2

31.2

30.0

324

38.6

44.8

217.7

325

24.8

29.1

F RS4IR

Bureau - # # OPCCB) =

I AL

Lﬁ%‘«lﬂlli %P

Fae B4R

% ( Department of Budget Management » #§ # DBM ) i% % =

/& (Orangaization » Position Classification and Compensation

A pE

¢} POl e G 1 & 2 RS ehBR i (constitutional position) ¢ 7 iE
B R PT e B R

fafef - - -

33-30 ¥ 2 > £ 3 L cnT BB A KT BN R i g 2

Ik

T Bl

7 JECB‘]%G [l

. 2 A

= (constitutional positions ) =% % £ 5 43

B i

7,38

(key executive positions)

i ( other permanent position) : &

: l‘l‘ixt‘-"-‘\ %‘J IU"’D‘ é/ (W ) Fi«l}m?i‘v‘ * ﬁ"r—glé

§ 4t

p

e 'L“_ﬂ-ﬂf?_p MBS, R4 533%5%4,8F




2 EEFIUFLIEBEGEL

B 2 % %
£ 33

Bl s 32
Rk ik £ 32
FoikFik £ 32
B EN IR S 32
= 31
Bikbe s R 31
BB EET 31
RELRELA 31
I ES R EY 30

% 35 F T BRI E KT PR G EE 2 Bl

%% 50 p(EER £ F) B (> e ¥
33 57,750 1
32 46,200-54,917 4
31 40,425-48,052 355
30 28,875-34,323 412
29 25,333-30,113 2,999
5 7,043-8,375 10,765
4 6,522-7,751 32,198
3 6,039-7,177 21,635
2 5,540-6,585 6,764
1 5,082-6,041 23,677

T~ AT B IR TVRIIAR

8,38




(-) 2 FERGA
Fracsl P BRF AL B 28945 T2 F £ (Civil Service College -
CSC) »HH =2 Rir% - 2 ?%‘f]‘;‘t;‘;&:’ﬁ 3B VIR 5 & FE AT Y

Bos DX Fret B R S5 BT P u o @45 1 RIREAR g%‘rzﬂ;j v

\

S RNREAEET Y SR BRF Y e s BB R w2 T R
o 3BERGIM o SR EFE AT A ot S ?/}5?’}\
Ao k2 B E o 5 FE e RO B R SR RIS AT
2 SR FIRIARPD F AT L
Aol ok fFreg 2
Frhe o E R

1.
2
3ATHe s (Frey LA kR B E AR
4.3
5.7

TR DILE o 2
8.7 fiPd Fic
94T Ff L

(=) B2 F'9G0E

FTHBIE PO YA LRI B P E RIS At AT
1.2 #2342 (Milestone Programmes )

(1) 2L # 2542 ( Foundation Course )

TA G ORARREDY - BLAEMAD > SHL RO 5 AR E
2FFA R e fea R IR AL APLE 0 MR B RN F & s
At o BALE B E JRIE AT Tt Refr 2 2 0 $HE L PR w0
i

AHBATE JEALT 28 254 f LA T & ATl K R ks ¢

9,38



Gk R P RIS BT S WS g SRR e T el
1 AF R 2P R R
(2) {7 scAE 3+ % (Leaders in Administration Programme )

- B U5F IR H R AR B TARE TRIIE a0 L0 AR
A PR PEATAE TS VIR 2 o
(3)® ¥ ¥ ™3+ % (Senior Management Programme )

Pengdp B friei®B IE2 T HATHH B RAfei KB BIF2 T &
2 AT 22 Bk GRS R R 1T L R Sk 384
LEEPA T NEPR O o
23N foFiit

e B ARRREAR > B TR SN S Y ot € o dEFEN

Foho 3 PR ST SR o RNk g 2 K
W TGO AL E R friF 5 .
prob o Rrde s A BR G TR P ok - oA B RIOO35
TR By A R WA AR MO R ERE KT o B g RED
IR o N RURHE iR o
-~ FRoA BRI BRI EE T mR, o T BB
d 2 % PRF%% (Public Service Division » PSD)% & rcfr=v it B 7§ & 2 20434

-

%

Rend BB F Ra - e

DA RGBT PSR RARAIGH o RZ AR LR L
SRR B 0 B Y AT > F B R LR AT R R 4 0 1 TE
PG D LN e 2RI L RS
SRR R AE R 0 AR RACT TR boens AT B e o de

e

10,738



G
™
g
e
F_&
(\
B
W
r*
A
W
ER
A
%‘
i
3?
H
~
i
@M?f
m\\a
(\»\
3
i

#=¢ 454> (Performance) % it (Potential ) % 7%= 386> » & ¥

:}%%@éiﬁj]%% Ak-E2 PG o BFprant PR B EZ{ 3k

KANEFR - Ao AT T FHIREY T T RAIL AT 2V B EE -

B 32 42 R A:eE3%h > PR ZBE o

(=) THAF

LY TN F o4

(1) & P 4

(2)1 T8 21k

CERIY

(4) %0

OB+ Tk i

©)F =&

(MIRix3 7

(8) b i #

PR it g

(D2 = 442 (Helicopter) : dpiv % B FI#75 £ & Fl& kLR LNl 4 i
Ao RN SN BB i ﬁfz‘:r&&g’w@ A SR TR AR D
R4 & o

11,738



()% B ~ % B (Whole Person Qualities) : & 35% — =20 3% X B et T ag 4 2
g & 4y i
a4 % F(Intellectual) (4 47ic 4 ~ B4 fol AT+ ~ 137 R )
b.f »< % & (Results Orientation) ( = ftervjped ~ oo o g ~ F 47d)
cAf #% ' (Leadership Qualities) ( § o s it ~ i 4248 ~ L 223538 it 4 )
(=) Y RER

(D82 - & Frad e B ivd 2 =i

Q% A keh— & niFdt )

5y
A~
Rals
She
T
hpant
=
-l[ﬁ
4
She
0
!

TRV R AL T AR
ﬁ\_
B)F Prg 5 % g 2

(D=4 Py #p 273

(w
5
b
\

ﬁ
—h
)
5
bl
3\
¥l
e
(w
E\
(=

2. e 4 3F
AT A2 BRI FE A PR LEER AT EAPL » T LB

S S RECE S RNERE T L e

2

SIEARERTHEELIFLEAB-C-DEX55%% > 2E %I

\

X PRF%% (Public Service Division » PSD)3*L Z_4 Hctt &) » XA 11T @
(DA : 7 #4218 5%

(2)B = # #4218 30%

(3)C : #* #4Z:E 60%

AD: %7 DEEEX7{FAE 5%

GE: 375 DELEE X7 (F4:8 5%

12,738



~
Ny
~my

—_i
(\
S
R
AN
-
=

tgi‘);‘b J‘—|p_;’J‘——é—%,
AL~ B ER MY T
(2) 45 pp

lLoisA Rvodes ¥ 38X sl Ag 4R =] (Performance Bonus) - % 5] A %

FR2ABEFT XA BEFL2-ARA B F

¥
R L RSN EE R TR L

T4 CEFL 12
B2 HFT DEZES¥ 28 Lo

2.7 %A B 3 p]%k By g2 ko
AT nlE S 1)

(=) B%RA

Frbeoni R o FE IR PP RATH v
Lggic A e TG54 B9 FHP R

2.1 dF e -r A AF 3 erdp B G 15

3k = BT E ML T RS

N
o~

I}

AN
i
w
\\ %

[
R
HE
BN

ikt 274 | BGREA F AR EBF 0 AT

H
il
(H}
ki
V4

=

>
d\
R

@FHFET ARRIBFAFT A AR EL L

(1) % & f&> =41 (Growth Bonus) : B gl B {r 23 4 f 1 17 4
R ) il

13,738



(2) # . i=4| (Performance Bonus) : 27x4 E V4 E S ¥ 5 E LA
PP ApF AR Y B L T L R g B 254
Faudddaas AR ABanddExsiAB-C D>
Ex5%m Y7 ASH L2450 FF L7 BEFL 2254
BYAT S AANCERRLL2R FT DE2ERUAHL -

(3)4F =] iz f] (Special Bonus) : 7§ F#FrkigiAcd BLpF2. 8 =t o

Brdc 2ab 4 R BEBHEY ARE T FTI g S g H
e A LB g8 FLN (T R A o Em T 20 Frhe oA | 73 Af#‘t‘ £

¥

HEEFA LFEREY FRCRMEL FOEEARNTRIE A AL

=~ Fried 2 FIRARFIR

Frov 201977 & F 25 8 - @ L O ff £41& ((Central Provident Fund
System » CPF) > SIEARIEEFF EEAR - B CPRYIR > £ d
¥ & 4% £ 5 (Central Provident Fund Board ) § # 4 B 3 7% o %41 & 5 5% 4]
=~ 2 e #4] (Defined Contribution Plan » #§ #2DC+#1) » #7F #74esl 2
RERAE FHELE RPN St o mFORIRFERAPE R L @
%iﬁﬁ%ﬁ~?%%%‘iéﬁi‘?@%%iﬂ??%°
(=) B

PR EZ R EREFEFRAF B 3 BRSNS
i & (Ordinary Account » OA) ~ %ﬂ% wr&tE = (Medisave Account © MA)
% gFw|tk = (Special Account> SA) - % ¢ R # E S5k ofi g h € p & 5
g AFX ¥z B> > 3RS (Retirement Account > RA) o %A i 4o -
1

EEUERE FEEE T S0 RS AR TV E LT s Ry

s

BAL UL B ARG D BRFAD A AT - - E
AE ST 42 BT BB GRL

14,38



2.5 i thre F%/z,swmmgmmm MEt KL ER P RE R DL
et * o TR SRR TR e o o 0B nF ol RRE R foAEE
#ed e o Tt B A FRIES L O A I ¢ R S8 -

JAFHIME = L FFH[E S EF RITLARY 2 VRFTIRMNERE S

AT RHE = 0 f g B & BESRPE S H B A S AL ST HRIE S o F R R 1R
SAfE o § R ARG M T RE S R F R R A
NGOG W - IR T OO T A
(=) #&FHF

o O ARBFERBEASER I FToRE - - - EF)F

FHREFAENFPRRA R 1 F CPRikd Bl g A&

Pdedr € B LB BT P ESTT T P oade s o p w0k T2 ¢
B0 S FFa20% » B PlAp R 316) 5 33t E 8040850k 2 ¢ B

H Pt o

FEREAERTIER > AP TREEE 0 3 VAR E R 'L o 82012

EQIIP AR 2 O f AR I L4

JUek s PR 2 Fh £enE 1 FITL500087 7 o € B 7 U

24 SfFEBREFEFQ0I2E 9 1pAd )

FHT (4 FEN) bR = nr s e 2. 3T (%)
i | B2 3t OA MA SA
3Bk T 16 20 36 23 7 6
36-45 #% | 16 20 36 21 8 7
46-50 # |16 20 36 19 9 8
51-55 % |14 18.5 32.5 13.5 9.5 9.5
56-60 % |10.5 |13 23.5 12 9.5 2

15,738



61-65 % |7 7.5 14.5 3.5 9.5 1.5

66 f 11+ | 6.5 5 11.5 1 9.5 1

(2) Witcs 3

13 4 = ¢ Ry i & 1] 52.5% o

2.F Fr B hR 2t RO IR M E 5 4% o

B WIME L ROy X E ] 4% o

(=) iRE#Z LT H2

L5tvafh &2 € R o4t &% 55 fh g8 55 fhwd F]1 184 4y &% X A R AT+
B> T RAAL U S 2 FuE SN2 A o

2.# % 55 KRB IRAEE SN2 N AT 0 T RT - T2 £INTRE S P o
B % 65 it #iTrhEMLPE > 7 A 1 20T kiE & ¥ AEB Tk £ o

3.5 E % 05 s a1 T Pl E MR SR RRBIRM P EH
ZETTREIIRE - Ko RMES N OBV ER S BRT 5 A o

4R HiRS P enigd R @3 BivhhRenR F 4 FAR[ AR F

Ao HEE SR A FrphR e g IR A o
bR e X

*’fjki*%x—?f’ Zirsc e FHIREA G O H/RNT A EEER g T L
FREMaA REHES RS EPFLZ
- AN FREEFEEEEF AR SRES S S E S
PR <> F 4 B ¢ (Civil Service Commission » # # CSC) *+ 1990 # 4
27 - BHLE(N020) » &7 ApBE H BES POER P 2 R RE R
B2+
- N EE 'Ff\J' 2Rl 3B g"t’f&mﬁﬂ”“—gfﬁm¢°1__1T{f‘—]~’§F"’¥‘m
FERTAG WG F S A F AR RFR

- BB AL -0

16,738



I

%)

NN

-

Zg g 2009 # > < 53 10,000 B%‘« g EAEH] 25+ 4 B (Career
Executive Service » CES) » #_% D 5 8 U e o8 U4 5 4o iR rTis

AR T AR § © 2 Ao T R ARE g T

EER AR R B M BBA L 3BEEELBH
iz h3E o KSR ¢ 4 2 &4 MRS B (constitutional positions) ik
4 A 3B30F2LF > 2 4A35FT B BB M ehT B
SES TR e S S ks S LR oS ) Y eE R ]
%Hwﬁﬁ%&ﬁﬁ%ﬁy%ﬂ&’ﬁﬁﬁﬂ$4ﬁ, BREBR 2
o S FCRE AR RIS
o HABA R F BT PARY Bl AT E it B T
JWﬁka%—aaﬁwﬁﬁm35%3éﬁwwhﬁMM‘L@*m”
AR TR ERE KT 0 Pl g2 RED o GRS RE 0 N ATRARE
el A
Fraed f8 TH R PR GEAT BRSO FETE 2 oA R
i

A REFRG R P AR A RN e

I~

- FA A PE TR EAE ) S AR R L5 G

£
T A ROEE R LR R P AT BRI o B ArE

=

=
\
= »
oo
b
‘-\
_-ﬂ:l\
=
-\
s
il
o)
a

Lbfﬁ'iié%gﬁ,rﬁﬁg”ﬁ z R ’,ﬁﬁl'%/’ﬁi‘f)’ S
HEE A pEehe

AR PR AT R R 2 6 0 F W g v bl B RS il

17,738



I

0 ORI RATE o TR S0 0 FUR S REFT et ok

@ﬁﬂJLQﬁﬁﬁJ%*ﬁWEl eAEREE O R A2~ B R DER TR

PRLFED o d §RAAZA (AR DRIZPZKEL)-
e

; f FEAREREHM NG o [ 1 0%
L]

AR AL IR 22 (PR 2 E 2 F ARSI Y AR A BT
YR AFTERLEERN S 23283 WERE 2R 2 2o Vb 2
Wﬁ%“{&ﬁﬁ&ﬁ}& BRG] BT e B O FF
AR EHLEEGHS N REEP R IR > 2 Rk E S
B A 22 e Sk fu P R

FrocB R RS HI R 2 B o 2L¥ TARE O TR s B R RO B

J:Et-
it
&=
)
bis
s
\4
N
8\/
%‘
(ﬂd\
R0
gﬂ
badl
.
i3
_4.\
N\
@

rowth Bonus ) » p* 5 4

dy
m

18,738



CC SNy PN

#

-

¥ R4 R 2 %3 R Professor Aquilino Pimentel (2004-2010) % 3£ % « £~ § + 5 < & -
TEALT LR Y~ BB 2 e~ SandiganBayan i B~ tOd 129 RS 2T 5

FrEfam () 20 4 < A 4 A -

19,738



\sTiTUTE FORt LEADERSHIP AND GOVERNANCE

D TABL.

% ‘:’ | A )—"-/—
BY RAREER A58 § ¢ £ AlexBrillantes Jr. 2 kiR 230 4 R 24 R A

20,738



MR AT RS

ARt R it F £ (Civil Service College » CSC) M@ L F 2 Fi- 241 2

21,738



22,38



ez Fr4e 2 F £ (Civil Service College » CSC) k< F#l —
APPRAISAL AND REMUNERATION IN THE SINGAPORE CIVIL SERVICE

APPRAISAL AND REMUNERATION IN THE SINGAPORE CIVIL SERVICE

INTRODUCTION

1. The Singapore Civil Service is responsible for creating the conditions necessary for Singapore
to remain competitive and prosperous in the future. It must not only keep pace with new
developments, but also move ahead and be a model of efficiency, innovation and service quality.

2. Our people are the key to achieving this. We must all be committed to excellence, being the
best we can be and doing the best we can in every situation. To achieve this, we need a good
personnel management system - one that motivates officers towards excellence and provides
them with the opportunity to maximise their potential.

3.  Effective staff appraisal is an integral part of the personnel management process. It is
essential for the successful management of our officers and development of their careers. Over
the years, we have introduced changes to the appraisal system to help civil servants do their job
well. This factsheet provides information on the philosophy and concepts underlying our
appraisal system.

PHILOSOPHY UNDERLYING THE APPRAISAL SYSTEM

4. We start with the belief that every officer has talent and ability, though this may be different
in nature and degree between one officer and the next. Our officers will derive the greatest
satisfaction from work only if given the opportunity to make the best use of their abilities.
Likewise, an organisation can only derive the greatest value from their officers’ abilities if it
motivates the officers and allows them to contribute at their highest level.

5. Appraisal is an effort to uncover and take stock of talent within our organisations. The
objective is to ensure we are able to assess our officers objectively and spot their talents as early
as possible so that we can provide timely opportunities to exercise and develop their abilities. To
achieve this, the appraisal system adopts the following principles:

a. Fair and seen to be fair;

b. Credible, objective and rigorous;

c. Timely; and

d. Not just for assessment, but also for development.

THE APPRAISAL SYSTEM
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The Appraisal Process

6. Staff appraisal in the Singapore Civil Service is conducted on an annual basis. There are two
parts to the process - completion of the Staff Appraisal Report and Panel Ranking which are
separate exercises. The supervisor is encouraged to complete the Appraisal Report first, so as to
go to the ranking session with clearer views on the officers.

Staff Appraisal Report

7. The Staff Appraisal Reports for officers generally comprise:
a. A Work Review Report; and
b. A Development Report.

8. The Work Review Report is for the supervisor and an officer to jointly record their views on
the officer’s achievements and progress during the period under review. It facilitates open
discussions between the officer and his/her supervisor on the officer’s performance. Itisan
important tool for recording the officer’s contributions and for the supervisor and officer to
identify strengths and areas for possible improvement. The supervisor will also discuss with the
officer the Work Targets and Training Plans for the year ahead. Both officer and supervisor sign
the report.

9. The Development Report is for the supervisor to assess the officer’s overall performance in
the period of assessment.

10. Appraisal is a continuous and on-going process. Supervisors are encouraged to meet their
officers and provide regular feedback, not just once a year, to review the work that has been
done and discuss adjustments to priorities and targets. This regular work review process also
enables supervisors to coach their officers, and offer encouragement and support.

Ranking

11. Rankingis a critical part of the appraisal process. While supervisors individually assess the
performance of their officers, we have to recognise that some supervisors are more stringent
than others. Hence, ranking panels® are convened annually to collectively assess officers in the
organisation.

12. Ranking helps to:
e Moderate differences in the standards of various supervisors;
e Impose discipline in the appraisal system; and

! Ranking panels comprise of officers at the management level, appointed by the Permanent Secretary, from across various
Departments/Divisions in the organisation.
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e Ensure that assessments are rigorous and fair.

13. The ranking process ends with the panel deciding on the performance grading of officers.
The outcomes of the performance assessment will impact on officers’ eligibility for promotions,
promotion-related awards and training awards.

REMUNARATION

14. In order to attract and retain a fair share of talent, the Civil Service needs to pay competitive
salaries. To ensure that our compensation package is competitive with the market, a
combination of benchmarking methods is used to make the most appropriate market
comparison. For professional services with private sector equivalents (e.g. accountants), a
job-based comparison with the private sector is used. Where there is no direct private sector
equivalent, salaries are benchmarked to jobs requiring similar educational qualifications and
experience as these are alternative jobs that our officers could consider in the private sector. The
salaries are revised only when justified by gaps with the market benchmarks. Apart from salary
benchmarks, other staffing indicators on recruitment and attrition are also closely monitored.

15. To strengthen the link between pay and performance, we have two main compensation
components, namely the performance bonus and merit increment. Performance bonuses are
tiered by the officer’'s performance, while merit increments are tiered by the officer’s
performance and calibre.
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Job Rotation in the Civil Service

Job rotation in the Public Service allows officers to be exposed to different types of jobs and learn
new skills. Job rotation can take the form of internal postings within a Ministry, or through
external postings to other Ministries, Statutory Boards or other organisations for wider exposure
and development. Such movements contribute towards enhancing the officers’ career
development.

Administrative Officers (AOs) are deployed to a range of jobs during their career in the Public
Service. Regular postings to different Ministries help to develop well-rounded officers with a
sound grasp of the complexities of government and prepare officers to contribute at higher levels.
To ensure diverse exposure and development, officers are expected to cover different functional
areas, such as Economic, Social, Security and Government Administration in their first few
postings. They are encouraged to take up job postings in different clusters and experience both
policy and operations work as part of their career development. AOs could be seconded to
Statutory Boards, government-linked companies or other external organisations. The posting
duration could be for a period of 3-5 years, with a longer posting duration for the senior positions.
Postings for AOs are centrally managed by the Public Service Division (PSD), taking into account
the developmental needs of the officers and the needs of the Civil Service.

26,738



WeT #riest 2 F 1 (Civil Service College » CSC) & < F#L —PENSIONS
(AMENDMENT) BILL

Page | of 4

b i W, . il D i - = £

= 3 - ‘.f‘““"—“‘.l”' OF JINGAPORE This report was printed from Singapore
5 Singapore Parliamest Reports (Hausard) = ot 2

—_ o Parliament website.

Parliament No: 6

Session No: 2

Volume No: 48

Sitting No: 6

Sitting Date: 25-08-1986

Section Name:  BILLS

Title: PENSIONS (AMENDMENT) BILL

MPs Speaking:  Dr Richard Hu Tsu Tau (Minister for Finance); Mr J. B, Jeyarcinam;

Column: 619

PENSIONS (AMENDMENT) BILL

Order for Second Reading read.

The Minister for Finance (Dr Richard Hu Tsu Tau): Mr Deputy Speaker, Sir, I beg to move,
"That the Bill be now read a Second time."

The Pensions (Amendment) Bill. 1986, seeks to amend the Pensions Act for two
Column: 620

reasons. The amendment is to provide for an option to be given to pensionable officers to either
remain on the Pensions Scheme or switch over to the full CPF Scheme on such terms and conditions
as may be prescribed. Secondly, it is to defer the pension-drawing age of officers who are granted
early retirement or are retired in the public interest.

Option to Convert to the Full CPF Scheme

Let me first explain the option to be given to allow officers in certain Services to convert to the
full CPF Scheme.

Prior to December 1972, the Pensions Scheme was the common superannuation scheme for almost
all civil servants. However, since then all new Division III and TV officers (except the Police and
Narcotics Officers) have been appointed on the full CPF Scheme, and in mid-1973 serving Division
[T and IV officers (except the Police and Narcotics Officers) were allowed to opt for the full CPF
Scheme. The Pensions Scheme has been retained for the Division I and 1T appointments and the
Division ITI Police and Narcotics appointments.

The full CPF Scheme has been found to work well for the Division 11T and IV officers. It is neater
than the Pensions Scheme as Government's financial liability to its officers is entirely discharged on
their retirement. For the officers, being on the full CPF Scheme means more CPF savings could be
utilized for approved purposes like home ownership. Moreover, since the CPF benefits are not
contingent upon the officers remaining in the Civil Service until their retirement, it facilitates their
movement from the Civil Service to the statutory boards or private sector.

The Government has hence decided to also phase out the Pensions Scheme for most Division I and
Il officers. However, there are a few key Services where continuity of national policies is vital and
wherein officers are encouraged to pursue a life-long career. These key Services are the
Administrative, SAF (Senior), Police (Senior). Intelligence and the Administrative Service (Foreign

hitp://sprs.parl.gov.sg/search/topic. jsp Teurrent TopicID=00060184-7ZZ & currentPublD=0...  3/1/2013
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Service Branch). These Services have to remain on the Pensions Scheme.

Column: 621

Accordingly, with effect from Ist April 1986, all new Division I and II officers in the non-key
Services and the Division III Police and Narcotics Officers are appointed on the full CPF scheme.
Serving officers in these Services will remain on the pensions scheme. However, since some of these
officers may wish to convert to the full CPF scheme, I am pleased to say that Government has agreed
to allow all serving Division I and II pensionable officers (other than those in the key Services) and
the pensionable Division 111 Police and Narcotics Officers an option to convert to the full CPF
scheme or remain on the pensions scheme. The choice will be entirely theirs.

Timing

Government realizes that, in view of the recent cut in the rate of employer's CPF contribution, this
may not be considered an opportune time to offer the option. However, since the decision to phase
out the pensions scheme is basically sound, it should be implemented earlier rather than later. In
retrospect, it seems fortunate that the option was not timed before the CPF cut, for otherwise civil
servants who would have opted for the full CPF scheme might feel short-changed, though the effect
was not foreseen.

Terms of Option

I would like to briefly describe the terms of the option. If a pensionable officer opts to convert to
the full CPF scheme, he will be placed exclusively under the full CPF scheme from the date of
conversion. But the pension benefits which he has accrued in respect of his past pensionable service
will be frozen, The accrued pension benefits will be paid upon the officer's eventual retirement.

If an officer dies in harness on or after the date of conversion, his dependants will be paid a death
gratuity for his past pensionable service.

An officer who opts for the full CPF scheme will enjoy medical benefits after retirement only if he
has at least 10 years’ pensionable service. Similarly, an officer

Column: 622

who remains on the pensions scheme will also enjoy post-retirement medical benefits if he has at
least 10 years' pensionable service. This is an established practice.

Deferment of Pension Drawing Age

The second purpose of the Pensions (Amendment) Bill is to defer the age for drawing pension in
the case of an officer who retires early or in the public interest. I would like to explain this move.

At present, an officer could be retired by the Public Service Commission in the public interest on
disciplinary grounds with or without reduction in his pension benefits. Presently, these benefits are
paid immediately upon his retirement. If the officer is young. he will be receiving pension for many
years until his death and the total superannuation benefits he gets may be more than another officer
who has records of good conduct and work until normal retirement age. This is, obviously, an
anomaly.

To remove the anomaly highlighted. Government proposes that an officer retired in the public
interest should only start to draw pension at the same age as an officer granted early retirement under

http://sprs.parl.gov.sgfsearch/topic.jspeurrent TopicID=00060184-7Z7 &currentPublD=0...  3/1/2013

28,738



Page 3 of 4

section 7(2)(j) of the Pensions Act. Presently, an officer with at least 15 years' service may request
and be allowed early retirement under section 7(2)(j) of the Pensions Act. In such a case. he will
receive his pension from the minimum age of 50 years or 435 years in the case of some Police and
Prisons Officers. The minimum age for drawing pension for officers retired in the public interest or
under section 7(2)(j) should now be changed to their optional retirement age. The optional retirement
age is 55 years for officers with compulsory retirement age of 60. It is 50 for officers with
compulsory retirement age of 55. This change is to ensure that an officer retired earlier than his
normal retirement age either in the public interest or under section 7(2)(j) does not benefit much
more than one who serves until his normal retirement age. This change in pension-drawing age will,
however. apply only to officers appointed on or after the effective date of the proposed legislative
amendment because Article 112 of the

Colunn: 623
Constitution protects the pension rights of serving officers.
Legislative Amendments
To effect the proposals I have explained, it is necessary to amend the Pensions legislation.

Clause 2 of the Pensions (Amendment) Bill, 1986, will empower the President to make regulations
for an option to be given to any pensionable officer or class of pensionable officers to convert to the
full CPF scheme. The terms and conditions of the option will be spelt out in the regulations to be
made by the President and will be on the lines I have indicated earlier.

Clause 3 of the Bill re-defines the minimum age so that new recruits will only receive their
pensions at their optional retirement age when they are retired in the public interest or under section
7(2)(j) of the Pensions Act.

Clause 4 of the Bill clarifies that where the Public Service Commission has ordered an officer to
be retired in the public interest, the officer's service shall be deemed to have been terminated under
subsection 8(1) of the Pensions Act for the purpose of granting any pension or gratuity.

Finally, clause 5 of the Bill provides for the payment of death gratuity to the dependants of an
officer who converts to the full CPF scheme should he die in harness.

Sir, I beg to move.
Question proposed.

Mr Jeyaretnam: Mr Deputy Speaker, Sir, I rise really by way of seeking clarification from the
Minister on this Bill.

As he has pointed out, the major change that is brought about by this Bill is that all officers
appointed on or after the 1st April 1986 to the public service shall not be pensionable, except such
schemes of service as may be designated by the President. And the Minister has said that this
pension scheme would apply, or intended to apply, to key Services and key officers, and the
intention is that they should be encouraged to make the public

Column: 624

service their life-long career. I hope I have understood the Minister correctly. By implication. the
Minister is saying that the pension scheme must be more advantageous to the public service officer
than if he were put onto the CPF scheme.

http://sprs.parl.gov.sg/search/topic.jsp current TopiclD=00060 184-ZZ&currentPubl D=0...  3/1/2013
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What I would like to know from the Minister is: since we are now making a drastic change from
pensionable public service to non-pensionable public service for the majority of our civil servants,
has there been any consultation with the public service? When I say "consultation with the public
service”, I mean the associations representing the public service and the unions. Have their views
been sought at all as to what they feel about the change and whether it will have any detrimental
effect on the public service making this conversion?

Dr Richard Hu Tsu Tau: In answer to the question of the Member for Anson, the Public Service
Division of my Ministry carried out a sample survey of 30,000 serving pensionable officers who
might be eligible for the option. A stratified random sample of 5,000 officers for the survey was
conducted in March 1986 in which the officers were asked to indicate if they would like to opt for
the full CPF scheme, reasons for their decision as well as their views on whether offer of the option
would be opportune at this time. Just over 3.000 officers responded 1o the survey and I would just
like to recount the main findings briefly.

31% of the respondents indicated that they would choose to convert to the full CPF scheme while
69% chose to remain on the pensions scheme. 44% felt the option was opportune; 56% felt
otherwise. The majority of those who chose the full CPF scheme gave, as their main reason,
flexibility in their career choice. The majority of those who chose the pensions scheme cited greater
longer-term benefits under the pensions scheme. As expected, the younger an officer, the more likely
he would opt for the full CPF scheme. In fact, 51% of those less than 35 years old chose the full CPF
scheme, whilst only 26% of those who are between 35 and 45 years old chose to remain on the full
CPF scheme. Although, on balance, it does appear that it might be that the majority

Column: 625

prefer to remain on the pensions scheme, I think the important point to remember is: this is an
option. A serving officer has every right to remain on the existing pensions scheme. As to the issue
of whether new officers should or should not be on the pensions scheme, I think this is a decision
which Government is entitled to make on the terms and conditions of service for new officers
entering the service.

Mr Jeyaretnam: Do I then understand from the Minister that there was no consultation
whatsoever with the officers about bringing in a rule that from Ist April 1986 there would be no
more pensionable service with the Government?

Dr Richard Hu Tsu Tau: Mr Deputy Speaker, Sir, the issue of a specific consultation is
considered unnecessary since the change, in fact, had been introduced some years ago for the
Division III and IV officers. And as I indicated ecarlier, the conditions under which Government
elects to determine terms of service for new officers is an option which the Government has the right
to decide.

Mr Jeyaretnam: But as a good employer, you should hear their views.

Question put, and agreed to.

Bill accordingly read a Second time and committed to a Commitiee of the whole House.

The House immediately resolved itself into a Commitiee on the Bill. - [Dr Richard Hu Tsu Taul.

Bill considered in Committee; reported without amendment; read a Third time and passed.
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