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17th December 2024
Dear Chairman, Police Service Commission
GRT 2024 REVIEW REPORT FOR POLICE SERVICE COMMISSION

| am pleased to advise that the 2024 review of remuneration for the Vanuatu Police Force is
complete. Attached to this letter is the review report for Police Service Commission.

The GRT Board is grateful for the cooperation shown during the consultations with the Police
Commission. The Tribunal was able to carry out the review using the important information it collects
and those that were provided by the staff of all the Commissions, the Government Ministries, and
agencies. The extensive consultations that were undertaken assisted the Tribunal to complete the
review successfully.

We are delighted to announce that the 2024 new GRT Determinations were undertaken based
on SP10 JobWise@ Methodology, a robust internationally recognized approach with 10 factors
point matrix contextualised to Vanuatu setting. Guided by a comprehensive and entrenched Job
Classification Standards and market data, the salary structures for all jobs in the public sector are
determined by placing each job into ranks and relevant level of the four (4) main career pathways,
namely, Customer & Business Support, Operations, Technical, and Leadership.

We request that you consider the review report and if there are queries that require our clarification,
please do advise your staff to take it up with the Department of GRT.

We thank you once again for the assistance provided till the completion of this review.

Yours faithfully

Cc:

- Police Service Commission

- Police Commissioner, Vanuatu Police Force
- Chrono
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1

INTRODUCTION

This report documents all the works undertaken to produce the 2024 new GRT Determinations
for all persons employed by government employing agencies and, in this case, for the positions of
persons employed by the Police Service Commission.

The GRT is responsible for determining the remuneration of government employees in Vanuatu in
accordance with the Government Remuneration Tribunal Act. The purpose of the Act is “to establish
a government remuneration tribunal to consider and determine the maximum remuneration payable to
those persons employed by or appointed to positions by the Government or by an agency of Government.”
The object of this Act is “to adopt principles of consistency, economy of resources, and disciplines in
determining the remuneration of those persons employed by, or appointed to positions by, the Government
or by an agency of Government.”

Under the GRT Act, the Government Remuneration Tribunal is established, among other things, to
“review and determine the maximum remuneration payable, ... and to make a determination that adjusts,
either upwards or downwards, the remuneration of any person listed in subparagraphs (i) to (viii) of section
13(1) and in carrying out such functions may “fix scales of remuneration and prescribe rules governing
the application of scales of remuneration...”

Those persons listed in Section 13 (1)(a) of the Act are the employees of all the Government
‘employing bodies’ comprising four public service commissions — Public Service, Teaching Service,
Police Service and Judicial Service - and other Government entities in the wider public sector.

In other words, the GRT is responsible for setting the pay structure and determining pay rates for all
Government employees, and prescribing rules for the implementation of the pay structure and pay
determinations.

The Act defines ‘remuneration’ as “a reward for services and includes salaries, wages, allowances, fees,
expenses and every other form of income or recompense whatsoever,” and ‘determination’ as “a decision
of the Tribunal fixing the maximum amount of remuneration payable to persons subject to this Act.”

Further, according to GRT Act, in determining any remuneration section 16(a - e) expressly states
that the Tribunal must have particular regard to the following criteria:

(a) the need to achieve and maintain relativity with the private sector;

(b) to ensure that the best persons are employed through a recruitment and retention of personnel
policy that takes into account the special responsibilities and duties required of persons employed
in Government.

(c) the adequacy of the current remuneration;
(d) the aim for consistency and uniformity in remuneration rates;
(e) the budget and resources available to Government for remuneration when making determinations.

By implementing GRT Act, the present determinations take into account relevant applicable
legislation and policies:

° Employment Act . Members Expenses and Allowance Act
. Minimum Wages Act . Official Salaries Act

. Public Service Act . Education Act

° Judicial Services & Courts Act . ILO Convention

° Police Service Act . Ombudsman Act
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2

BACKGROUND

2.1 Problem Statement

From 1980 to the mid-1990s, Vanuatu'’s public services were severely affected by static unattractive
pay packages which resulted in high turnover and costs. During mid-1988 and 1989, the GRT Act
[Cap 250] attempted to address the issue. However, it was not until the 2017 GRT Determinations
(subsidiary legislation to the Principal Act) that pay structures were established and used by all of
government and its agencies, raising all/most pay rates.

The Tribunal last reviewed remuneration in 2018. That review resulted in 22 pay determinations
which were implemented by the relevant employing bodies between 1st January 2018 and 1st
January 2019. A recent evaluation of the implementation of those 2018 determinations discovered
serious issues with existing determination implementation practices that have resulted in several
anomalies and ultimately incurring high costs to Government.

A market survey of pay rates in Vanuatu in 2023 revealed that Government pay was lagging behind
the market by some measures since the last GRT determination in 2018. Apparently, this lag underlies
Government'’s recent policy decision to increase the minimum wage from VT 220 to VT 300.

The pay structure applied to Government jobs deserves special attention because pay rates have an
effect on the quality of employees hired, their motivation, their performance, and their satisfaction.
This is particularly so at the present time considering evidence of an ever-widening gap between
the pay rates being offered by Government employers and employers in the private sector.

The problem facing the Government, with regard to remuneration, is that the Government current
pay structure does not offer opportunities or incentives for career progression, pay levels are not
always competitive compared to those offered in the private sector, and especially those at lower
levels such as drivers, cleaners, secretaries and administration officers, are tempted to seek greener
pastures in New Zealand and Australia. Anecdotal evidence indicate the morale is low amongst
employees with 90% percent complaining of financial hardships, increased debt issues, health
issues, limited opportunities and economic inequalities.

There are also problems with remuneration inconsistencies and internal relativities across the
different Government employing bodies, and with implementation of remuneration determinations.

2.2 2023 Market Survey Analysis and Remuneration Relativities

In 2023, an independent survey of Vanuatu employers in the public and private sectors was
conducted by Strategic Pay - New Zealand. The survey gathered data relating to 10,640 jobs across
22 employers (77% government sector and 23% private sector). The survey methodology was based

on Strategic Pay’s SP10 job evaluation methodology and JobWise® job mapping methodology.

Independent analysis of the survey data compared pay rates for benchmark jobs in the government
and private sectors. Figure 1 presents a comparative analysis of the Survey data on the pay rates of
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different levels of jobs under the four Commission or Employing bodies, relative to the benchmark
jobs in the market. The Y-axis shows the annual pay while the X-axis shows the career pathways from
lower-level jobs (business support and operations), to higher level jobs (Technical and Leadership).

Figure 1 - Comparative Analysis of 2023 Survey data
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This analysis reveals notable similarities and differences in Government pay relative to the market.
It shows that Government tends to pay employees at different levels on the career pathways, close
to the market rate, with some variation. Generally, as the market rate rises, so does Government pay
rate of jobs under the commissions. However, compared to low and mid-level jobs, high level
technical and leadership jobs tend to lag behind the market.

The analysis revealed a different pattern that is somewhat intriguing. It appears that top level
commissioned officer jobs under the Police Service Commission and OAG senior public lawyer jobs
under the Judicial Service Commission, have exceeded the market for technical and leadership jobs.
Under the Public Service and Teaching Service commissions, S1-S6 and O1-O6 jobs generally have
pay rates on par with or below the market.

The analysis also shows that technical and leadership jobs in all the Commissions, with exception
of those under the Judicial Service Commission, are being paid below the market. Interestingly,
technical and leadership jobs under the Judicial Service Commission, specifically OAG senior
lawyers, have pay significantly higher than the market average relative to high level jobs in other
commissions.

Overall, while the pay rates for technical and leadership jobs in the Public Service and Judicial Service
commissions approach those of the market, the pay rates for comparable jobs in Teaching Service
and Police Service commissions are obviously lagging the market. It seems that the Judicial Service
Commission believed that pay rates for their technical jobs (OAG senior public lawyers) were lagging
far behind the market, so they quickly raised pay rates. Consequently, technical and leadership
jobs under the Judicial Services Commission (OAG Senior Public Lawyers) and the Police Services
Commission rose above the market while job in other commissions remained below the market.
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While the pay of low-level and mid-level jobs tend to follow the market, the opposite situation is
observed for high-level jobs. These inconsistencies suggest that employing bodies are not applying
GRT determination principles of consistency and uniformity.

2.3 Review of 2018 Determinations

In preparation for 2024 new GRT Determination, the GRT Office conducted a compliance review
of the implementation of the 2018 Determination within those employing bodies affected by
that determination. The objective of the review was to determine whether the employing bodies
complied consistently with 2018 determinations and associated implementation rules and
guidelines. The review identified several institutional challenges and related anomalies, in addition
to issues highlighted in the problem statement earlier.

There are general observations made regarding inconsistencies, and the pace and basis upon which
the employing bodies implemented the 2018 Determination. Some employing bodies promoted
employees faster and with significantly higher pay increment than did others. In contrast, under
some employing bodies, employee increments are not applied consistently and regularly. In general,
employing bodies failed to comply with the prescribed determination guidelines and rules which
constitute a legally binding document. There are indications that employing bodies fall short of the
standard practice of appointing people to jobs with right level of qualifications and experiences.

There are inconsistencies within and between employing bodies. For example, contrary to other
commissions where people are paid based on overall job responsibilities, the Teaching Service
Commission differentiates pay based mainly on education qualification. For instance, a person
who possesses a bachelor degree in primary teaching is paid higher than someone with a diploma
of teaching who teaches in primary schools. Also, it was found that under the Judicial Services
Commission, judges were wrongly assigned to the same annual pay band as OAG senior public
lawyers, whereas ideally, they should be placed within higher band, reflecting a clear career path in
the legal sector.

In relation to the implementation methodology used, the report noted weighting differences in
criteria for pay determination between the Teaching Service Commission and Public Service
Commission. For example, “The TSC Determinations has specified and allotted unequivocally the
positions of teachers with remunerations criteria such as qualifications, teaching or industry experiences,
number of students enrolled, etc. In contrast, PSC Determinations presumably does not prescribe positions
and remunerations criteria, but diverts such notion to be integrated within the contents of positions job
descriptions. This presumption effectively affirms PSC’s general perspective to consider that qualifications
are merely inferior to experience.”

Noting the weaknesses of the past Determinations, the report also stressed, “It is extremely vital that
PSC and GRT should continue to jointly liaise and collaborate in addressing employments issues such as
prolonged implementations of GRT anomalies, approved structures, increments, alignments, regrading,
etc, effectively and efficiently subject to PMS.” By implication, GRT should also collaborate with other
employing bodies, including the Police Service Commission, and ensure there is consistency and
uniformity in practice across all of them.

The interactive process of validation of Job Classification Standards also exposed several issues which
may be attributed to a lack of proper system of checks or because of malpractices embedded in the
systems. Table 1 presents a summary of the key issues observed that need serious consideration by
all employing bodies.
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Table 1: Key Issues Exposed at Consultations

Components Issues

Not properly designed, superfluous positions created, misalignment
Organization Structure between function and position, discrepancies in hierarchy of positions
labelling, lack of standardization.

Outdated or irrelevant JDs, vague job specifications, ambiguous
Job Descriptions job purpose statement, inappropriate job position labelling, weak
standardization.

Presence of overpaid and underpaid positions, poor job evaluation,
improper pay grades granted to certain positions, positions are
perceived to be unfairly paid same grade regardless of whether it is a
business support, operation, technical, or leadership job.

Salary Grades

Tendency to pay people high salary without proper performance
Performance appraisal; Some people move up faster in the salary structure than
Management System others; performance appraisal is susceptible to bias judgement; some
people not receive salary increment for relatively long time.

Many outliers: some people are paid far higher or lower than they
should, contrary to their current qualifications and experience, and
contrary to their nature of work relative to other jobs;

Qualifications and
Experience

Some positions are paid at the market rate while others lag behind or

Market relativit .
4 exceed the market for certain career pathways;

If left unaddressed, these issues can adversely impact organizations effectiveness, HRM functions,
employee outcomes, and will eventually weaken the effectiveness of current and future GRT
Determinations. These issues can also undermine overall government performance and undue
spending. Determination history records show that errors in determination implementation have
been costly to Government.

The M&E Report included recommendations for improvement which suggested the need for mutual
understanding of the legal framework, greater collaboration between GRT and all the employing
bodies. But, most importantly, the findings and recommendations attested of the need for GRT to
adopt a new methodology for its 2024 determination. In other words, a robust methodology was
needed to prevent anomalies, address inconsistencies, misalignment, and establish clear rules and
standards for effective implementation.

2.4 Economic environment

The 2024 New GRT Determinations act as a buffer against domestic economic challenges arising
from shifts in global politics and economic trends. The IMF projects a decline in global growth from
3.5 percent in 2022 to 3.0 percent in 2023 and 2.9 percent in 2024, largely due to slowdowns
in advanced economies!. Despite weaknesses in the manufacturing sector, the services industry
remains robust, helping to mitigate these downturns. Additionally, headline inflation is expected to
steadily decrease from 8.7 percent in 2022 to 6.9 percent in 2023 and 5.8 percent in 2024.

In Vanuatu, the first Macroeconomic Committee approved in 2023, forecast a downward revision
of 1.7 percentage points in real economic growth compared to the fourth quarter of 2022 resulting
in a growth of 3.6 percent. However, a robust recovery is anticipated in 2024, with Real GDP
projected to surge impressively by 4.8 percent, driven by strong performance in the industry sector

1 Reserve Bank of Vanuatu Quarterly Economic Review September 2023
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and sustained government support for Agriculture, Forestry, and Fisheries. Over the medium term
(2025-2027), Real GDP is expected to maintain an average annual growth of 3.0 percent, despite
ongoing global economic challenges, such as the emergence of new COVID-19 variants.

While economic projections seem encouraging, the Consumer Price Index indicates that inflation
will continue to challenge consumer purchasing power for the foreseeable future. According to the
Vanuatu Bureau of Statistics, the CPl increased by 5.3% in the first quarter of 2024. In relative terms,
the CPI has risen by 33.2% since 2018, the year when the last determination was implemented.
Figure 2 illustrates the CPI annual movement.

Thus, if someone’s pay stays the same as the prices of goods and services increase, they have less
purchasing power because they are getting paid less relative to the cost of living. This is the situation
that prompted 2024 new determinations as a cost-of-living adjustment or COLA policy decision by
the national Government. Fundamentally, the pay raises meaningfully put into effect public service
pay philosophy.

Figure 2 - CPI Annual Movement

I
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25 Pay Philosophy

The philosophy underpinning this Determination is to promote and motivate the public sector staff
with equitable and competitive compensation that adequately shows the value placed in public
employees and appreciation for the work they perform in terms of service delivery. Government’s
intention is to always offer payment standards that reflect organizational values, considering market
trends and standards comparison. GRT also consider hiring, retention, budget, and respect to the
rules under applicable legal framework. Thus, by applying COLA Government hopes to achieve
increased employee loyalty, better morale, and greater productivity. Employee loyalty is necessary
to curb potential labour shortages that may arise from overseas migration of skilled and unskilled
labour. By offering pay raise, the Employing Bodies hope to attract and retain the best possible
employees to public sector and communicate Government'’s appreciation to those working for the
public. Government, through GRT, pledges to keep compensation non-discriminatory and to always
offer public employees as comprehensive a salary as Government's financial ability can allow.
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3

GRT OBJECTIVES AND STRATEGY

After considering the findings of the 2023 Market Survey, the compliance report on the
implementation of the GRT’s 2018 Determination, and the economic context, it was clear to the
GRT that the existing pay structure was not working to attract, motivate or reflect the full potential
of employees, or to retain them.

It was also clear that to design a better pay structure, address the shortcomings in existing
methodologies and practices used to implement GRT determinations, and avoid the persistent
issues such as those identified in the review of the implementation of the 2018 determinations,
new methods were needed for evaluating jobs, classifying them, and positioning them within a
framework that facilitates career progression and underpins a logical pay structure.

GRT’s objectives were therefore:

a. To review determinations and apply cost-of-living adjustments by establishing a new
internationally-recognized determination process that is reliable, consistent, and replicable

b. To standardize job sizing methods by establishing new Job Classification Standards with
clear career pathways as a framework for new pay structure

C. To reset and establish new market-based pay structure that would meet the needs and
context of all the employing bodies

d. To arrive at a fair, equitable, and affordable Determinations for all jobs, job categories, and

job levels in government

To achieve its objectives, the GRT:

1. Evaluated and classified all jobs using new methodology

2. Consulted with employing bodies and relevant staff on job placement into career pathways

3. Positioned all jobs within a new job class/career pathway framework which is linked to a
new pay structure

4, Developed a new pay structure based on market-based structure

5. Translated existing pay structure to the new pay structure

6. Proposed pay increases taking account internal and market relativities, the economic
context, pay philosophy, affordability, and sustainability

7. Consulted with Ministry of Finance on the proposed new pay structure and pay increases

8. Developed rules and standards for implementing determinations

9. Made a 2024 Determination

Critical to the success of this strategy has been the decision to engage with Strategic Pay, a New
Zealand company with extensive experience working with governments of Pacific Island countries
and to actively consult with the employing bodies. With Strategic Pay's methodologies, tools,
training, advice, and support, and inputs from the employing bodies, the GRT has been able to
design a government pay structure that is more valid, reliable, equitable and robust than previous
structures have been. All these works were carried out and customized to arrive at the new salary
determinations for each employing body and the Police Service Commission.
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The impact of the discretionary judgement a jobholder has when

making competent decisions within their control. The evaluator
7. Impact / Results must consider the direct vatu impact of a typical, repeatable (and
4 EVALUATION AN D CLASSI FICATION OF JOBS of Decisions competent) decision that would be made without reference to a
supervisor. This factor measures the discretionary or marginal impact
the jobholder’s decisions have and not the consequence of error.

The level of interpersonal skills required for dealing with employees

Job evaluation is the systematic process of establishing the relative sizes of jobs by comparing jobs 8. Interpersonal Skills within the organization, as well as external clients or customers and
or job content on the basis of common criteria. Effective job evaluation is: / or the public in general.

) The formal authority levels exercised in the position, including
° A comparative process _ . financial, staffing and contractual authorities. This includes routine
° A structured and analytical process, applied to data collected for the purpose 9. Authorities and capital expenditure, the authority to employ and dismiss staff,
. A systematic approach to assessing the relative worth of each job through the application and also the authority to enter into contracts on behalf of the

of judgement organization.

. Job-centred, not person-centred

The responsibility for the supervision and management of staff
10. People Management within the organization, including project team management and

The GRT Office has evaluated all Government jobs using the Strategic Pay’s SP10 evaluation - ..
indirect supervision.

methodology, job classification standards, and JobWise job mapping framework. These tools were
tailored to the Vanuatu context and carefully calibrated for compatibility with existing systems and
approaches. How to use the tools is captured in a manual. The SP10 methodology uses a '10 point-
factor’ approach (see Table 2) drawing on a framework of job classification standards, descriptors of
factors, against which each job is evaluated to gauge the relative size of jobs on the basis of common
criteria. The methodologies focus on jobs not the people doing the jobs.

On the basis of job classification, the JobWise® job mapping framework methodology assigns
jobs firstly to generic career pathways, and then to job levels that best match job content and skill
requirements. The outcome is a career pathway and level for every job. (Career pathways and job
class refer to the same thing and the terms are used interchangeably.)

The JobWise® job mapping methodology streams work into four functional streams:

Table 2: 10 Factors

° Leadership
. Technical
Factors Description . Operations
° Customer and Business Support

The minimum level of education required to perform the functions of
1. Education the position competently. This combines formal as well as informal

levels of training and education. The functional streams are laid out to demonstrate the hierarchy of jobs levels within Career

Pathways relative to each other as depicted in Figure 3.

The level of experience typically required to perform the role
competently. This experience is in addition to formal education,
and assesses both the nature and breadth of general, technical and
managerial experience.

2. Experience

The level of predictability in the role and the innovative or conceptual
3. Complexity thinking required to respond to external influences impacting on the
organization and the position.

The breadth or scope of the position (i.e., the level of influence in the
organization). This factor assesses the level of management, working
relationships and influence the position is required to exercise in the
organization.

4., Scope

The nature and complexity of problem solving expected of the
jobholder. This includes the judgement exercised, availability of rules

5. Problem Solving and guidelines to assist in problem solving, the degree of analysis
and research required, and the originality, ingenuity and initiative
required to arrive at a solution.

The extent of supervision, direction or guidance imposed on the

.F A
6. Freedom to Act jobholder and the freedom the jobholder has to take action.
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Figure 3 - The JobWise Framework
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This framework integrates bands, career pathways, and job levels. Each stream has a number of well-
described complementary levels, with examples of roles at each level. The requirements relating to
all jobs are presented in Job Classifications Standards Tables (refer to Appendices).

The design of job classification systems is complex undertaking?. They must combine flexibility and
coherence. Experts assert that a job classification needs to be flexible to fit to the evolving needs of
the organization and the competences available on the job market. However, the classification also
needs to be coherent and stable over time. This is because it is a tool for the government to manage
promotions, training needs, and implement strategic planning. Moreover, it provides employees with
transparency and predictability regarding their pay and career, hence is an important component of
attractiveness.

An effective job classification system must find the right level of precision and specification in
positions and grades. When too precise, it makes it difficult for managers to adapt a job to changing
circumstances, such as the introduction of new tasks, technology or working methods. On the other
hand, if too broad, it may not give enough room to differentiate pay according to job characteristics,
which may affect employer attractiveness. It may also make it harder to manage career paths.

An effective job classification is related to the purpose of use. Hence, the needs of recruiters have to
match the job classification system and standards. A one-to-one correspondence between demand
and classification has the advantage of precision, transparency, and efficiency in the matching
process. However, if the job classification is too narrow, frequent revisions will be needed. This is
because a public servant is hired under a particular job classification but expects that the role or the
working conditions will evolve as changes in working conditions or the work environment within
those boundaries are possible in broader dynamic environment.

2 OECD (2021), The Public Sector Pay System in Israel, OECD Publishing, Paris.
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PROPOSED NEW PAY STRUCTURE

The pay structure is a survey-based pay structure. Under the survey structure, the data for benchmark
jobs were provided in terms of low quartile, median, and upper quartile. This information is applied
to the new salary structure grades of minimum, midpoint, and maximum, respectively.

The pay structure for each job class/career pathway and associated levels for all persons appointed
by Police Service Commission is presented in Appendix, together with related JCS. The pay structure
provides a uniform framework to consistently determine how employees are paid. As a scale, it is
made up of pay grades for different levels of jobs. Except for higher level jobs and police ranking
system with three (3) grade levels, each Band has a range spread ranging from Grade 1 (minimum) to
Grade 9 (maximum) with a midpoint Grade 5 for most jobs and job classes/career pathways.

The career pathways and levels within pathways in the JobWise framework correspond to the
pay bands that underpin the pay structure. The new pay structure commonly applies to all jobs
regardless of the employing body, unless stated otherwise by the GRT. This is a change from the
previous practice whereby each employing body applied different principles. The new methodology
and salary structure was calibrated to appropriately match the Police Commission system of ranking.

It must be noted that the salary structure also designed as a performance-based structure. A
performance-based structure implies that an officer appointed to a position has the opportunity to
receive a minimum salary and move up each salary grade subject to improvement in job performance.
Thus, this salary structure design is adopted to provide that an employee salary is not permanently
constant or fixed. The design allows and an employer to grant an employee an upward adjustment
where applicable; for example, if the officer shows consistent improvement at the job.

While a performance-based structure gives an advantage for employees, a performance-based
structure can be misapplied or abused by an employer. For instance, without applying a reliable
Performance Management System and applying the relevant rules of application provided in the
Determinations, an employing agency, with legitimate authority they possess, might promote an
employee to a higher salary grade subjectively and/or within short period of time. Under the new
2024 Determination rule, an employer may administer an increment if and only if the employee
performs his/her job successfully during two years in a row. Experience attests of the fact that some
employing bodies, deviate from this rule, by moving staff up faster than others.

Below is a set of design features that the employing bodies should take into consideration when
applying the new pay structure. The GRT will establish compliance mechanisms to ensure these
features are understood and adhered to in practice.

51 Design Features

i Pay structure is based on the job classes/career pathways and levels established under the
new methodology

ii. The job classes/career pathways and levels within each job class/career pathway correspond
to pay bands in the Job Classification Standards framework

iii. Consider all 10 factors when designing and evaluating positions, instead of focusing on
education and experience
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Vi.

Vii.

viii.

Xi.

Xii.

Xiii.

Xiv.

XV.

XVi.

Jobs are evaluated on the basis of the job, not the person occupying the job

The pay grid is designed in accordance with the Job Classification Standards framework,
used to place all jobs in the appropriate band and grades.

Jobs that have similar job evaluation scores are grouped under the same band with standard
specifications or factor descriptors.

Job holders may move from jobs in the support or operation career pathways to jobs in the
technical or leadership pathways on condition that they upgrade to meet the prescribed
JCS factor descriptors.

The maximum and minimum pay for each job class/career pathway job level reflect the pay
ranges in the Vanuatu job market, based on the 2023 market survey

The grades system is designed in way that allow pay-for-performance policies and
application of pay philosophy

Grades are designed with extended range spread in order to allow ‘headroom’ to reward
high performers

Increments are administered every two (2) years for all job positions; increment applied
below the mid-point are administered by the Head of agency while increment applied above
the mid-point require Commission’s or Board’s formal approval, denoting performance
excellence.

Increments are administered only to job holders who consistently demonstrate highest
level performance during two (2) consecutive years in the same position.

Increments will vary in size using a percentage formular rather than an absolute amount and
the rate may vary depending on whether it is applied to grades above or below a midpoint.
Reward and monitor staff performance by having a higher incremental growth formula for
higher level staff than for lower levels.

All employing bodies are obliged to apply GRT established Job Classification Standards
and associated guidelines when carrying out HRM design practices (e.g., JD reformulation,
Training, Performance Appraisal, Recruitment & Selection) and organizational design
(restructure).

Inappropriate job design or job grading practice and arbitrary decisions relating to
appointments of people by employing bodies, contrary to established JCS undermine and
bridges GRT principles of pay relativities, internal and external alignments, and criteria of
consistency and uniformity.

GOVERNMENT REMUNERATION TRIBUNAL

6

2024 DETERMINATION PROCESS

To determine the appropriate pay for each job, several factors were taken into account including:

Market relativities (2023 survey analysis)

Minimum wage rate

Consumer Price Index

Affordability and sustainability of potential pay increases
Government pay policy

ukhwbde

Following consultations with the employing bodies, jobs were linked to pay grades on the pay grid.
The final stage, was to apply standard percentage increases, where applicable, to the pay for each
job. This process achieves fairness, internal relativity and alignment. Working with the Department
of Finance, the Team compared the existing costs for each employing body with the costs if the
proposed new rates were applied.

6.1 Pay Adjustments rates and assumptions

The SP10 and related survey findings have provided for a new salary structure according to all
four career pathways with an average increase of 8% from one grade to the next. The new salary
structure for the bottom level jobs, S1 and O1, was automatically adjusted at 4% increase to
follow the market starting salary in accordance with the new minimum wage. The new adjustment
parameter is consistent with the Bred Bank 2016 survey findings. This 2016 survey revealed that
employers in private sector usually increase salaries of their staff by paying between 2% to 10%
range on top of base salary in response to CPI change. Assuming that this private sector range
remained applicable against present CPIl, GRT ensures the 2024 new GRT Determination decisions
keeps the Government policy in sync with the private sector parameter.

However, in most cases, pay adjustments for jobs in this instance were determined considering
the status of the current annual pay, position, and career pathway, and relative to other jobs in the
organization. For jobs that were reset to new base pay in the new pay structure, it is anticipated that
the employing bodies will incrementally raise the pay to higher grade based on good performance.
Similarly, the challenge of adjusting pay increases also took into account other factors, the most
common of which are endogenous discrepancies and GRT governing principles, including fairness,
internal relativities, consistency, acceptability, resource and discipline. Ultimately, market-derived
parameters are applied in salary adjustments decisions in order to minimize variance; and also,
adjustments are made in such a manner to maintain homogeneity and interdependency between
jobs, career pathways, and organizations as a whole.

6.2 Proposed new guidelines/rules for applying the pay structure and implementing GRT
determinations

The GRT submits to employing bodies the following recommendations for new rules for applying
the pay structure and implementing GRT determinations. These guidelines should be applied in
order to maintain consistency and uniformity and also uphold fairness and equity in practice. The
GRT will establish compliance mechanisms to monitor implementation of these guidelines and rules.
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1. Maintain collaboration with GRT Office by consulting and seeking guidance when designing
new jobs (JDs) and Job Specifications, even restructuring.

2. Develop and implement Performance Management System (PMS) and other relevant HRM
practices in line with 4 Career Pathways and related Job Classification Standards 7 _

3. Always make appointment of people to positions on merit and in accordance with the TOTAL TOP U P COST OF 2024 DETERM I NATIONS
principle of “Right Person in the Right Position” at all times taking into account the GRT pay
framework.

4. Ensure job and organizational designs or job-related reforms are undertaken with expert
input from or by competent or technical personnel in order to maintain best practice and Staff Classification # Staff Top-up cost
integrity of the institutional processes.

5. Consider revision of Job Description and templates to incorporate features that bring JD Commissioned Officers 118 61,510,852
into alignment with Job Classification Standards and Pay Structure

6. Maintain that incremental pay increases from one pay grade to the next is based on reliable Non-Commissioned Officers 873 229,290,152
PMS process and objective criteria.

7. Establish a committee of competent individuals to review, adapt, and monitor the Civilian 24 5,884,008
implementation of the organization’s structures and Job Descriptions with related templates.

8. Realign organizational change processes, procedure, and adapt existing human resource TOTAL 1015 296,685,012

management practices to the new GRT methodology and technology.
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Appendix 8A. GRT Determination 15 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of officers of the Vanuatu Police Force.
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8 APPENDICES GOVERNMENT OF THE

REPUPLIC OF VANUATU
OFFICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
PMB 9094 Port Vila, Vanuatu
Tel: (678) 23625 Fax: 263181

Appendix 8A. GRT Determination 15 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of officers of the Vanuatu Police Force.

Appendix 8C. GRT Determination 8 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of the Public Servants employed by the Public
Service Commission and other public sector employing bodies.

OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL

GRT DETERMINATION 15 of 2024
NOTICE No. .... OF 2024

POLICE SERVICE COMMISSION

THE GRT DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND THE
SALARY STRUCTURE FOR THE POSITIONS OF OFFICERS OF THE VANUATU
POLICE FORCE.

This Determination sets out the Job Classification standards and the salary structure for the
positions of the Commissioned and Non-Commissioned Officers of the Vanuatu Police Force
whose appointments and/or promotion are made by the Police Service Commission. It comprises

PART CONTENT PAGE
1 GENERAL 2
2 RULES OF APPLICATION 2
3 RELATED MATTERS 2

4 JOB CLASSIFICATION STANDARDS TABLES FOR COMMISSIONED 4
AND NON-COMMISSIONED OFFICERS OF THE VANUATU POLICE
FORCE

5 TABLE 1 - SALARY STRUCTURE FOR COMMISSIONED AND NON- 13
COMMISSIONED OFFICERS OF VANUATU POLICE FORCE
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PART 1 - GENERAL

1.1 Authority:

1.1.1 This Determination is issued in accordance with section 13(1) of the Government
Remuneration Tribunal Act 1998 [CAP 250]

1.1.2  The Tribunal may issue guidance notes from time to time to assist the Employing
bodies in the administration of this Determination.

1.2  Application:

1.2.1 'This Determination applies to a member of the Vanuatu Police Force other than the
Commissioner of the Force.

1.2.2  No other person should be accorded the salary stated on this Determination other than
those persons stated on 1.2.1 of this Determination.

1.2.3  The Civilian officers working under Police Service Commission offices are to apply
GRT Determination 8 of 2024 of the Public Service Commission,

1.3  Effective Date:

1.3.1 This Determination takes effect as of 1® December 2024.

[.3.2 This Determination supersedes any earlier decision made on the salary of members of
the Vanuatu Police Force.

PART 2 - RULES OF APPLICATION

2.1 A member of the Vanuatu Police Force who holds an office spec1ﬁed on Section 5
Table 5.1 shall be paid the annual salary as is specified for that office on that table,

2.2 Adjustment to Salary: Subject to Part 2(1) and Part 2(2) of this Determination,
adjustment to salary shall be made in accordance with established performance
guidelines and within the ability of the Police Service Commission or the Force to pay
for the office,

2.3. A member of the Force when acting on a rank higher than her or his substantive
position should be paid the salary for that rank until such time she or he is no longer
acting,

2.4, A Non-Commissioned member of the Force with a qualification equivalent to or higher
than Vanuatu Qualifications Framework Level 6 Advance diploma should be paid an
annual salary of no less than Grade NCO 7.1 - Vit 1,528,000.

2.5. A Non-Commissioned member of the Force with a qualification equivalent to Vanuatu
Qualifications Framework Level 5 Diploma should be paid an annual salary of no less
than Grade NCO 6.1 - Vt. 1,406,300,

2.6. A member of the Force appointed as a State Prosecutor should be paid an annual salary
of no less than Grade NCO 6.1 - Vt. 1,406,300,

PART 3 - RELATED MATTERS

3.1 Take home pay entitlements: Effective as from the date of this Determination, the Offices
listed on Table 5.1 of this Determination shall not be entitled to any form of take-home
pay entitlements, Take home pay entitlements shall no longer include: Spouse
allowance, Cost of Living allowance, Entertainment allowance, Fuel allowance and
Telephone allowance.

3.2 Child Allowance and housing allowance. The positions of persons specified in paragraph

1.2.1 may be entitled to a child allowance and a housing allowance subject to GRT
Determination 33 of 2024.

Page 2cf 13

3.3 Job Related Allowances: Effective as from the date of this Determination, the Offices
listed on Table 5.1 of this Determination shall not be entitled to or paid the following
allowances: Detective allowance, Driver’s allowance, Instructor’s allowance,
Miscellaneous allowance, Musician’s allowance, Plain clothes allowance, Prosecutor’s
allowance, Sergeant Major allowance, Tradesmen’s allowance, and Traffic Examiners
allowance.

3.4 New Recruits. A new recruit shall be paid an hourly rate as determined under table below.

New Recruit Maximum Grade Hourly Rate
Maximum PsO1.9 500 VT
Midpoint PsO 1.5 445 VT
Minimum PsO 1.1 320 VT

s .
AL T A
g / 4'””,’ LA

VTGS

fi; *{I}iosemary Leona Nigel T. Malosu
ff_;fi':,;' Member Member

Effective as of 1 Decembﬁér 2024

Page 3 of 13
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GOVERNMENT OF THE GOVERNEMENT DE LA People D 1 -2, STA¥F RESPONSIBILITY
, Management | Has full supervisory / managerial responsibility for 30-99 staff. This includes
REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU allocation of work, accountability for their cutputs, quality etc. and appraisal
OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES of their performance. OR Project Coordinator (Managing Project Manager) of
REMUNERATION TRIBUNAL TRAITEMENTS projects long than 4 years who have oversight of Project Managers, project
PMB 9094 Port Vila, Vanuatu SPR 9094 Port-Vila, Vanuatu teams of over 100 people.
Tel: (678) 23625 Fax: 263181 ‘- (678) 23625 Télécopie:
TE1{678) 23625 Télécopie: 263151 Table J. L7 | The Job Classification Standards Table for the positions of Police Service Commission as assigned to
PART 4 - THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF Band J and the Leadership pathway Level L7
COMMISSIONED AND NON-COMMISSIONED OFFICERS OF THE VANUATU Band | Grade | Jobwise Pathway Leadership Career Pathway Level L7 Factor Descriptors Example Jobs
POLICE FORCE & Descriptor (Jobs tequiring varied degree of supervision of people, power, and
Score oversight of general management functions)
[GRT Determination 15 of 2024: The Job Classification Standards Tables for positions of the . . _ _—
Vanuatu Police Force assigned to Leadership career pathway Levels L7 to L8, Bands J to Band J 1.7 Section Leader: Education I. TERTIARY / SPECIALIST _Requ}res 2 specialist d,lploma at .
under-graduate level or a generic university bachelor’s degree, le Assistant
K.] 592-675 | Responsible for i.e.,, no specific discipline, or equivalent level of education, Commissioner of
managing a section part -VQF 6-7 Police and
Table K. L8 The Job Classification Standards Table for the positions of Police Service Commission as assigned to Band K and the of a division/ Experience H. SPECIALISED EXPERIENCE Lieutenant
Leadership pathway Level L8 departlment,. whqre The job requires extensive specialised experience in a technical, | Colonel
effective utilization of seientific, or professional field, normally gained through relevant
Band | Grade Jobwise Leadership Career Pathway Level L8 Factor Descriptors staff is important and professional  qualifications together with significant post
& Score | Pathway (Jobs requiring varied degree of Supervigion ofpcop[e, power, and oversight of general Example Jobs impact on stakeholder qualification practical experience; OR Experience of a more
Descriptor management functions) satisfaction is general 14-15 vears
significant. Staff will Complexiiy C. DEFINED
K L8 Function Education J. TERTIARY / PROFESSIONAL Requires applied knowledge and | Deputy Police include technical The end results required and policy frameworks are defined but
Manager: understanding of the theoretical knowledge base in a specialized field or Commissioner specialists and independent thought is necessary to coordinate conflicting
675 equivalent level of management. One or more academic degrees in a specific progtamme/ Projc?ct demands and optimizs efficiency.
Leadership discipline is essential to perform complex assignments and formulate roles, managed directly | Seope D. MANAGERIAL
773 of a single appropriate responses to resolve both concrete and abstract problems requiring or through team leaders Management or control of a significant operational or functional
funetion or analytical, specialist technical and creative input, -VQF 8-10 unit / division, including the planning, directing and controlling
aspect of a of all activities within the unit, or a CEO / Director General of
large Experience J. DIVERSE EXPERIENCE very small organisation,
function The job requires experience in managing an_d administering a major function or Problem D. VARILED
where the a small / medium organization, or a major department / brand of a large Solying Problems are varied and the solution requires research though
impact on organization. diverse and perhaps contradictory ceases. Initiative and
overall Complexity D. INVOLVED While the end results are generally defined, the means of judgement is necessary in interpretation, IN general, many of
organization achieving them are unspecified. Continuous balancing o conflicting demands these problems extend far beyond the need for short term
end results from diverse sources is required and a high level of unpredictability and solutions, with the research required extending between 1-
is variability is encountered. Imonths,
significant. Freedom to D. GENERAL INSTRUCTIONS
Typically Scope E. CORPORATE Functional responsibility at a corporate level, involving Act Work is subject to general instructions only, and specific
managing central coordination of a specialist or staff function and requiring the completion targets are normally specified. Progress reviews are
managers or integration or coordination of activities and inﬂuenc§: over relevant policy and usually undertaken but in most instances assisiance by a superior
team leaders procedures in all operating areas of a large organization. is given only when requested,
with s'taﬁ 1 Problem E. COMPLEX Problems contain unusual and unexpected elements which Impact of C. Impact Direct
techr?lc.alf Solving have not been previously encountered. Extensive research ay be required, Decisions impact of a single discretionary decision causes significant
specialist possibly e xtending up to 9-12months. Corporate policies and in-house impact, which can be expressed in vatu terms
roles expertise will not provide a complete answer to the problem. of thousands of vatu.
requiring ; Interpersonal | D. INFLUENCE / PERSUADE
high levels  "prcedom to E. GUIDANCE The jobholder is expected to work with a large degree of Skills Congiderable contact influencing staff either ina
of expertise. | p¢y independence within the organization’s plans, policies and reporting managament role requiring sound communication skills
requirements. Overall guidelines and objectives are discussed initially, and or in roles requiring well-developed advisory /
progress is reviewed intermittently and informally conguitative / facilitation skills.
Impact of D. IMPACT Direct impact of a single discretionary decision causes Authority B Financial Authority.
Decisions major impact, which can be expressed in vatu terms of Authorises minor expenditure from another person’s
tens of thousands of vatu.(managers of larger teams and more resources) budget.
Int.crpersonal E RESOLYE/SHAPE Extensive f:or}tact ata seqior level req%liring l1igl'1 II.EVEI People C. 1 Has full supervisory / managerial responsibility for
Skills of communication skills (e.g. medlaFlng, advocating, COUI‘.ISEI]lng,.HEthlatlng) Management | 11-29 staff. This includes allocation of work,
;’e’;;?:;l;“";glgr‘l‘;?l“é:‘;ig;‘g;llex issues; and / or the skills required for accountability for their outputs, quality efe, and
Authority D. FINANCIAL AUTHORITY. Approves routine expenditure within appraisal of their performance.
budgetary limits and is accountable for an expenditure budget.
Page 4 of 13
Page 5 of 13
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GRT Determination 15 of 2024: Job Classification Standards Tables for positions of the
Vanuatn Police Force assigned to Technical career pathway Levels T3 to T4, Bands F to

Band G.

Table F. T3

The Job Classification Standards Table for the positions of Police Service Commission as assigned to Band

F and the Technical pathway Level T3.

Table G. T4

The Job Classification Standards Table for the positions of Police Service Commlssmn as ass1gned to Band
G and the Technical pathway Level T4. . :

Band | Grade
& Score

Jobwise Pathway
Descriptor

Technical Career Pathway Level T3 Factor Descriptors
(Technical pathway jobs requires highly specialised skills and qualifications,

that is job specific}

Example Jobs

Band | Gradé J ohwise Pathway Technical Career Pathway Level T4 Factor Descriptors :
& Descriptor (Technical pathway jobs requires highly specjalised skills and qualifications, ‘Example Jobs
Score that is job specific) S
G T4 Mid-fevel Edueation I TERTIARY / SPECIALIST * Superintendent
Specialist: Requires a specialist diploma at under-graduate level ora and Major
195-455 | Jobs at this level generic university bachelor’s degtee, i.e,, no specific ¢ Chief Inspector
are likely to discipline, or equivalent level of education, Requires a and Captain
provide command of specialised technical or scholastic skills to
independent analyse, evaluate and interpret -VQF Level 7- §
' 1r Experience G ADVANCED

Specuf.llzed . The job requires experience of a broad nature, above that of
technical service a skilled operator / technician. Normally involves an
requiring general awareness of work activities beyond the immediate job
application of situation and the impact of the job on these activities.
practices, : (9— 10 years’ relevant expericnce)
techniques Complexity C. DEFINED . )

’ The end results required and policy frameworls are defined
concep'ts and but independent thought is necessary to coordinate
theoretical conflicting demands and optimise efficiency.
principals from the [ Scope B. RELATED
relevant discipline. Supervision of others required and / or coordination of
They will develop resourees and process (hum?n .f physical / financial), or
solutions to variety some degree of influence within the unit,
of problems of Problem C,ROUTINE / VARIED

Solving Much of the work is routine but problems require reference

moderate scope
and complexity

to precedents and / or extensive interpretation of detailed
instructions

Freedom to act

D. GENERAL INSTRUCTIONS

Work is subject to general instructions only, and specific
completion fargets are normally specified, Progress reviews
are usually undertaken but in most instances assistance by a
superior is given only when requested.

Impact of A.TMPACT

Decisions Direct impact of a single discretionary decision causes
minor impact, which can be expressed in vatu torms of less
than VT 7,000. (the cost of the individual’s own time)

Interpersonal C. ADVISE / SUPERVISE

Skills Discusses and secks cooperation from people in other areas
of the organisation, and / or has some supervisory
responsibility.

Authority A0, FINANCIAL AUTHORITY
No authority to commit routine expenditure or capital
expenditure,

People A1, 0. Conirols no staff. At middle and upper levels, there

Management may be a requirement to allocate tasks to others, possibly

with limited supervisory responsibility, or with some
involvement in training / guiding or project management,

F |T3
335-394

First level specialist:

First level of
Technicians
specialization.
Problems of moderate
scope and complexity
requiring analytical
and creative input,
initiative and
judgement. Jobs at
this level assess,
investigate, analyze
and interpret
information,

Education

I, TERTIARY / SPECIALIST

Requires a specialist diploma at under-graduate level or a
generic university bachelor’s degree, i.e., no specific
discipline, or equivalent level of education. Requires a
command of specialised technical ot scholastic skills to
analyse, evalvate and interpret -VQF LEVEL 7

Experience

G ADVANCED

The job requires experience of a broad nature, above that of
a skilled operator / technician, Normally involves an
awareness of work activities beyond the immediate job
situation and the impact of the job on these activities,

(5 — 8 years’ relevant experience)

Complexity

B. PRACTICAL

The application of Practical skills or acquired knowledge to
undertake well-defined activity, but with the need for
individual judgement.

Scope

B. RELATED

Superviston of others required and / or coordination of
resources and process (human / physical / financial), or
some degree of influence within the uni,

Problem
Solving

C. ROUTINE / VARIED

Much of the work is routine but probleins require reference
to precedents and / or extensive interpretation of detaifed
instructions

Freedom to
Act

B. INSTRUCTIONS

Detaited instructions are given on a range of tasks, but the
jobholder has some freedom to determine the order of tasks
to be commenced, Work is closely monitored and checked
regularly

Impact of
Decisions

A, IMPACT Direct impact of a single discretionaty decision
causes minor impact, which can be expressed in vatu terms
of less than VT 7,000. (the cost of the individual’s own time)

Interpersonal
Skills

B. RELATE (HIGH) Discusses work with employee and
communicates information to other people

Authority

A0, FINANCIAL AUTHORITY
No authority to cotnmit routine expenditure or capital
expenditure,

People
Management

A1, 0. Controls no staff, At middle and upper levels, there
may be a requirement to allocate tasks to others, possibly
with Himited supervisory responsibility, or with some
involvernent in training / guiding or project management.

*  Senior
Inspector
and
Lieutenant

e Inspector,
Second
Lisutenant,
and Warrant
Class
Officer 1

GOVERNMENT REMUNERATION TRIBUNAL
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GRT Determination 15 of 2024: Job Classification Standards Tables for the positions of the Vanuata Police
Force assigned to Operations career pathway Levels O2 to O6, Bands B to Band F.

Table F. 06 Job Classification Standards Table for positions of the Public Service Commission and civilian staff of the Vanuatu Police
S .| Force assigned to Operations pathway Level 06 Band F. -
Band | Grade & | Jobwise Pathway . " Operations Career Pathway Level 0§ Factor Descriptors Example Jobs
Score. - | Descriptor (Jobs that related mostly to technical roles and trades requiring use of tools, equipment,
s e machine, etc and applications of specialised knowledge anid skills to analyse and solve
S S : . technical problems) :
F 06 Technician 2: Education 1. TERTIARY / SPECIALIST e Senjor
Speciatised Requires a specialist diploma at under-graduate level or a generic Sergeant and
135.394 | Technical roles university bachelor’s degree, 1.e., no specific discipline, or equivalent Warrant
accountable for level of education. Requires a command of specialized technical or Officer Class
complex tasks scholastic skills to analyses, evaluate and interpret a wide range of 2
requiring information aqd resolve bo_th_concrete and sometimes ab§tract
analytical and problems and issues. Specialized knowledge with depth in more than one
creativity input ates, -YQF6 & 7 -
. ? Experience F. SKILLED The job requites highly relevant experience in & specific area
Jjudgement, . . . S ;
of work,often involving specialized training in order to achieve
elementof competence. This is not short-term expetience, but significant, longer-term
reseat:clll. As senior experience, predominantly focused on acquiring the job skills, (2 — 5 years’
technicians, jobs relevant experience)
al this level Complexity C. DEFINED The end results required and policy frameworks are
access, defined but independent thought is necessary to coordinate conflicting
investigate, demands and optimise efficiency.
analyse and 3 T - — -
. cope B. Related Supervision of others not required but close liaison with others
fntelpretv i necessary in coordinating specific activities.
information Problem C. Routine/Varied Much of the work is routine but problems require
Solving reference to precedents and /or extensive interpretation of detailed
instruction,
Freedom to CPROCEDURES Work conforms to specific procedures and the results
Act are clearly defined. Worlk is subject to in progress review and guidance and
assistance are readily available
Impact of A.Impact Single Division Direct impact of a single discretionary decision
Decisions course minor impact. Manage own budget
Interpersonal | B-Relate Discuss work with employees and communicates information io
Slkdlls others
Authority A, No authority to commit routine expenditure or capital expenditure,
approve loans or extend credit. At the upper level there may be
authority to sign external correspondence,
People A, Controls no staff, At middle and upper levels, there may be a
Management | requirement to allocate tasks to others, possibly with limited supervisory

responsibility, or with some involvement in training / guiding or
project management

Table E. O3 Job Classification Standards Table for positions of the Vanuatu Police Force assigned to Operations pathway Level 05, Band
Band | Grade & | Jobwise Pathway Operations Career Pathway Level O5 Factor Descriptors
Score Descriptor (Jobs that related mostly to technical roles and trades requiring use of tools, Example Jobs
equipment, maching, etc and applications of'specialised knowledge and skills to
analyse and solve technical problems)
E 05 Technician 1: Education H. TERTIARY / DIPLOMA. e Sergeant
Specialised technical Requires 4 — 5 years’ secondary schooling and a further full-time
186.334 | roles at advanced course of study for 2 — 3 years in a technical or specialised field; or
trades or certificate significant and regular part-time courses of study extending over 5 or
level accountable for moro years. -VOF 4-6
moderately complex Experience E. PROFICIENT
tasks with some The job requi.res adeptiness in a skill ar}d expe:rile{lce in alvariety of
impact on the work tasks, The ?k'll.l may be relat.ed to spemﬁc aCthltle‘S, equipment or
p . general activities that take time to acquire, extending beyond the
unit or wider b callv. 1 -2 * related .
. bs al i short term. (typically, years’ related experience}
organisation. Jo Complexity | B. PRACTICAL
‘fhls level tend to The application of practical skills or acquired knowledge to
involve more undertake well-defined activities, but with the need for
complex problem- individual judgement.
solving, requiring
judgment, Seope B. RELATED Sup_ervision of others is not gequired,. but close
interpretation and liaigon with others is fiecessary in coordinating specific activities to
perhaps analysis and achieve commeon objectives
research Problem C.ROUTINE / VARIED
Solving Much of the work is routine but problems require reference to
precedents and / or extensive interpretation of detailed instructions.
Freedom to C. PROCEDURES Work conforms to specified procedures and the
Act results are clearly defined. Work is subject to in-progress review and
guidance and assistance are readily available,
Tmpact of A.Impact
Decisions /Single Division Direct impact of a single discretionary decision
course minor impact, Manage own budget
Interpersonal | B-Relate Discuss work with employees and communicates
Skills information to others
Authority A. No authority to commit routine expenditure or capital
expenditure, approve loans or extend credit. At the upper level there
may be authority to sign external correspondence.
People A. STAYF RESPONSIBILITY
Management | There may be a requirement to allocate tasks to others, possibly with

limited supervisory responsibilities. (up to 8 Staff)

GOVERNMENT REMUNERATION TRIBUNAL
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Band | Grade | Jobwise Pathway Operations Career Pathway Level O4 Factor Descriptors Example Jobs Table C. O3 Job Classification Standards Table for the positions of the Vanunatu Police Force assigned to Operations pathway Level
& Descriptor (Jobs that related mostly to technical roles and trades requiring use of tools, o 03, Band C. ' : -
Score equipment, machine, etc and applications of specialised knowledge and skills to . :

analyse and solve technical problems) Band | Grade | Jobwise Pathway -Operations Career Pathway Level O3 Factor Deseriptors

D 0 4 Trades 2: Education H. TERTIARY / DIPLOMA o C orporal & Descriptor (JObS that rel‘ated mostly to technical roles and trades requiring use Example Jobs

} Skilled trades or Requires 4 —§ years’ secondary schooling and a ¢ Lance Score of tools, equ1pmel'{t, machine, etc and applicatiops of specialised )
216.285 | technical roles with further full-time course of study for 2 —3 years in a Corporal, knowledge and skills o analyse and solve technical problems) o

accountability for technical or specialized field; or significant and e Constable 3, . . X : -
results of and regular part-time courses of study extending over 5 and Private 3 C 03 Tradesl: = Education G. SECONDARY / VOCATIONAL * Constable I and
o ; ; o Skilled or semi-skilled roles Requires 4 —~ 5 years’ secondary schooling s
processes within ot more yeats. Requires a wide range of specialized | o Constable 2 . . . , Private 1
! Fwork technical or scholastic skills to determine solutions d Privare 2 191-235 | working more independent through to achievement of school leaving
porflons of work or VOF4-6 and Private on varied range of well- qualification and / or extended on-the-job
prt()i| ecisﬁ. \.’\tfo;k Toxperionce D, SEMI ROUTINE defined tasks requiring a training, Requires a range of well-developed
under limite: Routine work practices, but expetience in dealing broader understanding of Zk;llls and s:om:d rfalte)vant theoretlga] knowledgs to
Stp erv1s'10n with exceptions and special cireumstances processes, procedures and ever asmgln 0 outco‘mjs with some
performing required. Experience may be related to the specific work routines, May be Exneri autonomy, discretion and judgement -VOF 2-4
moderately task or fnvolve wider issues affecting the required fo operate ipetience C.ROUTINE .
COH?PIBX and organization’s opetations. Able to be mastered machinery requiring Exp ?nenceilfimxlxargty “;"h Standardlze.d work
Varied problems relatively quickly, within a year, (6 — 12 months® proficiency rout:mes Which may mvolve the use of simple
requiring experience) equipment and machines. Able to be mastered
judgement and Complexity B. PRACTICAL = : over seve_zral months, (3 — 6 months’ experience)
interpretation, The application of practical skills or acquired omplexity B. Pract!call . . ,
knowledge to undertake well-defined activities, The application of practical skills or .af:qmred
but with the need for individual knowledge to undertake define activities.
judgement. Scope B. Related

Scope B. RELATED Supervision of others is not SPP ervision of othe.rs not requlrgd but cl.ose.
required, but close liaison with others is necessary llals(?n WIth, o'tl?ers 15 necessary In coordu‘lathg
in coordinating specific activities to achieve specific activities to achieve common objectives.
common objectives Problem C.ROUTINE / VARIED

Solving Much of the work is routine but problems require”

Problem C.ROUTINE / VARIED .

Solving Much of the work is routine but problems requite fﬁf:ﬁg?:;;%g I:f(‘: ;2;:;?156; rixss/;o:c;);t:;swe
reference to precedents and / or extensive '
interpretation of detailed instructions. Freedom to B. Instructions Detailed instruction are given on

Troodom o Aot CPROCEDURES Act a range of tasks but the jobholder has some
Work conforms to specified procedures and the g:;:gr?l taddeterirlzl?e tlhe olrder Of:tt asl;dto bj
results are clearly defined, Work is subject to in- ch eck: d ged. WOTR I8 closely morfiored an
progress review and guidance and assistance are ’
readily available. Impact of IMPACT

- Decisions A1, Direct impact of a single discretionaty
Impact of Decisions E\/{ngal;t impact of 2 single discretion decision causes minor impact, which can be
decision causes minor impact, which cagrge ?r)l(‘lﬁressed “; ‘i;au'l ‘grmj Ofl‘ joss than V}‘ 7.000.
! s ¢ cost of the individual’s own time
e;Eressed nt} \;latg ?F'I'lj otI"less thap VT 7,000. Tnterpersonal | B, RELATE
Tnterpersonal Skl g} I:Eciit&;lﬂt c individual’s own time) Skilis Discusses work with employees and
. icates inf tion to othy le.
Discusses work with employees and communicates Antbori ?I;?;Zize:n zrma 11:;1 e peon®
information to other people. uthority y \CIAL AUTHORITY .

yor A FINANCIALK 5 No authority to commit routine expenditure or

uthority . FINANCIAL AUTHORITY capital expenditure.
No authority to commit routine expenditure or
capital expenditure, Pcople A. STAFF RESPONSIBILITY
v - o STATT RESPONSTRILITY Management | There may be a tequirement to allocate tasks to
cople Managemen . others, possibly with limited superviso
There may be a requirement to allocate tasks to respongljjbﬂitiei (up to 8 Staff) P i
others, possibly with limited supervisory
responsibilities. (up to 8 Staff)
Page 10 of 13
Page 11 of 13
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Table B. 02 Job Classification Standards Table for the positions of the Vanuatu Police Force assigned to Operations pathway Level GOVERNMENT OF THE GOVERNEMENT DE LA
02, Band B. REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU
OFFICE OF THE GOVERNMENT SUREHUOE CORSE. BE KRN Bl
Band | Grade Jobwise Pathway Operations Career Pathway Level O2 Factor Descriptors REMUNERATION TRIBUNAL :::‘;T;:P‘ i: vila, Vanu
& Score | Descriptor (Jobs that related mostly to technical roles and trades requiring use of tools, Example PMB 9084 Port Vila, Vanuaty Te—i. (57‘5] 2‘;5;5‘:2‘,2‘:;:,?”253151
equipment, machine, etc and applications of specialised knowledge and skills | Jobs Tel:(678) 23625 Fax: 263181 ' e
to analyse and solve technical problems)
B 02 Manual Labour 2: Education B. ELEMENTARY (PRIMARY)
Unskilled or semi-skilled Basic schooling with ability to read and write and e Special PART 5 - THE SALARY STRUCTURE FOR THE POSITIONS OF
145-190 | Toles where accountability understand simple written instructions to carry out set Constable COMMISSIONED AND NON-COMMISSIONED OFFICERS OF THE
is limited to achievement and familiar routines as directed. and Force
of, straight forward day to | Experience B. SIMPLE TASKS Reserve VANUATU POLICE FORCE
day tasks under close Simple tasks which can bp adequately.leamed within GRT D ey 15 of 2024: .
Secdvieispamiicsn a few weeks. Instruction is normally given verbally o Probation [ etermination of 2024: The Salary Structure Table for the positions of the
sttt but basic written procedures maybe provided. Officer Vanuatu Police Force assigned to Leadership pathway (Level L7 & L8), Technical pathway
Complexity B. PRACTICAL (Level T3 & T4), and Operations pathway (Levels 02-06)]
The application of practical skills or acquired
knowledge to undertake well-defined activities, _ e .
i vilth fe neat A TS 5.1 Table 1 — Annual Salary payable to positions of Members of the Vanuatu Police
Force.
Scope B. RELATED
Sgﬁ:sr\&ilsienlof others is not reqzi_redtz but clos; liaison CAREER Grade & Range
with others is necessary in coordinating specific s : : :
activities to achieve common objectives Office EAXLIWY AHistinam Midpoint Maximum
Problem A. ROUTINE Level Rank 1 2 3
Solving Prob_lems are minor. Some ind?vidualJ_'udgement is COMMISSIONED OFFICER (CO)
required to interpret rules and instructions. D C - fPoli I8 CO6 5390.000 5.647.000 5.004.120
epu omimissioner 01 rolice
Freedom twAct | B. INSTRUCTIONS Ansitiat Commissionet of Police and o7 CO5 | 4402700 | 4458600 | 4514,
Detailed instructions are given on a range of tasks, S RISl A OIHINSSTANSE. OF S OlGe Al ? ? i 2 4,514,500
but the jobholder has some freedom to determine the Lleutﬁfnant Colonel _
order of tasks to be commenced. Work is C]USGIy Superlntendent and Mﬁ_] or T4 CO4 3,469,300 3,620,800 3,772,300
monitored and checked regularly Chief Inspector and Captain T4 CO3 3,015,000 3,166,200 3,317,700
Tmpact of Decisions | TMPACT Senior Inspector and Lieutenant T3 CO2 2,805,800 2,905,000 3,003,500
A 1. Directimpaceolu single discretioniry decislon Inspector, Second Lieutenant, and T3 CO1 2,509,300 2,608,100 2,707,000
causes minor impact, which can be expressed in vatu Warrant Class Officer 1
terms of less than VT 7,000. NON-COMMISSIONED OFFICER
(The cost of the individual’s own time) (NCO)
Interpersonal Skills | A COURTESY -
Liittle eoikact with oihier staff other thon normal Senior Sergeant and Warrant Officer 06 NCO 8 1,788,000 1,961,000 2,135,000
pleasantries and basic courtesy. Class 2
YT e e e Sergeant 05 NCO7 1,528,000 1,614,600 1,701,200
No authority to commit routine expenditure or capital Enmon] : O NCO S L0600 o000 1,434,700
expenditure. Lance Corporal, Constable 3, and Private 04 NCO 5 1,364,000 1,378,000 1,392,000
People Management | A. STAFF RESPONSIBILITY 3 -
There may be a requirement to allocate tasks to Constable 2 and Private 2 04 NCO 4 1,321,000 1,335,200 1,349,400
others, possibly with limited supervisory : Constable | and Private 1 03 NCO 3 1,193,000 1,207,200 1,221,400
N responsibilities. (up to 8 Staff) Special Constable and Force Reserve 02 NCO 2 880,000 880,000 880,000
Probation Officer 02 NCO 1 880,000 880,000 880,000

ION
= rﬂ/gO / b 3
™ Wi s
REPUBLIC \ : v AN S,
OF VANUATU = : i ¢/ REPUBLIC Ny a ) S
ﬁmary Leona Nigel T. Malosu ARUATU X}ED .
L igel T.
> REPUBLIQUE ] mber Member g el\r/lnaryb eona Nl%\lebMalosu
<.\, DEVANUATU /J&/ \ REPUBLIGUE /& Member eribier
l::— hY £ Ty ‘P‘: % Y
e &/ < \_ DE VANUATU
Effective as of 1 Dée d’*“é?‘ ;
% DE 55}{\3&#
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Appendix 8C. GRT Determination 8 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of the Public Servants employed by the Public
Service Commission and other public sector employing bodies.

GOVERNEMENT DE LA
REPUPLIQUE DE VANUATU

BUREAU DE CONSEIL DE REVISION DES
TRAITEMENTS

SPR 8094 Port-Vila, Vanuatu

Tél: (678) 23625 Télécopie: 263181

GOVERNMENT OF THE
REPUPLIC OF VANUATU
OFFICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
PMB 9094 Port Vila, Vanuatu
Tel: (678) 23625 Fax: 263181

OFFICE OF THE GOYERNMENT REMUNERATION TRIBUNAL

GRT DETERMINATION 8 of 2024
Notice No. .... of 2024

COMMISSIONS & GOVERNMENT EMPLOYING BODIES

THE GRT DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND THE
SALARY STRUCTURES FOR GENERAL POSITIONS OF PUBLIC SERVANTS APPOINTED BY
COMMISSIONS AND VARIOUS GOVERNMENT EMPLOYING AGENCIES.

This Determination sets out the Job Classification Standards and the salary structures for general positions
of public servants, appointed by Commissions and various government employing agencies, as assigned to
the SP10 Jobwise® career pathways, including the Customer and Business Support, Operations, Technical,
and the Leadership. It comprises:

PART CONTENT PAGE
1 GENERAL 2
2 THE RULES FOR APPLICATION OF DETERMINATION FOR POSITIONS OF 3

PUBLIC SERVICE OFFICERS
3 RELATED MATTERS - ALLOWANCES

THE REFERENCE TABLE FOR DETERMINATION COMPONENTS AND 5
CAREER PATHWAYS

5A THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF 6
PUBLIC SERVANTS ASSIGNED TO THE LEADERSHIP CAREER PATHWAY

5B THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC 12
SERVANTS ASSIGNED TO THE LEADERSHIP CAREER PATHWAY

6A THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF 14
PUBLIC SERVANTS ASSIGNED TO THE TECHNICAL CAREER PATHWAY

6B THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC 20
SERVANTS ASSIGNED TO THE TECHNICAL CAREER PATHWAY

TA THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF 22
PUBLIC SERVANTS ASSIGNED TO THE OPERATIONS CAREER PATHWAY

7B THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC 28
SERVANTS ASSIGNED TO THE OPERATIONS CAREER PATHWAY

8A THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF 30
PUBLIC SERVANTS ASSIGNED TO THE CUSTOMER AND BUSINESS
SUPPORT CAREER PATHWAY

8B THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC 36
SERVANTS ASSIGNED TO THE CUSTOMER AND BUSINESS SUPPORT
CAREER PATHWAY

GOVERNMENT REMUNERATION TRIBUNAL

PART 1 GENERAL

1.1  Authority:

1.1.1 This Determination is issued pursuant to section 13(1) of the Government Remwuneration Tribunal Act
No. 20 of 1998 [CAP 250].

1.1.2  The Tribunal may issue guidance notes from time to time to assist the Employing bodies in the
administration of this Determination.

1.2 Application:

1.2.1 The Determination applies to the positions occupied by persons employed by the Public Service
Commission as public servants under section 8(1)(b) of the Public Service Act,

1.2.2 The Determination may apply to positions of public servants employed by other Commissions and
various employing agencies of government,

1.2.3 This Determination may, on the written consent of the Tribunal, be applied to officers employed by or
appointed to positions by a Government Agency including but not limited to a Statutory Entity, a
Statutory Corporation and a State-Owned Enterprise,

1.2.4 This Determination does not apply to a member of the Vanuatu Police Force or positions for teachers or
nurses or persons working in the clinical or Health sector,

1.2.5 This Determination does not apply to the positions of the Directors General and Directors whose
appointment is made under section 18 of the Public Service Act.

1.2.6  This Determination does not apply to the Deputy Directors, Chief Executive Officers, Deputy Executive
Officers of Statutory Entity, Statutory Corporation and State-Owned Enterprise.

1.2.7 This Determination applies to all jobs or positions assigned to the Leadership (Levels L1-L6), the
Technical (Levels T1- T6), the Operations (Levels O1-06), and the Customer and Business Support
(Levels S1-S6) career pathways of SP10 JobWise® Framework.

1.3  Effecfive Date:

1.3.1 This Determination takes effect as of 1% December 2024,

1.3.2 This Determination supersedes any determination or decision made on the salary of employees
appointed by the Public Service Commission under section 8(1)(b) of the Public Service Act.
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PART 2 THE RULES FOR APPLICATION OF DETERMINATION FOR THE POSITIONS OF
‘THE PUBLIC SERVANTS

2.1  Setting the Salary:

2.1.1 Employing bodies shall determine the work value for the position of the officers stated on paragraphs
1.2.1,1.2.2 and 1.2.3 in accordance with the Classification Standards and the Salary Structure set out in
this Determination,

2.1.2 In the process of designing a new position and fixing its salary grade, the Commission shall ensure the
contents of the new Job Descriptions align to and reflect the relevant Job Classification Standards as set
out in this Determination.

2.1.3 In the context specified in 2.1.2, the Commission shall consult, evaluate, and carefully apply the Job
Classification Standards contents so as to accurately determine the appropriate career pathway and level
of a new job.

2.1.4 In determining the work value of the position specified in section 1.2.1, 1.2.2 and 1.2.3, and with respect
to paragraphs 2.1.2 and 2.1.3, the Commission is expected to exercise prudent business judgement by
applying salaries based on merit, commensurate with the responsibilities and accountabilities of the
office as depicted by the relevant Job Classification Standards,

2.1.5 Anofficer, other than the officer serving her or his probation, when acting on a position higher than her
or his substantive position shall be paid the salary for that position until such time she or he is no longer
acting.

2.1.6 A new person appointed to a vacant or new position shall be paid the minimum annual salary (i.e base
salary) belonging to the Band and pathway Level to which the position has been formally assigned as
laid out in relevant salary structure.

2.1.7 A Cadet and an Intern shali be paid an hourly rate as determined below.

VQF Grade Hourly Rate (VT)
Intern Level 7 Ps S 3.9 Maximum 670
’ Ps S 3.1 Minimum 580
Cadet Level 1 or Level | Ps 8 1.9 Maximum 480
2 Ps S 1.1 Minimum 320

2.2 Adjustment to Salary:

2.2.1 Adjustment to salary shall be made in accordance with established performance guidelines and grading
system, and within the ability of the employing agency to retain or promote the person with the necessary
qualification and skills,

2.2.2 Based on established and reliable performance standards, a salary increment may be applied only to a
person who has demonstrated an outstanding performance consistently for two (2) consecutive years or

more.

2.2.3 Where applicable, an increment to be applied to salary grades below the salary Midpoint within a Band
of the Salary Structure shall be administered upon approval of the Head of the agency.

GRT Determination 8 of 2024 - PSC Page 3 of 37

GOVERNMENT REMUNERATION TRIBUNAL

2.2.4. Where applicable, an increment to be applied to salary grades set above the Midpoint within a Band of
the Salary Structure shall be subject to a recommendation made by the Head of agency to the employing
body for approval and a note of commendation for excellence to the officer.

2.2.5 An employing body may promote an officer to a position assigned to a salary Band higher than the
officer’s current post, only and only if that officer has met the relevant job requirements contained in the
Job Classification Standards that corresponds to that higher Band.

2.2.6 An employing agency shall pay the minimum salary to an officer if he or she is promoted to a position
assigned to a salary Band that is higher than the officer’s current salary Band.

PART 3 RELATED MATTERS - ALLOWANCES

3.1  Take home pay entitlements:
3.1.1 An officet, as specified in 1.2.1, other than an Intern, shall be entitled to (i) a Housing Allowance and (ii)

a Child Allowance.

3.1.2 An employing agency may, in consultation with GRT, implement any other allowances deemed payable
to officers in high level positions in any career pathways as set out in PART 1 paragraph 1.2.7.

3.1.3 The details on allowances are presented in the GRT Determination 33 of 2024,

PART 4 THE REFERENCE TABLE FOR DETERMINATION COMPONENTS AND CAREER
PATHWAYS

4.1 The Classification Standards and Salary Structures for the officers stated in section 1.2.1, 1.2.2, 1.2.3
who are appointed to the positions assigned to the four (4) main jobwise career pathways and levels
specified in section 1.2.7, are presented in a series of tables in this Determination according to the order
and reference details specified in the Table 4.1 below.

Table 4.1 Reference Details to Determination Components

Career Pathway | Determination Pathway Levels | Bands | Reference to
Component Assorted
Tables
Leadership (L) | Job Classification L6 1 Table 1. L6
Standards L5 H | Table H. L5
L4 G Table G. 1.4
L3 F Table F. 1.3
L2 E | Table E.L2
L1 D | TableD.L1
Salary Structure L1-L6 D—1 | Table L1-L6
Technical (T) | Job Classification T6 I Table I. T6
Standards TS H | Table H. T5
T4 G | Table G. T4
T3 F Table F. T3
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T2 E Table E. T2 and associated Problem C. ROUTINE / VARIED Much of the work is routine Head — Aid
Tl D Table D. T1 budgets. Solving but problems require reference to precedents and / or Coordination
: extensive interpretation of detailed instructions. Unit
Salary Structure T1-T6 D -1 | Table T1-T6 Freedom to | C, PROCEDURES Work conforms to specified
Act procedures and the results are clearly defined. Work is Financial
Operations (O) | Job Classification 06 F Table F. 06 subject to in-progress review and guidance and assistance | Controller
Standards 035 B Table E. O5 are readily available, Managor
04 D Table D. O4 Impact of B. 1 IMPACT Direct impact of a single discretionary Customs
03 C Table C. O3 Decisions decision causes some impact, which can be expressed in
02 B Table B, 02 vatu terms of hundreds of vatu Manager-
01 A | Table A. O1 Interpersonal | C. ADVISE / SUPERVISE Discusses and seeks FMIS
N _ - N Skills cooperation from people in other areas of the organisation,
Salary Structure 01-06 A~T | Table O1-06 and / or has some supervisory responsibility, Managet-
Authority B Financial Authority. Authorises minor expenditure from | Customs
Customer & Job Classification S6 F Table F. S6 another person’s Revenue
Business Standards S5 E | Table E. S5 budget.
Support (8) 84 D | Table D. S4 People B. Has full supervisory / managerial responsibility for Manager -
Management | up to 10 staff. This includes allocation of work ICT Policy
$3 C | Table C. 83 . P ’
accountability for their outputs, quality ete. and
S2 B Table B. 52 appraisal of their performance Manag_er-'
S1 A | Table A. S1 Imc'lesuga;“’“
and Lega
Salary Structure S1-S86 A—F | Table S1-S6 Servicegs

Table H. L5 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band
PART 5A THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF PUBLIC H and the Leadership pathway Level L5
SERVANTS ASSIGNED TO THE LEADERSHIP CAREER PATHWAY
[GRT Determination 8 of 2024: The Joh Classification Standards Tables for he positions of Public Servants as assigned to e e Y b rac i varied e e e o 4 ical LS
Band D to Band I and the Leadership career pathway Level L1 to Level 16.] escriptor quiring v 4 p I people, power, Typl-c%_l
Score : oversight of general management functions) Positions
Table I L6 The Job Classification Standards Table for the positions of Public Servants as assigned to Band 1 and the
Leadership pathway Level L6 H L5 | Team Leader: Edueation L TERTIARY / SPECIALIST Requires a specialist i
456~ | Team leaders at diploma at under-graduate level or a generic university | Executive
Band | Grade | Jobwise Pathway " Leadership Career Pathway Level L6 Factor Descriptors Typical L6 520 | this .[evel tend o bacl}elor’s degree, ie, o sp ecific_discipline, or | Officer
& Descriptor (Jobs requiring varied degree of supervision of people, power, and oversight |  Positions f:}l ltl;to one‘;);‘the equivalent level of education. -VQF 6-7 Menager
. _ : - : 0 types: either -
Score | of general management functions) technical Experience | H. SPECIALISED EXPERIENCE The job requires | Programs
I L6 | Team Manager: | Education | 1. TERTIARY / SPECIALIST Requires a specialist | Manager — specialists with one ex.‘““ts.?’e SPe‘“ah;ed : e"fl’ertle'l‘ge n lete"h“.‘caii Mana
521- | Manages staff diploma at under-graduate level or a generic university | Rates & or more assigned Soieniiic, O Prolessional Held, homialy gaine Anager -
assioned fo bachelor’s d : iFic disciol; | Taxes technical staff. or through relevant professional qualifications together | Financial
591 g_f § achelor’s degrec, 1.¢., no specific discipline, or equivalent Jower-lovel ’ with significant post qualification practical experience; | Accounting
s;c)lecil {etrat' level of education. -VQF 6-7 Manager oweil-liezc " OR Experience of a more general 10-11 years
administrative, - specialist with a : : : _
operational, or Experience H. SPECIALISED EXPERIENCE The job requires | Budget team of business or Complexity C. DEFINED The end resul.ts required and p ohcy Manager
X > tensi alised . : hnical. scientifi . frameworks are defined but independent thought is Revenue
technical roles extensive specialised experience in a technical, scientific, technical support . L
who work or professional field, normally gained through refevant | Head- Staff, Planning necessaty to coordinate conflicting demands and Head of Treatics
X professional qualifications together with significant post | Monitoring P ’ optimise efficiency. X
independently as o . . . scheduling, and & Convention
. qualification practical experience; OR Experience of amore | and o
technical general, 12-13years Evaluation monitoring work Scope D. MANAGERIAL Management or control of a o
specialists. N Complexity | B. PRACTICAL The application of practical skills or Unit and associated significant operational or functional unit / division, Principal
Ensures decisions o L budgets. including the planning, directing and controlling of all | Economist
acquired knowledge to undertake well-defined activities, st oo ;
of management but with the need for individual (udeement Head — activities within the unit, or a CEQ / Director General _
are articulated and Juce ' Policy and of very small organisation, . : Manager — RTI
implemented. Scope D. MANAGERIAL Management or control of a Planning Probllem D. VARJED Problems are \.zaned and the solution Manager — HRD
Manages and significant operational or functional unit / division, Uit Selving requir (:is' research through diverse and perhaps &
monitors work including the planning, directing and controlling of all contradictory cases, Initiative and judgement is Manager —
activities within the unit, or a CEO ¢ Direcior General of necessary in n}{ierpretatml}. In general, level needs Exch eg e
very small organisation. research, required extending between 1 —:’: moqths. \eq]
Freedom to D. GENERAL INSTRUCTIONS Work is subject to | Services
Aect general instructions only, and specific completion Payment/Payroll
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targets are normally specified. Progress reviews are
usually undertaken but in most instances assistance by
a superior is given only when requested.

Impact of
Decisions

B. IMPACT Ditect impact of a single discretionary
decision causes some impact, which can be expressed
in vatu terms of hundreds of vatu

Skills

Interpersonal

b. INFLUENCE / PERSUADE Congsiderable
contact influencing staff either in a management role
requiring sound communication skills or in roles
requiring well-developed advisory / consultative /
facilitation skills.

Authority

B. FINANCIAL AUTHORITY (LOW) Authorises
minor expenditure from another pergon’s budget

People
Management

C. Has full supervisory / managerial responsibility for
1129 staff. This includes allocation of work,
accountability for their outputs, quality etc. and
appraisal of their performance.

Manager — Debt

Head — Asia
Pacific

Table G, L4 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band
G and the Leadership pathway Level L4
Band | Grade | Jobwise Leadership Career Pathway Level L4 Factor Descriptors
& | Pathway (Jobs requiring varied degree of supetvision of people, powet, and oversight Typical L4
Score | Descriptor of general management functions) Positions
G L4 Supervisor 2: | Education I. TERTIARY / SPECIALIST Requires a specialist Manager —
395. | Supervisors at diploma af under-graduate level or a generic university Geo-Hazards
455 | this level tend bachelor’s degree, i.¢., no specific discipline, or equivalent
to be level of education. Requires a command of specialised Manager -
responsible for technical or scholastic skills to analyse, evaluate and Legal
staff in process- interpret a wide range of information and resolve both
focused or conerete and sometimes abstract problems and issues. Manager —
tochnical Specialised knowledge with depth in more than one area. - | Central
support rolcs VQF 6-7 Medical Store
) LExperience G. ADVANCED The job requires experience of a broad
May be, nature, above that of a skilled operator / technician, Manager
responsible for Normally involves an awareness of work activities beyond | Finance
budgets. the immediate job situation and the impact of the job on
Emphasis on these activities. Thus, it may be necessary to work in Division
scheduling, harmony with conflicting and diverse activities and Manager
work allocation usually involves control of resources and people. (5 — 10
and monitoring. years’ relevant experience) Head of
Responsible for | Complexity B. PRACTICAIL The application of practical skills or Development
performance acquired knowledge to undertake well-defined activitics, Cooperation
reviews and but with the need for individual judgement.
staff training, Head of
Seope C. INFLUENCING/SUPERVISORY  Supervision of Multifateral
others required and / or coordination of resources and Trade
process (human / physical / financial), or some degree of
influence within the unit, Manager-
Problem C. ROUTINE / VARIED Much of the work is routine Forecasting
Solving but problems require reference to precedents and / or
extensive interpretation of detailed instructions, National
: Coordinator
Freedom to C. PROCEDURES Work conforms to specified
Act procedures and the results are clearly defined. Work is Manager —
subject to in-progress review and guidance and assistance | glactrification
are readily available. Unit

Impact of B. Direct impact of a single discretionary decision causes
Decisions some impact, which can be expressed in vatu terms of Manager —
hundreds of vatu, Information
(supervise small team or provides advice) Technology
Interpersonal | C. ADVICE/ SUPERVISE (MEDIUM)
Skills Discusses and seeks cooperation from people in other
areas of the organisation, and / or has some supervisory
responsibility.
Authority B, FINANCIAL AUTHORITY (LOW)
Authorises minor expenditure from another person’s
budget
People B, STAFF RESPONSIBILITY (LOW)
Management | Has full supervisory / managerial responsibility for up to

10 staff. This includes allocation of worls, accountability
for their outputs, quality, ete, and appraisal of their
performance

in vatu terms of hundreds of vatu

Table F. L3 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band
F and the Leadership pathway Level L3
Band | Grade | Jobwise Leadership Career Pathway Level L3 Factor Descriptors
& Pathway (Jobs requiring varied degree of supervision of people, power, and Typical L3 -
Score | Descriptor oversight of general management furictions) Positions
F 13 Supervisor 1: Edueation H, TERTIARY/ DIPLOMA VQF Level 4-6
335- | Supetvisors at Requires 4 — 5 years’ secondary schooling and a Manager
394 | this level tend to further full-time course of study for 2—3 yearsina | Administration &
be responsible technical or specialised field, -VQF 6 Support Services
for staff in task
focused roles. Experience F. SKILLED EXPERIENCE The job requires
Lilely to be hlghlj{ relev{jmt expetience in a s'pem.ﬁc area of work, | Manager-Fleet
ible for often involving specialised training in order to
responsi . A
budget. achlew.fe competer.lce: This is not short-term . Mamflgc_r
Emphasi experience, but significant, long~-term experience, Provincial
mpnasis on predominantly focused on acquiring the job skills. (2- | Operations
schedu}mg, work 5 years’ experience)
alIoc.atu?n and Complexity | PRACTICAL (LLOW) The application of practical | Manager
monitoring. skills or acquired knowledge to undertake well- Decentralisation
Responsible for defined activities, but with the need for individual
performance judgement Head Protocol &
reviews and staff Consular Services
training. Scope C. INFLUENCING/SUPERVISORY Supervision
of others required and / or coordinaticon of resources | Manager-General
and process (human / physical / financial), or some and Support
degree of influence within the unit. Services

Problem C. ROUTINE/VARIED (MEDIUM) Much of the

Solving work is routine but problems require reference to Manager —
precedent and / or extensive interpretation of detailed | Monitoring and
instructions Evaluation

Freedom to C. PROCEDURES (MEDIUM)

Act Work conforms to specified procedures and the results Man'ager — Value
are clearly defined. Work is subject to in-progress | Chain, Research,
review and guidance and assistance are readily | 21d Innovations
available

Manager —

Impact of B. IMPACT Direct impact of a single discretionary | Cotrectional

Decisions decision causes some impact, which can be expressed | Centre
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Interpersomal | C. ADVICE/ SUPERVISE (MEDIUM) Discusses | Manager -
Skills and seeks cooperation from people in other areas of Compliance
the organisation, and / or has some supervisory
responsibility. Manager Planning
Authority A, No authority to commit routine expenditure or and Compliance
capital expenditure, approve loans or extend credit, At
the upper level there may be authority to sign external | Team Leader —
correspondence. Customs Border
People B. STAFF RESPONSIBILITY (LOW) Has full
Management | supervisory / managerial responsibility for up to 10 Manager-
staff. This includes allocation of work, accountability | Employment
for their outputs, quality, etc, and appraisal of their Services
performance

monitor, and
performance
reviews

Act arange of tasks, but the jobholder has some freedom to
determine the order of tasks to be commenced. Work is
closely monitored and checked regularly.

Impact of B. IMPACT Direct impact of a single discretionary

Decisions decision causes some impact, which can be expressed in
vaty terms of hundreds of vatu,

Interpersonal | C. ADVICE/ SUPERVISE (MEDIUM) Discusses and

Skills seeks cooperation from people in other areas of the
otganisation, and / or has some supervisory responsibility.

Authority B. FINANCIAL AUTHORITY (.OW) Authorises
minor expenditure from another person’s budget.

People A. STAFF RESPONSIBILITY There may be a

Management | requirement to allocate tasks to others, possibly with

limited supervisory responsibilities. (up to 8§ Staff).

Table E. L2 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band
E and the Leadership pathway Level L2
Band | Grade | Jobwise Leadership Career Pathway Level L2 Factor Descriptors
& Pathway (Jobs requiring varied degree of supervision of people, power, and Typical L2
Score Descriptor - oversight of general management functions) Positions
E (| L2 Working Education H. TERTIARY/ DIPLOMA Requires 4 — 5 years’
286- | Supervisor: secondaty schooling and a further full-time course of Manager
334 ‘ study for 2 — 3 years in a technical or specialised field. Boarder
First lovel -VQF Level 4-6 Control
supervisory roles
undertaking Experience E. PROFICIENT EXPERIENCE  This requires Principal
some of the same adeptness in a skill and experience in a variety of tasks. Agriculture
duties as those The skill may be related to specific activities, equipment Development
supervised in a or general activities that take time to acquire, extending Officer
working beyond the short-term.
supervisor Complexity PRACTICAL (LOW) The application of practical skills | Manager
capacity. Ensures or acquired knowledge to undertake well-defined Passport
decisions of activities, but with the need for individual judgement.

Manager
management are  |Tge o C. INFLUENCING/SUPERVISORY Supervision of | Operations
articulated and others required and / or coordination of resources and
implemented. process (human / physical / financial), or some degree of
Responsible for influence within the unit. Manger —
scheduling, Problem B. ROUTINE  Problems are minor. Some individual Tourism
rosters, worlk Solving judgement is required to interpret rules and instructions Development
allocation and Freedom to B. INSTRUCTIONS Detailed instructions are given on

Table D. L1 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band
D and the Leadership pathway Level 1.1
Band | Grade | Jobwise Pathway Leadership Career Pathway Level L1 Factor Descriptors Typieal
& Descriptor (Jobs requiring varied degree of supervision of people, power, and . | L1
Score oversight of general management functions} Positions
D L1 Leading Hand: In Education H. TERTIARY/ DIPLOMA Requires 4 — 5 years’
236- | addition to the secondary schooling and a further full-time course of
285 undertaking task- study for 2 — 3 years in a technical or specialised
oriented/manual work at field. -VQF Level 4-6
skilled operator or trades _ : . S—
level, roles at this level Experience F. SK.ILLE‘D The. Jjob requires highly l'ele'zvant .
. experience in a specific area of work, often involving
are responsible for . s .
allocating work and close speqa!med training in order to achieve competence.
. acquiring the job skills.
supervision of staff (2 — 5 years’ relevant experience)
performing similar tasks. "y siesiy ™ [ B, RELATED/INFLUENCING/ SUPERVISORY
Generally, such work Simple and routine tasks specifically defined, easily
alongside the staff learnt, and requiring minimal independent though or
significant decision making by job holder.
Scope B. RELATED Supervision of others required and
/ or coordination of resources and process (human /
physical / financial), or some degree of influence
within the unit.
Problem C, REPETITIVE/ROUTINE  Work is simple and
Solving repetitive. Problems are minor and are solved by the

simple choice of responses or actions already learnt,
Some individual judgement is required to interpret
rules and instructions.

Freedom to
Act

B. INSTRUCTIONS  Detailed instructions are
given on a range of tasks, but the jobholder has some
freedom to determine the order of tagks to be
commenced. Work is closely monitored and checked
regularly,

Impact of B. IMPACT Direct impact of a single discretionary

Decisions decision causes some impact, which can be expressed
in vatu terms of hundreds of vatu,

Interpersonal | B. RELATE (HIGH) Discusses work with

Skills employee and communicates information to other
people.

Authority A. FINANCIALAUTHORITY No authority to
commit routine expenditure or capital expenditure.

People A. STAFF RESPONSIBILITY There may be a

Management | requirement to allocate tasks to others, possibly with

limited supervisory responsibilities. (up to § Staff)
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GOVERNMENT OF THE GOVERNEMENT DE LA G PsL 4.4 3,061,000
EAKOPLARIAY S AR NSO 85 PsL 4.3 3,005,000
REMUNERATION TRIBUNAL ;::‘;;'f:;:_wi - PsL 4.2 2,949,000 _
::13‘ :?;; ;Z;SV::;:\;"’E";;:: Tél: (678) 23625 Télécopie: 263181 PsL 4.1 2,893,000 Minimum
PsL 3.9 2,838,000 Maximum
PART 5B. THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC SERVANTS ASSIGNED PsL 3.8 2,782,000
TO THE LEADERSHIP CAREER PATHWAY PsL 3.7 2,726,000
PsL 3,6 2,670,000
[GRT Determination 8 of 2024: The Salary Structure Table for the positions of Public Servants as assigned to Band F PsL 3.5 2,612,000 Midpoint
D to Band I and the Leadership career pathway Level L1 to Level L6.] PsL 34 2,558,000
PsL 3.3 2,502,000
GRT Determination 8 of 2024: Ps1.3.2 2,446,000
Psl. 3.1 2,390,000 Minimum
Table L1-L.6 — The Salary Structure Table for the positions of Public Servants as assigned to
Band D to Band I and the Leadership career pathway Level L1 to Level L6. PsL 29 2,334,000 Maximum
Psl 2.8 2,278,000
PsL27 2,222,000
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL PsL 2.6 2,167,000
PERFORMANCE-BASED SALARY STRUCTURE DETERMINATION FOR THE EE -
LEADERSHIP CAREER PATHWAY E albe s 111,000 ot
PsL24 2,055,000
PUBLIC SERVANTS PsL 2.3 1,998,000
Band Grade Annual Salary Range PsL 22 1,943,000
- PsL 2.1 1,887,000 Minimum
PsL 6.9 4,347,000 Maximum
PsL 6.8 4,291,000 PsL 1.9 1,831,000 Maxiium
Fal 6.7 3,235,000 PsL 18 1,775,000
PsL 6.6 4,175,000 _ PsL 17 1,719,000
I PsL 6.5 4,124,000 Midpoint PsL 16 1,663,000
. 0000 D PsL 1.5 1,607,000 Midpoint
Psl 6.3 41112,000 PsL 1.4 1,551,000
sl 6.2 3,956,000 _ PsL 1.3 1,496,000
PsL 6.1 3,900,000 Minimum PsL 12 1,440,000
- PsL 1.1 1,384,000 Minimum
Ps1. 5.9 3,844,000 Maximum
PsL 5.8 3,788,000
PsL 5.7 3,732,000
PsL 5.6 3,676,000
H PsL5.5 3,620,000 Mid-point
PsL 5.4 3,564,000 d this 17* day December, 2024.
PsL 5.3 3,509,000 A TION T Y ot
PsL 5.2 3,453,000 P2 . SO
PsL 5.1 3,397,000 Minimum , 5?/ REPUBLIC Nigel Malosu
Chairman’ *{ of VANUATU Member
PsL 4.9 3,341,000 Maximum ,r-,,’j
PsL 4.8 3,285,000 L f?} REPUBLIQUE
PsL 4.7 3,229,000 Effective as of date-ofdetpEniiiiiyy
PsL 4.6 3,173,000 .».1,% _ 4
PsL 4.5 3,117,000 Midpoint S e W
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GOVERNEMENT DE LA Table H. TS The Job Classification Standards Table for the positions of Public Servants as assigned to Band H

GOVERNMENT OF THE
REPUPLIC OF VANUATY s REPUPLIGUE BE VANUATY )

OFFICE OF THE GOVERNMENT ¢g.;‘.t UACAU IECOlSEx OEAEVISION DEs and the Technical Level TS,

REMUNERATION TRIGUNAL “Jﬁ:‘? SPRS09 PortVlla, Vanuat

PIMB 9054 Port Vila, Vanuatu R e e R 2 at - .

Tel: {578) 23625 Fax: 263151 i W Tel:{678) 23675 Tdfcnpie: 263151 Band | Grade & | Jobwise Pathway Technical Career Pathway Level T5 Factor Descriptors

Score Descriptor {Technical pathway jobs requires highly specialised skills and Typical T3 Positions
: qualifications, that is job specific)

TABLE 6A. THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF PUBLIC

SERVANTS ASSIGNED TO THE TECHNICAL CAREER PATHWAY H T5 Senior Level Education J. TERTIARY / PROFESSIONAL
Lo . . . . 335-304 | Specialist: Requires applied knowledge and understanding of the Principal Policy Analyst
[GRT Determination 8 of 2024: The Job Classification Standards Tables for the positions of Public Servants ag theoretical knowledge base in a specialised field or (DSPPAC)
assigned to Band D to Band I and the Technical career pathway Levels T1 to T6.] Tobs at this level equivalent level of management. -VQF levels 8
- - — - . rovide a Experience H. SPECIALISED The job requires extensive Audit Manager
Table L. To The Job Classification Standards Table for the positions of Public Servants as assigned to Band I and the p o specialised experience in a technical, scientific or
Technical level T6. Sp601z.ahsed . professional field, normally gained through relevant
technical service, professional qualifications together with significant
Band | Grade | Jobwise Technical Career Pathway Level T6 Factor Descriptors Typical T6 developing | bast quatfication practionl experience; 10- 11 Years,
& - Pathway (Technical pathway jobs requires highly specialised skills and qualifications, that | Positions solutions fo varied | ~0MPIeXIty iy ¢ end results required and PO]W’.(
: AW . 8 : frameworlcs are defined but independent thought is
S - Déseript ' is job specific) and complex P
core escriptor Job sp problems necessary to coordinate conflicting demands and
: L timise efficiency
d | Educat J. TERTIARY w4
! e gde‘;:ai;ll?sat' e Requires aj R]iec; iﬁ)?vl;‘iisglaon? ﬁfc'lerstandin of the theoretical Aﬂalytlcal e i Seope C. INFLUENCING /SUPERVISORY _ Supervision
521~ P : PP R _g . \ g creative reasoning of others required and / or coordination of resources
591 . knowledge base in a specialised field or equivalent level of required to and processes (human / physical / finaneial), or a high
Jobs at this management, -VQF 9 explore degree of influence across the organisation, in order to
level are Experience | H, SPECIALISED The job requires extensive specialised alternative options achicve significant outcomes, i
likely to experience in a technical, scientific or professional field, and formulate Problem D. VARIED  Problems are varied and the solution
provide a normally gained through relevant professional qualifications solutions Solving ;‘:ﬂ;ﬁﬁ;“‘z‘? thr(I)ugh dwe}rse :2;] [l:?rthths prob
. f . . N A . . X * SCS. [n gencrat, m: S€ problems
:Pe:m‘lh:led tl(izg(;tsflif{’e:?:h significant post qualification practical experience; Requires sound extend far bayond the need for short ferm solutions,
echnic " _ _ _ — understanding of with the research required extending between 1 -3
service at Complexity | E. COMPLEX High level of innovation and adaptability practise 5 months, ! ¢
expert level, required to react to rapidly changing circumstances. Significant techni ql; os Freedom to Act | E, GUIDANCE The jobholder is expected to work
developing demands made to control, harmonise and motivate all or major . ’d with  large degree of independence within the
solutions to sections of a large and diverse organisation. concepts an organization’s plans, policies and reporting
hishl Scope C INFLUENCING / SUPERVISORY Supervision of others th‘_’c’r ?t"’al requirements. Overall goidelines and objectives are
c(f_ﬂ p)l(ex required and / or coordination of resources and processes prlmclpals from fi‘fcusﬁftd 'i‘l‘tmugam;d pr:lgl;ress is reviewed
(human / physical / financial), or a high degree of influence relevant discipline iniermitiently and informa’ly, —
problems across the organisation, in order to achieve significant outcomes, Impact of A, IMPACT Direct impact of a single diseretionary
requiring a . , - Decisions decision causes minor impact, which can be expressed
Problem D. VARIED Problems are varied and the solution requires in vafu terms of less than VT 7,000, (the cost of the
complete . Selving research through diverse and perhaps contradictory cases. individual’s own time) ’
undel‘st'c.mdmg Initiative and judgement is necessary in interpretation. In Interpersonal D. INFLUENCE / PERSUADE Considerable contact
of practices, general, many of these problems extend far beyond the need for Skills influencing staff either in a management role requiring
technigues, short term solutions, with the research required extending sound communication skills or in roles requiring wetl-
concepts and between 1 — 3 months, developed advisery /consultative / facilitation skills.
theoretical Freedom (o | E. GUIDANCE The jobholder is expected to work with a large Authority A9. FINANCIAL AUTHORITY No authority to
principles Act degree of independence within the organisation's plans, policies commit routine expenditure or capital expenditure.
from the and reporting requirements. Overall guidelines and objectives People B. Has fult supervisory / managerial responsibility for
relevant are discussed initially, and progress is reviewed intermittently Management up to 10 staff. This includes allocation of work,
discipline and informally. accountability for their outputs, quality etc. and
Impact of A, IMPACT Direct impact of a single discretionary decision appraisal of their performance.
Decisions causes minor impact, which can be expressed in vatu terms of
less than VT 7,000, (the cost of the individual’s own time)
Interper- D, INFLUENCE / PERSUADE Considerable contact
sonal Skills | influencing staff either in a management role requiring sound ) .
communication skills or in roles requiring well-developed
advisory / consultative / facilitation skills.
Authority Al. FINANCIAL AUTHORITY No authority to commit
routine expenditure or capital expenditure.
People B. Has full supervisory / managerial responsibility for
Manage- up to 10 staff. This includes allocation of work,
ment accountability for their outpults, quality etc. and
appraisal of their performance,
_ GRT Determination 8 of 2024 — PSC Page 14 of 37
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possibly with limited supervisory responsibility, or with
some involvement in training / guiding or project
management.

Table G. T4 The Job Classification Standards Table for the positions of Public Servants as assigned to Band G
and the Technical Level T4,
Band | Grade Jobwise Pathway Technical Career Pathway Level T4 Factor Descriptors
& Score Descripter (Technical pathway jobs requires highly specialised skills and Typical T4 Positions
: qualifications, that is job specific)
G T4 Mid-Level Specialist; | Education L TERTIARY / SPECIALIST
395.455 Requires a specialist diploma at under-graduate level or | Expenditure Analyst
Jobs at this level are a generic university bachelor’s degree, i.e., no specific .
likely to provide discipline, or equivalent level of education, Requires a | Principal VAT Auditor
; command of specialised technical or scholastic skills to ) _
:};(iz}i’;ril:eiinzechnical analyse, evaluate and interpret, -VQF Level 7- 8 gc%ligeromtormg
R Experience G ADVANCED
service “"q‘“_rm$ The job requires experience of a broad nature, above Poli
general application of that of a skilled operator / technician. Normally ° 1lc 4 I_mp act
practices, techniques, involves an awareness of work activities beyond the Evaluation Officer
concepts and immediate job situation and the impact of the job on
theoretical principals these acthitlE:’s. . First Principal Legal
from the relevant : (9 - 10 years’ relevant experience) : : Services
R . Complexity C. DEFINED The end results required and policy
discipline. They will frameworks are defined but independent thought is Principal [ -
develop solutions to necessary to coordinate conflicting demands and Orfl'fl;sga nvestigation
variety of problems of optimise efficiency.
modetate scope and Scope B. RELATED Supervision of others required and / Surveyor General
: or coordination of resources and process (human /
complexity hysical / financial), or some degree of influence within
fheyunit ! & Senior Application
: Developer
Problem C. ROUTINE / VARIED
Solving Much of the work is routine but pruble.ms .require Principal Remuneration
reference to precedents and / or extensive interpretation Analyst
of detailed instructions,
Treedomto | D, GENERAL INSTRUCTIONS Senior Fiscal Policy
Act Work is subject to general instructions only, and Officer
specific completion targets are normally specified. ..
Progress teviews are usually undertaken but in most Transmission Netwark
instances assistance by a supetior is given only when Manager
requested. R
Tmpact of A.IMPACT Direct impact of a single discretionary Senior Systems
Decisions decision causes minor impact, which can be expressed Accountant
in vatu terms of less than VT 7,000, (the cost of the
individual’s own time)
Interpersenal C. ADVISE / SUPERVISE Discusses and seeks
Skills cooperation from people in other argas of the
organisation, and / or has some supervisory
respongibility.
Authority A0 FINANCIAL AUTHORITY No authority to
commit routine expenditure or capital expenditure,
People A 1. 0. Controls no staff. At middle and upper levels,
Management there may be a requirernent to allocate tagks to others,

Table F. T3 The Job Classification Standards Table for the positions of Public Servants as assigned to Band
F and the Technical Level T3.
Band Grade & | Jobwise Pathway Technical Career Pathway Level T3 Factor Descriptors
Score Deseriptor {Technical pathway jobs requires highly specialised skdlls and Typical T3 Positions
qualifications, that is job specific)
F T3 First Level Education I. TERTIARY / SPECIALIST Senior Audit Officer
335-394 | Specialist: Requires a specialist diploma at under-graduate
level or a generic university bachelor’s degree, | Economist
First level of i.e., no specific discipline, or equivalent level of . i
Technicians education, Requires a command of specialised Senior VAT Auditor
specialisation. techplcal or scholastic skills to analyse, evaluate Expenditure Analyst
and interpret,
Problems of VOF LEVEL 7
moderate scope and : VQ : - . Macroeconomist
lexit -, Experience GADVANCED The job requires experience
complexity requirin, :
plexity req g of a broad nature, above that of a skilted Principal Languags Officer
analytical and operatot / technician. Normally involves an
creative input, awareness of work activities beyond the Apps Developer
initiative and immediate job situation and the impact of the
judgement. Jobs at jobon these’ activities. _ Aerodromes (AGA)
. (5 — 8 years’ relevant experience) Manager
Fhls le}fel assess, Complexity | B. PRACTICAL The application of Practical
investigate, analyse skills or acquired knowledge to undertake well~ | Dyivision Engincer
and interpret defined activity, but with the need for individual
information, Judgement. _ : Senior Accountant Financial
Scope B, RELATED  Supervision of others required Reporting
and / or coordination of resources and process
(human / physical / financial), or some degree of Capacity Development
influence within the unit, Coordinator
Problem C. ROUTINE / VARIED
Solving Much of the work is routine but problems Senior FSB Officer
require reference to precedents and / or
extensive interpretation of detailed instructions. | Principal Engineer
Frecdom to B. INSTRUCTIONS Detailed insfructions -
P
Act are given on a range of tasks, but the jobholder rincipal Legal Officer
has some freedom to
determine the order of tasks to be commenced. 1T Manager
Work is closely monitored and checked Tax Revenue Analyst
regularly. ¥
Impact of A.IMPACT Direct impact of a single Systems Administrator
Decisions diseretionary decision causes minor impact,
which can be expressed in vatu terms of less s ‘o
T N Tech
than VT 7,000. (the cost of the individual’s own avaid Technician
time} Senior Government
Interpersonal | B. RELATE (HIGH) Discusses work with Bu[;irless Xr?al;;f "
Skills employee and communicates information to
i other people i Principal Scientific Officer
Authority AD. FINANCIAL AUTHORITY No authority (Seismology)
to commit routine expenditure or capital
expenditure. - Airworthiness (ATR)
People A 1.0, Controls no staff, At middle and upper Manager
Management | levels, there may be a requirement to allocate
tasks to others, possibly with limited supervisory | Senior Policy Analyst

responsibility, or with some involvement in
training / guiding or project management,

Civil Engineer

PEQ Administration &
Asset Management Officer
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Table E. T2 The Job Classification Standards Table for the positions of Public Servants as assigned to Band Table D. T1 The Job Classification Standards Table for the positions of Public Servants as assigned to Band
E and the Technical Level T2. D and the Technical Level T1.
Band Grade & | Jobwise Pathway Technical Career Pathway Level T2 Factor Descriptors ] Band Grade & | Jobwise Pathway . Technicall Career’Path}vay Leve! T.l Factf]r Descript{)rs ' Typical T1
Score Descriptor (Technlcal pathway jobs requires highly specialised skills and Typical T2 Positions Score Descriptor (Technical pathway jobs requues‘hxfghiy speAC}ahsed skills and qualifications, that Positions
: qualifications, that s job specific) is job specific)
E T2 | Technical/ Education | L TERTIARY / SPECIALIST Senior Statistician D T1 | Technical Support: | Education H. TERTIARY/ DIPLOMA .
786-334 | Entry Level Requires a specialist diploma at under-graduate 236-285 ]llequlres 4 — 5 years’ secondary schooling and a further full- La‘ngunge
Specialist: level or a generic university bachelor’s degree, |Industry Data Officer Entl’)f l_evel time course of study for 2 — 3 years in a technical or Officer -
i.e., no specific discipline, or equivalent level of teCh—“fClﬂﬂ or specialised field; or significant and regular part-time French
Jobs at this level education. Requires a command of specialised Planner techmcz.al support courses of study extending over 5 or more years. Requires a
are accountable technical or seholastic skills to analyse, o roles with wide range of specialised technical or scholastic skills to
for results of and evaluate and interpret a wide range of Statistician accountability for determine solutions to workplace issues. -VQF Level 4-6
) ithi information and resolve both concrete and Senior System Anal results of anld ' Experience E. PROFICIENT The job requires adeptness in a skill and
processes within sometimes abstract problems and issues, enlor System Analyst PYOCESSEs within experience in a variety of tasks. The skill may be related to
portions of work -VQF LEVEL 7 Pilot Boat B portions of work or specific activities, equipment or general activities that take
: ilot Boat Bosun . . : .
or Pl‘_‘z.]]_ems ot for Experience F. SKILLED The job requires highly relevant pro_}]}e[cts. Var1e.d. ?t;n;igl?;qlu 1rez. e ——
providing experience in a specific area of work, often Problems TIequIring - 3 i it : '
specialised iml')olving specialr;sed training in order to Industry Development Officer judgement and Complexity E. PRACT[CAL The application of Practical skl_lls -
technical service achieve competonce. aoquiring the job skills. (2 | Coconut Specialist interpretation within aclqmred knowled_ge Fo_undefrake well-defined activity, but
in their ovm — 5 years’ relevant experience) recognised patterns, with the need for individual judgement.
right. Varied Complexity B. PRACTICAL ' The application of Practical | Development Planning Officer Scope B. RELATED Supervision of others is not required, but
& skills or acquired knowledge to undertake well- close liaison with others is necessary in coordinatin
problems defined activity, but with the need for Trade Promotion and Product specific activities to achieve commgn objectives .
requiring individual judgement, Development Officer d . '
judgement and | Seope B. RELATED _ ' Problem C. REPETITIVE/ROUTINE Work is simple and
interpretation S:u.pervm.on ofolhe_rs 15 not reql}lred, bll_t ch?se PrinciPal Sf:ientific Officer {(Rural Solving repetitive. Problems are minor and are solved by the simple
and perhaps 11&18?11 Wlth. o‘tf.lers Is necessary in coordinating | Electrification) choice of responses or actions already learnt. Some
lysi Spf_’mﬁf? activities to achieve commen individual judgement is required to interpret rules and
analysis. objectives. Principal Fisheries Biologist instructions.
Prob']em C RQUTINE /VARIED Much of the work Freedom to Act C.PROCEDURES Work conforms to specified
Solving is rou(timetbut gl}oblems require reference to Division Engineer procedures and the results are clearly defined. Work is
precedents and / or extensive subject to in-progress review and guidance and assistance
interpretation of detailed instructions. Principal Risk Assessment Officer are Jreadily aviilagble ¢
Freedomto | B. INSTRUCTIONS Detailed instructions Tmpact of A.TMPACT _ Direct impact of a stngle disoretions
Act arg given on a range of tasks, but the jobholder |Financial Accountant pal S ipdelotn Sing v
has some freedom to Decisions decision causes minor 1m;?act, which can be f‘_-xpressed in
determine the order of fasks to be commenced. | Remuneration Analyst :/r? 5?\:1:13215 SO cf)i:zsﬁt:g VT 7.000. (the cost of the
i .
rvg;r;l ai'sl ; losely monitored and checked Senior Auditor Interpersonal B. RELATE (HIGH) Discusses work with employee and
Tmpact of A, IMP A‘CT Diroct impact of a single Skills communicates information to other people.
Decisions discretionary decision causes minor impact, Site Inspector Authority A0. FINANCIAL AUTHORITY  No authority to
which can be expressed in vatu terms of less commit routine expenditure or capital expenditure.
gl;r;)VT 7,000, (the cost of the individual’s own | ICT Manager People AL 0. STAFF RESPONSIBILITY
Tnterpersonal | B. RELATE (HIGII) Discusses work with | Plant Health Officer Pathology Management There may be a requirertiest 10 aliocute tasks to others,
Skills employee and communicates information to possibly with limited supervisory responsibilities. (up to §
other people. Principal Accreditation Officer P Staff)
Authority A0, FINANCIAL AUTHORITY No authority
to commit routine expenditure or capital Senior Language Officer
expenditure. {Interpreter)
People A 1. 0. Controls no staff, At middle and upper aay Bepﬁmhq;‘ 2024.
Management | levels, there may be a requirement to allocate Senior Information System RATIO N
y ‘ NE -’d T
tasks to others, possibly with limited Officer =
supervisory responsibility, or with some s ;
invelvement i training / guiding or profect FSB Officer- Province : g
manageiment, : W _
i } mary Leona Nigel Malosu
ember Member
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GOVERNMENT OF THE
REPUPLIC OF VANUATY
OFFICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
PMB 9084 Port Vifa, Vanusty
Tel (678) 23625 Fax: 263181

GUVERNEMENT DELA
REPUPLIUE DE VANUATY

BUREAU DE CONSEIL DE REVISION BES
TRAITEMENTS

SPA 9084 Port-vila, Vanuaty

Ték {675) 23625 Téldcopier 363181

PART 6B - THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC SERVANTS ASSIGNED

TO THE TECHNICAL CAREER PATHWAY

[GRT Determination 8 of 2024: The Salary Structure Table for the positions of Public Servants as assigned to Band

D to Band 1 and the Technical career pathway Levels T1 to T6.]

GRT Determination § of 2024:
Table T1-T6 — The Salary Structare Table for the positions of Public Servants as assigned to Band D
to Band I and the Technical career pathway Level T1 to Level T6.
VANUATU GOYERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
PERFORMANCE-BASED SALARY STRUCTURE DETERMINATION FOR THE TECHNICAL
CAREER PATHWAY
PUBLIC SERVANTS
Band Grade Annual Salary Range
PsT69 6,500,000 Maximum
PsT 6.8 6,349,000
PsT 6.7 6,197,000
PsT 6.6 6,046,000
1 PsT6.5 5,894,000 Midpoint
PsT64 5,743,000 '
PsT63 5,591,000
Ps T 6.2 5,440,000
PsT 6.1 5,288,000 Minimym
PsT5.9 5,137,000 Maximum
PsT5.8 4,985,000
PsT35.7 4,834,000
PsT35.6 4,682,000
H PsT5.5 4,530,000 Midpoint
PgT54 4,379,000
PsT53 4,227,000
PsTS5.2 4,076,000
PsTS5.1 3,924,000 Minimum
PsT4.5 3,773,000 Maximum
PsT 4.4 3,621,000
G PsT4.3 3,470,000 Midpoint
PsT4.2 3,318,000
PsT 4,1 3,167,000 Minimum
GRT Determination 8 of 2024 - PSC Page 19 of 37
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PsT3.5 3,102,000 Maximum
PsT34 2,806,000
F PsT3.3 2,707,000 Midpoint
PsT3.2 2,609,000
PsT3.1 2,510,000 Minimum
PsT2.9 2,411,000 Maximum
PsT2.8 2,312,000
PsT2.7 2,213,000
PsT26 2,114,000
E PsT2.5 2,015,000 Midpoint
PsT24 1,917,000
PsT23 1,818,000
PsT22 1,719,000
PsT2.1 1,620,000 Minimum .
PsT1.9 1,521,000 Maximum
PsT1.8 1,422,000
PsT 1.7 1,324,000
D PsT1.6 1,225,000
PsT1.5 1,126,000 Midpoint
PsT1.4 1,027,000
PsT1.3 928,000
PsT1.2 829,000
PsTI1.1 730,000 Minimum
Signed thig| 17* day December, 2024.
QWEMIONT— O . o7ty @
&0, 'osemary Leona Nigel Malosu
i ;, w:&"‘f‘ Z \ Member Member
< | ;“‘\%“ U, |F\
Fffective as o%ii}te &ﬁdé{gfﬁmﬁon > 3
‘lﬁiii‘?‘é‘ﬁff‘y </
" VISION UES~
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GOVERNMENT OF THE
REPUPLIC OF VANUATU
OFFICE OF THE GOVERNMENT
REMEUNERATION TRIBUNAL
PIVMB 5094 Port Vils, Yonuatu
Tel: {678) 23625 Fax: 263181

PART 7A. THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF PUBLIC

GOVERNEMENTDELA

TRAITEMENTS

SERVANTS ASSIGNED TO THE OPERATIONS CAREER PATHWAY

[GRT Determination 8 of 2024: The Job Classification Standards Tables for the positions of Public Servants as

assigned to Band A to Band F and the Operations career pathway Level O1 to Level 06.]

REPUPLIGUE DE VANUATU
BUREALI DE CONSEI O REVISION DES

SPR 9094 Part-Vila, Vanuahe
Téh(678) 23625 YélEcople: 263181

Tahl: F. Gd The Job Clzssification Standards Table for the positions of Public Servonts as assigned {o Band F and the
Operations pathway Lmrel 06
Band | Grade | Jobwise: .. = Operations Caveer Pathway 06 Factor Descriptors T
& Pathway - nbs e related mostly fo technical roles and frades requirimg use of | Typical O Pasitions
Score | Descriptor tmls equipment, machine, etc and applications of specialised knowledge .
. . - and slallsto anahrse and solve technical problems)
F 06 | Technician 2: Educaimn L TERTIARY /SPECIALIST Requirss a specialist
333- | Specialised diploma at undergraduate level or a generic univerzity | Manager -Persomel
394 | Techmical roles bachelor's degres, i.e., no specific discipline, or Licensing Aviation
accomntable for eguivalent level of education. Requirss a command of | Services Officer
complex tasks specialized technical or scholastie skills to analyze,
requiring evaluate and inferprat a wide range of information and | Hydrologist
analytical and rem%ve both roncrets and vometimes abstract Qrobbems )
crestivity isput, and jssues. Specinlized kmowledge with depth inmove | Senior Legal
* imoment than one area. -VQF 6 &7 Researcher
Jutgeman, Expetience | F. SKILLED The job requires highly relevant
element ‘}f_ ‘ experience in a spacific area of work, oftan involving | Team Leader Medium
resenrch. Ag specialized training in order to achieve competence. Segment
semor Thie is not short-term experience, but significant,
technicians, joba longer-term experience, predominantly focnsed on Principal Officer
af thix level acquiring the job skilks. (2 — 5 years’ relevant Iland Revenne Large -
200883, experience) Segment Retum and
investigate, Complexity C.DEFINED The end results required, and policy Debt
analyze and frameworks are defined but indapendent thought is
interprat necessary fo coordinate conflicting damands and Research Officer
information optimize efficiancy.

Scope B. Related Supervision of others not required but close | [P Engineer /Senior
liaison with ofhers is necesssary in coordinating specific | System Administrator
aetivities.

Problem C. Roufine/Varied buch of the work is routine but App Developer

Solving problems requirs reference to precedents and for Oﬂ'lcgrf'l,mux DN
extensive interprotation of detailed instruction. Administrator

Freedom to C PROCEDURES Worl conforme to epecific }

Act procedures and the remubéc are clearby defined. Work jz | CIR. Investigator
subject to in progress raview and guidance and
asgisiance are readily available. Documentary Officer

Impact of A.Tmpact  Smgle Division Direct impact of 2 single | (Al Processing)

Decisions discretionary decision coarse minor mpact. Manage
owi budest.

Interpersonal | B-Relate Discuss work with employees and

Skills communicates information to others,

Aunthority A No authority to commit rontine expenditure or
capital expenditure, approve loans or extend cradit. At
the upper level there may be authority to sign externat
correspondetce.

People A. Conitrols no staff. At middle and upper lavels, there

Managenient may be a requirement io allecate tasks to others,
possibly with limited supenvizory responsibility, or with
soms involvement in raining / guiding or project
managerert.
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Table E. OS5 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band E and
the Operations pathway Level O5
Band | Grade | Jobwise Operations Pathway OS5 Factor Descriptors : .
& Pathway (Jobs that refated mostly to technical roles-end trades’ reqlurmg - Typical O5 Positions
-Score | Descriptor - . use of tools, equipment, machine, etc and applications of S .
: speclahsed knowledge and skills to analyse and solve techmcal
: : .- problems}) N S
E 05 Technician 1: Educatmn H. TERTIARY / DIPLOMA Requlres 4-— 5 Custom Boader Officer
286- | Specialised years’ secondary schooling and a further full-
334 | technical roles time course of study for2 —3 yearsin a Senior Lab Technician
at advanced technical or specialised field; or significant
trades or and regular part-time courses of study Database Officor
certificate level extending over 5 or more years. -VQF 4-6
accountable for | EXperience E. PROFI.CIENTI‘ The job requires Assistant Meat Inspector
moderately adeptuess in a skill and experience in a ‘
varicty of tasks. The skill may be related to Investigator
complex tasks ! e .
. specific activities, equipment or general
?nth some activities that take time to acquire, extending | System Support Officer
impact on the beyond the short term, (typically, 1 — 2 years’
ws)rk unit or related experience) Road Worthiness Inspector
wider Complexity B. PRACTICAL The application of
organisation. practical skills or acquired knowledge to Security Officers Border
Jobs at this level undertake well-defined activities, but
tend to involve with the need for individual judgement, Examining Officer Boarder
more complex Scope B. RELATED Supervision of others is not
problem- requited, but close liaison with others is Foreman Asset Maintenance
solving, necessary in coordinating specific activities
requiring to achieve common objectives. Customs Revenue Officer
judgment Problem C.ROUTINE / VARIED Much of the work )
interoretati Solving is routine but problems require reference to | Geologist
pretation L .
and perhans precede_snts fmd / or extensive interpretation )
perhap of detailed instructions, Water Quality Officer
analysis and Freedom to Act | C. PROCEDURES Work conforms to Chief Mechanic
research specified procedures and the results are . .
clearly defined. Work is subject to in- Security Admin Officer
progress review and guidance and assistance Provincial Water Supervisor
are readily available.
Impact of A.Impact Single Division Direct impact | Chvironment and Social Officer
Decisions of a single discretionary decision course )
miner impact. Manage own budget. Customs Auditor Officer
Interpersonal B-Relate Discuss work with employees .
Skills and communicates information to others. P(;‘)f}“?é];fn Asset Maintenance
Authority A. No authority to commit routine
expenditure or capital expenditure, approve | Aviation Security Officer
loans or extend credit, At the upper level
there may be authority to sign external Drilling Supervisor
correspondence.
People A. STAFF RESPONSIBILITY Senior Research & Mapping
Management There may be a requirement to allocate tasks

to others, possibly with limited supervisory
responsibilities. (up to 8 Stafd)

Ship Right and Welder
Cargo Examining Officer

Survey Technician

GRT Determination 8 of 2024 — PSC
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Table C. O3

The Job Classification Standards Table for the positions of Public Servants as assigned to Band
C and the Operations pathway Level O3

Band

Grade -
& o ’
Scbi'_e _

Jobwise Pathway
Descriptor

Operations

‘Career Pathway O3 Factor Descriptors

{Jobs that related mostly to téch'nic_:_al roles and trades -
fequiring use of tools, equipment, machine, etc and
applications of specialised knowledge and skills:.to analyse

and solve technical firoblems)

Typical 03
Positions

03
191-
235

Trades 1:

Skilled or semi-skilled
roles working more
independent on varied
range of well-defined
tasks requiring a broader
understanding of

processes, procedures and

work routines. May be
required to operate
machinery requiring
proficiency

Education

G. SECONDARY / VOCATIONAL
Requires 4 — 5 years’ secondary schocling
through to achievement of school leaving
qualification and / or extended on-the-job
training. Requires a range of well-
developed skills and some relevant
thearetical knowledge to deliver assigned
job outcomes with some autonomy,
discretion and judgement. -VQF 2-4

Experience

C. ROUTINE Experience Familiarity
with standardized work routines which
may involve the use of simple equipment
and machines, Able {o be mastered over
several months, (3 — 6 months’ experience}

Complexity

B. Practical The application of
practical skills or acquired knowledge
to undertake define activities,

Scope

B. Related Supervision of others not
required but close liaison with others is
necessary in coordinating specific
activities to achieve commeoen objectives.

Problem
Solving

C.ROUTINE / VARIED Much of the
work is routine but problems require
reference to precedents and / or extensive
interpretation of detailed instructions.

Freedom to

Act

B. Instructions Detailed instruction are
given on a range of tasks but the jobholder
has some freedom to determine the order
of task to be commenced. work is closely
monitored and checked.

Impact of
Decisions

IMPACT A 1. Direct impact of a single
discretionary decision causes miner
impact, which can be expressed in vatu
terms of less than VT 7,000,

{The cost of the individual’s own time)

Interpersonal
Skills

B. RELATE Discusses work with
employees and communicates information
to other people.

Authority

A, FINANCIALAUTHORITY No
authority to commit routine expenditure or
capital expenditure.

People
Management

A. STAFF RESPONSIBILITY There
may be a requirement to allocate tasks to
others, possibly with limited supervisory
responsibilities. {up to 8 Staff)

Urban Water
Technician

Seaman
Mason/Carpenter

Assistant Driller

Table D, O4 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band
D and the Operations pathway Level 04
Band | Grade | Jobwise Pathway Operations Career Pathway O4 Factor Descriptors : :
& | Descriptor (Jobs that related mostly to téchnical roles and trades requiring Typical O4 Positions
"Score T use of tools, equipment, machine, etc and applications of B :
: specialised knowledge and skills to analyse and solve technical
. . o ' problems) R
D 04 Trades 2: Education H. TERTIARY / DIPLOMA
236- Requires 4 — 5 years’ secondary schooling Qualified Auto
285 | Skilled trades or and a further full-time course of study for2 | Technician
technical roles with — 3 years in a technical or specialized field;
accountability for or significant and regular part-time courses | Qualified Operators
results of and of study extending over 5 or more years.
processes within Requi‘res a wide range of.sp ecialized . Youth Development
portions of work or techn'lcal or scholastic skills to determine Officer
projects. Work solutions, ~-VQF 4-6
. Experience D. SEMI ROUTINE Desalination Plant
under limited Rout . . .
. outine work practices, but experience in Officer
supervision dealing with exceptions and special
performing circumstances required, Experience may be | Community Water
moderately telated to the specific task or involve wider | Development Officer
complex and issues affecting the organization’s
Varied problems operations. Able to be mastered relatively Technical Assistant
requiting quickly, within a year. {6 — 12 months’ Border Control Officer
Jjudgement and experience)
interpretation. Complexity B. PRACTICAL The application of Provincial Rural Water
practical skills or acquired knowledge to Supply Officer
undertake well-defined activities, but
with the need for individual judgement, Mechanic
Scope B. RELATED Supervision of others is not
required, but close liaison with others is Labourer (PWD)
necessary in coordinating specific activities ,
to achieve common objectives. Driller
Problem C.ROUTINE / VARIED Much of the Technical Assistant
Solving work is routine but problems require I ssistan
reference to precedents and / or extensive Meat Inspector
interpretation of detailed instructions, 1
Freedom to Act | C.PROCEDURES Work conforms to Road Worthiness
. ] Casual
specified procedures and the results are
clearly deﬁn-ed. Work is subject to in- Assistant Plant Health
progress review and guidance and assistance Officer (Pathology)
are readity avaiable, HHIoIogY
Imp'af:t of IMPAFJT Al Dii‘t‘:ct impact of'a sir%gie Assistant LO
Decisions discretionary decision causes minor impact,
which can be expressed in vatu terms of less Survey Field
than VT 7,000. (The cost of the individual’s | -0
. echnician
own time)
Interpersonal B. RELATE Discusses work with Driller
Skills employees and communicates information
to other people.
Authority A. FINANCIAL AUTHORITY No g‘;}ig;:) evelopment
authority to commit routine expenditure or
capital expenditure,
People A. STAFF RESPONSIBILITY There may
Management be a requirement to allocate tasks to others,
possibly with limited supervisory
responsibilities. (up to 8 Staff)
GRT Determination 8 of 2024 — PSC Page 23 of 37
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possibly with limited supervisory
responsibilities. (up to 8 Staff)

Table B, 02 | The Job Classification Standards Table for the positions of Public Servants as assigned to Band
B and the Operations pathway Level G2
Band | Grade | Jobwise Pathway Descriptor |- Operations Career Pathway O2 Factor Descriptors S
‘ & - (Jobs that related mostly to technical roles and trades requiring Typical 02
Score use of feols, equipment, machine, etc and applications of Positions
S specialised knowledge and skills to analyse and solve technical ' | -
: - problems) - o
B 02 Manual Labour 2: Education B. ELEMENTARY (PRIMARY) Assistant
145- | Unskilled or semi-skilled roles Basic schooling with ability to read and write Cook
190 | where accountability is limited and understand simple written instructions to
to achievement of, straight carry out set and familiar routines as directed. Linesman
forward day to day tasks under | Experience B. SIMPLE TASKS Simple tasks which can
close supervision in routine be adequately learned within a few weeks. Survey
situations. Instruction is normally given verbally but basic | Cadet
written procedures maybe provided.

Complexity | B. PRACTICAL The application of practical | Field
skills or acquired knowledge to undertake well- | Officer
defined activities, but with the need for
individual judgement. Farmhand

Scope B. RELATED Supervision of others is not
required, but close liaison with others is Porter
necessary in coordinating specific activities to
achieve common objectives.

Problem A, ROUTINE Problems are minor. Some

Solving individual judgement is required to interpret
rules and ingtructions.

Freedom to B. INSTRUCTIONS Detailed instructions

Act are given on a range of tasks, but the jobhelder
has some freedom to determine the order of
tasks to be commenced, Work is closely
monitored and checked regularly.

Impact of A 1. IMPACT. Direct impact of a single

Decisions discretionary decision causes minor impact,
which can be expressed in vatu terms of less
than V'T' 7,000.

{The cost of the individual’s own time)

Interpersonal | A. COURTESY Little confact with other staff

Skills other than normal pleasantries and basic
courtesy.

Authority A. FINANCIALAUTHORITY No authority
to commit routine expenditure or capital
expenditure,

People A. STAFF RESPONSIBILITY  There may

Management | be a requirement to allocate tasks to others,

Table A. O1 The Job Classification Standards Table for the positions of Public Servants as assigned to Band A and the
Operations pathway Level O1
Band | Grade Jobwise Pathway Descriptor Operations Career Pathway O1 Factor Descriptors
& Score Typical O1
(Jobs that related mostly to technical roles and trades requiring use of Positions
tools, equipment, machine, etc and applications of specialised knowledge
and skills to analyse and solve technical problems)
A 01 Manual Labour 1: Education A. Basic No schooling required, and no clear
177-144 requirement for reading / writing skills. Limited Maintenance
Task focused manual roles where training in simple manual activities may be required Officer
the work is limited to clearly to carry out simple tasks under close direction.
defined and straight forward Experience A. BASIC Basic tasks requiring no prior experience. Hussery
tasks governed b_y Si‘f‘ple rul.es Any training can be given on the job in a matter of Worker
and clear or detailed instructions foaiis, Handymen
Complexity A -Basic Simple and routine tasks specifically Grounitman
defined, easily learnt and requiring minimal
independent thought or significant decision making Agriculture
by jobholder. Development
Scope A. HIGHLY SPECIFIC Performance of specific Officer
tasks and activities that do not involve supervision or Field
close liaison with Other?. . Officer
Problem A. REPETITIVE Work is simple and repetitive.
Solving Problems are minor and are solved by the simple

choice of responses or actions already learnt.

Freedom to Act

A. CLOSE Work is subject to close supervision.
Simple tasks are assigned and all work is checked in
detail.

Impact of A.IMPACT Direct impact of a single discretionary
Decisions decision causes minor impact, which can be

expressed in vatu terms of less than VT 7,000.

(The cost of the individual’s own time)
Interpersonal A COURTESY Little contact with other staff other
Skills than normal pleasantries and basic courtesy.
Authority A. FINANCIAL AUTHORITY No authority to

commit routine expenditure or capital expenditure.
People A. STAFF RESPONSIBILITY There may be a
Management requirement to allocate tasks to others, possibly with

limited supervisory responsibilities. (up to 8 Staff)
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AR REPUPLIIUR DEVANUATU Ps 0 4.2 1,336,000
DFFICE OF THE GOVEANMENT BUREAU DE CONSEN. DE REVISION DES Ps 0 4.1 1,321,000 Minimum
REMUNERATION TRIBLINAL zgg'gmﬁg‘oﬁ.m’ _——
:ff( ;?;"2‘;‘;";5":3:;:’:6";“8‘;‘ Tél {678) 23525 Teldenple: 263 261 S O5E 1307,000 Y r—
Ps03.8 1,293,000
PART 7B THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC SERVANTS Ps 0 3.7 1,279,000
ASSIGNED TO THE OPERATIONS CAREER PATHWAY Ps03.6 1,265,000
C Ps03.5 1,250,000 Midpoint
[GRT Determination 8 of2024: The Salary Structure Table for the positions of Public Servants as assigned to Band Ps034 1,236,000
A to Band F and the Operations career pathway Level O1 to Level 06.] Ps O 3.3 1,222,000
Ps03.2 1,208,000
GRT Determination 8 of 2024 PsO3.1 1,193,000 P T—
Table 0106 — The Salary Structure Table for the positions of Public Servanis as assigned to PsO 2.9 1,179,000 Maximum
Band A to Band F and the Operations pathway Level O1 to Level 06. PsO 2.8 1,165,000
Ps Q2.7 1,151,000
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL PsO2.6 1,137,000
PERFORMANCE-BASED SALARY STRUCTURE PETERMINATION FOR THE B Ps O2.5 1,122,000 Midpoint
OPERATIONS CARFER PATHWAY Ps Q24 1,108,000
PUBLIC SERVANTS Ps 023 1,094,000
Band Grade Annual Salary Range Ps 022 1,080,000
Ps O 2.1 1,065,000 Minimum
Ps06.9 3,000,000 Maximum
Ps 0 6.8 2,914,000 PsO1.9 1,058,000 Maximum
Ps O 6.7 2,827,000 PsO 1.8 1,008,000
Ps Q6.6 2,741,000 PsO1.7 957,000
F Ps Q6.5 2,654,000 Midpoint A PsO 1.6 906,000
Ps 064 2,568,000 PsO 1.5 855,000 Midpoint
Ps Q6.3 2,481,000 PsO 1.4 805,000
PsQ 6.2 2,394,000 PsO 1.3 754,000
Ps0 6.1 2,308,000 Minimum PsO1.2 703,000
PsO 1.1 652,000 Minimum
Ps0O5.9 2,221,000 Maximum
Ps O 5.8 2,135,000
Ps O 5.7 2,048,000 Signed this 17% day December, 2024.
PsO 5.6 1,961,000 _ : ER ;’,;;g“;?%ﬁ
E PsQ5.5 1,875,000 Midpoint “9;&; r "'W /I/”Z’-‘f"""
Ps 0 5.4 1,788,000 \ A ffpu;m e 2@ ) LI
PsO5.3 1,702,000 <k N MWU,QTU 2@semary Leona Nigel Malosu
Ps05.2 1,615,000 Member Member
PsO35.1 1,528,000 Minimum ; LIQUE
004, ﬁPIUﬁrU
Ps0O49 1,435,000 Maximum Y
Ps 0 4.8 1,421,000 Effective as of daté*of%%
Ps O 4.7 1,407,000
D Ps O 4.6 1,393,000
PsO 4.5 1,378,000 Midpoint
Ps O 4.4 1,364,000
Ps O 4.3 1,350,000
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GOVERNMENT OF THE
REPUPLIC OF VAKUATU
OFfICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
PMB B0%4 Port Vifa, Vaneatu
Tal: (678) 23625 Fox: 263183 Loy

PART 8A

PATHWAY

GOVERNEMENT [HE LA

REPUPLIGIUE DE VANUATY

BUREAL DF CONSEN, DE REVISION DES
TRAITEMENTS

PR 9034 Port-Vily, Vanuatu

Téi:{678) 23625 Télecapie: 263181

THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF PUBLIC
SERVANTS ASSIGNED TO THE CUSTOMER

AND BUSINESS SUPPORT CAREER

[GRT Determination 8 of 2024: The Job Classification Standards Tables for the positions of Public Servants
as assigned to Band A to Band I and the Customer & Business Support career pathway Level 81 to Level S6.]
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Table F. S6 The Job Classification Standards Table for the positions of Public Servants as assigned to Band F and the Customer
and Business Support pathway Level S6
Band | Grade | Jobwise Customer & Business Support Career Pathway Level S6 Factor
& Pathway Descriptors Typical S6 Positions
Score | Deseriptor (Jobs that are client facing and most of the tasks relate to varied
degree of administrative functions.)
F S6 Senior Education J. TERTIARY / PROFESSIONAL Requires
335- | Specialized applied knowledge and understanding of the Principal Compliance Officer
394 | Business theoretical knowledge base in a specialized field or
Support: equivalent level of management. One or more Finance Manager
academic degrees in a specific discipline is
Accountabilit essential to perform complex assignments and Human Resource Manager
y fora formulate appropriate responses to resolve both
specialized concrete and abstract problems requiring analytical, | Auditor
area of admin specialist technical and creative input. -VQF §-9
or customer Experience G. ADVANCED The job requires experience of a Principal Procurement Officer
support, broad nature, above that of a skilled operator /
involving technician. Normally involves an awareness of Asset Manager
conflicting work activities beyond the immediate job situation
and diverse and the impact of the job on these activities. Thus, Principal Housing Officer
activities it may be necessary to work in harmony with
requiring high conflicting and diverse activities and usually SEO Training and Employment
level of involves control of resources and people. (5 — 10 Opportunities
individual years’ relevant experience)
judgement, Complexity D. INVOLVED While the end results are generally | Principal Examination & Assessment
Problems of defined, the means of achieving them are Officer
moderate unspecified. Continuous balancing of conflicting
scope and demands from diverse sources is required and a Principal Finance & Administration Officer
complexity high level of unpredictability and variability.
requiring Scope C. INFLUENCING / SUPERVISORY Finance Corporate Manager
analytical and Supervision of others required and / or
creative input, coordination of resources and processes (human Principal Trade Officer
Initiative and /physical / financial), or a high degree of influence
Jjudgement, across the organization, in order to achieve Principal Scholarship and Development
significant outcomes. Officer
Problem E. COMPLEX Problems contain unusual and
Solving unexpected elements which have not been Principal Livestock Officer

previously encountered. Extensive research may be
required, possibly extending up to 9 — 12 months.
Corporate policies and in-house expertise will not
provide a complete answer to the problem.

Freedom to
Act

E. GUIDANCE The jobholder is expected to work
with a large degree of independence within the
organization’s plans, policies and reporting
requirements. Overall guidelines and objectives are
discussed initially, and progress is reviewed
intermittently and informally.

Impact of IMPACT B. Direct impact of a single

Decisions discretionary decision causes some impact, which
can be expressed in vatu terms of hundreds of vatu.
(supervise small team or provides advice)

Interpersonal | D. INFLUENCE / PERSUADE Considerable

Skills contact influencing staff either in a management
role requiring sound communication skills or in
roles requiring well-developed advisory /
consultative / facilitation skills.

Authority A. No authority to commit routine expenditure or
capital expenditure, approve loans or extend credit.
At the upper level there may be authority to sign
external correspondence.

People A. Controls no staff. At middle and upper levels,

Management | there may be a requirement to allocate tasks to

others, possibly with limited supervisory
responsibility, or with some involvement in training
/ guiding or project management.

Harbor Master
Principal Investigator
School Improvement Officer

Principal Organization and Development
Analyst

PEO Education Policy and Planning
National Coordinator NLC
PEO Education Services

Principal Organizational Development
Analyst

Principal Fleet Officer

Principal School Improvement Officer
Assistant Legal Officer

Principal HRMIS

Team Leader Tax Payer Services (Advisory
& Education)

Principal Aid Programmer
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Table E. S5 The Job Classification Standards Table for the positions of Public Servants as assigned to Band E and the Table D. 54 The Job Classification Standards Table for the positions of Public Servants as assigned to Band D and the
Customer & Business Support pathway Level S5 Customer & Business Support pathway Level S4
Band | Grade | Jobwise Pathway Customer & Business Support Career Pathway Level S5 Bang grade BObWE.Se Fathway | Costomeny BusSi:(la:ss ?up%ort C_a trer Eathyay Level g
& Descriptor Factor Descriptors Typical S5 Positions escaptor e y fa(.: grleserpion Typical S4 Jobs
Score (Jobs that are client facing and most of the tasks relate to Score CLL 5 el Taclis al.]d. mosF of the tz?sks relate to
varied degree of administrative functions.) ' . varied degree of administrative functions.)
E S5 Specialised Education I TERTIARY / SPECIALIST Requires a D S4 Technical Education H. TERTIARY / DIPLOMA Executive Secretary
286- | Admin/Customer specialist diploma at under-graduate level or | Senior Biosecurity Officer 236- ?:cmulsn/Customer R;qm]r - $ —dS yg?:tsh se;:{l)lrlldt:flry Administration & Finance
334 Focus a generic university bachelor’s degree, i.e., 285 s? oodm% anda er TWi-HMe COUTSe | eticer
no specific discipline, or equivalent level of | Return & Debt Officer . ofstu ylor = yeass n altechmcal .
Jobs at this level education. Requires a command of Techiiicd] or specialized field; or significantand | Assistant FSB Officer
tend to be more specialised technical or scholastic skills to Senior Data Officer admmlefrratwe regul?ir' part-tlmff,: coursss ofisfudy Secretary
self-directed. analyse, evaluate and interpret. -VQF 6 & 7 roles w1th- ) ? ten. ng ov;; o mor; YRS )
Accountability for | Experience | E. PROFICIENT The job requires Senior Procurement Officer accountability for : etl;llul_resl SR he nge Dk'TF hialiee Passport Processing Officer
a specialised area adeptness in a skill and experience in a results of and dect ks Slc t.o astlesai . )
b aiesinlttion variety of tasks. The skill may be related to | SEO Rural Training processes within éggn;ng solutions Cooperative Business
I~ specific activities, equipment or genera portions of worl - = - : -
for the organisation if iviti I g l " f work E - E. PROFICIE Develapin Gificer
th bl activities that take time to acquire, extending | Curriculum Coordinator or projects. Varied xperience ; .C NT The job T
with measurable beyaid the shottveiin, (typieally: | —25eais’ roblems adeptness in a skill and experience ina | Forest Officer
impact. Varied : ' T Do proble variety of tasks.
related experience) Personnel Licensing (PEL) requiring ; . )
problems of Complexity | C. DEFINED The end results required and Officer ; The skill may be related to specific Pollution Control Officer
d " q judgement and activities, equipment or general
modsrate policy frameworks are defined but interpretation e hq p ke ti g :
complexity, independent thought is necessary to Senior Procurement Officer hi - BOIRIEST I TakR s e idCs, Aquaculture Officer
requiring coordinate conflicting demands and optimise e exte.ndmg beyond the,short Ter,
judgement and efficiency. Environmental Health Officer patterns (typically, 1 -2 years’ related Provincial Statistics Officer
interpretation and | Scope C. INFLUENCING / SUPERVISORY . Spericis) . .
perhaps analysis Siipervision G oMsrs reqritatend fon Bevenie O s Complexity C.DEF;NE(;) T?e erili‘d resultsk Senior Corrections Officer
and research coordination of resources and processes PRGN RO LEECIOIE K16 . .
(humiciinfolpical | firainsial), o ahilgh Risk Management Officer defined but mdepepdent thoughF is Assistant Agriculture Officer
degree of influence across the organization, gccesszry to dcoorldnllate iﬁ_onlﬂlctmg ..
in order to achieve significant outcomes. Wash Cluster Coordinator GIMRNGE TIC OpRNEze S1EIGIelvy Area Administrator
Problem D. VARIED Scope B. RELATED Supervision of others
Solving Problems are varied and the solution requires | Subsidy Scheme Administrator ls]not required, but close liaison with Assiatant AT
research through diverse and perhaps 0“6?15 nebessay CE.O rdinating Assi )
contradictory cases, Initiative and judgement Senior Asset & Inventory Officer S[i):"mtl'c activities to achieve common Oi‘fs_lstant Human Resource
. P . opjechives. 1cer
is necessary in interpretation. In general,
many of these problems extend far beyond Senior M&E Officer Probllem C-ROUTINE /VARIED: Much thhe
the need for short term solutions, with the Solving work is routine but problems require Asset Officer
research required extending between 1 -3 Junior Secondary School referen_ce i precedel'its g o :
months Examination Offces extensive interpretation of detailed VAT Compliance Officer
= : instructions. (Province)
Freedom to | D. GENERAL INSTRUCTIONS Work is s
Act subject to general instructions only, and DCO Secretariat Freedom to C'PI.{OCEDURES WYOLk santorE :
spesific:xamylefionfaraetsaremprmally Act specified procedures and the results are | Data Processing Officer
specified. Progress reviews are usually Internal Auditor clearly defined. Work is subject to in- . . .
undertaken but in most instances assistance pogreaseviewand guidance and Bio-Safety & Invashes Species
by a superior is given only when requested. Senior Desk Officer QuSIIARGE TG reac.iily 4 milshle; Officer
Impact of IMPACT B. Direct impact of a single Development Cooperation Lmpast of IMEACT 8.1 Diccsimpactofa . :
Decisions discretionary decision causes some impact Diecisions single discretionary decision. canses MR e RS
which can be expressed in vatu terms of | Senior Payment officer — Imprest Mo fipaot, which caf. He capresscd ;
P in vatu terms of less than VT 7,000 Assessment Processing
hundreds of vatu. (supervise small team or : e
. . (The cost of the individual’s own time) | Officer
provides advice) Accountant - mL e
Interperson | C. ADVISE / SUPERVISE Discusses and L o lntlerp ersottal: | By RELATE Dissuises ‘.Nork il Desktop Support Officer
al Skills seeks cooperation from people in other areas | Principal Provincial Tourism Skills employess and communicates
of the organisation, and / or has some Officer - information to other people. Payroll Officer
supervisory responsibility. Authority A. FINANCIAL AUTHORITY No
Authority Financial Authority B. Authorises minor Senior Quality Assurance autibiey foseommit santine Project Officer
: ) diture or capital expenditure
expenditure from another person’s budget. B P P . : sson s
(i.E}:. not accountable for arliJ expenditurea PEO Provincial Education Fenple A.. STAFF RESPONSTHILITY Senior Registration Officer
budget) o . Management | There may be a requliremept to al_locate Field Officer
People A. STAFF RESPONSIBILITY There may | L rincipal Corrections Officer tasks to others, possibly with limited _
Managemen | be a requirement to allocate tasks to others, ; . superyisoT rRapaOsIlItcs. (it 8 Senior Metan Oificer
t possibly with limited supervisory Senior Tariff Officer Stal)
responsibilities. (up to 8§ Staff)
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Table B. S2

The Job Classification Standards Table for the positions of Public Servants as assigned to Band B and the
Customer & Business Support pathway Level S2

Band

Grade
&
Score

Jobwise Pathway
Descriptor

Customer & Business Support Career Pathway Level

S2 Factor Descriptors

(Jobs that are client facing and most of the tasks relate to
varied degree of administrative functions.)

Typical S2 Jobs

precedents and / or extensive interpretation
of detailed instructions.

Freedom to Act

C.PROCEDURES Work conforms to
specified procedures and the results are
clearly defined. Work is subject to in-
progress review and guidance and assistance
are readily available.

Impact of IMPACT A 1. Direct impact of a single

Decisions discretionary decision causes minor impact,
which can be expressed in vatu terms of less
than VT 7,000.

(The cost of the individual’s own time)

Interpersonal B. RELATE Discusses work with

Skills employees and communicates information to
other people.

Authority A. FINANCIAL AUTHORITY No
authority to commit routine expenditure or
capital expenditure.

People A. STAFF RESPONSIBILITY There may

Management be a requirement to allocate tasks to others,

possibly with limited supervisory
responsibilities. (up to 8 Staff)

Table C. S3 The Job Classification Standards Table for the positions of Public Servants as assigned to Band C and the
Customer & Business Support pathway Level 83
Band | Grade | Jobwise Pathway Customer & Business Support Career Pathway Level S3
& Descriptor Factor Descriptors Typical S3 Jobs
Score (Jobs that are client facing and most of the tasks relate to varied
degree of administrative functions.)
C S3 Administration/ Education G. SECONDARY / VOCATIONAL
191- | Customer Requires 4 — 5 years’ secondary schooling Administration Officer
235 | Support: through to achievement of school leaving
qualification and / or extended on-the-job Help Desk Officer
Process focused training. Requires a range of well-developed
administrative or skills and some relevant theoretical Corrections Officer
support roles with knowledge to deliver assigned job outcomes
accountability for with some autonomy, discretion and Clerical Officer
own day to day judgement -VQF 2-4
tasks requiring Experience C. ROUTINE Familiarity with Filing Clerk
knowledge of standardised work routines which may
procedures and involve the use of simple equipment and Assistant Statistician
processes within a machines. Able to be mastered over several
work area. This months. (3 — 6 months’ experience) Finance & Admin
level may also Complexity C.DEFINED The end results required and Officer
include customer policy frameworks are defined but
facing roles with independent thought is necessary to Escort Officer
varied coordinate conflicting demands and optimise
transactions, efficiency. Human Resource
explaining, Scope B. RELATED Supervision of others is not | Officer
resolving required, but close liaison with others is
enquiries. necessary in coordinating specific activities | Labour Officer-Work
to achieve common objectives. Permit & Training
Problem C.ROUTINE / VARIED Much of the work
Solving is routine but problems require reference to | Road Worthy

Administration Officer
Security Officer

Assistant FSB
(Province)

Assistant Statistician

Maintenance
Supervisor

Finance Records &
Administration

Assistant Finance
Officer

Data Entry Officer
Secretary/Typist
Support Officer
Librarian

Assistant Forest Officer

Basic Examination
Officer

Intern

S2
145-
190

Office Support:

These are likely to be
clerical or semi-skilled
positions in support roles
where accountability is
limited to achievement of
own day — to — day tasks,

set and monitored by others.

May also include customer
facing roles, routine tasks.

Education

E. BASIC OCCUPATIONAL

Requires 2 — 3 years’ secondary schooling
plus a course of basic occupational skills,
mostly learnt on the job. Utilises a narrow
range of knowledge and cognitive skills,
such as the basic use of computers, to
perform a range of repetitive and familiar

tasks under supervision. -VQF 1

Experience

C. ROUTINE Familiarity with

standardised work routines which may
involve the use of simple equipment and
machines. Able to be mastered over

several months. (3 — 6 months’

experience)

Complexity

A. PRACTICAL The application of
practical skills or acquired knowledge to
undertake well-defined activities, but with
the need for individual judgement.

Scope

B. RELATED Supervision of others is
not required, but close liaison with others
is necessary in coordinating specific
activities to achieve common objectives

Problem
Solving

C. ROUTINE Problems are minor. Some
individual judgement is required to

interpret rules and instructions.

Freedom to
Act

B. INSTRUCTIONS Detailed

instructions are given on a range of tasks,
but the jobholder has some freedom to
determine the order of tasks to be
commenced. Work is closely monitored

and checked regularly.

Impact of
Decisions

IMPACT A 1. Direct impact of a single
discretionary decision causes minor
impact, which can be expressed in vatu
terms of less than VT 7,000. (The cost of

the individual’s own time)

Interpersonal
Skills

B. RELATE Discusses work with
employees and communicates information

to other people.

Authority

A. FINANCIALAUTHORITY No
authority to commit routine expenditure

or capital expenditure.

People
Management

A. STAFF RESPONSIBILITY
There may be a requirement to allocate
tasks to others, possibly with limited
supervisory responsibilities. (up to 8

Staff)

Driver

Cleaner
Receptionist

Help Desk Officer
Driver/Messenger
Office Assistant
Filing Clerk

Media & Outreach
Officer

Driver/Groundsman
Data Entry Clerk

Development

Officer
Liaison Officer

Information Officer
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Table A. S1 The Job Classification Standards Table for the positions of Public Servants as assigned to Band A and the
Customer & Business Support pathway Level S1
Band | Grade | Jobwise Customer & Business Support Career Pathway Level S1 Factor
& Pathway Descriptors Typical S1 Jobs
Score | Descriptor (Jobs that are client facing and most of the tasks relate to varied degree
of administrative functions.)
A S1 Task Support: | Education B. ELEMENTARY (PRIMARY) Basic
177- schooling with ability to read and write and Cleaner
144 Task focused understand simple written instructions to carry out
support roles set and familiar routines as directed. Nursery Worker
where the work | Experience B. SIMPLE TASKS Simple tasks which can be
is limited to adequately learned within a few weeks. Custom Counseller
clearly defined Instruction is normally given verbally but basic
tasks governed written procedures may be provided. Security Officer
by simple rules | Complexity A. BASIC Simple and routine tasks specifically
and clear or defined, easily learnt and requiring minimal Gardener
detailed independent thought or significant decision
instructions making by jobholder Office Support
Scope A. HIGHLY SPECIFIC Performance of .
specific tasks and activities that do not involve Field Support
supervision or close liaison with others. Cadet
Problem A.REPETITIVE Work is simple and e
Solving repetitive. Problems are minor and are solved by
the simple choice of responses or actions already
learnt.
Freedom to Act | A. CLOSE Work is subject to close supervision.
Simple tasks are assigned and all work is checked
in detail.
Impact of C. IMPACT Direct impact of a single
Decisions discretionary decision causes minor impact,
which can be expressed in vatu terms of less than
VT 7,000. (The cost of the individual’s own time)
Interpersonal A COURTESY Little contact with other staff
Skills other than normal pleasantries and basic courtesy.
Authority A. FINANCIAL AUTHORITY No authority to
commit routine expenditure or capital
expenditure.
People A. STAFF RESPONSIBILITY There may be a
Management requirement to allocate tasks to others, possibly
with limited supervisory responsibilities. (up to 8
Staff)
Signed this\] 7" day December, 2024.
SRR e
7%/ REPUBLIC
Sciga ' VANUATU Nigel Malosu
Member
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PART 8B THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC SERVANTS
ASSIGNED TO THE CUSTOMER AND BUSINESS SUPPORT CAREER PATHWAY

[GRT Determination 8 of 2024: The Salary Structure Table for the positions of Public Servants as assigned to
Band A to Band F and the Customer & Business Support career pathway Level S1 to Level S6.]

GRT Determination 8 of 2024:
Table S1-S6 — The Salary Structure Table for the positions of Public Servants as
assigned to Band A to Band F and the Customer & Business Support pathway Level S1
to Level S6.
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
PERFORMANCE-BASED SALARY STRUCTURE DETERMINATION FOR THE
CUSTOMER & BUSINESS SUPPORT CAREER PATHWAY
PUBLIC SERVANTS
Band Grade Annual Salary Range
Ps S 6.9 3,100,000 Maximum
Ps S 6.8 3,035,000
Ps S 6.7 2,970,000
Ps § 6.6 2,904,000
F PsS 6.5 2,839,000 Midpoint
PsS 6.4 2,774,000
PsS6.3 2,708,000
Ps§6.2 2,643,000
PsS6.1 2,577,000 Minimum
PsS 5.9 2,512,000 Maximum
PsS 5.8 2,447,000
PsS5.7 2,381,000
PsS 5.6 2,316,000
E PsS 5.5 2,250,000 Midpoint
PsS5.4 2,185,000
PsS53 2,120,000
PsS5.2 2,054,000
PsS 5.1 1,989,000 Minimum
PsS4.9 1,924,000 Maximum
Ps S 4.8 1,858,000
B PsS4.7 1,793,000
Ps S 4.6 1,727,000
PsS 4.5 1,662,000 Midpoint
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Effective as of dite 0fde
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1597.000 I

1,531,000

1,466,000 ]

1,400,000 Minimum

138000

1,359,000

1,338,000 I

1,316,000
1,295,000
1,273,000

125200 I

Midpoint

1,230,000

1,209,000 Minimum

]
197,000
1166000 —
114,000 A
1112.300 I
1,101,000
1,080,000 —
1,058,000 ]
1,037,000 I

 Winimum

1,015,000 Minimum

1,002,000 Maximum
958,000
914,000

871,000 ]

827,000 Midpoint
783,000

740,00 .

696,000
652,000 Minimum

Nigel Malo
Member
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