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‘Domestic Helpers’ and ‘Security and Property Management’
delivered in English in 2007, and explored the employers network
for this particular group including introducing the training courses to
foreigners and ethnic minority groups residing in Hong Kong who
might have needs of employing people with such skills. We had also
launched English training courses in “Kitchen Assistants for Indian
Cuisine”, “Environmental Hygiene and Cleaning Workers”, and
“Personal Care Workers”. We aim to develop other new courses
suiting the market needs as well as the aspirations of individuals in
the group.

Besides providing the ethnic minorities with the vocational training,
We plan to offer them training on Workplace Cantonese as well in
order to increase their chances of getting employed. We shall also
develop job search skills training course for this group with the aim
of assisting them to understand the local culture and employers’
expectations such that they would integrate better into as well as
contributing to the society.

The Rehabilitated offenders

The ERB began to offer training and employment assistance to
inmates and ex-convicts via the Society of Rehabilitation and Crime
Prevention as early as 2004. These full-time placement-tied and
part-time training courses include Cleaning, Pest Control,
Automobile Repair, Beauty Care, Logistics, Sales and Gardening.
There 1s a 3-month placement follow-up services attached to the
placement-tied courses.

According to the data of the Society of Rehabilitation and Crime
Prevention, only 40% of the ex-offenders they are serving managed
to be employed (full-time or part-time). Almost 90% of this group
has only junior secondary or below education, making it even harder
for them to get jobs in the knowledge-based economy of Hong
Kong. In view of this, the Executive Office plans to work closely
with the Correctional Services Department in exploring more
appropriate training for this group, and to provide prompt and
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7.21

7.22

7.23

comprehensive employment assistance together with the training
package via the Society of Rehabilitation and Crime Prevention,
including case management, job matching and placement follow-up
services. The placement follow-up period will also be extended to
six months in the effort of helping these people to rejoin the labour
market and to get on with a new life.

Pilot the “Community Harmony Course”

We shall pilot a new training course at Tin Shui Wai and if the pilot
course proves to be effective, shall adopt the model for other
districts.

The training courses that we are offering at Tin Shui Wai are mainly
for Domestic Helpers, others include Security and Property
Management, Healthcare Massage, part-time Computer and English
courses, Domestic Helpers” Cookery, etc. There are altogether 4
training bodies providing retraining programmes in the district, with
the one located at Shui Bian Wai also taking in quite a number of
trainees from Tin Shui Wai. The graduates of the district mainly
work as part-time security guards, domestic helpers and hotel room
attendants. These jobs are mainly part-time with flexible working
hours, reflecting basically the preference or need of these graduates
to care for their families.

There is at present the 35-hour ‘Job Search Skills’ course offered
specifically to new arrivals, designed to help trainees to understand
the local labour market, ones’ career aspirations and oneself, attain
job searching skills and knowing ways to get jobs, as well as to build
up positive work attitude. We aim to enhance the ‘Job Search Skills’
in view of the specific need of the new arrivals residing in Tin Shui
Wali, in particular, new elements like enhancement of personal
values, psychological well being, emotion and stress management,
sourcing of community resources, learning local transport networks,
learning the equivalence of simplified Chinese in traditional
Chinese, appropriate ways to handle family problems, time
allocation between family and work commitments, as well as
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concept of neighbourhood support, will be included. The course will
be piloted at Tin Shui Wai and will be offered on part-time basis.

In addition, to deal with the problem of lack of confidence and
limited world vision of the youths in the community, we also plan to
offer a specialized “Community Harmony Course” for the youths.
The pilot course will be enriched with elements of personal
grooming, communication skills, life and career planning, and field
trips and visits to other districts. The course will be delivered on
part-time basis.

With the objective of enriching personal qualities, it is suggested to
increase training places for part-time generic skills training courses
such as English and computer in the district.

New and diversified training courses will be developed together with
training bodies to meet the demand of employment markets in the
locality. Furthermore, we plan to set up a “one-stop” training cum
employment resource centre at Tin Shui Wai subject to availability
of suitable premises.
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Chapter 8 Management of the Employees Retraining Fund

8.1

8.2

8.3

8.4

At the meeting of the Executive Council on 23 October 2007, the
Council advised and the Chief Executive ordered that the ERB
should be allowed to start to draw down the Employees Retraining
Levy collected from employers of foreign domestic helpers to
support its operation and services.

Compared to the last 15 years, the service clientele and spectrum of
the ERB will expand significantly in future. In order to accomplish
the goals and work objectives, the availability of sufficient financial
capital is essential. As a public organization, we should adopt the
important principle of “Living within Our Means” and to act
prudently in financial management. In view of the extensive service
spectrum, the Executive Office needs time to implement the
expansion progressively, and will devise a 3-year action plan for
each of the key work objectives so as to materialize the whole plan
in an orderly and effective manner. Concurrently, we are formulating
our long term capital management strategy, with the aim to enhance
the investment return of the Employees Retraining Fund and to build
up a solid financial base for the sustainable development of our
services in future.

The ERB aspires to work on the principle that through more
effective asset management, the investment return of the Employees
Retraining Fund together with the levy collected every year will
generate sufficient fund to meet all recurrent expenses of the Board
for the provision of training services and programmes and to build
up a sufficient reserve for future expansion.

To better reflect our new missions and scope of services, we propose
to rename the Employees Retraining Scheme as “Manpower
Development Scheme”. Semantically, the term “manpower
development™ denotes “training” as well as “retraining”. In essence,
we shall operate the “Manpower Development Scheme™ in offering
vocational training for the unemployed. We shall also provide skill
upgrading courses for the employed and launch training on generic
skills (including betterment of personal attributes and foundation
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skills) to meet the needs of the working population. Progression
ladders will be mapped out for fostering development and nurturing
of manpower among different trades. Considering the continuous
development and improvement of our services, we believe that we
shall be able to provide a more comprehensive mechanism for
manpower training and development in time. This may also push
the development of manpower to a higher level.
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Chapter 9 Invitation for Views

9.1

9.2

9.3

94

The ERB has 15 years of operational experience and its
achievements are remarkable. At times of economic difficulties, the
ERB had sought to assist the vulnerable groups to resolve
employment problems. Now that the Hong Kong economy is
recovering and the unemployment rate has shown a downward trend,
the ERB should seize the opportunity to review its positioning and
strategies. Through the proper use of the levy collected, the ERB
should take on a broader mission to further empower the Hong Kong
work-force in order to meet the expectations of the society and the
public at large.

Our external environment constituting the wave of globalisation, the
reality of knowledge-based economy and the opportunities offered
by the rapid rise of our nation’s economy, lead to the continuous
surge of demand for learned professionals with high-level skills. Yet,
internally Hong Kong encounters problems of an aging population
with over 90% of population growth accounted for mainly by new
arrivals with low education level. It is thus clear that there is the
imminent need to tackle the “quality” as well as the “quantity”
problem of our population.

Hong Kong should affirm its development strategy and positioning
in order to draw up an effective human resource policy to meet the
manpower demand. This strategic positioning must also leverage on
the opportunities availed by the development of the nation. It should
also help resolve the problem of labour mismatch arising out of
economic restructuring in the longer term, and to improve the
employment and income situation for the working poor and those
with low skills and little education.

Having regard to the present global and national environments that
Hong Kong is facing, training efforts in the 21st century should
focus on the apt provision of education and training to the youths
and adults. Consideration to the changes and demands of the labour
market is necessary and a balance between academic and application
skills should be struck. Clear delineation of qualifications and
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9.6

9.7

progression ladders are necessary. Learning model should be flexible
and outcome-based. To achieve these objectives, we shall liaise
closely with employers such that appropriate and much needed
training could be delivered to employees. Participation of employers
in course development and their supply of job openings are
important. Employers should also encourage and support their
employees in upgrading themselves through continuous learning.
The concept of life-long learning should be fostered in the
community in order to meet the requirement of the knowledge-based
economy and challenges arising out of globalisation.

Through provision of appropriate training, we aim to foster a
forward looking and proactive attitude in the society and improve
the skill level of the local working population, enabling individuals
in the local work-force to commit to work, enjoy their work, ever
seek improvement, and be multi-skilled. It is the primary objective
to elevate the overall quality of the work-force and we are
committed to step up training on the betterment of personal
attributes and foundation skills. So that individuals would have full
grasp of the ability of life-long learning and be abreast with the
changing world.

We intend to strengthen our provision of tailor-made courses, in
particular to the SMEs and social enterprises. We shall identify the
training needs of fast growing industries, and formulate
comprehensive and appropriate training plans to help local
enterprises to increase their competitiveness. Through
pre-employment training, training on skills upgrading, professional
certifications and so forth, we aim to build up a more robust work-
force with higher quality for Hong Kong.

Our vision is to strengthen the competitiveness of the local working
population (and industries) by offering forward-looking training or
retraining; to strive to lower structural unemployment by filling the
skills gap and rectifying mismatch; to support the development of
Hong Kong’s Qualifications Framework, and to foster ongoing
improvement of the quality of the work-force, so as to secure and
sustain employment and facilitate upward mobility of our work-
force.
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9.8 Whether we can implement the various strategic initiatives smoothly
hinges on the trust and acceptance of our stakeholders and the
citizens of Hong Kong. In the mission of continuously adding value
to the local work-force, we bear an important role and responsibility,
and have a long way ahead. In order to live up to the expectations of
the community and to achieve the highest cost effectiveness, we
must execute with prudence and utilize the resources in an
appropriate manner.

9.9 We earnestly invite yours views on our future directions and
working plans. The consultation period will last from 24th January,
2008 to 31st March, 2008. Comments can be sent through e-mail, by
post or by fax.

E-mail : newerb@erb.org

Post : Communications and External Affairs Section,
43/F., Hopewell Centre, 183 Queen’s Road East,
Wanchai, Hong Kong.

Fax : 3129 1383 (Please mark “Comments on Consultative
Document™)

9.10 This consultative document has been uploaded onto ERB’s website
at www.erb.org and you are welcome to browse or download the
document online. Please enlighten us with your views which will be
highly valued and seriously considered.

Should there be any ambiguity between the English and the Chinese versions of the Consultative Document, the
Chinese version shall prevail.
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