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17th December 2024
Dear Chairman, Public Service Commission
GRT 2024 REVIEW REPORT FOR PUBLIC SERVICE COMMISSION

| am pleased to advise that the 2024 review of remuneration for the public servants is complete.
Attached to this letter is the review report for Public Service Commission.

The GRT Board is grateful for the cooperation shown during the consultations with the Public
Service. 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 service
are determined by placing each job into relevant level of four (4) main career pathways including,
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

Saby Natonga, Chairman

Cc:

- Hon. Charlot Salwai Tabimasmas, Prime Minister

- Cherol Ala Inna, Director General, Prime Minister’s Office

- Johnathan lavere, Acting Secretary, Public Service Commission
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Firstly, we acknowledge God for His divine guidance and blessings experienced throughout the
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REMUNERATION TRIBUNAL TRAITEMENTS This report is the end-product of the 2024 New GRT Determination Review process conducted
PR;?B 9053 Port Vila, Vanuatu SPP 9053 Port Vila, Vanuatu by the GRT Department pursuant to a decision made by the Council of Ministers (COM Decision
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el: (678) ax Tel: (678) 22413 Fax: 263181 068/2023) in response to changes in Consumer Price Index following the Covid-19 pandemic.

The GRT Board notes that it took an immense amount of work and it would not exist without
the invaluable contributions of a number of incredibly thoughtful, dedicated, supportive people,
government partners, and agencies, including:

GRT 2024 REVIEW REPORT ON REMUNERATION rT o
FOR THE JOB POSITIONS UNDER THE PUBLIC . Strategic Pay New Zealand
SECTOR . New Zealand High Commission

. National Bank of Vanuatu

. Government Ministries, Departments, and Agencies
. Teaching Service Commission
. Police Service Commission
. Public Service Commission
. Judicial Service Commission
a??éﬁ;\ . Parliament
= 8y, . Ombudsman Office
DT I A1 447110 F . Office of Attorney General
GT‘%«;}?’:;!;‘E‘::U ,lfﬂ”ﬁ’ ; . Office of Public Prosecutor
{n ——4l, i . Office of Public Solicitor
! %‘% REPUBLIQUE . National Audit Office
Saby Natonga k-4 \,, DE VARUATY Nigel T. Malosu . GRT Department staff
BN\ . HRMs, HROs, Technical officers of Government Ministries
Chairman QT Member

T — A very special thank you to the Heads of the agencies who agreed to release their technical staff to

form the Secondment Officers team that led this landmark review. The GRT Department is eternally
‘;'i‘_?C"_D grateful to the members of the review team:
° Clement Nasse, Team Leader, Principal Remuneration Analyst, Government Remuneration
Rosemary Leona Tribunal
° George Shem, Principal Job Analyst, Public Service Commission
Member . Wendy W. Raptigh, Judicial Development and Training Officer, Supreme Court of Vanuatu

. Ben Tokal, Principal Economic Statistician, Vanuatu Bureau of Statistics
. Eric . Malessas, Principal Policy Analyst, Department of Strategic Policy Planning and Aid

Coordination

Finally, we acknowledge all Government employees who are the ultimate beneficiaries of the 2024
new determinations for their patience and understanding throughout the long review period.
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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 job positions of
persons employed by the Public Service Commission and related employed bodies.

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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BACKGROUND

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.

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).

Public Service Commission -Remunaration comparative analysis
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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.

REVIEW REPORT 2024 | PUBLIC SERVICE COMMISSION

11



12

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.

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 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.

GOVERNMENT REMUNERATION TRIBUNAL

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 .
Y 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.

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

1 Reserve Bank of Vanuatu Quarterly Economic Review September 2023
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projected to surge impressively by 4.8 percent, driven by strong performance in the industry sector
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 CPl 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.

CPI percent change over same quarter in previous year

Spurce: CP| 1st Quarter 2024
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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.

GOVERNMENT REMUNERATION TRIBUNAL

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 Public 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:

° Leadership
. Technical
Factors Description o 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.

16 GOVERNMENT REMUNERATION TRIBUNAL REVIEW REPORT 2024 | PUBLIC SERVICE COMMISSION 17



18

P10 Cusiomer L Business DOpwrations lechnica Spaciolial
nd
& Paints Support Pathway Pathway Pathway Bl

FT&-875

ATE-TTA AT ..I L

N |
53] -5 | L4

191235 n L
fre n .
117-144 . A

SALARY BANDS CAREER PATHWAYS JOB LEVELS

A banded pay structusre that can be linked directly to Languige ke That S61 Sul [ R iy of obei Serois bioed funtBonsl  idenbfsble prohbe that map the e
irarket dals Prom & job mnd job & srodt Lach of the Eaaaown ik Gefined n (ermy of wely that define the natury relatcniieg Deteisen Tupavineg, work
surveys, Each pathway may have strategy and salary BF weork and 1 aviocisted comgsripndy snd Uil nequineree niL compiruty, amact and wope

bands.

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.

GOVERNMENT REMUNERATION TRIBUNAL

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 the Public Service Commission is presented in Appendices, 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, for
most jobs and job classes/career pathways, each Band has a range spread ranging from Grade 1
(minimum) to Grade 9 (maximum) with a midpoint Grade 5.

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.

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.

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

iil 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.

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 CPI, 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.

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 il
3. Always make appointment of people to positions on merit and in accordance with the TOTAL TOP UP 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 Constitutional Bodies 187 39,652,802
integrity of the institutional processes.
5. Consider revision of Job Description and templates to incorporate features that bring JD OPSC PMO 110 30,978,020
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 MOIA 293 74,626,999
PMS process and objective criteria.
7. Establish a committee of competent individuals to review, adapt, and monitor the MFEM 360 79,491,037
implementation of the organization’s structures and Job Descriptions with related templates.
8. Realign organizational change processes, procedure, and adapt existing human resource MOET 211 40,585,837
management practices to the new GRT methodology and technology.
MOCC 188 47,887,060
MALFFB 354 76,751,001
MOFAET 79 16,446,584
MOH 1407 211,811,147
MIPU 290 54,163,249
MOJCS 193 40,991,800
MOL 128 25,985,663
MOT 122 25,471,006
MOYS 59 15,267,316
TOTAL 3981 780,109,521
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APPENDICES

Appendix 8A. GRT Determination 2 of 2024 - The Determination on the Office Designation
Structure, the Job Classification Standards, the Salary Structure, and The Allowances for the
positions of Directors General, the Heads of the Constitutional Bodies, and the Heads of the
Statutory Entities.
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Appendix 8B. GRT Determination 7 of 2024 - The Determination on the Job Classification
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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.
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Appendix 8D. GRT Determination 9 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of Medical Officers employed by the Public
Service Commission.

Appendix 8E. GRT Determination 10 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of Dental Officers employed by the Public
Service Commission.

THE GRT DETERMINATION ON OFFICE DESIGNATION STRUCTURE, THE JOB
CLASSIFICATION STANDARDS, THE SALARY STRUCTURE, AND ALLOWANCES
FOR THE POSITIONS OF DIRECTORS GENERAL, THE HEADS OF THE
CONSTITUTIONAL BODIES, AND THE HEADS OF THE STATUTORY ENTITIES.

Appendix 8F. GRT Determination 11 of 2024 - The Determination of the Job Classification
Standards and the Salary Structure for the positions of Allied Health Officers employed by the
Public Service Commission.

The Determination sets out the office classification or designation structure, the job classification
standards, the salary structure and allowances for the positions of Directors General of government
Ministries as appointed under Section 18 of the Public Service Act, and for the positions of Heads of
Constitutional bodies, and the Heads of the Statutory entities. It sets out the contents as follows:

Appendix 8G. GRT Determination 12 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of Nurses employed by the Public Service
Commission.

Appendix 8H. GRT Determination 13 of 2024 - The Determination on the Job Classification
Standards and the Salary Structure for the positions of Ancillary Care and Support of Government
Clinical Sector employed by the Public Service Commission

Appendix 8G: GRT Determination 21 of 2024 - Determination on Job Classification Standards
and Salary Structure for the positions of a Secretary General and an Assistant Secretary General of
a Provincial Council, and of a Town Clerk and a Deputy Town Clerk of a Municipal Council.
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PART 1 - GENERAL
Authority

1.1 This Determination is issued pursuant to section 13 of the Government Remuneration
Tribunal (GRT) Act.

1.2 The Tribunal may issue guidance notes from time to time to assist the Commission in the
administration of this Determination.

Application

1.3 This Determination applies to the position of the Director General as appointed by the
Public Service Commission (PSC) under Section 18 of the Public Service Act.

1.4 The Determination applies to the following constitutional position(s):
(D) The Auditor General as appointed under article 25(4) of the Constitution

1.5 The Determination applies to the following statutory positions:

(i) The Clerk of the Parliament as appointed under the Section 15(1) of the
Parliament Act,

(i)  The Commissioner of Police as appointed under the section 7(A) of the Police
Act, and

(iii)  The Secretary of the Public Service Commission as appointed under Section 13(1)
of the Public Service Act.

1.6 In accordance with Section 25 of the GRT Act, the Employment Contract of the current
holder of a position mentioned on paragraphs 1.3, 1.4, or 1.5 will be taken to have been
modified to conform to the Determination.

1.7 The Determination assigns the positions specified in paragraphs 1.3, 1.4, and 1.5 to the
Leadership career pathway of SP10 Jobwise® Framework as depicted in Table 1.2 below

Table 1.2 The Career Pathways for Directors General and Heads
of Constitutional & Statutory Agencies
Career Pathways Bands Levels | Positions
Leadership L L9 Director General, Central Agencies,
Secretary, PSC
K L8/L9 | Director General, Line Ministry;
Auditor General;
Clerk of Parliament;
Commissioner of Police

Effective date

1.8 This Determination takes effect as of 1** December 2024,

GRT Determination 2 of 2024 - DGs and Heads of Const - Statu- Bodies Page 2 of 9
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PART 2 — THE OFFICE DESIGNATION STRUCTURE

[GRT Determination 2 of 2024: The Office Designation Structure for the Directors
General, the Heads of Constitutional, and the Heads of Statutory Bodies.]

2.1 The offices so mentioned on paragraph 1.3, 1.4, and 1.5 are categorized into two main
classes or designations, CLASS DG.A and CLASS DG.B, where CLLASS A depicts Heads of
offices of Central Agencies of government that oversee or control overall government
administration, and CLASS B depicts watchdog offices and Line Agencies or ministries that
manage and deliver public services.

2.2 The classifications’ structure designation is shown on the Table 2.2 below. The offices are
classified by reference to the ministry, the public Constitutional position or the Statutory

position.
Table 2.2 The Offices Classification Structure Table as designation of Central
Agencies and Line Agencies
CLASS LEVEL Directors General - Heads -
Ministry: Constitutional and
Statutory Body:
DG.A L9 1. Prime Minister’s Office Secretary, Public
2. Finance and Economic Management Service Commission
3. Agriculture, Livestock, Fisheries,
Forestry, and Biosecurity; _
DG.B L8 4. Climate Change and Geo — Hazard; Auditor General;
5. Education and Training; . _
& Pl Clerk of Parliament;
7. Infrastructure and Public Utilities; Commissioner of

8. Internal Affairs;

9. Justice and Community Services;
10. Lands & Natural Resources;

11. Trade & Commerce;

" 12. Youth Development & Sports;

A 13. Foreign Affairs International
Cooperation & External Trade

Police
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PART 3 -THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS
OF THE DIRECTORS GENERAL, THE HEADS OF CONSTITUTIONAL
BODIES, AND THE HEADS OF THE STATUTORY ENTITIES

{GRT Determination 2 of 2024: The Job Classification Standards Tables for the Positions
of the Directors General and the Heads of Constitutional and Statutory Bodies.]

The Job Classification Standards Table for the positions of the Directors General, the Heads of
Constitutional Bodies, and the Heads of the Statutory offices classified under CLASS DG.B and as assigned

Table L. L9

to Band L and the Leadership pathway Level L9

The Job Classification Standards Table for the positions of the Directors General, the Heads of
Constitutional Bodies, and the Heads of the Statutory offices classified under CLASS DG.A as assigned

Band

Grade
& Score

Jobwise
Pathway
Descriptor

Leadership Pathway Level 9 Factor Descriptors
(Leadership pathway Jobs must supervise at least one person under an
approved organisation structure, to be evaluated based on this career

pathway)

Typical LY
Positions

L9
774-875

Senior
Manager:

Leadership of a
single function
or aspect of a
large function
where the impact
on overall
organisation end
results (Political,
strategic, and
financial) is
major and direct

Education

K. TERTIARY / ADVANCED PROFESSIONAL
Requires multiple degrees in diverse disciplines, e.g.,
Medical Specialist / LLB extending beyond PhD level,
applying advanced theoretical and applied knowledge
at the international forefront of the discipline or
enterprise.

Experience

I, EXECUTIVE DIRECTION Extensive experience
in managing, leading and directing a major division/
function of a large organisation, or the CEO / Director
General of a small organisation.

Complexity

E, COMPLEX High level of innovation and
adaptability required to react to rapidly changing
circumstances. Significant demands made to control,
harmonise, and motivate all or major sections of a large
and diverse organisation, within continuously changing
environment, both locally and internationally.

Scope

F. GENERAL MANAGEMENT Coordination and
direction of multiple divisions and functions or
departments in an organisation.

Problem
Solving

F. EVALUATIVE Little routine is involved. Problems
are primarily of a strategic nature requiring analysis and
evaluation of several alternative solutions, Guidelines
may provide a general framework, but considerable
judgement and initiative are required to find the best
possible solution,

Freedom to
Act

G. BROAD GUIDANCE Determines own strategies
to meet the overall objectives of the organisation, Little
guidance is available on the range of business activities
that can be undertaken. Expected to resolve all but
major corporate-wide problems independently.

Impaci of
Decisions

E, IMPACT Direct impact of a single discretionary
decision causes critical impact, which can be expressed
in vatu terms of hundreds of thousands of vatu.

Interpersonal
Skills

F. LEAD/ DIRECT (LARGE ORGANISATION)
Coordinating and direction of senior management from
all areas of the organisation

Authority

D, FINANCIAL AUTHORITY.
Approves routine expenditure within budgetary limits
and is accountable for an expenditure budget,

People
Management

D 3. Has full supervisory / managerial responsibility for
30 -99 staff. This includes allocation of work,
accountability for their cutputs, quality etc. and appraisal
of their performance. (may also apply to medium and
larger staff numbers)

Director
General,
Central
Agencies

Secretary,
PsC

Table K. L8 to Band K and the Leadership pathway Level L8
Band | Level Jobwise Leadership Pathway Level 8 Factor Descriptors Typical L8
& Pathway (Leadership pathway Jobs must supervise at least one person under an .
Score | Descriptor approved organisation structure, to be evaluated based on this career Positions
pathway)
K L8 Function Education J. TERTIARY / PROFESSIONAL Requires applied
Manager: knowledge and understanding of the theoretical knowledge i
676-773 Leadrship of base in a specialised field or equivalent level of management, | Director '
a single One or more academic degrees in a specific discipline is Gs?m':ra], Line
function or essential to perform complex assignments and formulate | Ministry
aspect of a appropriate responses to resolve both conctete and abstract
. problems requiring analytical, specialist technical and
large function A
creative input, VQF §-10
where the Police
impact on Experience J. DIVERSE EXPERIENCE The job requires experience Commissioner
averall in managing and administering a major function or a small /
organization medium organisation, or a major department / brand of a
end results is large organisation, Clotk of
ioni CIrk O
,S[fgn.lﬁifnt' Complexity | D. INVOLVED While the end results are generally Parliament
ypically .. .
managing deﬁnf:d, the means'of achlevn?g .them are unspecnﬁe.d.
Continuous balancing o conflicting demands from diverse
managers or sources is required and a high level of unpredictability and
team leadc?r s variability is encountered. Auditor
with staff in Scope E. CORPORATE Functional responsibility at a corporate | General
technical/ level, involving centra! coordination of a specialist or staff
specialist roles function and requiring the integration or coordination of
requiring high activities and influence over relevant policy and procedures
levels of in all operating arcas of a large organisation,
expertise. -
Problem E. COMPLEX Problems contain unusual and unexpected
. elements which have not been previously encountered.
Solving Extensive research ay be required, possibly extending up to
9-1Zmonths. Corporate policies and in-house expertise will
not provide a complete answer to the problem.
Freedom to E. GUIDANCE The jobholder is expected to wotk with a
Aect large degree of independence within the organisation's plans,
policies and reporting requirements. Overall guidelines and
objectives are discussed initially, and progress is reviewed
intermittently and informally
Impact of D. IMPACT Direct impact of a single discretionary decision
Decisions causes major impact, which can be expressed in vatu terms
of tens of thousands of vatu. (Managers of larger teams and
MOore resources)
Interpersonal | E RESOLVE/SHAPE Extensive contact at a senior level
Skills requiring high level of communication skills {e.g. mediating,
advocating, counselling, negotiating) on sensitive, difficult,
and complex issues; and / or the skills required for leading a
very small organisation.
Authority D. FINANCIAL AUTHORITY. Approves routine

expenditure within budgetary limits and is accountable for an
expenditure budget.
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People D 1-2. STAFF RESPONSIBILITY Has full supervisory /
Management | managerial responsibility for 30-99 staff. This includes
allocation of work, accountability for their outputs, quality
ete. and appraisal of their performance. OR Project
Coordinator (Managing Project Manager) of projects long
than 4 years who have oversight of Project Managers, project GOVERNMENT OF THE
teams of over 100 people.

GOVERNEMENT DE LA

REPUPLIQUE DE VANUATU
BUREAU DE CONSEIL DE REVISION DES
TRAITEMENTS

SPR 9094 Port-Vila, Vanuatu

Tél: (678) 23625 Télécopie: 263181

REPUPLIC OF VANUATU
OFFICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
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Signed this 17" day of December, 2024.
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PART 1. GENERAL

1.1  Authority:
1.1.1 This Determination is issued pursuant to section 13(1) of the Government
Remuneration 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 of Directors employed under section 18(1)
of the Public Service Act [CAP 246], and the positions of Deputy Directors appointed
by the Public Service Commission.

1.2.2 This Determination shall also apply to any positions the Commission deems
comparable in job value o the position of Director or Deputy Director.

1.2.3 In accordance with Section 25 of the GRT Act, and where applicable, the Employment
Contract of the holder of a position of Director will be taken to have been modified to
conform to the Determination.

1.2.4 The Determination assigns the positions specified in paragraphs 1.2.1 and 1.2.2 to the
Leadership career pathway of SP10 Jobwise® Framework as depicted in Table 1.2

below:
Table 1.2 The Career Pathways for the positions relative to Director and
Deputy Director
Career Pathways Bands Levels | Positions
Leadership K L8 Director;
J L7 Deputy Director; Deputy Secretary, OPSC

13 Effective date:
1.3.1 This Determination takes effect as of 1 December 2024.

1.3.2 As and when this Determination takes effect, it shall supersede and revoke any
determination or decision relating to any form of salary payable to a Director or
Deputy Director appointed by the Public Service Commission,

GRT Detetmination 7 0of 2024 — Dir & DDir - PSC Page 2 of 9
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PART 2. THE RULES OF APPLICATION AND RELATED MATTERS

2.1 Setting the Salary
2.1.1 The Commission shall determine the work value or increment or promotion or
allowance for the positions stated in PART 1 paragraphs 1.2.1 and 1.2.2 in
accordance with the Job Classification Standards set out in PART 4 Table K L8
and Table J.L7.

2.1.2 A new person appointed to the position of Director or Deputy Director shall be
paid the starting salary determined for the position.

2.1.3 The starting or minimum annual salary and grade for the position of Director
shall be DIR 2.1 — VT 5,390,000,

2,14 The starting or minimum annual salary and grade the position of Deputy
Director shall be D/DIR 1.1 — VT 4,682,250,

2.1.5 A person holding a position of Director may be placed in Class DIR 3 minimum
grade only and only if the grades in Class DIR 2 have been justly exhausted.

2.1.6. Pursuant to PART 5 Table 5, the maximum salary for the position of Director
shall be DIR 3.2 — VT 6,675,300, and the maximum salary for the position of a
Deputy Director shall be DDR 1.6 - VT 5,360,000.

2.1.7 Notwithstanding paragraphs 2.1.2, 2.1.3, 2.1.4., the Commission shall ensure it
exercises prudent business judgement and assign starting pay grades upon merit,
commensurate with performance outcomes, qualification, experience, the
responsibilities and accountabilitics of the office as set out in PART 4 Table
K.L8 and Table I.1.7.

2.2 Adjustment to Salary:
2.2.1 An adjustment to salary shall be made in accordance with a reliable performance
process and requirements, and according to the terms and condition of
employment.

2.2.2 A salary increment may be administered for the positions stated on PART 1,
paragraphs 1.2.1 and 1.2.2 only if the employee consistently demonstrates high
performance for two (2) consecutive years or more.

2,1.3 Relative to paragraph 2.2.1, a Director may be promoted to receive a DIR 3
salary only and only if he or she has performed exceptionally well and
consistently for four (4) or more years consecutively and only when the Class
DIR 2 grades have been justly exhausted.

2.2.4 The Commission is expected to exercise its legal or regulatory authority and
shall employ all necessary means and discipline or consider demotion to ensure
an employee who has received an increment or promotion so continues to
maintain high level performance.
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2.3 Other Officers
2.3.1 The employing body shall apply this Determination on salary and allowances for
the Deputy Director to a person who is appointed as Deputy Secretary of the Office of
the Public Service Commission.

2.3.2 The maximum annual salary for the Deputy Director and the Deputy Secretary,
as stated on paragraph 2.3.1, is Grade DDR 1.6 — Vt. 5,360,000.

2.4, Acting
2.4.1 An employee, when acting in the positions as stated in PART 1 paragraphs

1.2.1,1.2.2, and 1.2.3, shall be paid according to the starting annual salary set for that
substantive position in this Determination.

PART 3. ALLOWANCES.

3.1. Allowances for the position of Director

3.1.1 The employing body may pay the allowances depicted in Table 3.1 to the
position of Director, but not more than the set ceiling or maximum amount,

Table 3.1 — Director Allowances

Types of Allowances Maximum {Ceiling)/ Monthly (VT)
Housing 60,000

Child 20,000

Fuel 0

Telephone 8,000

3.1.2 Fuel Allowance

The Commission may pay the employee a monthly fuel allowance of any amount
directly on government vehicle held by the employee but ntot more than 35,000vt per
month. In the event the employee uses personal vehicle to conduct official duties, the
employer may pay a monthly fuel allowance of not more than 22,000vt.

3.1.3 Accommodation

The employee is entitled to a reasonably furnished Government house. If a
government house is not available, the employer shall be responsible to
accommodate the Employee at a house that is similar standard to a Government
furnished house but at rental fee of not more than 100,000vt per month,
inclusive of rent tax and in accordance to tender procurement procedures. In the
case where an employee stays at their own house, the employer may pay any
allowance rate but not more than 60,000 VT as monthly ceiling.

3.2.4 Child Allowance
The Commission shall pay child allowance for children under 18 years of age
according to policies provided in the Public Service Staff Regulation Manual for
each child. For more than three (3) children, the monthly total amount must be

GRT Determination 7 02024 - Dir & DDir - PSC Page 4 of 9
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3.2.5 Telephone Allowance
The Commission may pay a telephone allowance to the employee but not more
than 8,000vt a month.

3.2.6 Establishment Allowance
In the case where a government house is provided, the employee is entitled to a
one-off establishment allowance not more than twenty-five thousand vatu
(25,000vt.), payable on commencement of the employment contract, for purpose
of assisting the employee with the immediate costs of installation and rental of a
telephone line and telephone at his or her residence.

3.2.7 End of contract entitlements
The employee shall be entitled to a severance allowance calculated at the rate of
two (2) months remuneration for every year of the performance of the contract of
employment.

3.2. Allowances for the position of Deputy Director

3.2.1 Type of Allowances
The Commission may administer the allowances listed below to the position of
Deputy Director;

(i) Child or Family allowance
(ii) Housing allowance

3.2.1 Maximum Allowances
The allowances specified in 3.2.1 shall not be paid above the maximum amounts
as specified below:

Table 3.2 — Deputy Director Allowances

Types of Allowance Maximum (Monthly)
Housing 30,000

Child 20,000

Fuel 0
Telephone 0

3.2.3 Child Allowance
The Commission shall pay a child allowance per child according to policics as

provided in the Public Service Staff Manual. For more than three (3) children, the
monthly total amount must be paid promotionally per child, but not be more than
the maximum amount specified under Table 3.2.

3.2.4 Other Allowances
Subject to formal approval by the Tribunal, the Commission may administer other
types of allowances deemed payable to the position of Deputy Director.
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[GRT Determination 7 of 2024: The Job Cilassification Standards Tables for the
positions of Directors and Deputy Directors as assigned to the Leadership career
pathway Level 7 & Level 8, Band J and Band K.]

Table K. L8 The Job Classification Standards Table for the position of the Director as assigned to Band K
and Leadership pathway Level L8, '
Band | Level | Jobwise Leadership Carcer Pathway Level 8 Factor Descriptors
& Pathway (Jobs requiring varied degree of leadership, supervision of people, | Typical L8
Score | Descriptor power, and oversight of general management functions) Positions
K L8 Function Education J. TERTIARY / PROFESSIONAL Requires
Manager: applied knowledge and understanding of the | Director
676- . , L
theoretical knowledge base in a specialized field
773 | Leadership or equivalent level of management. One or more | Principal
of a single academic degrees in a specific discipline is | Electoral
function or essential to perform complex assignments and Officer
aspect of a formulate appropriate responses to resolve both Chief
_large' concrete and abstract problems requiring Stalt?s tician
function analytical, specialist technical and creative input.
:Where the -VQF 8-10 Chief
impact on : : : Information
overall Experience J. DIVERSE EXPERIENCE The job requires
organization experience in managing and administering a Officer
end results is major function or a small / medium organization,
significant. or a major department / brand of a large Secretary
Typically - organization. - General
managing Complexity D. INVOLVED While the end resu}ts are Citizenship
generally defined, the means of achieving them
managers or are unspecified. Continuous balancing o
team leadf?rs conflicting demands from diverse sources is .
with staff in required and a high level of unpredictability and Assistant
technical/ variability is encountered. I()?lelr.k of
specialist Scope E. CORPORATE Functional responsibility at a arliament
roles corporate level, involving central coordination of
requiring a spec1?,hst or staff i:unc.tlon and requiring the Commissioner
high levels of integration or coordination of activities and of Labour
expertise. influence over relevant policy and procedures in
all operating areas of a large organization, Registrar
Preblem E. COMPLEX Problems contain uwnusual and General
Solving unexpected elements which have not been
previously encountered, Extensive research ay be
required, possibly extending up te 9-12months.
Corporate policies and in-house expertise will not
provide a complete answer to the problem.
Freedom to E. GUIDANCE The jobholder is expected to
Act 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
Decisions

D. IMPACT Direct impact of a
discretionary decision causes

major impact, which can be expressed in vatu
terms of tens of thousands of vatu. (Managers of

larger teams and more resources)

single

Interpersonal
skills

E. RESOLVE/SHAPE Extensive contact at a
senior level requiring high level of
communication skills (e.g. mediating, advocating,
counselling, negotiating} on sensitive, difficult,
and complex issues; and / or the skills required
for leading a very small organization,

Authority

D. TFINANCIAL AUTHORITY. Approves
routing expenditure within budgetary limits and is
accountable for an expenditure budget.

People
Management

D. 1 - 2. STAFF RESPONSIBILITY Has full
supervisory / managerial responsibility for 30-99
staff. This includes allocation of work,
accountability for their ocutputs, quality etc. and
appraisal of their performance. OR Project
Coordinator (Managing Project Manager) of
projects long than 4 years who have oversight of
Project Managers, project teams of over 100
people.

GRT Detemination 7 of 2024 — Dir & DDir
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Table J. L7 The Job Classification Standards Table for the positions of the Deputy Director as assigned to
Band J and Leadership pathway Level L7,
Band | Grade | Jobwise Leadership Career Pathway Level 7 Factoxr Descriptors
& Score | Pathway (Jobs requiring varied degree of leadership, supervision of people, Typical L7
Descriptor power, and oversight of general management functions) Positions
J L7 Section Edueation I. TERTIARY / SPECIALIST Requites a
Leader: specialist diploma at under-graduate level or a
592-675 generic university bachelor’s degree, i.e., no | Deputy
Responsible specific discipline, or equivalent level of | Director
for managing a education. -VQF 6-7
section part of
a division/ Experience H. SPECIALISED EXPERIENCE Deputy
department, The job requires extensive specialised expetience | Secretaty,
where in a technical, scientific, or professional field, | OPSC
; normally gained through relevant professional
cffective . . . _
o qualifications together with significant post | Deputy CIO
utilization of . : > . ,
. qualification practical experience; OR Experience
'staﬂ‘m of a more general 14-15 years Secretary,
important and "o olexity | C. DEFINED The end results required and Law
mpact on policy frameworks are defined but independent | Commission
stakeholder thought is necessary to coordinate conflicting
satisfaction is demands and optimize efficiency. Deputy
s:gmﬁc.a nt. Scope D. MANAGERIAIL Management or conirol of a C;) Lm 1;1)11ssmner
.Staff will significant operational or Tunctional vnit / of Labour
includo division, including the planning, direotingand [y .
technical controlling of all activities within the unit, or a g at101.1ta
specialists and CEO / Director General of very small Azcu'n Y
programune/ organisation, vison,
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D. VARIED Problems are varied and the
solution requires research though diverse and
perhaps contradictory ceases. Initiative and
judgement is necessary in interpretation. In
general, many of these problems extend far
beyond the need for short term solutions, with the
research required extending between 1-3 months,

D. GENERAL INSTRUCTIONS

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

C. Impact Direct

Impact of a single discretionary decision causes
significant impact, which can be expressed in
vatu terms of thousands of vatu.

D. INFLUENCE / PERSUADE

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

B. Financial Authority.
Authorises minor expenditure from another
person’s budget.

Project roles, | Problem

managed Solving

directly or

through team

leaders
Freedom to
Act
Impact of
Decisions
Interpersonal
Skills
Authority
People
Management

C. 1 Has full supervisory / managerial
responsibility for 11-29 staff. This includes
allocation of work, accountability for their
outputs, quality etc. and appraisal of their
performance.

VNSC

Secretary
General,
Citizenship

GOVERNMENT OF THE
REPUPLIC OF VANUATU
OFFICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
PMB 209 Port Vila, Vanuatu
Tel: (678) 23625 Fax: 263181

GOVERMEMENT DE LA
REPUPLIQUE DE VANUATU
BUREAU OF CONSEIL DE REVISION DES
TRATEMENTS

SPA G094 Part-Vila, Vanustu

Tél: (678) 23625 Téldcapie: 263181

PART 5. THE SALARY STRUCTURE FOR THE POSITIONS OF DIRECTOR AND

DEPUTY DIRECTOR

[GRT Determination 7 of 2024: The Salary Structure Table for the positions of
Director, as assigned to the Leadership career pathway Level L8 Band K, and the
Deputy Director, as assigned to the Leadership pathway Level L7 Band J.]

\7™ day of December, 2024.

%f I/flll

e,u'lf!ﬂ’l"llll i J'u

=

Age D&‘Vﬁ;yi‘mu‘? semary Leona Nigel T. Malosu
Ch nnan‘?ﬁ ;\ WUATY .é‘»:‘ fember Member
" :' &
fe as of daté Of QM@%‘
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Determination 7 of 2024:
Table 5 — The Salary Structure for the positions of Directors (DIR) and Deputy Directors
(DDR)
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
PUBLIC SERVICE COMMISSION — DIRECTOR AND DEPUTY DIRECTOR
PERFORMANCE-BASED SALARY STRUCTURE
Band | Score | Class | Level Grade Annual Salary Range
773 DIR3 | L8 DIR 3.2 6,675,300 Maximum
762 DIR 3.1 6,418,250 Minimum
K
752 DIR2 | L8 DIR 2.4 6,161,200 Maximum
740 DIR 2.3 5,904,120
730 DIR 2.2 5,647,000
719 DIR 2.1 5,390,000 Minimum
730 DDR1 | L7 DDR 1.6 5,360,000 Maximum
J 719 DDR 1.5 5,137,000
708 DDR 1.4 4,850,000
698 DDR 1.3 4,794,100
687 DDR 1.2 4,738,160
676 DDR 1.1 4,682,250 Minimum

Signed this 17" d Ly of December 2024.

/S’Zb/y tg REPUBLIQUE g?osemary Leona
Chairman \, g yanusTy ,@/ Member
1 e é’/

c\C“
Effective as of date é‘f“de?él%%ﬁaﬁ?m
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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].

GOVERNMENT OF THE GOVERNEMENT DELA

REPUPLIC OF VANUATU gl s S 1.1.2  The Tribunal may issue guidance notes from time to time to assist the Employing bodies in the
FFICE OF THE GOVERNMENT pomibgiuiiest et i P : : ;!
e : TRAITEMENTS administration of this Determination.

REMUNERATION TRIBUNAL
PMB 9094 Port Vila, Vanuatu
Tel: (678) 23625 Fax: 263181

SPR 9094 Port-Vila, Vanuatu
Tél: (678) 23625 Télécopie: 263181

1.2 Application:
1.2.1 The Determination applies to the positions occupied by persons employed by the Public Service

OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL 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
oy DETERMINATION 8 01204 various employing agerz;iegl:)g govgrnment. ’ o
Notice No. .... of 2024
1.2.3 This Determination may, on the written consent of the Tribunal, be applied to officers employed by or
COMMISSIONS & GOVERNMENT EMPLOYING BODIES appointed to positions by a Government Agency including but not limited to a Statutory Entity, a
Statutory Corporation and a State-Owned Enterprise,
THE GRT DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND THE 1.2.4 This Determination does not apply to a member of the Vanuatu Police Force or positions for teachers or
SALARY STRUCTURES FOR GENERAL POSITIONS OF PUBLIC SERVANTS APPOINTED BY nurses or petsons working in the clinical or Health sector.,
COMMISSIONS AND VARIOUS GOVERNMENT EMPLOYING AGENCIES.
This Determination sets out the Job Classification Standards and the salary structures for general positions 125 This -Detenn%natlo(rll doc:is ot a:ppljllgto the pO?)llt'l oS Of-‘ thz Dircctors General and Directors whose
of public servants, appointed by Commissions and various government employing agencies, as assigned to appointment is made under section 18 of the Public Service Act.
;1:1?1 %I: el g i;gg;;?p‘cﬁrsz;%ﬁzg?ys’ tmclncingythes Customesrand! Business Suppiors; (ipersiious, fesantod, 1.2.6  This Determination does‘ not apply to the Deputy Directors, Chief Executive Officers, Deputy Executive
PART CONTENT PAGE Officers of Statutory Entity, Statutory Corporation and State-Owned Enterprise.
1 GENERAL 2 ) .. ) . . ) )
2 THE RULES FOR APPLICATION OF DETERMINATION FOR POSITIONS OF 3 1.2.7 This [?etenmnatlon applies to all _]ObS' or positions assigned to the Leadership (Levelg L1-L6), the
PUBLIC SERVICE OFFICERS Technical (Levels T1- T6), the Operations (Lt.eveés 01-06), and the Customer and Business Support
(Levels S1-86) career pathways of SP10 JobWise® Framework.
3 RELATED MATTERS - ALLOWANCES 4
THE REFERENCE TABLE FOR DETERMINATION COMPONENTS AND 5 13 Effective Date:
CAREER PATHWAY'S 1.3.1 This Determination takes effect as of 1% December 2024,
SA THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF 6
PUBLIC SERVANTS ASSIGNED TO THE LEADERSHIP CAREER PATHWAY 1.3.2 This Determination supersedes any determination or decision made on the salary of employees
5B THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC 12 appointed by the Public Service Commission under section 8(1)(b) of the Public Service Act.
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
88 | THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF PUBLIC 36 GRT Determination § of 2024 - PSC Page 2 of37
SERVANTS ASSIGNED TO THE CUSTOMER AND BUSINESS SUPPORT
CAREER PATHWAY
REVIEW REPORT 2024 | PUBLIC SERVICE COMMISSION 43
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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
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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
GRT Determination 8 of 2024 .- PSC Page 4 of 37

REVIEW REPORT 2024 | PUBLIC SERVICE COMMISSION

45



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 :
i REPURLIQUE DE VANUATU

REPUPLIC GF VANUATY L%

OFFICE OF THE GOVERNMENT arlie, BUREAU DE CONSEX DE ABVISION 05 and the Technical Level TS,

REMUNERATION TRIBUNAL gy A{(? TRATEMENTS oy

PiVIB 5024 Port Vila, Vanuatu W ::[R ;079; Z;?;;' f'ér é::ula;uz - - .

Telr {578} 23625 Fax: 263181 Zy oy 078 P 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.

GRT Determination § of 2024 — PSC Page 21 of 37
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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
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[GRT Determination 8 of 2024: The Job Classification Standards Tables for the positions of Public Servants
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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 D. S4 The Job Classification Standards Table for the positions of Public Servants as assigned to Band D and the
Customer & Business Support pathway Level S4
Band | Grade | Jobwise Pathway | Customer & Business Support Career Pathway Level
& Descriptor S4 Factor Descriptors Typical S4 Jobs
Score (Jobs that are client facing and most of the tasks relate to
. varied degree of administrative functions.)
D S4 Technical Education H. TERTIARY / DIPLOMA Executive Secretary
236- | Admin/Customer Reqmr_es 4 — 5 years second:flry Adeitvmition & Finnse
785 | Focus schooling and a further full-tlme course | yen
of study for 2 — 3 years in a technical
Technical or specialized field; or significant and | Assistant FSB Officer
administrative regular' part-time courses of study Secretary
roles with extending over 5 or more years.
accountability for Requi_res a wide range of specialized Passport Processing Officer
resiilts ofaid techmc.al or schplastlc skills to
processes within determine solutions Cooperative Business
poitions of Work -VQF 4-6 Development Officer
S . Experience E. PROFICIENT The job requires
or projects. Varied . . . .
adeptness in a skill and experience ina | Forest Officer
prob.le.ms variety of tasks.
requiring The skill may be related to specific Pollution Control Officer
J.udgement_ and activities, equipment or general
Interpretation activities that take time to acquire, Aquaculture Officer
within recognized extending beyond the short term.
patterns (typically, 1 — 2 years’ related Provincial Statistics Officer
experience)
Complexity C.DEFINED The end results Senior Corrections Officer
required and policy frameworks are
defined but independent thought is Assistant Agriculture Officer
necessary to coordinate conflicting
demands and optimize efficiency. Area Administrator
Scope B. RELATED Supervision of others
is not required, but close liaison with Assistant Auditor
others is necessary in coordinating
specific activities to achieve common Assistant Human Resource
objectives. Officer
Problem C.ROUTINE / VARIED Much of the
Solving work is routine but problems require Asset Officer
reference to precedents and / or
extensive interpretation of detailed VAT Compliance Officer
instructions. (Province)
Freedom to C.PROCEDURES Work conforms to
Act specified procedures and the results are | Data Processing Officer
clearly defined. Work is subject to in-
progress review and guidance and Bio-Safety & Invasive Species
assistance are readily available. Officer
Tmpact of IMPACT A 1. Direct impact of a
Decisions single discretionary decision causes Maintenance Supervisor
minor impact, which can be expressed )
in vatu terms of less than VT 7,000. Assessment Processing
(The cost of the individual’s own time) | Officer
Interpersonal | B. RELATE Discusses work with
Skills employees and communicates Desktop Support Officer
information to other people. Payroll Officer
Authority A. FINANCIAL AUTHORITY No
authority to commit routine Project Officer
expenditure or capital expenditure. . o
People A. STAFF RESPONSIBILITY Senior Registration Officer
Management | There may be a requirement to allocate | gia|d Officer

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

Staff)

Senior Meteo Officer

Table E. S5 The Job Classification Standards Table for the positions of Public Servants as assigned to Band E and the
Customer & Business Support pathway Level S5
Band | Grade | Jobwise Pathway Customer & Business Support Career Pathway Level S5
& Descriptor Factor Descriptors Typical S5 Positions
Score (Jobs that are client facing and most of the tasks relate to
varied degree of administrative functions.)
E S5 Specialised Education I. TERTIARY / SPECIALIST Requires a
286- | Admin/Customer specialist diploma at under-graduate level or | Senior Biosecurity Officer
334 Focus a generic university bachelor’s degree, i.e.,
no specific discipline, or equivalent level of | Return & Debt Officer
Jobs at this level education. Requires a command of
tend to be more specialised technical or scholastic skills to Senior Data Officer
self-directed. analyse, evaluate and interpret. -VQF 6 & 7
Accountability for | Experience | E. PROFICIENT The job requires Senior Procurement Officer
a specialised area adeptness in a skill and experience in a
of administration variety of tasks. The skill may be related to SEO Rural Training
for fhie organisation specific activities, equipment or general . .
: activities that take time to acquire, extending | Curriculum Coordinator
with measurable s A
\ . beyond the short term. (typically, 1 — 2 years
impact. Varied related experience) Personnel Licensing (PEL)
problems of Complexity | C. DEFINED The end results required and | Officer
moderate policy frameworks are defined but
complexity, independent thought is necessary to Senior Procurement Officer
requiring coordinate conflicting demands and optimise
judgement and efficiency. Environmental Health Officer
interpretation and Scope C. INFLUENCING / SUPERVISORY
perhaps analysis Supervision of others required and / or Revenue Officer
and research coordination of resources and processes
(human /physical / financial), or a high Risk Management Officer
degree of influence across the organization,
in order to achieve significant outcomes. Wash Cluster Coordinator
Problem D. VARIED
Solving Problems are varied and the solution requires | Subsidy Scheme Administrator
research through diverse and perhaps
contradictory cases. Initiative and judgement | Senior Asset & Inventory Officer
is necessary in interpretation. In general,
many of these problems extend far beyond Senior M&E Officer
the need for short term solutions, with the
research required extending between 1 —3 Junior Secondary School
months. Examination Officer
Freedom to | D. GENERAL INSTRUCTIONS Work is
Act subject to general instructions only, and DCO Secretariat
specific completion targets are normally
specified. Progress reviews are usually Internal Auditor
undertaken but in most instances assistance ]
by a superior is given only when requested. Senior Desk Officer )
Impact of | IMPACT B. Direct impact of a single Development Cooperation
Decisions discretionary decision causes some impact, )
which can be expressed in vatu terms of Senior Payment officer — Imprest
hundreds of vatu. (supervise small team or
provides advice) Accountant
Interperson | C. ADVISE / SUPERVISE Discusses and L o .
al Skills seeks cooperation from people in other areas | Principal Provincial Tourism
of the organisation, and / or has some Officer
supervisory responsibility. . .
Authority Financial Authority B. Authorises minor Senior Quality Assurance
expenditure from another person’s budget. L .
(i.e. not accountable for an expenditure PEO Provincial Education
budget) L. .
People A. STAFF RESPONSIBILITY There may | ! rincipal Corrections Officer
Managemen | be a requirement to allocate tasks to others, ; .
t possibly with limited supervisory Senior Tariff Officer
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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PsS4.4 1,597,000
D Ps S 43 1,531,000
PsS 4.2 1,466,000
PsS 4.1 1,400,000 Minimum
GOVERNMENT OF THE GOVERNEMENT DE LA
PsS3.9 1,380,000 Maximum REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU
PsS3.8 1,359,000 OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES
Ps S 3.7 1,338,000 REMUNERATION TRIBUNAL TRAITEMENTS
PsS 3.6 1,316,000 PMB 9094 Port Vila, Vanuatu SPR 9094 Port-Vila, Vanuatu
C Ps S.3.5 1,295,000 Midpoint Tel: (678) 23625 Fax: 263181 Tél: (678) 23625 Télécopie: 263181
PsS34 1,273,000
PsS 33 1,252,000
PsS$3.2 1,230,000
Ps S 3.1 1,209,000 Minimum OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL
PsS2.9 1,187,000 Maximum GRT DETERMINATION 9 of 2024
PsS 2.8 1,166,000 Notice No. .... of 2024
PsS2.7 1,144,000 ]
Ps S 2.6 1,112,300 - PUBLIC SERVICE COMMISSION
B PsS25 1,101,000 Midpoint
PsS24 1,080,000
PsS23 1.053.000 THE GRT DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND
Ps S 2.2 1,037,000 THE SALARY STRUCTURE FOR THE POSITIONS OF MEDICAL OFFICERS
PsS2.1 1,015,000 Minimum EMPLOYED BY THE PUBLIC SERVICE COMMISSION.
PsS 1.9 1,002,000 Maximum This Determination sets out the Job Classification Standards and the salary structure for the
PsS1.8 958,000 positions of Medical Officers employed by the Public Service Commission. It comprises:
PsS 1.7 914,000
i PsS 1.6 871,000 . PART CONTENT PAGE
PsS 1.5 827,000 Midpoint
PsS14 783,000
PsS 1.3 740,000 1 GENERAL 2
PsS1.2 696,000
PsS 1.1 652,000 Minimum 2 | THE RULES OF APPLICATION OF DETERMINATION FOR 3
POSITIONS OF MEDICAL OFFICERS
3 RELATED MATTERS - ALLOWANCES 4
4 THE JOB CLASSIFICATION STANDARDS TABLES FOR THE 5
4 é’//:’/’i”’jﬁ,’”: POSITIONS OF MEDICAL OFFICERS AS ASSIGNED TO THE
ot : i LEADERSHIP AND TECHNICAL CAREER PATHWAYS
] s _ 1 Nigel Malosu
afg‘, anRERUBLIQUE  f, L 5 THE SALARY STRUCTURE FOR THE POSITIONS OF MEDICAL 14
2\ PEvaNUATY JF/ OFFICERS
: il =,aw~
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PART 1~ GENERAL 1.3.2 This Determination supersedes any earlier decision made on the salary of

Medical Officers.
1.1  Authority:
1.1.I This Determination is issued in accordance with section 13(1) of the PART 2~ THE RULES FOR APPLICATION OF DETERMINATION FOR
Government Remuneration Tribunal Act 1998 [CAP 250] MEDICAL OFFICERS
1.1.2 The Tribunal may issue guidance notes from time to time to assist the 2.1 Setting the Salary

2.1.1 The Commission shall determine the work value for the position of the
Officers stated on PART 1, paragraph 1.2.1, of this Determination in
accordance with the Job Classification Standards set out in PART 4 and the

employing bodies in the administration of this Determination,

1.2 Application: Salary Structure set out in PART 5 of this Determination.
1.2.1 This Determination applies to positions of persons appointed as Medical
Officers by the Public Service Commission. 2.1.2 In determining the work value of the position specified in paragraph 1.2.1, the
Commission is expected to exercise prudent business judgement by applying
1.2.2 This Determination does not apply to positions of any other Health scrvices staff salaries commensurate with the responsibilities and accountabilities of the
employed by the Commission, except those stated in paragraph 1.2.1. office as depicted by the Job Classification Standards set out in PART 4 of this
Determination.

1.2.3 No other person should be accorded the salary stated on this Determination

other than those persons stated in paragraph 1.2.1 and the positions specified in 2.1.3 A person who holds a position specified in PART 1 Table 1.2 and also in
paragraph 1.2.4 and Table 1.2. PART 5 Table 5.1 shall be paid the annual salary as is specified for that office

‘ on the table. -

1.2.4 This Determination applies to positions specified in paragraph 1.2.1 which are
assigned to the Career Pathways of the SP10 JobWise® Framework as
depicted in the Table 1.2 below:

2.1.4 An officer, other than an Intern, when acting on a position higher than her or
his substantive position should be paid the salary for that position until such
time she or he is no longer acting.

Table 1.2. The Career Pathways for Medical Health Officers 2.1.5 A new person appointed to a vacant or new position shall be paid the minimum

Career Pathways Bands Levels | Positions annual salary (or base salary) belonging to the Band and pathway Level to

Leadership K L8 Superintendent which the position has been formally assigned as indicated in PART | Table
J L7 Head of Department 1.2.

Technical J T7 Specialist (Contract)
I T6 Senior Consultant
H T5 Consultant 2.1.6 Pursuant to PART 1 paragraph 1.2.4, and in consideration of the Job
G T4 Senior Registrar Classification Standards Table J. T7 set out in PART 4, the Commission shall
F 13 Registrar apply the salary of the highest level of the Technical career pathway, T7, Band
F 13 Medical Officer J, exclusively to persons of Leading Specialist caliber employed on a fixed-term
£ 12 Intern contract.

1.2.5 The GRT assigns the highest level of the Technical career pathway, T7, Band J, 2.2 Adjustment to Salary

exclusively for leading specialist in particular clinical area employed under

fixed-term contract of cmployment by the Public Service Commyssion. 2.2.1 Adjustment to salary shall be made in accordance with established performance

guidelines, grading system, and within the ability of the Commission to pay for the

1.2.6 The details for determination on appointment to the positions of Technical upward adjustments.

' thway, T7, is provided in GRT Determination 235 of 2024, ‘ .
cateet pataway s provicecn clermination =56 2.2.2. A pay increment shall apply only to a person who has demonstrated, based on

established and reliable performance standards, an outstanding performance

1.3  Effective Date: . .
consistently for two (2) consecutive years or more.

1.3.1 This Determination takes effect as of 1% December 2024.
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2.2.3. An increment to be applied to grades within a Band shall be subject to a
recommendation made by the Head of agency to the Commission for approval
and a note of commendation for excellence to the officer.

2.2.4 The Commission may promote a person specified in paragraph 1.2.1 to a position
assigned to the Band higher than officer’s current post, only, and only if that
Officer has met the job requirements contained in the Job Classification Standards
table, as set out in PART 4, corresponding each Band.

2.2.5 The Commission shall exercise prudent judgement to ensure officers whom it
promotes or moves from one Band to another other, or from one career pathway to
another, or from one level to another, do meet the job requirements contained in
relevant Job Classification Standards tables set out in PART 4.

PART 3 - RELATED MATTERS - ALLOWANCES

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

3.1.2 The Commission may, in consultation with GRT, implement any other allowances
deemed payable to persons in positions stated in PART 5 Table 5.1 of the
Determination.

3.1.3 The details on employee allowances, pursuant to paragraph 3.1.1, are provided in
the GRT Determination 33 of 2024.

Saby"Natop; / f-Rosemary Leona Nigel T. Malosu
Chai \ /& Member Member
My /&
SER. pE REN
Effective as of date of détermination.
GRT Determination 9 of 2024 - PSC — Medical Officers Page 4 of 17

GOVERNMENT REMUNERATION TRIBUNAL

GOVERNMENT OF THE GOVERNEMENT DE LA
REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU
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PART 4 — THE JOB CLASSIFICATION STANDARDS TABLES FOR THE
POSITIONS OF MEDICAL OFFICERS AS ASSIGNED TO THE
LEADERSHIP AND TECHNICAL CAREER PATHWAYS.

[GRT Determination 9 of 2024: The Job Classification Standards Tables for the positions of the
Medical Officers as assigned to the Leadership career pathway Band J and Band K, Levels
L7 & Level L8, and the Technical career pathway Band E to J, Levels T2 — T7]

Table K. L8 The Job Classification Standards Table for the positions of the Medical Officers as assigned to
Band K and the Leadership pathway Level L8
Band | Level | Jobwise Leadership Pathway Level 8 Factor Descriptors
& Pathway (Jobs requiring varied degree of leadership, supervision of people, power, and oversight of
Score | Descriptor general management functions)
K L8 Function Education J. TERTIARY / PROFESSIONAL Requires applied knowledge
Manager: and understanding of the theoretical knowledge base in a
676- specialized field or equivalent level of management. One or more
i Leadership academic degrees in a specific discipline is essential to perform
of a single complex assignments and formulate appropriate responses to
function or resolve both concrete and abstract problems requiring analytical,
TSPECt ofa specialist technical and creative input. - VQF 8-10
arge
fungction Experience J. DIVERSE EXPERIENCE The job requires experience in
where the managing and administering a major function or a small / medium
impact on organization, or a major department / brand of a large organization.
P Complexity | D. INVOLVED While the end results are generally defined, the
o s means of achieving them are unspecified. Continuous balancing o
organization ot ) . . 4
. conflicting demands from diverse sources is required and a high
e?ld T‘esults 18 level of unpredictability and variability is encountered.
31gn.1ﬁcant. Scope E. CORPORATE Functional responsibility at a corporate level,
Typically involving central coordination of a specialist or staff function and
managing requiring the integration or coordination of activities and influence
managers or over relevant policy and procedures in all operating areas of a large
team leaders organization.
with staffin | Problem E. COMPLEX Problems contain unusual and unexpected elements
technical/ Solving which have not been previously encountered. Extensive research ay
specialist be required, possibly extending up to 9-12months. Corporate
roles policies and in-house expertise will not provide a complete answer
requiring to the problem.
high levels of Freedom to E. GUIDANCE The jobholder is expected to work with a large
Act degree of independence within the organization’s plans, policies
and reporting requirements. Overall guidelines and objectives are
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experlise.

discussed initially, and progress is reviewed intermittently and
informally

Impact of
Decisions

D. IMPACT Direct impact of a single discretionary decision causes
major impact, which can be expressed in vatu terms of tens of
thousands of vatu. (Managers of larger teams and more resources)

Interpersonal
skills

E RESOLVE/SHAPE Extensive contact at a senior level requiring
high level of communication skills (e.g. mediating, advocating,
counselling, negotiating) on sensitive, difficult, and complex issues;
and / or the skills required for leading a very small organization,

Authority

D. FINANCIAL AUTHORITY. Approves routine expenditure
within budgetary limits and is accountable for an expenditure
budget.

Peopie
Management

D 1 - 2, STAFF RESPONSIBILITY Has full supervisory /
managerial responsibility for 30-99 staff, This includes allocation of
work, accountability for their outputs, quality etc. and appraisal of
their performance. OR Project Coordinator (Managing Project
Manager) of projects long than 4 years who have oversight of
Project Managers, project teams of over 100 people.

through team
leaders

completion targets are normally specified, Progress reviews are
usually undertaken but in most instances assistance by a
superior is given only when requested,

Empact of C. Impact Direct Impact of a single discretionary decision

Decisions causes significant impact, which can be expressed in vatu
terms of thousands of vatu.

Interpersonal | D. INFLUENCE / PERSUADE

Skills Considerable 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. Authorises minor expenditure from
another person’s budget.

People C. 1 Has full supervisory / managerial respongibility for 11-29

Management | staff, This includes allocation of work, accountability for their

outputs, quality etc. and appraisal of their performance.

Table J. L7 The Job Classification Standards Table for the positions of the Medieal Officers as assigned
to Band J and the Leadership pathway Level L7
Band | Grade | Jobwise Leadership Pathway Level 7 Factor Descriptors
& Score | Pathway (¥obs requiring varied degree of leadership, supervision of people, power, and oversight
Descriptor of general management functions)
J L7 Section Education I. TERTIARY / SPECIALIST Requires a specialist diploma
Leader: at under-graduate level or a generic university bachelor’s
592-675 degree, i.e., no specific discipline, or equivalent level of
Responsible education, - VQF 6-7
for managing a
section part of | Experience H. SPECTALISED EXPERIENCE
a division/ The job requires extensive specialised experience in a
department, technical, scientific, or p‘rofessional_ ﬁelfi, normally gainf:d
where t1‘1r01‘1gh relevang proﬂ?ssmr_lal quahﬁlcatlons to g_ether with
effective significant post qualification practical experience; OR
A Experience of a more general 14-15 years
utlhz’atlon of Complexity C. DEFINED The end results required and policy frameworks
§taﬁ'18 are defined but independent thought is necessary to coordinate
Important and conflicting demands and optimize efficiency.
impact on
stakeholder Seope D. MANAGERIAL Management or conirol of a significant
satisfaction is operational or functional unit / division, including the
significant, plz%nning, directing and controlling of all activities within the
Staff will unit, or a CEO / Director General of very small organisation.
include Problem D. VARIED Problems are varied and the solution requires
. Solving research though diverse and perhaps contradictory ceases.
tecln:nc.al Initiative and judgement is necessary in interpretation. In
specialists and general, many of these problems extend far beyond the need
programme/ for short term solutions, with the research required extending
Project roles, between 1-3 months.
managed Freedomto | D. GENERAL INSTRUCTIONS
directly or Act Work is subject to general instructions only, and specific
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Table J. T7 The Job Classification Standards Table for the positions of the Medical Officers as assigned
to Band J and the Technical pathway Level T7
Band | Grade | Jobwise Technical Pathway Level T7 Factor Descriptors
" | & Score | Pathway (Most advanced specialist and subject matter expert in specialised discipline, with deep.
Descriptor understanding and broad knowledge and experience, capable of making significant
impacts by applying advanced theories and innovative appreaches to solve challenging
problems)
J T7 Leading Education J. TERTIARY / PROFESSIONAL
592-675 | Expert: Requires applied knowledge and understanding of the
theoretical knowledge base in a specialised field or equivalent
Few stand- level of management, One or more academic degrees in a
alone roles specific discipline is essential to perform complex assignments
score at this and formulate appropriate responses. - VQF 9-10
level. They  ["Fyperience | I UNIQUE/EXTENSIVE The Job requires highly specialised
will be the experience in a specific area gathered over a significant length
organisation’s of time, Recognised as the expert on subject both within and
most advanced outside 15-20 yrs.
specialists — Complexity | E. COMPLEX High level of innovation and adaptability
the “subject required to react to rapidly changing circumstances. Significant
matter demands made to control, harmonise and motivate
experts” in a Scope E. CORPORATE Functional responsibility at a corporate
significant level, involving the central coordination of a specialist or staff
arca of function and requiring the integration or coordination of
concern for the activitics and influence over relevant policy and procedures
organisation. Problem F. EVALUATIVE Li.ttlc routine w.m:k is invol‘.fed. Problems are
Jobholders in | Solving primari_ly of a strategic naturc? requiring analyslls a_nd the
these roles will evaluation of several alternative solutions. Guidelines may
provide a general framework, but considerable judgement and
apply initiative are required to find the best possible solution,
adva'nc'ed Freedom to | F. GENERAL GUIDANCE Minimal guidance is provided.
SpﬁClE}Ilsed Or | Aet The jobholder plans the activities of the organisation or major
technical division in line with the overall sirategic objectives of the
principals, organisation or corporation.
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theories and
concepts o
resolve
unusually
complex
technical
problems

Impact of B. Direct impact of a single discretionary decision causes

Decisions significant impact, which can be expressed in vatu terms of
thousands of vatu.

Interpersonal | E. RESOLVE / SHAPE Extensive contact at a senior level

skills requiring high level communication skills (e.g., mediating,
advocating, counselling, negotiating) on gensitive, difficult and
complex issues,

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

People AL 0. Controls no staff, At middle and upper levels, there may

Management | be a requirement to allocate tasks to others, possibly with

limited supervisory responsibility, or with some involvement in

training / guiding or project management.

Table I. T6

The Job Classification Standard Table for the positions of the Medical Officers as assigned

to Band I and the Technical pathway Level T6

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 | D, INFLUENCE / PERSUADE

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

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

People B, Has full supervisory / managerial responsibility for

Management | up to 10 staff. This includes allocation of work,

accountability for their outputs, quality etc. and
appraisal of their performance.

Band | Grade & | Jobwise Pathway Technical Pathway Level T6 Factor Descriptors _
Score Descriptor (Technical pathway jobs requires highly specialised skills and qualifications, .
' that is job specific) -
I Té Advanced Specialist: | Education J. TERTIARY / PROFESSIONAL
Requires applied knowledge and understanding of the
521-591 | Jobs at this level are theoretical knowledge base in a specialised field or
likely to provide a equivalent level of management. — VQF Level 9
specialised technical | Experience H. SPECIALISED The job requires extensive
service at expert level, specialised experience in a technical, scientific or
developing solutions professional field, normally gained through relevant
to highly complex professional qualifications together with significant post
problems requiring a qualification practical experience; 12-15 Years
complete Complexity | E. COMPLEX High level of innovation and
understanding of afiaptability requirec'l to react to rapidly changing
practices, techniques, c1rcums.tances. Slgr'nﬁcant demanFls madg to control,
harmounise and motivate all or major sections of a large
concepts and . .
. . and diverse organisation.
theoretical principles ez o C INFLUENCING / SUPERVISORY
fr‘orr‘l ﬂ_w relevant Supervision of others required and / or coordination of
discipline resources and processes (human / physical / financial),
or a high degree of influence across the organisation, in
order to achieve significant outcomes,
Problem D. VARIED Problems are varied and the solution
Solving requires research through diverse and perhaps
contradictory cases. Initiative and judgement is
necessary in interpretation, In general, many of these
problems extend far beyond the need for short term
solutions, with the research required exfending between
1 — 3 months.
Freedom to E. GUIDANCE The jobholder is expected to work
Act with a large degree of independence within the

organisation's plans, policies and reporting
requirements. Overall guidelines and objectives are
discussed initially, and progress is reviewed
intermittently and informally.

Table H. T5 The Job Classification Standards Table for the positions of the Medical Officers as
assigned to Band H and the Technical pathway Level T5
Band | Grade | Jobwise Technical Pathway Level T5 Factor Descriptors
& Pathway (Technical pathway jobs requires highly specialised skills and qualifications, that is
Score | Descriptor : job specific) S
H T5 Senior Level Education J. TERTIARY / PROFESSIONAL
335- Specialist: Requires applied knowledge and understanding of the
304 theoretical knowledge base in a specialised field or
Jobs at this level equivalent level of management. - VQF Level 8
provide a Experience H. SPECIALISED The job requires extensive specialised
specialised experience in a technical, scientific or professional field,
technical normally gained throngh relevant professional
service, qualifications together with significant post qualification
developing practical experience; 10-11 Years.
solutions to Complexity C. DEFINED The end results required and policy
varied and frameworks are defined but independent thought is
complex necessary to coordinate conflicting demands and optimise
problems, officienicy
Analytical and Scope C. INFLUENCING / SUPEE.{VI_SORY Supervision of
creative others required and / or coordination of resources and
. processes (human / phiysical / financial), or a high degree of
reasoning : NP .
) influence across the organisation, in order to achieve
required to significant outcomes.
explore Problem D. VARIED Problems are varied and the solution requires
alternative Solving research through diverse and perhaps contradictory cases. In
options and general, many of these problems extend far beyond the need
formulate for short term solutions, with the research required
solutions. extending between 1 — 3 months,
Requires sound | Freedom to E. GUIDANCE The jobholder is expected to work with a
understanding Act large degree of independence within the organization’s
of practise, plans, policies and reporting requirements. Overall
techniques, guidelines and objectives are discussed initially, and
progress is reviewed intermittently and informally.
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A, IMPACT 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)

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

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

concepts and Impact of

theoretical Decisions

principals from

relevant

discipline Interpersonal
Skills
Authority
People
Management

B, Has full supervisory / managerial responsibility for up to
10 staff. This includes allocation of work, accountability for
their outputs, quality etc. and appraisal of their
performance.

vatu terms of less than VT 7,000. (the cost of the
individual’s own time)

Interpersonal | C. ADVISE / SUPERVISE Discusses and seeks

Skills 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 A 1. 0. Controls 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.

Table G, T4 The Job Classification Standards Table for the positions of the Medical Officers as assigned to
Band G and the Technical pathway Level T4
Band | Grade | Jobwise Pathway Technical Pathway Level T4 Factor Descriptors
& Descriptor (Technical pathway jobs requires highly specialised skills and qualifications, that is
Score - job specific) - -
G T4 | Mid-Level Education I. TERTIARY / SPECIALIST
3953- Specialist: Requires a specialist diploma at under-graduate level or a
455 generic university bachelor’s degree, i.e., no specific
Jobs at this level are discipline, or equivalent level of education. Requires a
likely to provide command of specialised technical or scholastic skills to
independent analyse, evaluate and interpret. - VQF Level 7- 8
specialised technical Experience G. ADVANCED
service requiring The job requires experience of a broad nature, above that of
general application a skilled operater / technician, Normally involves an
of practices, awareness of work activities beyond the immediate job
techniques, situation and the impact of the job on these activities,
concepts and (9 — 10 years® relevant experience)
theoretical Complexity | C.DEFINED The end results required and policy
principals from the frameworks are defined but independent thought is
relevant discipline, n;fgeg;sary to coordinate conflicting demands and optimise
- efficiency.
Thex will devello P Scope B, RELATED Supervision of others required and / or
solutions to variety - .
coordination of resources and process (human / physical /
of problems of pe ol . C .
inancial), or some degree of influence within the unit.
modetate scope and | oRe C. ROUTINE / VARIED Much of the work is routine but
complexity Solving problems require reference to precedents and / or extensive
interpretation of detailed instructions.
Freedom to | D. GENFRAL INSTRUCTIONS
Act Work is subject to general instructions only, and specific
completion targets are normally specified. Progress reviews
are vsually undertaken but in most instances assistance by a
superior is given only when requested.
Impact of A.IMPACT Direct impact of a single discretionary
Decisions decision causes minor impact, which can be expressed in

Table F. T3 The Job Classification Standards Table for the positions of the Medical Officers as assigned
to Band F and the Technical pathway Level T3
Band Grade | Jobwise Pathway Technical Pathway Level T3 Factor Descriptors
& Descriptor {Technical pathway jobs requires highly specialised skills and qualifications, that is
Score ' : : job specific}
F T3 First Level Education I. TERTTARY / SPECIALIST

335- Specialist: Requires a specialist diploma at under-graduate level or a

394 generic university bachelor’s degree, i.e., no specific
First level of discipline, or equivalent level of education. Requires a
Technicians command of specialised technical or scholastic skills to
specialisation. analyse, evaluate and interpret. - VQF Level 7
Problems of Experience G ADVANCED The job requires experience of a broad
moderate scope nature, above that of a skilled operator / technician.
and complexity Normally involves an awareness of work activities beyond
requiring the immediate job situation and the impact of the job on
analytical and these activities.
creative input, (5 — 8 years’ relevant experience)
initiative and Complexity | B. PRACTICAL The application of Practical skills or
judgement. Jobs at acquired knowledge to undertake well-defined activity, but
this level assess, with the need for individual judgement.
investigate, Scope B. RELATED  Supervision of others required and / or
analyse and coordination of resources and process (human / physical /
interpret financial), or some degree of influence within the unit.
; . Problem C. ROUTINE / VARIED Much of the work is routing
information. . .

Solving but problems require reference to precedents and / or

extensive interpretation of detailed insiructions.

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

A, IMPACT 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)
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involvement in training / guiding or project management.

Interpersonal | B. RELATE (HIGH) Discusses work with employee and

Skills communicates information to other people

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

People A 1. 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,

Table E. T2 The Job Classification Standards Table for the positions of the Medical Officers as assigned
to Band E and the Technical pathway Level T2
Band | Grade | Jobwise Pathway .Technical Pathway Level T2 Factor Descriptors
: & Descriptor (Technical pathway jobs réquires highly specialised skills and quallﬁcatlons, that is
Score ]ob specific)
E T2 Technical / Entry | Education I. TERTIARY / SPECIALIST Requires a specialist diploma
286- Level Specialist: at under-graduate level or a generic university bachelor’s
334 degree, i.e., no specific discipline, or equivalent level of
Jobs at this level education. Requires a command of specialised technical or
are accountable for scholastic skills to analyse, evaluate and interpret a wide
results of and range of information and resolve both concrete and
processes within sometimes abstract problems and issues. VQF Level 7
portions of work of "Experience | F. SKILLED The job requires highly relevant experience
projects or for in a gpecific area of work, often involving specialised
providing training in order to achieve competence. acquiring the job
specialised skills. (2 — § years’ relevani expetience)
technical service in | Complexity | B. PRACTICAL The application of Practical skills or
their own right. acquired knowledge to undertake well-defined activity, but
Varied problems with the need for individual judgement.
requiring Scope B. RELATED Supervision of others is not required, but
judgement and close liaison with others is necessary in coordinating
interpretation and specific activities to achieve common objectives.
pethaps analysis.  "proplem C. ROUTINE / VARIED Much of the work is routine but
Solving problems require reference to precedents and / or extensive
interpretation of detailed instructions.
Freedom to B. INSTRUCTIONS Detailed instructions are given on a
Act 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 A.IMPACT Direct impact of a single discretionary
Decistons 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 (HIGH) Discusses work with employee and
Skills communicaies information to other people.
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, there
Management | may be a requirement to allocate tasks to others, possibly

with limited supervisory responsibility, or with some
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GOVERNEMENTDELA

GOVERNMENT OF THE n
REPUPLIQUE DE VANUATU

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

BUREAU DE CONSEIL DE REVISION DES
TRAITEMENTS

SPR 9094 Port-Vila, Vanuatu

Tél: (678) 23625 Télécapie: 263181

PART E SALARY STRUCTURE FOR THE POSITIONS OF MEDICAL GOVERNMENT OF THE CUEPRERERTOELA
S -g;‘{FICERS REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU
) OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES

[GRT Determination 9 of 2024: The Salary Structure Table for the positions of the Medical REMUNERATION TRIBUNAL TRAITEMENTS

Officers as assigned to the Leadership career pathway Band J and Band K, Levels L7 & PMB 9094 Port Vila, Vanuatu SPR 9094 Port-Vila, Vanuatu

Level L8, and the Technical career pathway Band E to J, Levels T2 — T7] Tel: (678) 23625 Fax: 263181 Tél: (678) 23625 Télécopie: 263181

GRT Determination 9 of 2024:
Table 5.1 — The Annual Salary for the Medical Officers and the Medical Practitioners.
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL
PUBLIC SERVICE COMMISSION
PERFORMANCE-BASED SALARY STRUCTURE GRT DETERMINATION 10 of 2024
CAREER PATHWAY FOR THE MEDICAL OFFICERS ANNUAL SALARY Notice No. .... of 2024
AND THE MEDICAL PRACTITIONERS
Minimum Midpoint O — PUBLIC SERVICE COMMISSION
POSITION VQF LEVEL | BAND/ GRADE I 2 3
THE GRT DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND
LEVEL THE SALARY STRUCTURE FOR THE POSITIONS OF DENTAL OFFICERS
Specialist (Contract) 10 JT7 TMC?9 6,197,000 7,200,000 7,700,000 EMPLOYED BY THE PUBLIC SERVICE COMMISSION.
Superintendent 9 K LS8 L MOS8 6,161,000 6,418,000 6,932,000
: This Determination sets out the job classification standards and the salary structure for the
Senior Consultant 9 I'T6 TMO7 | 4834000 | 5,288,000 | 5,590,000 positions of Dental Officers employed by the Public Service Commission. It comprises:
Head of Department 9 J1F LMOG6 4,739,000, 4,795,000 4,850,000
PART CONTENT PAGE

Consultant 9 HTS TMO 5 3,613,000 3,924,000 4,378,000
Senior Registrar 8 GT4 | TMO4 | 3211,000 | 3,324,000 | 3,414,000 1 GENERAL 2
Registrar 7 FT3 T™MO3 | 2,855,000 | 2,954,000 | 3,035,000 2 THE RULES OF APPLICATION OF DETERMINATION FOR THE /)
Medical Officer 7 FT3 | TMO2 | 2,639,000 | 2,639,000 | 2,639,000 DENTAL OFFICERS POSITIONS

4 THE JOB CLASSIFICATION STANDARDS TABLES FOR THE 5
POSITIONS OF DENTAL OFFICERS AS ASSIGNED TO THE
LEADERSHIP, TECHNICAL, AND OPERATIONS CAREER

; PATHWAYS
i fRosemmy Leona Nigel T. Malosu
, Member 5 THE SALARY STRUCTURE FOR THE POSITIONS OF DENTAL 13
OFFICERS
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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 persons appointed to the positions of Dental
Officers by the Public Service Commission.,

1.2.2  This Determination does not apply to any other Health services staff employed by the
Commission, except those stated in paragraph 1.2.1

1.2.3 This Determination applies to the positions stated in paragraph 1.2.1 which are
assigned to the Career Pathways of the SP10 JobWise® Framework as depicted in the
Table 1.2 below:

Table 1.2, The Career Pathways for Dental Officers
Career Pathways Bands Levels Positions
Leadership ] L7 Head of Dental
Technical a L5 Senior Consultant
G T4 Consultant
G T4 Senior Registrar
F T3 Registrar
E T2 Dental Officer
E T2 Intern
E T2 Dental Technician
Operations D 04 Dental Assistant

1.3 Effective Date;
1.3.1 This Determination takes effect as of 1%t December 2024,

1.3.2 This Determination supersedes any earlier decision made on the salary of
Dental Officers,

PART 2 -THE RULES OF APPLICATION OF DETERMINATION FOR DENTAL
OFFICERS POSITIONS

2.1  Setting the Salary

2.1.1 The Commission shall determine the work value for the position of the Officer
stated on paragraph 1.2.1, of this Determination in accordance with the
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Classification Standards set out in PART 4 and the Salary Structure set out in
PART 5 of this Determination.

2.1.2 In determining the work value of the position specified in paragraph 1.2.1, the
Commission is expected to exercise prudent business judgement by applying
salaries commensurate with the responsibilities and accountabilities of the
office as depicted by the Job Classification Standards set out in PART 4 of this
Determination, :

2.1.3 A person who holds an office depicted in PART 1 paragraph 1.2.3 and Table
1.2 shall be paid the annual salary as is specified for that office on table PART
5 Table 5.1.

2.1.4 No other person should be accorded the salary stated on this Determination
other than those persons stated in PART 1 paragraph 1.2.1 and specified in
PART 5, Table 5.1 of this determination,

2.1.5 An officer, other than an Intern, when acting on a position higher than her or
his substantive position should be paid the salary for that position uatil such
time she or he is no longer acting.

2.1.6 A person appointed to a vacant or new position shall be paid the minimum
~ annual salary (or base salary) belonging to the Band and pathway Level to
which the position has been formally assigned as indicated in PART 1 Table

1.2,

2.2 Adjustment to Salary:
2.2.1 An adjustment to salary shall be made in accordance with established
performance guidelines and within the ability of the employing body to pay for
the office.

2.2.2 A pay increment shall be applied only to a person who has demonstrated, based
on established and reliable performance standards, an outstanding performance
consistently for two (2) consecutive years or more.

2.2.3 An increment that is to be applied to grades within a Band shall be subject to a
recommendation made by the Head of agency to the Commission for approval
and commendation,

2.2.4 The Commission may promote a Dental Officer to a position belonging to a
Band higher than the officer’s current post, only, and only if the officer has met
the job requirements contained in the Job Classification Standards relative to that
higher Band,

2.2.5 The Commission may promofe a person specified in paragraphs 1,2.1, 1.2.2 and

1.2.3, to a position assigned to the Band higher than the officer’s current post, if
that officer has met the job requirements contained in the relevant Job
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Classification Standards Tables, as set out in PART 4, which specify the factor
descriptors related to each Band.

PART 3 - RELATED MATTERS - ALLOWANCES

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

3.1.2 The Commission may, in consultation with GRT, implement any other allowances
deemed payable to persons in positions stated in PART 5 Table 5.1 of the
Determination.

3.1.3 The details on employee allowances, pursuant to paragraph 3.1.1, are provided in
the GRT Determination 33 of 2024,
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PART 4 — THE JOB CLASSIFICATION STANDARDS TABLES FOR POSITIONS
OF THE DENTAL OFFICERS AS ASSIGNED TO THE LEADERSHIP,
TECHNICAL, AND OPERATIONS PATHWAYS

[GRT Determination 10 of 2024: The Job Classification Standards for the positions of
the Dental Officers as assigned to the Leadership career pathway Band J, Level L7, to
the Technical pathway Band E — Band H, Level T2-T5, and to the Operations pathway

Band D Level 04.]
Table J. L7 The Job Classification Standards Table for positions of the Dental Officers as assigned to
Band J and the Leadership pathway Level L7
Band | Grade | Jobwise Leadership Pathway Level 7 Factor Descriptors
& Score Pathway (Jobs requiring varicd degree of leadership, supervision of people, power, and
Descriptor oversight of general meanagement functions)
J L7 Section Education I. TERTIARY / SPECIALIST Requires a specialist
Leader: diploma at under-graduate level or a generic university
592-675 bachelot’s d h fic discipli ival
) achelor’s degree, i.e., no specific discipline, or equivalent
Responsible level of education, - VQF 6-7
for managing a
section part of | EExperience H. SPECIALISED EXPERIENCE
a division/ The job requires extensive specialised experience in a
department, technical, scientific, or p.rofessmnal. ﬁe:lc’l= normally gamgd
where t}‘1ro1‘,1gh relevant profgssmqal quahﬁ_canons together with
offective significant post qualification practical experience; OR
e Experience of a more general 14-15 years
ut1hz.at10n of Complexity C. DEFINED The end results required and policy
§taffls framoworks are defined but independent thought is necessary
important and to coordinate conflicting demands and optimize efficiency.
1mpact on
stakeholder Scope D. MANAGERIAL Management or control of a significant
satisfaction is operational or functional unit / division, including the
o planning, directing and controlling of all activities within the
significant. . . -
Staff will unit, or a CEQ / Director General of very small organisation.
. FProblem D. VARIED Praoblems are varied and the solution requires
include . ‘ . .

, Solving research though diverse and perhaps coniradictory ceases,
technical Initiative and judgement is necessary in interpretation. In
specialists and general, many of these problems extend far beyond the need
progtamme/ for short term solutions, with the research required extending
Project roles, between 1-3 months.
managed Freedom to D. GENERAL INSTRUCTIONS
directly or Act Work is subject to general instractions only, and specific
through team completion targets are normally specified. Progress reviews
leaders are usually undertaken but in most instances assistance by a

superiot is given only when requesied.
Impact of C. Impact Direct Impact of a single discretionary decision
Decisions causes significant impact, which can be expressed in vatu
terms of thousands of vatu.
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Interpersonal | D. INFLUENCE / PERSUADE
Skills Considerable contact influencing staff either in a

management role requiring sound communication skills or in
roles requiring well-developed advisory /consultative /
Tacilitation skills.

Authority B Financial Authotity. Authorises minor expenditure from
another person’s budget.

People C. 1 Has full supervisory / managerial responsibility for 11—

Management | 29 staff. This includes allocation of work, accountability for

their outputs, quality etc. and appraisal of their performance.

Interpersonal
Skills

D. INFLUENCE / PERSUADE Considerable contact
influencing staff either in 2 management role requiring
sound communication skills or in roles requiring well-
developed advisory /consultative / facilitation skills,

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

People B. Has full supervisory / managerial responsibility for

Management | up to 10 staff. This includes allocation of work,

accountability for their outputs, quality etc. and
appraisal of their performance.

Table H. T5 The Job Classification Standards Table for the positions of the Dental Officers as
assigned to Band H and the Technical pathway Level T5
Band Grade | Jobwise Technical Pathway Level TS Factor Descriptors
& Pathway (Technical pathway jobs requires highly specialised skills and qualifications, that is
Score’ | Descriptor job specific) o :

H T5 Senior Level Education J. TERTYARY / PROFESSIONAL Requires api)lied
335- | Specialist: knowledge and understanding of the theoretical knowledge
394 base in a specialised field or equivalent level of

Jobs at this level management.
provide a ~VQF Level §
specialised Experience H. SPECIALISED The job requires extensive specialised
technical experience in a technical, scientific or professional field,
service, normally gained through reieyaqt professional
developing qualiﬁoations t_ogether with significant post qualification
solutions fo practical experience; 10-11 Years,
) Complexity | C. DEFINED The end results required and policy
varied and . f
complex frameworks are defined but independent thought is
roblljems necessary to coordinate conflicting demands and optimise
P L efficiency
Analytical and —
: Seope C.INFLUENCING / SUPERVISORY  Supervision of
creative . .
. in others required and / or coordination of resources and
casoning processes (human / physical / financial), or a high degree
required to of influence across the organisation, in order to achieve
explore. significant outcomes.
alte'matlve Problem D. VARIED Problems are varied and the solution
options and Solving requires research through diverse and perhaps
formulate contradictory cases. In general, many of these problems
solutions. extend far beyond the need for short term solutions, with
Requires sound the research required extending between 1 — 3 months.
understanding of | Freedom to | E. GUIDANCE The jobholder is expected to work with a
practise, Act large degree of independence within the organization’s
techniques, plans, policies and reporting requirements, Overall
concepts and guideline's and.object_ives are discussed 'initially, and
theoretical progress is reviewed intermittently and informally.

. Impact of A, IMPACT Direct impact of a single discretionary
principals from - . L . ,
relovant Decisions decision causes minor impact, which can be expressed in
d{? e\'ralr} vatu terms of less than VT 7,000. (the cost of the

15cIpline individual’s own time)
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Table G. T4 The Job Classification Standards Table for the positions of the Dental Officers as assigned to
Band G and the Technical pathway Level T4
Band | Grade | Jobwise Pathway Technical Pathway Level T4 Factor Descriptors
& | Descriptor {Technical pathway jobs requires highly specialised skills and qualifications, that is
Score ' job specific)
G T4 | Mid-level Education I. TERTIARY / SPECIALIST
395- | Specialist: Requires a specialist diploma af undet-graduate level or a
453 generic university bachelor’s degree, i.e., no specific
Jobs at this level are discipline, or equivalent level of education. Requires a
likely to provide command of specialised technical or scholastic skills to
independent analyse, evaluate and interpret, - VQF Level 7- 8
specialised technical Experience G ADVANCED
service requiring The job requires experience of a broad nature, above that
general application of a skilled operator / technician. Normally involves an
of practices, awareness of work activities beyond the immediate job
technigues, situation and the impact of the job on these activities.
concepts and (9 - 10 vears’ relevant experience)
theoretical Complexity | C. DEFINED The end results required and policy
principals from the frameworks are defined but independent thought is
relevant discipline. ngfcfef;sary to coordinate conflicting demands and optimise
) efficiency.
They‘ will develf) P Scope B. RELATED Supervision of others required and / or
solutions to variety . .
. coordination of resources and process (human / physical /
of problems of & ol . o .
inancial), or some degree of influence within the unit.
moderate scope and "propor, C. ROUTINE / VARIED
complexity Solving Much of the work is routine but problems require

reference 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 targets are normally specified. Progress
reviews are usually undertaken but in most instances
assistance by a superior is given only when requested.

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 | C. ADVISE / SUPERVISE Discusses and secks

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

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

People A1, 0. 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,

Authority A0. FINANCIALAUTHORITY No authority to
cominit routine expenditure or capital expenditure,

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

Management | there may be a requirement to allocate tasks to others,

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

Table F. T3 The Job Classification Standards Table for the positions of the Dental Officers as
assigned to Band F and the Technical pathway Level T3
Band Grade | Jobwise Pathway Technical Pathway Levél T3 Factor Descriptors
& Descriptor {Technical pathway jobs requires highly spec1ahsed skills and qualifications, that
| Score is job specific) -

F T3 First level Education L. TERTIARY / SPECTALIST Requires a specialist
335- | specialist: diploma at under-graduate level or a generic university
394 bachelor’s degree, i.e., no specific discipline, or

First 1‘_"’_31 of equivalent level of education, Requires a command of
Techm(_nans specialised technical or scholastic skills to analyse,
specialisation. evaluate and interpre,
Problems of -VQF LEVEL 7
mederate scope Experience G ADVANCED The job requires experience of a
and complexity broad nature, above that of a skilled operator /
requiring technician, Normally involves an awareness of work
analytical and activities beyond the immediate job situation and the
creative input, impact of the job on these activities.
initiative and (5 — 8 years’ relevant experience)
judgement. Jobs at [ Complexity | B. PRACTICAL The application of Practical skills or
this level assess, acquired knowledge to undertake well-defined activity,
investigate, but with the need for individual judgement.
analyse and Scope B. RELATED  Supervision of others required and /
interpret or coordination of resources and process (human /
information. physical / financial), or some degree of inflvence within
the unit.
Problem C. ROUTINE / VARIED
Solving Much of the work is routine but problems require
reference to precedents and / or extensive interpretation
of detailed ingiructions.
Freedom to B. INSTRUCTIONS Detailed instructions are given
Act 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 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 { B. RELATE (HIGH) Discusses work with employee
Skills and communicates information to other people

Table E. T2 The Job Classification Standards Table for the positions of the Dental Officers as
assigned to Band E and the Technical pathway Level T2
Band Grade | Jobwise Pathway Technical Pathway Level T2 Factor Descriptors
& Descriptor (Technical pathway jobs requires highly specialised skills and
Score quahﬁcatlons, that is job speclfic)

E T2 Technical / Entry | Education L TERTTARY / SPECIALIST Requires a specialist
286- | level Specialist: diploma at under-graduate level or a generic university
334 bachelor’s degree, i.e., no specific discipline, or

Jobs at this level equivalent level of education. Requires a command of
are accountable for specialised technical or scholastic skills to analyse,
results of and ' evaluate and interpret a wide range of information and
processes within resolve both concrete and sometimes abstract problems
portions of work or and issues.
projects or for -VQF LEVEL 7
providing Experience | F. SKILLED The job requires highly relevant
specialised experience in a specific area of work, often involving
technical service in specialised training in order to achieve competence.
their own right. acquiring the job skills. (2 — 5 years’ relevant
Varied problems experience)
requiring Complexity | B. PRACTICAL The application of Practical skills or
judgement and acquired knowledge to undertake well-defined activity,
intetpretation and but with the need for individual judgement.
perhaps analysis, Scope B. RELATED Supervisicn of others is not required, but
close liaison with others is necessary in coordinating
specific activities to achieve common objectives.
Problem C.ROUTINE / VARIED Much of the work is routine
Solving but problems require reference to precedents and / or
extensive
interpretation of detailed instructions.
Freedom fo B. INSTRUCTIONS Detailed instructions are given
Act 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 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 | B. RELATE (HIGH) Discusses work with employee
Skills and communicates information to other people.
Authority A0, FINANCIALAUTHORITY No authority to

commit routine expenditure or capital expenditure.
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Peaple A1, 0. Controls no staff. At middle and upper levels, Table D. 04 The Job Classification Standards Table for the positions of the Dental Officers as
Management | there may be a requirement to allocate tasks to others, assigned to Band D and the Operations pathway Level 04

possibly with limited supervisory responsibility, or with
some involvement in training / guiding or project Band | Grade
management. SRR S T

| (Tobs thatrelased m
| reduiting use of tools, eq
.| - applications of specialise to:anal
o and solve techiiical problomg) i
Education H. TERTIARY / DIPLOM
Requires 4 — 5 years’ secondary schooling
285 | Skilled trades or technical and a further fill-time course of study for 2
roles with accountability — 3 years in a technical or specialized field;
for results of and or significant and regular part-time courses
processes within portions of study extending over 5 or more years,
Requires a wide range of specialized
technical or scholastic skills to determine
solutions. - VQF 4-6
Experience D. SEMI ROUTINE
Routine work practices, but experience in
dealing with exceptions and special
) g circumstances required. Experience may be
interpretation. related to the specific task or involve wider
issues affecting the organization’s
operations, Able to be mastered relatively
quickly, within a year. (6 — 12 months’
experience)
Complexity | B. 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 C.ROUTINE / VARIED Much of the
Solving work is routine but problems require
reference to precedents and / or extensive
interpretation of detailed instructions.
Freedom to C.PROCEDURES Work conforms to
Act 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.

.. Operations Pathway Q4 Ka

of work or projects. Work
under limited supervision
performing moderately
complex and Varied
problems requiring
judgement and
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GOVERNEMENT DELA

GOVERNMENT OF THE .
REPUPLIQUE DE VANUATU

People A. STAFF RESPONSIBILITY There
REPUPLIC OF VANUATU

Management

may be a requirement to allocate tasks to
others, possibly with limited supervisory
responsibilities. (up to 8 Staff)

Signed this\l 7" day of December, 2024.

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

BUREAU DE CONSEIL DE REVISION DES

TRAITEMENTS

SPR 9094 Port-Vila, Vanuaty

Tél: (678) 23625 Télécopie: 263181

PART 5 — THE SALARY STRUCTURE FOR THE POSITIONS OF DENTAL

OFFICERS

[GRT Determination 10 of 2024: The Salary Structure for the positions of the Dental Officers as
assigned to the Leadership career pathway Band J, Level L7, to the Technical pathway Band E
— Band H, Level T2 — TS5, and to the Operations pathway Band D Level O4]

GRT Determination 10 of 2024:
Table 5.1 — The Annual Salary for the positions of Dental Officers and the Registered Dental Officers.
f‘l'ﬁ',,,,,,ﬁ);’,{..;k VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
. . L PUBLIC SERVICE COMMISSION
/ c’% Natoqlgg. iy u c eniary Loena Nigel T. Malosu PERFORMANCE-BASED SALARY STRUCTURE
airman | % { \ Rﬁpgf:& ATV mber Member CAREER PATHWAY FOR A DENTAL OFFICER AND A ANNUAL SALARY
(o pE
REGISTERED DENTAL OFFICER
Effective as of date %Mrmznw¢% i
S, EN DE RE\I\,J Minimum Midpoint Maximum
T POSITION VQF BAND/ GRADE 1 2 3
LEVEL LEVEL

Head of Dental 9 IL.7 LDO9% 4,403,000 4,459,000 4,515,000
Senior Consultant HTS TDO § 3,773,000 3,924,000 4,076,000
Consultant 9 GT4 TDO7 3,318,000 3,470,000 3,621,000
Senior Registrar 8 GT4 TDO 6 2,864,000 3,015,000 3,167,000
Registrar 7 FT3 TDOS5 2,510,000 2,609,000 2,707,000
Dental Officer 7 ET2 TDO4 2,312,000 2,312,000 2,312,000
Intern 7 ET2 TDO3 2,213,000 2,213,000 2,213,000
Dental Technician 7 ET2 TDO2 1,700,000 1,700,000 1,700,000
Dental Assistant 3-6 D O4 0DO1 855,000 1,160,000 1,300,000

& /A ]

h;b’;*’l;;”. A}
/ Nigel T. Malosu
Member
Effective as of date Qﬁﬂ ; "\
Y, ‘- RE}I]“EE‘;M w"‘
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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]

GOVERNMENT OF THE GOVERNEMENT DE LA 112 The Tribunal . y " ) ) <t tho Enploving bodies i
REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU A, eln .u-na rr}ay 1ssue.gu1 ance.not'es rom time to time to assist the Employing bodies in
S the administration of this Determination.
OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES
REMUNERATION TRIBUNAL TRAITEMENTS 1.2 Application:
B 5024 Py ila, Vanuaty IR ontVils, Yanust 1.2,1  This Determination applies to persons employed by the Public Service Commission as Allied

Tel: (678) 23625 Fax: 263181 Tél: (678) 23625 Télécopie: 263181

Health Officers.

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.

OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL ) .. ) ..
1.2.3 A new person appointed to a vacant or new position shall be paid the minimum annual

salary (or base salary) belonging to the Band and pathway Level to which the position
has been formally assigned.

GRT DETERMINATION 11 of 2024

Notice No. .... of 2024
1.2.4 This Determination applies to the positions stated in paragraph 1.2.1 which are assigned

PUBLIC SERVICE COMMISSION to the Career Pathways of the SP10 JobWise® Framework as depicted in the Table
1.2 below:

THE DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND THE SALARY

STRUCTURE FOR THE POSITIONS OF ALLIED HEALTH OFFICERS APPOINTED BY OR Table 1.2. The Career Pathways for Allied Health Officers

EMPLOYED BY THE PUBLIC SERVICE COMMISSION. Career Pathways Band Levels Positions
Leadership I L6 Manager Allied Services
This Determination sets out the Job Classification Standards and the salary structure for the positions of H Ls Principal Officer
Allied Officers under the Public Service Commission. It comprises: Technical G T4 Officer-In-Charge
F T3 Section Head
PART CONTENT PAGE E T2 Senior Registered Health Practitioner
E T2 Registered Health Practitioner
1 GENERAI 5 Operations E 05 Intern
1.3 Effective Date:
2 RULES FOR APPLICATION OF DETERMINATION FOR ALLIED HEALTH 2 1.3.1 This Determination takes effect as of 15 December 2024,
OFFICERS
1.3.2  This Determination supersedes any eatlier decision made on the salary of Allied Iealth
3 RELATED MATTERS - ALLOWANCES 3 Officers.
4 THE JOB CLASSIFATION STANDARDS TABLES FOR ALLIED HEALTH 4 PART 2 — RULES FOR APPLICATION OF DETERMINATION FOR POSITIONS OF
OFFICERS ALLIED HEALTH OFFICERS
5 | THE SALARY STRUCTURE FOR THE ALLIED HEALTH OFFICERS 10 2.1 Setting the Salary

2,11 The Commisgion shall determine the work value for the position of the Officer stated on
section 1.2.1, of this Determination in accordance with the Classification Standards and the
Salary Structure set out in PART 4 and PART 5, respectively, of this Determination.

2.1.2  In determining the work value of the position specified in section 1.2.1, the Commission is
expected to exercise prudent business judgement by applying salaties commensurate with the

GRT Determination 11 of 2024 — PSC— Allied Health Officers Page 2 of 10
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GOVERNEMENT DE LA

REPUPLIQUE DE VANUATU
BUREAU DE CONSEIL DE REVISION DES
TRAITEMENTS

SPR 9094 Port-Vila, Vanuatu

Tél: (678) 23625 Télécopie: 263181

responsibilities and accountabilities of the office as depicted by the Job Classification GOVERNMENT OF THE

Standards set out in PART 4 of this Determination. REPUPLIC OF VANUATU

OFFICE OF THE GOVERNMENT

REMUNERATION TRIBUNAL

PMB 9094 Port Vila, Vanuatu

2.1.4  An officer, other than an Intern, when acting on a position higher than her or his substantive Tel: (678) 23625 Fax: 263181
position should be paid the salary for that position until such time she or he is no longer acting.

2.1.3 A person who holds an office specified on PART 5 Table 1 shall be paid the annual salary as
is specified for that office on that table.

2.2 Adjustment to Salary: PART 4 — THE JOB CLASSIFICATION STANDARDS TABLES FOR POSITIONS
2.2.1 Subject to Part 2(1) of this Determination, adjustment to salary shall be made in accordance OF ALLIED HEALTH OFFICERS
with established performance guidelines and within the ability of the Public Service
Commission to pay for the office. GRT Determination 11 of 2024: The Job Classification Standards Tables for the positions of
p
229 A . hall I i Ho has d . b blished Allied Health Officers as assigned to the Leadership (Level L5 & Level 1.6), Technical
i . Dy INCIEHISEE i1 APy GIY 100 PRIR0R, Whe Liks CRGHAIIR, bibed.on establishe (Level T2 — Level T4), and Operations (Level O5) career pathways of the Public Service
performance standards, an outstanding performance consistently for two (2) consecutive years Commission.]
or more.
223 An increment to be applied to grades within a Band shall be subject to a Table I. L6 | The Job Classification Standards Table for the positions of Allied Health Officers as assigned to
. .. Band I and the Leadership pathway Level L6
recommendation made by the Head of agency to the Commission for approval and a
note of commendation for excellence to the officer. Band | Grade | Jobwise Pathway Leadership Career Pathway Level L6 Factor Descriptors
L . . . . ) & Descriptor (Jobs requiring varied degree of leadership, supervision of people, power, | Typical L6
2.2.4 The Commission shall promote a person specified in section 1.2.1 to a position assigned Score and oversight of general management functions) Jobs
to the next Band higher than officer’s current post only, and only, if that officer has met I 16 | Teom Manager Education | L TERTIARY / SPECIALIST Requires a specialist diploma at |« Manager
the job requirements contained in the Job Classification Standards table corresponding Manages staff under-graduate level or a generic university bachelor’s degree, i.e., | Allied
to that higher Band. 521-591 asslg.m.ad tolspecmed no specific discipline, or equivalent level of education. -VQF 6-7 ervices
P Experi H. SPECIALISED EXPERIENCE The job requires extensi
o ) ' ) operational, or xperience ; e job requires extensive
2.2.5 The Commission shall exercise prudent judgement to ensure officers whom it promotes technical roles who specialised experience in a technical, scientific, or professional
or moves from one Band to the other, or from one career pathway to another, or from work independently ﬁeld&lnomat;iy gai“;d {lraygh ‘ele"i_“t proicasmnal ?"ahﬁcaﬁms
4 3 4 2 as technical together with significant post qualification practical experience;
one p.athw:ay level to another, do mee.t the job requirements contained in relevant Job spvstiifin; Bmuren OR Experience of a more general, 12-13years
Classification Standards tables set out in PART 4. decisions of Complexity B. PRACTICAL The application of practical skills or acquired
management are knowledge to undertake well-defined activities, but with the need
PART 3 - RELATED MATTERS - ALLOWANCES articulated and for individual judgement.
implemented.
3.1 Take home pay entitlements: Manages and Scope D. MANAGERIAL Management or control of a significant
s . . . i i i i it / division, including the planni
3.1.1 An officer, as specified in 1.2.1, other than an Intern, shall be entitled to (i) a Housing it witkigud O e O At N G MDA SR RS Bl
- " associated budgets. directing and controlling of all activities within the unit, ora CEO /
Allowance and (ii) a Child Allowance. Director General of very small organisation.
Problem C. ROUTINE / VARIED Much of the work is routine but
3.1.1 The Commission may implement any other allowances deemed payable to officers in Solving problems require reference to precedents and / or extensive
high level Technical and Leadership career pathways. interpretation of detailed instructions.
) . Freedom to C. PROCEDURES Work conforms to specified procedures and
The details on allowances are presented in GRT Determination 33 of 2024 on the Act the results are clearly defined. Work is subject to in-progress
review and guidance and assistance are readily available.
Impact of B. 1 IMPACT Direct impact of a single discretionary decision
Decisions causes some impact, which can be expressed in vatu terms of
hundreds of vatu.
Y /4 f\ Interpersonal | C. ADVISE / SUPERVISE
VA RE PUBLIC C—-—? /IL’!!-‘?;,I'I'i Skills Discusses and seeks cooperation from people in other areas of
j Z oF VA%UATU i ‘k\ e C‘To &4 the organisation, and / or has some supervisory responsibility.
) a . % Rosemary Leona Nigel T. Malosu Authority B Fme:n:a([jAuthonty. Authorises minor expenditure from another
Rﬁ UBL!QU g Member Member [PetSOLS Wedist
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People B. Has full supervisory / managerial responsibility for Table G. T4 The Job Classification Standards Table for the positions of Allied Health Officers as assigned to
Management | up to 10 staff, This includes allocation of work, Band G and the Technical pathway Level T4
accountability for their outputs, quality ete, and
appraisal of their performance Band | Grade | Jobwise Pathway . Technical Career Pathway Level T4 Factor Descriptors o
& Descriptor (Technical pathway jobs requires highly specialised skills and qualifications, Typical T4
Score S that is job specific) : Jobs
Table H. L5 | The Job Classification Standards Table for the positions of Allied Health Officers as assigned to G T4 | Mid-Level Specialist: | Education L TERTIARY / SPECIALIST
Band H and the Leadership pathway Level L5 Tobs at this level are Requlires a‘specllallst diploma at undet"-graduate 1e:vlel ora | * Officer-In-
395- likely to provide goneric unlverSItjf bachelor’s degree, i.e, no spacl1fic Charge
Band | Grade | Jobwise Pathway Leadership Career Pathway Level L5 Factor Descriptors 435 independent diseip lm;, ofr equiv ‘;‘.len(; 1ev§1 ?f Tducatlllmll' It{.equlg]els ?O
& Descriptor (Jobs requiring varied degree of leadership, supervision of people, power, | Typical L5 specialised technical commanc ot specia isec tectinica’ or scholastic skills
Score and oversight of general management functions) Jobs service requiri analyse, eveluate and intetpret -VOF Leyel 7- §
qQuiring Experience G. ADVANCED
H L 5 Team Leader: Education L TERTIARY / SPECIALIST Requ?res a specialist diploma at s Principal geneltal apphct:lat'lon of The jol.) requires experience. o.f a broad natut:ﬁ:, above that
Team leaders at this under-graduate level or a generic university bachelor’s degree, Officer practices, techniques, of a skilled operator / technician, Normally involves an
456- level tend to fall into i.e., no specific discipline, or equivalent level of education. concep_ts and. . awareness of work activities beyond the immediate job
520 one of the two types: [Tomar -VOF 6-7 , _ _ theoretical principals situation and the impact of the job on these activities.
. ' ' xperience H. SPECIALISED EXPERIENCE The job requires extensive from the relevant (9 — 10 years’ relevant experience)
:;f:c‘i;{fs‘fs“;ﬁ one ;Z?zlahszgn?ﬁfmmz oo tefﬂf;ﬁalﬁ Sm:;:‘fi:;tor Pgi::::gﬁ discipline. They will  "Complexity | C. DEFINED The end rosults recuired and policy
or more assigned I v B : o T P . develop solutions to frameworks are defined but independent thought is
: & qua]lf“lcatlons . together  with . significant post - qualification variety of problems of necessary to coordinate conflicting demands and optimise
technical staff, or practical experience; OR Experience of a more general derat d fFici
lower-level specialist 10-11 years froderate Soope an kb — -
. - - complexity Scope B. RELATED Supervision of others required and / or
with a team of Complexity C. DEFINED The end results required and policy frameworks - .

, , . \ \ . coordination of resources and process (human / physical /
business or technical are de':fn"led but independent ltho.ught 18 necessary fo coordinate financial), or some degree of influence within the unit,
support staff. conflicting demands and optimise efficiency.

Planmn.g, Scope D, MANAGERIAL Management or control of a significant Problem C. ROUTINE / VARIED
schefiuh'ng, and operational or functional unit / division, including the planning, Solving Much of the work is routine but problems require
momt.ormg work and directing and controlling of all activities within the unit, ora reference to precedents and / or extensive
associated budgets. CEO / Director General of very small organisation. interpretation of detailed instructions
Problem D. VARIED Problems are varied and the solution requires Freedom to Act | D. GENERAL INSTRUCTIONS Work is subject to
solving research through diverse and perhaps contradictoty cases. general instructions only, and specific completion targets
Initiative and judgement is necessary in interpretation. In are normally specified. Progress reviews are usually
general, level needs research, required extending between | —3 undertalen but in most instances assistance by a superior
months, is given only when requested.
Freedom to | D. GENERAL INSTRUCTIONS Work is subject to general Impact of A, IMPACT Direct impact of a single discretionary
Act instructions only, and specific completion targets are normally Decisions decision causes minor impact, which can be expressed in
specified. Progress reviews are usually undertaken but in most vatu terms of less than VT 7,000, (the cost of the
instances assistance by a superior is given only when requested. individual’s own time)
— - . - — Interpersonal C. ADVISE / SUPERVISE Discusses and seeks
Imp.af:t of B. IMPACT.Dlrect 1m;3act of a single dlscreFlonary decision skills cooperation from people in ofher areas of the organisation,
Decisions causes some impact, which can be expressed in vatu terms of and / or has some supervisory responsibility.
hundreds of vatu _ Auihority A0, FINANCIAL AUTHORITY No authority 1 commit
Interpersonal D INFI:U'ENCE ‘!PElf&SUADE Considerable coTlt'act routine expenditure or capital expenditure.
Skills influencing staff either in a management role requiring sound -
communication skills or in roles requiring well-developed People ALD. Conn'(?ls no staff, At middle and upper levels,lthere
advisoty / consultative / facilitation skills. Management mfa.y b.e 3 requlreme_ﬂt to allocate‘ta‘sl_(s to oth.ers, possibly
Authority | B. FINANCIAL AUTHORITY (LOW) Authorises minor with limited supervisory responsibility, or with some
expenditure from another person’s budget involvement in training / guiding or project management.
People C. Has full supervisory / managerial responsibility for 11-29
Management | staff. This includes alloeation of work, accountability for their
outputs, quality ete. and appraisal of their performance.
GRT Determination 11 of 2024 — PSC— Allied Health Officers Page 6 of 10
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Table F. T3 The Job Classification Standards Table for the positions of Allied Health Officers as assigned to Table E. T2 The Job Classification Standards Table for the positions of Allied Health Officers as assigned to
Band F and the Technical pathway Level T3 Band E and the Technical pathway Level T2
Band Grade | Jobwise Pathway Technieal Career Pathway Level T3 Factor Descriptors ‘ Band Grade Jobwise Pathway ‘ ‘Technical (liareer Pa}thway Level 1?2 ‘Factor‘Desc_riptorg
& Score | Descriptor (Technical pathway jobs requires highly specialised skills and qualifications, | Typical T3 & Score | Descriptor - (Technical pathway jobs requires highly specialised skills and qualifications, | Typical T2
that is job specific) Jobs - : that is job specific) Jobs
F T3 Tirst Level Education 1. TERTIARY/SPECIALIST E T2 Technical / Entry Education L. TERTIARY / SPECIALIST s Senior
Specialist: Requires a specialist diploma at under-graduate level or a * Section Level Specialist: Requires a specialist diploma at under-graduate level or a Registered
335-394 generic university bachelor’s degres, i.e., no specific Head 286-334 generic university bachelor’s degree, i.e., no specific Health
. discipline, or equivalent level of education. Requires a Jobs at this level discipline, or equivalent level of education. Requires a Practitioner
First ]f.b\f‘el of command of spocialised technical or scholastic skills to 00s al lus level are command of specialised technical or scholastic skills to )
Technicians analyse, evaluate and interpret -VQF LEVEL 7 accountable for results analyse, evaluate and interpret a wide range of information | * Registered
specialisation, Experience G ADVANCED The job requires experience of a broad of and processes and resolve both concrete and sometimes abstract problems Health
Problems of moderate nature, above that of a skilled operator / technician. within portions of and issues, -VQF LEVEL?7 Practitioner
scope and complexity Normally involves an awareness of work activities beyond work or projects or for | Experience E. SKILLED The job requires highly relevant experience in
requiring analytical the immediate job situation and the impact of the job on providing specialised a specific area of work, often involving specialised training
and creative input, these activities. (5 — 8 years® relevant experience) technical service in in order to achieve competence. acquiring the job skills. (2 -
initiative and Complexity | B. PRACTICAL The application of Practical skills or their own right, Varied 5 years” relevant experience). _
judgement. Jobs at acquired knowledge to undertake well-defined activity, but problems requiring Complexity B. PRACTICAL The application of Practical skills or
this level assess, with the need for individual judgement. judgement and acquired knowledge to undertake well-defined activity, but
investigate, analyse interpretation and with the need for individual judgement.
and interpret Seope B. RELATED Supervision of others required and / or pethaps analysis. _ i i
information. coordination of resources and process (human / physical / Scope B. RELATED Supervision of others is not required, but
finaneial), or some degree of influence within the unit, close liaison with others is necessary in coordinating
- _ specific activities to achieve common objectives,
Problem C. ROUTINE / VARIED Much of the worlk is routine but Problem C. ROUTINE / VARTED Much of the work Is routine but
Solving problems require reference to precedents and / or extensive . . .
. ; oy . Solving problems require reference to precedents and / or extensive
interpretation of detailed instructions, . . o .
interpretation of detailed instructions
Freedom o | B. INSTRUCTIONS Detailed instructions are given on a Freedomto | B. INSTRUCTIONS Dotailed instructions are given on a
Act range of tasks, but the jobholder has some freedom to .
, ; , Act range of tasks, but the jobholder has some freedom to
determine the order of tasles to be commenced. Work {s . .
. determine the order of tasks to be commenced, Work is
closely monitored and checked regularly .
—— - - - closely monitored and checked regularly.
Impact of A.IMPACT Direct impact of a single discretionary T - - : =
. . . Lo . . Frapact of A, IMPACT Direct impact of a single discretionary decision
Decisions decision causes minor impact, which can be expressed in . L . \
Decisions causes minor impact, which can be expressed in vatu terms
vatu terms of less than VT 7,000, (the cost of the o o .
T . of less than VT 7,000. (the cost of the individual’s own time)
individual’s own time)
Interpersonal | B. RELATE (HIGH) Discusses work with employee and Interpersonal | B. RELATE (HIGH) Discusses work with employee and
Skills communicates infotmation to other people Skills communicates information to other people.
_ _ Authority A0, FINANCIAL AUTHORITY No authority to commit
Amnthority AL, .FINANCI..AL AUTHQRITY Nf) authority to commit toutine expenditure or capital expenditure.
routine expenditure or capital expenditure. Peool AL Cortial o At miadioand ovelo
cople 0. Contrels no staff, At middle and upper levels, ther
People A 1. 0. Controls no staff, At middle and upper levels, there P , ) PP o
) . Management | may be a requirement to altocate tasks to others, possibly
Management | may be a requirement to allocate tasks to others, possibly s . . .
. )  ers . with limited supervisory responsibility, or with some
with limited supervisory responsibility, or with some ; s - )
, e ot ) involvement in training / guiding or project management,
involvement in training / gniding or project management.
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Table E. O5 The Job Classification Standards Table for the positions of Allied Health Officers as assigned ot b ol i REPUPLIQUE DE VANUATU
to Band E and the Operations pathway Level 05 OFFICE OF THE GOVERNMENT e o DL Bt
REMUNERATION TRIBUNAL il
: : : PMB 9094 Port Vila, Vanuatu SR S0 on Jila, Yanunt
Band | Grade & | Jobwise Pathway Operations Career Pathway O5 Factor Descriptors Tel: (678) 23625 Fax: 263181 Tél: (678) 23625 Télécopie: 263181
Score Descriptor (Jobs that related mostly to technical roles and trades requiring use of tools, | Typical 05
equipment, machine, etc and applications of specialised knowledge and Jobs PART 5 - THE SALARY STRUCTURE FOR THE POSITIONS OF ALLIED
skills to analyse and solve technical problems) HEALTH OFFICERS
E 05 Technician 1: Education H. TERTIARY / DIPLOMA Requires 4 — 5 years’
iy Sﬁec‘ai‘szd tec}’g‘t“ald Secg“‘i_aryzscgommg ?‘“daffrﬂ_’crlﬁm'ﬁm? ‘ff’u{rjsefolfd * Nurseuuid [GRT Determination 11 of 2024: The Job Classification Standards Tables for the positions of
R study for 2.~ 3 years in a technical or specialised field; or Allied Health Officers as assigned to the Leadership (Level L5 & Level L6), Technical
or certificate level significant and regular part-time courses of study : . .
S — extenilingevecd ar mnreyers TGS (Level :1"2.— Level T4), and Operations (Level O5) career pathways of the Public Service
moderately comP[ex Experience E.PROFICIENT The job requires adeptness in a skill Commission.|
tasks with some Hmpact and experience in a variety of tasks. The skill may be ) . .
O?Jhe Work_”“t‘_t 2 o related to specific activities, equipment or general Pursuant to section 13(1) of the Government Remuneration Tribunal Act, the annual salary
;'t;';?;\ggiiéog o activities that take time to acquire, extending beyond the payable to a position of Allied Health Officer is set out hereunder.
. short term. (typically, 1 — 2 years’ related experience)
involve more complex - <l - - - .
problem- solving, Complexity | B. PRACTICAL The application of practical skills Table 5.1 — Annual Salary payable to a position of Allied Health Officer.
requiring judgment, or ?.c.cp_.lired knm.;vledge to under?akn.e \ivell-d.eﬁned
interpretation and SEiHE bubsRThe Heed dur indinidual jadgeeit VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
perhaps analysis and Scope B. RELATED Supervision of others is not required, but
research close liaison with others is necessary in coordinating PUBLIC SERVICE COMMISSION
specific activities to achieve common objectives
PERFORMANCE BASED SALARY STRUCTURE
Prob'lem C.ROUTINE / VARIED Much of the work is routine CAREER PATHWAY FOR AN ALLIED HEALTH Annual salary
Solving but problems require reference to precedents and / or
extensive interpretation of detailed instructions. OFFICER
Freedom to C. PROCEDURES Work conforms to specified e i : .
Act procedures and the results are clearly defined. Work is Minimum Midpoaint Maximom
subject to in-progress review and guidance and assistance POSITION VQF BAND/ Grade 1 2 3
are readily available.
LEVEL | LEVEL
Impact of A. Impact Single Division Direct impact of a single ] ]
Decisions discretionary decision course minor impact. Manage own Manager Allied services 9 [ L6 L HO 7 3,900,000 3,956,000 4,012,000
bodaet Principal Officer 9 H LS LHOG6 | 3397000 | 3,453,000 | 3,621,000
Interpersonal | B-Relate Discuss work with employees and
Skills communicates information to others Officer-In-Charge 9 G T4 THOS 2,740,000 2,855,000 2,954,000
Authority A. No authority to commit routine expenditure or capital Section Head 8 F T3 THO 4 2,410,000 2,509,000 2,608,000
expenditure, approve loans or extend credit. At the upper ]
level there may be authority to sign external Senior Registered Health 7 E T2 THO3 2,015,000 2,114,000 2,213,000
correspondence. Practitioner
People A. STAFF RESPONSIBILITY There may be a
Management | requirement to allocate tasks to others, possibly with Registered Health Practitioner 7 E T2 T HO 2 1,875,000 1,875,000 1,875,000
limited supervisory responsibilities. (up to 8 Staff) — \ 7 E O5 OHO1 1,787,000 1,787,000 1,787,000
o BTION Ths
Signed this I7}d’qs@ﬁ§ﬁ@m
o
£ ’4
1 IEPUBLIC pe oy
:——w 7 IIMJ}Q’?'
”/ 4 . aby Natdfigd, REPUBLIGUE f Rosemary Leona Nigel T. Malosu
7 1L LS i ,’ E VAMUATU
— 'A’lﬂf ‘Lﬂ/f{{/‘ﬁ”% Chairman %_n D d%’ Member Member
< | - ; / "Q.-” vy, oV
s jsemary Leona Nigel T. Malosu Effective as of date%f@gggq_wéﬁaﬁ
L-’: * # Member Member e
. ~— >/
Effective as of date of détermiyatidn.-
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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]

GOVERNMENT OF THE GOVERNEMENT DE LA

REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU 1.1.2  The Tribunal may issue guidance notes from time to time to assist the Employing bodies in
OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES the administration of this Determination.

REMUNERATION TRIBUNAL TRAITEMENTS

PMB 9094 Port Vila, Vanuatu SPR 9094 Port-Vila, Vanuatu 1.2 Application:

Tel: (678) 23625 Fax: 263181 Tél: (678) 23625 Télécopie: 263181

1.2.1  This Determination applies to persons employed by the Public Service Commission as

OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL

GRT DETERMINATION 12 of 2024
Notice No. ... 0of 2024

1.2.2

1.2.3 This Determination applies to the positions stated in paragraph 1.2.1 which are assigned
to the Career Pathways of the SP10 JobWise® Framework as depicted in Table 1.2

Nurses.

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

below.
PUBLIC SERVICE COMMISSION
THE DETERMINATION ON THE JOB CLASSIFICATIONS STANDARDS AND THE SALARY Table 1.2. The Career Pathways for Nurses _
STRUCTURE FOR THE POSITIONS OF NURSES APPOINTED BY OR EMPLOYED BY THE Career Pa}thways Bands Levels Po.sm.ons .
PUBLIC SERVICE COMMISSION. Leadership H L5 Principal Nursing Officer
G L4 Nursing Services Manager (NSM)
This Determination sets out the Job Classification Standards and the salary structure for the Nurses F L3 Assistant NSM
employed by the Public Service Commission. It comprises: Technical F T3 Nurse 1}1 Charge OR Clinical Nursing
Supervisor
E T2 Senior Specialist Nurse OR Senior
PART CONTENT PAGE Nurse Practitioner
1 GENERAL 2 E T2 Specialist Nurse OR Nurse Practitioner
Operations E 05 Senior Registered Nurse
2 RULES OF APPLICATION OF DETERMINATION FOR NURSES 2 D 04 General / Registered Nurse
D 04 Intern Nurse
3 | RELATED MATTERS - ALLOWANCES 3 c 03 Nurse Aide
4 THE JOB CLASSIFICATION STANDARDS TABLES FOR THE NURSES AS 5 .
ASSIGNED TO LEVELS OF THE LEADERSHIP, TECHNICAL, AND 1.3~ Effective Date: )
OPERATIONS CAREER PATHWAYS 1.3.1  This Determination takes effect as of 1°' December 2024.
5 SALARY STRUCTURE FOR ALL POSITIONS OF NURSES 3 1.3.2  This Determination supersedes any earlier decision made on the salary of Nurses.
PART 2 - RULES OF APPLICATION OF DETERMINATION FOR NURSES
2.1 Setting the Salary

2.1.1 The Commission shall determine the work value for the position of the Officer stated on
section 1.2.1 of this Determination in accordance with the Classification Standards and the
Salary Structure set out in PART 4 and PART 5, respectively, of this Determination.

2.1.2  In determining the work value of the position specified in section 1.2.1, the Commission is
expected to exercise prudent business judgement by applying salaries commensurate with the

GRT Determination 12 of 2024 — PSC — Nurses Page 2 of 13
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responsibilities and accountabilities of the office as depicted by the Job Classification
Standards set out in PART 4 of this Determination.

2.1.3 A person who holds an office specified on Table 5.1 shall be paid the annual salary as is
specified for that office on that table.

2.14 An officer, other than an Intern Nurse, when acting on a position higher than her or his
substantive position should be paid the salary for that position until such time she or he is no
longer acting.

2.1.5 A new person appointed to a vacant or new position shall be paid the minimum annual
salary (or base salary) belonging to the Band and pathway Level to which the position
has been formally assigned.

2.1.6 A Registered specialist Nurse or Nurse Practitioner with a qualification equivalent to or higher
than Vanuatu Qualifications Framework Level 7 shall be paid an annual salary of no less than
Grade T NS 5.1 - Vt. 1,818,000.

2.2 Adjustment to Salary:

2.2.1 Subject to Part 2.1 of this Determination, adjustment to salary shall be made in accordance
with established performance guidelines and within the ability of the Public Service
Commission to pay for the office.

2.2.2. A pay increment shall be applied only to a person who has demonstrated, based on established
performance standards, an outstanding performance consistently for two (2) consecutive years
or more.

2.2.3. An increment that is to be applied to grades within a Band shall be subject to a
recommendation made by the Head of agency to the Commission for approval and a
note of commendation for excellence to the officer.

2.2.4 The Commission may promote a Nurse to a position assigned to the Band higher than
the officer’s current post only, and only if, the officer has met the job requirements
contained in the Job Classification Standards relative to that higher Band.

2.2.5 The Commission may promote a person specified in section 1.2.1 to a position assigned
to the Band higher than the officer’s current post, if that officer has met the job
requirements contained in the relevant Job Classification Standards, as set out in PART
4, which specify the factor descriptors related to that Band.

PART 3 - RELATED MATTERS - ALLOWANCES

3.1 Take home pay entitlements:

3.1.1 An officer, as specified in 1.2.1, other than an Intern Nurse and a Nurse Aid, shall be
entitled to (i) a Housing Allowance and (ii) a Child Allowance.

GRT Determination 12 of 2024 — PSC — Nurses Page 3 of 13
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3.1.1 The Commission may, in consultation with GRT, implement any additional allowances
deemed payable to officers in high level Technical, Operations, and Leadership career
pathways.

3.1.2 The details on allowances are presented in GRT Determination 33 of 2024 for
Allowances

is 17" day of December 2024

A\
\
e
inif A
% | Rosemary Leona Nigel T. Malosu
£ J Member Member
-
3
&
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GOVERNMENT OF THE
REPUPLIC OF VANUATU
OFFICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
PMB 9094 Port Vila, Vanuatu
Tel: (678) 23625 Fax: 263181

GOVERNEMENT DE LA
REPUPLIQUE DE VANUATU

TRAITEMENTS
SPR 9094 Port-Vila, Vanuatu
Tél: (678) 23625 Télécopie: 263181

BUREAU DE CONSEIL DE REVISION DES

PART 4 - THE JOB CLASSIFICATION STANDARDS TABLES FOR THE NURSES AS ASSIGNED
TO LEVELS OF THE LEADERSHIP, TECHINICAL, AND OPERATIONS CAREER PATHWAYS

GRT Determination 12 of 2024: The Job Classification Standards Tables for the positions of
Nurses as assigned to Band F to Band H and the Leadership career pathway Levels L3 to LS.

requiring well-developed advisory / consultative /
facilitation skills.

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

People C. Has full supervisory / managerial responsibility for

Management | 11-29 staff. This includes allocation of work,

accountability for their outputs, quality etc. and
appraisal of their performance.

Table H. LS | The Job Classification Standards Table for the positions of Nurses as assigned to Band H and
the Leadership pathway Level LS.
Band | Grade | Jobwise Pathway Leadership Career Pathway Level LS Factor Descriptors
& Descriptor (Jobs requiring varied degree of supervision of people, power, and Typical L5
Score oversight of general management functions) Positions
H L5 | Team Leader: Education I. TERTIARY / SPECIALIST Requires a specialist
456- T§am leaders at diploma at under-graduate level or a generic university
520 this .1evel tend to bachelor’s degree, i.e., no specific discipline, or ® Principal
fall into one of the equivalent level of education. VQF 6-7 .
two types: either Nursing Officer
technical Experience H. SPECIALISED EXPERIENCE The job requires
specialists with one exltens.ive specialised . experience in a techn.ical,
or more assigned scientific, or professmqal field, . norrpally gained
. through relevant professional qualifications together
technical staff, or o . . . ;
with significant post qualification practical experience;
lowe.r-l.evel . OR Experience of a more general 10-11 years
specialist W¥th a Complexity C. DEFINED The end results required and policy
team 9f business or frameworks are defined but independent thought is
technical support necessary to coordinate conflicting demands and
staff. Plfmmng, optimise efficiency.
scheduling, and
monitoring work Scope D. MANAGERIAL Management or control of a
and associated significant operational or functional unit / division,
budgets. including the planning, directing and controlling of all
activities within the unit, or a CEO / Director General
of very small organisation.
Problem D. VARIED Problems are varied and the solution
Solving requires research through diverse and perhaps
contradictory cases. Initiative and judgement is
necessary in interpretation. In general, level needs
research, required extending between 1 — 3 months.
Freedom to D. GENERAL INSTRUCTIONS Work is subject to
Act general instructions only, and specific completion
targets are normally specified. Progress reviews are
usually undertaken but in most instances assistance by
a superior is given only when requested.
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 | D. INFLUENCE / PERSUADE Considerable
Skills contact influencing staff either in a management role
requiring sound communication skills or in roles
GRT Determination 12 of 2024 — PSC — Nurses Page 5 of 13
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Table G. L4 The Job Classification Standards Table for the positions of Nurses 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 supervision of people, power, and oversight of | Typical L4
Score Descriptor general management functions) Positions
G L4 Supervisor 2: Education I. TERTIARY / SPECIALIST Requires a specialist * Nursing
395- Supervisors at diploma at under-graduate level or a generic university '
this level tend to bachelor’s degree, i.e., no specific discipline, or equivalent Services
455 be responsible level of education. Requires a command of specialised Manager
for staffin technical or scholastic skills to analyse, evaluate and interpret
a wide range of information and resolve both concrete and (NSM)
process- ’ - o
focused or sometimes ab§tract problems and issues. Specialised
technical knowledge with depth in more than one area. VQF 6-7
Experience G. ADVANCED The job requires experience of a broad
support roles. . -
nature, above that of a skilled operator / technician. Normally
May be. involves an awareness of work activities beyond the
responsible for immediate job situation and the impact of the job on these
budgets. activities. Thus, it may be necessary to work in harmony with
Emphasis on conflicting and diverse activities and usually involves control
scheduling, of resources and people. (5 — 10 years’ relevant experience)
work allocation | Complexity B. PRACTICAL The application of practical skills or
and monitoring. acquired knowledge to undertake well-defined activities, but
Responsible for with the need for individual judgement.
performance
reviews and Scope C. INFLUENCING/SUPERVISORY Supervision of others
staff training. required and / or coordlnat.lon of resources and process
(human / physical / financial), or some degree of influence
within the unit.
Problem C. ROUTINE / VARIED Much of the work is routine but
Solving problems require reference to precedents and / or extensive
interpretation of detailed instructions.
Freedom to C. PROCEDURES Work conforms to specified procedures
Act and the results are clearly defined. Work is subject to in-
progress review and guidance and assistance are readily
available.
Impact of B. Direct impact of a single discretionary decision causes
Decisions some impact, which can be expressed in vatu terms of
hundreds of vatu.
(supervise small team or provides advice)
Interpersonal | C. ADVICE/ SUPERVISE (MEDIUM)
Skills Discusses and seeks cooperation from people in other areas
of the organisation, and / or has some supervisory
responsibility.
GRT Determination 12 of 2024 — PSC — Nurses Page 6 of 13
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Authority B. FINANCIAL AUTHORITY (LOW) People B. STAFF RESPONSIBILITY (LOW) Has full
Authorises minor expenditure from another person’s budget Management | supervisory / managerial responsibility for up to 10
staff. This includes allocation of work, accountability
People B. STAFF RESPONSIBILITY (LOW) o for their outputs, quality, etc, and appraisal of their
Management | Has full supervisory / managerial responsibility for up to 10 performance
staff. This includes allocation of work, accountability for
their outputs, quality, etc, and appraisal of their performance
GRT Determination 12 of 2024: The Job Classification Standards Tables for the positions of the
Table F. L3 | The Job Classification Standards Table for the positions of Nurses as assigned to Band F and Nurses as assigned to Band E and Band F and the Technical career pathway Levels T2 and T3.
the Leadership pathway Level L3.
Table F. T3 The Job Classification Standards Table for positions of the Nurses as assigned to Band F and
Band | Grade | Jobwise Leadership Career Pathway Level L3 Factor Descriptors the Technical pathway Level T3
& Pathway (Jobs requiring varied degree of supervision of people, power, and Typical L3
Score Descriptor oversight of general management functions) Positions Band Grade & | Jobwise Pathway Technical Career Pathway Level T3 Factor Descriptors
Score Descriptor (Technical pathway jobs requires highly specialised skills and qualifications, | Typical T3 Jobs
F L3 Supervisor 1: Education H. TERTIARY/ DIPLOMA VQF Level 4-6 that is job specific)
335. | Supervisorsat Requires 4 — 5 years’ secondary schooling and a further | o ;oo F T3 | First Level Education I. TERTIARY / SPECIALIST VQF LEVEL 7
this level tend to full-time course of study for 2 — 3 years in a technical or - . ik
394 b bl o NSM 335-394 Specialist: Requires a specialist diploma at under-graduate level or a
fe resli;)r.m ek specialised field, VQF 6 - generic university bachelor’s degree, i.e., no specific ® Nurse In
or staffin tas ~ discipli ivalent level of education. Requi Charge
focused rol Experience | F. SKILLED EXPERIENCE The job requires highly First level of SCIpline, or equiva‘ent \evel ol ecucation. Requires 2
ocused roles. . . . Technicians command of specialised technical or scholastic skills to
Likely to be relevant experience in a specific area of work, often Heldl analyse, evaluate and interpret
responsible for involving specialised fraining in order to achieve specialisation. Experience G ADV;&NCED The job req.uires experience of a broad ¢ Clinical
budget. Emphasis C.Om.p etence. This is not shOI.‘t-teITn €Xp erle.nce, but Problems of nature, above that of a skilled operator / technician. Nursing
on scheduling significant, long-term experience, predominantly moderatf? scope 'flr'ld Normally involves an awareness of work activities beyond Supervisor
work allocatio’n focused on acquiring the job skills. (2-5 years’ complexity requiring the immediate job situation and the impact of the job on
e experience) analytical and these activities.
and monitoring. | Complexity PRACTICAL (LOW) The application of practical creative input, (5 — 8 years’ relevant experience)
Responsible for skills or acquired knowledge to undertake well-defined initiative and Complexity B. PRACTICAL  The application of Practical skills or
performance P . PTI : . acquired knowledge to undertake well-defined activity, but
activities, but with the need for individual judgement judgement. Jobs at . o .
reviews and staff this level assess with the need for individual judgement.
training. Scope C. INFLUENCING/SUPERYISORY Supervision of investigate, analyse Scope B. RELATED _ Supervision of others required and / or
others required and / or coordlnatl(_?m of resources and and inte r;t coordination of resources and process (human / physical /
process (humap / .PhYSICal./ financial), or some degree in forma:ilz)n financial), or some degree of influence within the unit.
of influence within the unit. : Problem C. ROUTINE / VARIED
Problem C. RQUTINE/V ARIED (MEDIUM) Much of the Solving Much of the work is routine but problems require reference
Solving work is routine but problems require reference to to precedents and / or extensive interpretation of detailed
precedent and / or extensive interpretation of detailed instructions.
instructions Freedomto | B.INSTRUCTIONS Detailed instructi i
Freedom to C. PROCEDURES (MEDIUM) reedom to . ~ Detailed instructions are given on a
A Work f fied d d th | Act range of tasks, but the jobholder has some freedom to
ct ork conforms to specifie Proce I-J.I‘BS an .t e results determine the order of tasks to be commenced. Work is
are clearly defined. Work is subject to in-progress closely monitored and checked regularly.
review and guidance and assistance are readily available Impact of A.IMPACT Direct impact of a single discretionary
Decisions decision causes minor impact, which can be expressed in
Impact of B. IMPACT Direct impact of a single discretionary vatu terms of less than VT 7,000. (the cost of the
Decisions decision causes some impact, which can be expressed in individual’s own time)
vatu terms of hundreds of vatu Interpersonal | B. RELATE (HIGH) Discusses work with employee and
Skills communicates information to other people
Interpersonal | C. ADVICE/ SUPERVISE (MEDIUM) Discusses Authority A0. FINANCIAL AUTHORITY No authority to commit
. . . routine expenditure or capital expenditure.
Skills and seeks cooperation from people in other areas of the
organisation, and / or has some supervisory People A 1. 0. Controls no staff. At middle and upper levels, there
responsibility. Management | may be a requirement to allocate tasks to others, possibly
Authority A. No authority to commit routine expenditure or capital K;\:hlsmnllfi Si:llptfg;?gry/resii(’i?lslblrht}r';)f)rcfvrl:;ns;n;;ent
expenditure, approve loans or extend credit. At the R £ AHCle ol prole £ -
upper level there may be authority to sign external
correspondence.
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Table E. T2 ;l;lhe ]:IOI;IQIasls1ﬁctilltlon itan(:a{:gs Table for positions of the Nurses as assigned to Band E and GRT Determination 12 of 2024: The Job Classification Standards Tables for the
€ 1ecnnical pathwa cve oge . .
P y positions of the Nurses as assigned to Band C to Band E and the Operations career
Band Grade & | Jobwise Pathway Technical Career Pathway Level T2 Factor Descriptors Typical T2 pathway Levels O3 to OS.
Score Descriptor (Technical pathway jobs requires highly specialised skills and qualifications, | Jobs
that is job specific) Table E. OS5 The Job Classification Standards Table for the positions of Nurses as assigned to Band E and the
E T2 Technical / Entry Education I. TERTIARY / SPECIALIST VQF LEVEL 7 Operations pathway Level O5
Level Specialist: Requires a specialist diploma at under-graduate level or a
286-334 generic university bachelor’s degree, i.c., no specific e Senior Band Grade | Jobwise Pathway Operations Career Pathway OS5 Factor Descriptors
Jobs at this level are discipline, or equivalent level of education. Requires a Specialist & Descriptor (J~0bs e relatc?d mosily i tech.mca‘ll Tl e .trafl B U S O togls, Lyrpst (05
. . L Nurse Score equipment, machine, etc and applications of specialised knowledge and skills to Positions
accountable for command of specialised technical or scholastic skills to | d sol hnical
. . . . analyse and solve technical problems)
results of and analyse, evaluate and interpret a wide range of information e Senior Nurse
iy and resolve both concrete and sometimes abstract problems . Technician 1: Education H. TERTIARY / DIPLOMA
processes within . Practitioner E 05 - . X , . . . .
i £ K and issues. Specialised technical Requires 4 — 5 years’ secondary schooling and a further full-time o Senior Registered
po .10ns ol work or Experience F. SKILLED The job requires highly relevant experience in | 4 Specialist 286- roles at advanced course of study for 2 —3 years in a technical or specialised field; or Nurse
projects or for a specific area of work, often involving specialised training Nurse 334 trades or certificate significant and regular part-time courses of study extending over 5 or
providing specialised in order to achieve competence. acquiring the job skills. (2 — level accountable for more years. VQF 4-6
technical service in 5 years’ relevant experience) o Nurse moderately complex Experience E. PROFICIENT The job requires adeptness in a skill and
their own right. Complexity B. PRACTICAL The application of Practical skills or Practionner tasks with some experience in a variety of tasks. The skill may be related to specific
. acquired knowledge to undertake well-defined activity, but : t on th Kk activities, equipment or general activities that take time to acquire,
Varu?d. prqblems with the need for individual judgement. {mpact on d e wor extending beyond the short term. (typically, 1 — 2 years’ related
requiring judgement unit or wider experience)
and interpretation Scope B. RELATED Supervision of others is not required, but orgamsatlon. Jobs at Complexity B. PRACTICAL The application of practical skills or acquired
and perhaps analysis. close liaison with others is necessary in coordinating specific Fhls level tend to knowledge to undertake well-defined activities, but with the
activities to achieve common objectives. involve more need for individual judgement.
- - 1 blem- — - -
Problem C. ROUTINE / VARIED Much of the work is routine but comprex proviemi Scope B. RELATED Supervision of others is not required, but close
. . . solving, requiring . . . . S . o
Solving problems require reference to precedents and / or extensive d liaison with others is necessary in coordinating specific activities to
interpretation of detailed instructions. J_u gment,. achieve common objectives.
N _ . interpretation and
Freedom to B. INSTRUCTIONS. Detailed instructions are given on a perhaps analysis and Problem C.ROUTINE / VARIED Much of the work is routine but problems
Act range of tasks, but the jobholder has some freedom to . . .. .
. . research Solving require reference to precedents and / or extensive interpretation of
determine the order of tasks to be commenced. Work is detailed instructions
closely monitored and checked regularly. )
Impact of A.IMPACT Direct impact of a single discretionary Freedom to C. PROCEDURES Work conforms to specified procedures and the
Decisions decision causes minor impact, which can be expressed in Act results are clearly defined. Work is subject to in-progress review and
vatu terms of less than VT 7,000. (the cost of the guidance and assistance are readily available.
individual’s own time)
Interpersonal | B. RELATE (HIGH) Discusses work with employee and Impact of A. Impact Single Division Direct impact of a single discretionary
Skills communicates information to other people. Decisions decision course minor impact. Manage own budget.
Authority A0. FINANCIALAUTHORITY No authority to commit Interpersonal | B-Relate Discuss work with employees and communicates
routine expenditure or capital expenditure. Skills information to others.
People A 1. 0. Controls no staff. At middle and upper levels, there Authority A. No authority to commit routine expenditure or capital
Management | may be a requirement to allocate tasks to others, possibly expenditure, approve loans or extend credit. At the upper level there
with limited supervisory responsibility, or with some may be authority to sign external correspondence.
involvement in training / guiding or project managemen People A, STAFF RESPONSIBILITY
Management | There may be a requirement to allocate tasks to others, possibly with
limited supervisory responsibilities. (up to 8 Staff)
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Table D. O4 The Job Classification Standards Table for the positions of the Nurses as assigned to Band D Table C. O3 The Job Classification Standards Table for the positions of the Nurses as assigned to Band C and
and the Operations pathway Level O4 the Operations pathway Level O3
Band | Grade | Jobwise Pathway Descriptor Operations Career Pathway O4 Factor Descriptors Band | Grade | Jobwise Pathway Operations Career Pathway O3 Factor Descriptors
& (Jobs that related mostly to technical roles and trades requiring use | Typical O4 & Descriptor (Jobs that related mostly to technical roles and trades requiring use of | Typical O3
SEORe of tools, equipment, machine, etc and applications of specialised Positions Score tools, equipment, machine, etc and applications of specialised Positions
knowledge and skills to analyse and solve technical problems) knowledge and skills to analyse and solve technical problems)
D | O4 | Trades2: Fducation | Tl TERTIARY/ DIPLOVA . C | O3 | Tradest: Education | G. SECONDARY / VOCATIONAL
equires 4 — 5 years’ secondary schooling and a e General/ . .o . s .
236-285 | gifled . » B . . Skilled or semi-skilled roles Requires 4 — 5 years’ secondary schooling through to
illed trades or technical roles further full-time course of study for 2 — 3 years in a Registered 191-235 Ki ind d hievement of school leavi alification and / or )
with accountability for results of technical or specialized field; or significant and Nurse working more indepen ent achieve Ol 5¢hool ‘eaving quaiification 0 ¢ Nurse Aid
7. > b . on varied range of well- extended on-the-job training. Requires a range of
and processes within portions of regular part-time courses of study extending over 5 ._ . .
X . . . defined tasks requiring a well-developed skills and some relevant theoretical
work or proiects. Work under or more years. Requires a wide range of specialized | e Intern Nurse q g . . . A
proj hnical holastic skills fo d X [uti broader understanding of knowledge to deliver assigned job outcomes with
limited supervision performing technical or scholastic skills to determine solutions g some autonomy, discretion and judgement -VOF 2-4
R -VQF 4-6 processes, procedures and u Y, Judg
moderately comp le)? and Varied Experience D. SEMI ROUTINE work routines. May be Experience C. ROU.TINE Experi.e nee Fa.m iliarity. with
problems requiring judgement . . . . . . standardized work routines which may involve the
. . Routine work practices, but experience in dealing required to operate . . .
and interpretation. with excentions and special circumstances hi .. use of simple equipment and machines. Able to be
. p . P . machinery requiring mastered over several months. (3 — 6 months’
required. Experience may be related to the specific proficiency .
task or involve wider issues affecting the " experlen?e) — - -
UPSN . Complexity B. Practical The application of practical skills
organization’s operations. Able to be mastered red knowledee to undertake defi
relatively quickly, within a year. (6 — 12 months’ or acquired knowledge to undertake deline
experience) activities.
Complexity Ii llI RACTl(;A(lijEhe fpé)hcanondofp rlfctlcalll Scope B. Related Supervision of others not required but
3 lf_ s (er acquire b owle hgito un defrta ¢ well- close liaison with others is necessary in coordinating
irf d;SieduZthll\ll(litgleef;legtt with the need for specific activities to achieve common objectives.
' Problem C.ROUTINE / VARIED Much of the work is
Scope B. RELATED Supervision of others is not Solving routine but problems require reference to precedents
required, but close liaison with others is necessary and / or extensive interpretation of detailed
in coordinating specific activities to achieve instructions.
common objectives. S _ _
Freedom to B. Instructions Detailed instruction are given on a
Problem C.ROUTINE / VARIED Much of the work is Act range of tasks but the jobholder has some freedom to
Solving routine but problems require reference to determine the order of task to be commenced. work is
precedents and / or extensive interpretation of closely monitored and checked.
detailed instructions.
Freedom to C.PROCEDURES Work conforms to specified Impact of IMPACT A 1. Direct impact of a single discretionary
Act procedures and the results are clearly defined. Decisions decision causes minor impact, which can be
Work is subject to in-progress review and guidance expressed in vatu terms of}ess than VT 7,000.
and assistance are readily available. (The cost of the individual’s own time)
- - - Interpersonal | B. RELATE Discusses work with employees and
})mp.a'ct of (IiMPACT A 1('1 D%r?Ct Impact of.a sm.gle hich Skills communicates information to other people.
ecisions iscretionary decision causes minor impact, whic Authority A. FINANCIAL AUTHORITY No authority to
can be expressed in vafi terms of less than VT commit routine expenditure or capital expenditure
7,000. (The cost of the individual’s own time) ’
Interpersonal | B. RELATE Discusses work with employees and
Skills communicates information to other people. People A. STAFF RESPONSIBILITY There may be a
- - Management | requirement to allocate tasks to others, possibly with
Authority A. FINANCIAL AUTHORITY No authority to limited supervisory responsibilities. (up to 8 Staff)
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) is 17" day of December 2024
)
q
é Eoscmar;\; Leona Nigel T. Malosu
Member Member
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GOVERNEMENT DE LA

REPUPLIQUE DE VANUATU

BUREAU DE CONSEIL DE REVISION DES
TRAITEMENTS

SPR 9094 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

GOVERNMENT OF THE
PART 5 - SALARY STRUCTURE FOR ALL POSITIONS OF NURSES REPUPLIC OF VANUATU EOVERNEMENT DE LA
OFFICE OF THE GOVERNMENT REPUPUQUE DE VANUATU

[GRT Determination 12 of 2024: The salary structure for the positions of nurses as assigned to
Leadership (Level L3 — Level L5), Technical (Level T2 — Level T3), and Operations (Level O3 — REMENERATION TRIPLINA,

Level O5) career pathways.] :T-B(3339)422235\/!:;.?;:;;:

BUREAU DE CONSEIL DE REVISION DES
TRAITEMENTS

SPR 9094 Port-Vila, Vanuatu

Tél: (678) 23625 Télécopie: 263181

Pursuant to section 13(1) of the Government Remuneration Tribunal Act, the annual salary payable to
a Nurse is set out hereunder.

Table 5.1 — Salary Structure payable to a Nurse.

VANUATU GOVERNMENT - GOVERNMENT REMUNERATION OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL
TRIBUNAL
PUBLIC SERVICE COMMISSION GRT DETERMINATION 13 of 2024
PERFORMANCE-BASED SALARY STRUCTURE Notice No. ... of 2024
NURSE CAREER PATHWAY ANNUAL SALARY
Minimum Midpoint Maximum PUBLIC SERVICE COMMISSION
POSITION VQF BAND/ GRADE 1 2 3
LEVEL LEVEL THE GRT DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND THE
SALARY STRUCTURE FOR THE POSITIONS OF ANCILLARY CARE AND SUPPORT OF THE
Principal Nursing Officer 9 HLS LNS 10 3.350,000 3,397,000 3.453,000 GOVERNMENT CLINICAL SECTOR EMPLOYED BY THE PUBLIC SERVICE COMMISSION
Nursing Services Manager (NSM) 9 GL4 LNS9 2,893,000 2,949,000 3,005,000
, NS 8 5 558,000 5 614.000 5 670,000 This Determination sets out the Job Classification Standards and the salary structure for the positions of
Assistant NSM 8 FL3 L 2229, 2t D Ancillary Care and Support of the Government clinical sector employed by the Public Service
Nurse In Charge OR Clinical Nursing 8 FT3 TNS7 2,213,000 2,312,000 2,510,000 Commission. [t comprises:
Supervisor
Senior Specialist Nurse OR Senior Nurse 7 ET2 TNS6 2,000,000 2,015,000 2,114,000 PART CONTENTS PAGE
L. 1 GENERAL 2
Practitioner
Specialist Nurse OR Nurse Practitioner 7 ET2 TNS5 1,818,000 1,917,000 1,930,000 2 THE RULES OF APPLICATION OF DETERMINATION FOR ANCILLARY 2
. . AND SUPPORT STAFF OF CLINICAL SECTOR
Senior Registered Nurse 6 E O5 ONS4 1,615,000 1,702,000 1,788,000 3 RELATED MATTERS 3
General / Registered Nurse 5 D O4 ONS3 1,420,000 1,480,000 1,550,000 THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS
Intern Nurse 5 D 04 ONS2 1,250,000 1,321,000 1,378,000 OF ANCILLARY CARE AND SUPPORT STAFF OF THE GOVERNMENT
Nurse Aide 4 co3 ONS 1 855,000 1,001,000 1,050,000 CLINICAL SECTOR AS ASSIGNED TO THE OPERATIONS CAREER
PATHWAYS
5 THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF ANCILLARY 10

is 17" day of December 2024

CARE AND SUPPORT STAFF OF THE GOVERNMENT CLINICAL SECTOR
AS ASSIGNED TO THE OPERATIONS CAREER PATHWAY
6 THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS 12

4_,; R OF ANCILLARY CARE AND SUPPORT STAFF OF THE GOVERNMENT
&—‘\ = - 7 CLINICAL SECTOR AS ASSIGNED TO THE CUSTOMER AND BUSINESS
& | Rosemary Leona ~ Nigel T. Malosu SUPPORT CAREER PATHWAY
JE]  Member Member 7 THE SALARY STRUCTURE TABLE FOR POSITIONS OF THE ANCILLARY 18
_E CARE AND SUPPORT STAFF OF THE GOVERNMENT CLINICAL SECTOR
A DE \E..N"'/ AS ASSIGNED TO THE CUSTOMER AND BUSINESS SUPPORT CAREER
e PATHWAY
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PART 1 - GENERAL
1.1  Authority:

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

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

1.2 Application:

1.2.1 The Determination applies exclusively to those persons employed by or
appointed to positions by the Public Service Commission as Ancillary Care
and Support staff of the Government Clinical Sector.

1.2.2 This Determination applies to all jobs assigned to the Operations (Levels O1-
06) and the Customer and Business Support (Levels S1-56) career pathways
of SP10 JobWise® Framework.

1.3 Effective 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 as Ancillary
Care and Support staff of the Government Clinical Sector.

PART 2 - THE RULES OF APPLICATION OF DETERMINATION FOR THE
POSITIONS OF ANCILLARY AND SUPPORT STAFF OF CLINICAL
SECTOR

2.1 Setting the Salary:

2.1.1 The Employing Body shall determine the work value for the position of the
Officer stated on 1.2.1, of this Determination in accordance with the
Classification Standards and Salary Structure Tables for those positions in this
Determination.

2.1.2 In determining the work value and salary of a position, the Commission is
expected to exercise prudent business judgement by applying the salaries
commensurate with the responsibilities and accountabilities of the office as
depicted by the Job Classification Standards in this Determination.

2.1.3  An Officer, other than a Probation Officer, when acting on a position higher
than her or his substantive position should be paid the salary for that position
until such time she or he is no longer acting.

GRT Determination 13 of 2024 — PSC — Ancillary Health Cfficers Page 2 of 31
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2.1.4 A new person appointed to a vacant or new position shall be paid the minimum
annual salary (or base salary) belonging to the Band and pathway Level to
which the position has been formally assigned,

PART 3 RELATED MATTERS

3.2 Adjustment to Salary:

3.2.1 Pursuant to the Job Classification Standards set out in this Determination,
adjustment to salary shall be made in accordance with cstablished performance
guidelines and within the ability of the Employing body to retain the person with
the necessary qualification and skills,

3.2.2, A pay increment shail be applied only to a person who has demonstrated, based
on established performance standards, an outstanding performance consistently
for two (2) consecutive years or more.

3.2.3 A pay increment to be applied to the pay grades which are below the midpoint
within a salary Band shall be subject to the approval of the Head of Agency.

3.2.4. An increment that is to be applied to the grades which are above the midpoint
shall be subject to a recommendation made by the Head of Agency to the
Commission for approval and a note of commendation for excellence to the
officer.

3.2.4 The Commission may promote an officer to higher salary Band than the officer’s
curtent Band, only if, the officer has met the job requirements contained in the

Job Classification Standards Table relative to that higher Band.

3.2.6. Pursuant to paragraph 3.2.4, an officer who is moved from a salary Band to the
next Band higher, shall be paid the minimum salary of that new Band.

3.3 Take home pay entitlements:

3.3.1 An officer, as specified in 1.2.1, other than an Intern, shall be entitled to (i) a
Housing Allowance, and (ii) a Child Allowance.

3.3.1 The Commission may implement any additional allowances deemed payable to
officers in high level Operations and Support career pathways.

3.3.2 The details on allowances are presented in GRT Determination 33 of 2024.

GRT Determination 13 of 2024 ~ PSC — Ancillary Health OFficers Page 3 of 31
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Table E. O5 The Job Classification Standards Table of the positions for Ancillary Care and Support Staff of Government

GOVERNMENT OF THE GOVERNEMENT DE LA . . . .
REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU Clinical Sector as assigned to Band E and the Operaiions pathway Level 05 (ACS 05)
OFFICE OF THE GEVEANNM ENT BUREALL OE CONSEIL DE REVISION DES
REMUNERATION TRIBUNAL ;::';;3’:’3;"::_\% Vermatn i S _ _
:2?-8{59?;2;05:5‘?;!:;-\{;;;;‘3‘;‘ Té) {678) 29625 T!‘l’é(\opie: 63181 Band ) Grade & o Jolese . v Operatlons Career Pathway 05 Factor DeSCI'iptOI'S B . . . )
) ) : - Score | Pathway & {Jobs that related mostly fo technical roles and trades requiriig use of tools, - Typical ACS
| Deseriptor |- equlpment ‘machine, etc and applications of spcolallsed knowledge and skllls " 05 Positions

PART 4 THE JOB CLASSIFICATION STANDARDS TABLES FOR THE POSITIONS OF

. _ e to analyso and solve techmcal problems)
ANCILLARY CARE AND SUPPORT STAFF OF THE GOVERNMENT .E "05 ' Tochni-cilon.l:. ‘.Educsl.tioll. H TERTIARY T DIPLOMA -

CLINICAL SECTOR AS ASSIGNED TO THE OPERATIONS CAREER 286-334 | Specialised Requires 4 — 5 years’ secondary schooling and a further full- | Chief Cook
PATHWAYS technical roles time course of study for 2 — 3 years in a technical or
at advanced specialised field; or significant and regular part-time courses Senior Plumber
[GRT Determination 13 of 2024: The Job Classification Standards Tables of the positions for Ancillary ACS 05 | tradesor — of study extending over 5 or more years. -VQF 4-6__ .
o ] certificate level | Experience | E, PROFICIENT The job requires adepiness in a skill and | Senior
Care and Support (ACS) Staff of Government Clinical Sector as assigned to Band A — Band F and the . ] " . ) -
. accountable for experience in a variety of tasks. The skill may be related to Electrician
Operations career pathway Level O1 - Level 06.] moderatel specific activities, equipment or general activities that take
_ _ — _ complex tzsks time to acquire, extending beyond the short term. (typically, 1 | Senior Blood
Table F. 06 The Job Classification Standards Table of the positions for Ancillary Care and Support Staff of Government mp — 2 years’ related experience) Bank
Clinical Sector as assngned to Band F and the Operations pathway Level 06 (ACS O6) ’_W‘th some Complexity | B, PRACTICAL The application of practical skills or Technician
Band - | Grade " | Jobwise - | it - Operations Career Pathway 06 Factor Descriptors .~ [0, . lmp;Ct 012 the acquired knowledge to undertake well-defined activities, _
| & 7| pdthway- | g (J obs that related mostly to tectinical roles and trades requiting tise of tools Typical ACS W,Oé unit or but with the need for individual judgement. . Dietician
Score Descnptor < equlpme[lt machme, etc:and applications of specialised knowledge and Skﬂ]S to 06 Positions _ wider Scope B. RELATED Supervision of others is not required, but
L L s I - * analyse and solve technical problemis) L D | D organisation, close liaison with others is necessary in coordinating specific
F 06 | Technician 2: | Education L. TERTIARY / SPECIALIST Jobs at this level activities to achieve common objectives.
335- | Specialised Roquire_s a spectalist diploma'at under-gralduato love.l Or & generic tend to involve Problem C.ROUTINE / VARIED Much of the work is rontine but
394 | Technical roles university bachelor’s degree, i.¢., no specific discipline, or more complex Solving problems require reference to precedents and / or extensive
accountable equ’:ll_enalf"i qf:lducatll?nl Rtf_’qui:}’if at comnlland of uate and pr ;;blcm- interpretation of detailed instructions,
specialized technical or scholastic skills to analyse, evaluate an solving, -
fssk?ggi?;ng interpret a wide range of information and resolve both concrete requiring ir eiedom to | C. PROCEDURES Work conforms to specified procedures
ACS analytical and and sometimes abstract problems and issues. Specialized judgment, ¢ and the results are clearly defined. Work is subject to in-
06 alytical an knowledge with depth in more than one arca. interoretati progress review and guidance and assistance are readily
creativity - - - ; - - pretation available
input, Experience F. SI;ILLED f"I‘hG j lob rfstaqm.res lilghly reloy;ot czlxtpeoonce. ina and perhaps -
judgemen, order t achieve competence. This i ot short-ferm expesicnce enalysisand  Tupact of | A- Tmpact _Single Division Direct impact of 2 single
element of but significant, longer-term experience, predominantly focused research Decisions discretionary decision course minor impact. Manage own
research. As on acquiring the job skills. (2 —- 5 years’ relevant experience) budget. . . .
senior Complexity C.DEFINED The end results required and policy Inter!)erson lS-Relate_e Discuss work with employees and communicates
technicians, frameworks are defined but independent thought is necessary al Skills information to others.
Jjobs at this to coordinate conflicting demands and optimise efficiency. Authority A. No authority to commit routine expenditure or capital
%GVEI ACCesS, Scope B. Related Supervision of others not required but close liaison expenditure, appr ove loans_ or extend credit. At the upper level
investigate, with others is necessary in coordinating specific activities. there may be authomty to sign external correspondence,
analyse and Problem C. Routine/Varied Much of the work is routine but problems People A. STAFF RESPONSIBILITY
interpret Solving require reference to precedents and /or extensive interpretation of Managemen | There may be a requirement to allocate tasks to others,
information detailed instruction. t possibly with limited supervisory responsibilities, (up to 8
Freedom to C PROCEDURES Work conforms to specific procedures and Staff)
Act the results are clearly defined. Work is subject to in progress
- review and guidance and assistance are readily available,
Impact of A.Impaet Single Division Direct impact of a single
Decisions discretionary decision course minor impact. Manage own budget.
Interpersomal | B-Relate Discuss work with employees and communicates
Skills information to others,
Authority A. No autherity 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 responsbility, or with some involvement in training /
guiding or project management.
GRT Determination 13 of 2024 - PSC — Anclllary Health Officers Page 4 of 31
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Table D. 04

The Joh Classification Standards Table of the positions for Ancillary Care and Support Staff of
Government Clinical Sector as assigned to Band D and the Operations pathway Level O4 (ACS 04)

Table C, O3

The Job Classification Standards Table of the positions for Ancillary Care and Support Staff of
Government Clinical Sector as assigned to Band C and the Operations pathway Level O3 (ACS 03)

Bapd

CScore | T e UL tools; equipment, machine, ete and applications of specialised -

‘Grade: | " Jobwise Pathway Operations Career Pathway 04 Factor Descrlptors
& [ ‘Deseriptor - .
o 3 " 04 Positions
knowledge and skllls to analyse and solvc techmcal problems) L

, B
. (Jobs that related mostly to'technical roles and trades requiting use of | Typical ACS B

& B Descrlptor

Grade |- Jobw1se Pathway

Operations. Career Pathway O3 Factor Descriptors
y (Jobs that related mostly. to technical roles and trades
“ |, Seore | Lo requiring use of tools, équipment, machine, etc and
E N E -applications of specialised knowledge and skjlls to analysc
' and solve technical problems). - 2

Typical ACS 03
- Positions .

04 Trades 2: Educatlon H TERTIARY/ DIPLOMA

236- Requires 4 — 5 years’ secondary schooling and a

285 Skilled trades or further full-time course of study for 2 — 3 years in a
technical roles with technical or specialized field; or significant and
accountability for regular part-time courses of study extending over 5
results of and or more years, Requires a wide range of
processes within prmalfzed t?c!:‘mcal 31;)5;1201;&10 skills to

: etermine solutions - -
o (";Wl‘:rk o D. SEMI ROUTINE
projects. Work under Routine work practices, but experience in dealing
limited supervision : . L
: with exceptions and special circumstances

performing required. Experience may be related to the specific
moderately complex task or involve wider issues affecting the
and Varied problems organization’s operations. Able to be mastered
requiring judgement relatively quickly, within a year. {6 — 12 months’
and interpretation. experience)
B. 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 C.ROUTINE / VARIED Much of the work is
Solving routine but problems require reference to
precedents and / or extensive interpretation of
detailed instructions,

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

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}
Interpersonat | B. RELATE Discusses work with employees and
Skills communicates information to other people.

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

ACS
04

Experience

Complexity

Impact of
Decisions

GRT Determination 13 of 2024 — PSC — Anclllary Health Officers Page 6 of 31
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03 Trades 1: Education
191- | Skilled or semi-skilled
235 | roles working more
independent on varied
range of well-defined
ACS tasks requiring 2 ’

03 broader understanding
of processes,

procedures and work

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

House Keeping
Supervisor

Driver Supervisor

Maintenance
Supervisor

Kitchen Supervisor

routines, May be
required to operate
machinery requiring
proficiency

Experience

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

Senior Hospital HIS
Officer

Captain

Complexity

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

Senior Cook

Dispenser OPD

Scope

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

Carpenter

Dispenser Stores

Problem
Solving

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

Senior Driver

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 A1, 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.

Anthority

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)
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Table A. O1

The Job Classification Standards Table of the positions for Ancillary Care and Support Staff of
Government Clinical Sector as assigned to Band A and the Operations pathway Level O1 (ACS O1)

136 GOVERNMENT REMUNERATION TRIBUNAL

Table B. 02 The Job Classification Standards Table of the positions for Ancillary Care and Suppert Staff of
Government Clinical Sector as assigned to Band B and the Operations pathway Level 02 (ACS 02)
Band | Grade Jobwise Pathway . - Operations Career Pathway O2 Factor Descrlptors ' o
& Descriptor (Jobs that telated mostly to technical roles and trades requiring | Typical ACS 02
| Score s . use of tools, equipment, machine, etc and applications of : Positions "
R spcmahsed knowledge and skifls to analyse and solvc tcchnlcal : SR
: S ; Con e problems) :
B 02 Manual Labour 2: Education B ELEMENTARY (PRIMARY)
145- | Unskilled or semi- Basic schooling with ability to read and Laundress
190 | skilled roles where write and understand simple written
accountability is instructions to carry out set and familiar Ambulance
limited to achievement routines as directed. Driver
ACS | of straight forward Experience B, SgMI:iLE ’I;AISIICS Si‘:;np%t:ht.asksf which Senior Laund
02 day to day tasks under can kee; equately learne Wﬁ in a few enior Laundress
close supervision in weeks, nstructl?n i1s normally given
N verbally but basic written procedures Supply Officer
routing situations. .
maybe provided.
Complexity B, PRACTICAL The application of Supply Officer
practical skills or acquired knowledge to
undertake well-defined activities, but with Assistant
the need for individual judgement. Laboratory
Scope B. RELATED Supervision of othersisnot | Technician
required, but close liaison with others is
necessary in coordinating specific Tailor
activities to achieve common objectives.
Problem A.ROUTINE  Problems are minox. Dispenser
Solving Some individual judgement is required to Inpatient
interpret rules and instructions,
Freedom to Act | B, INSTRUCTIONS Detailed Store Keeper
instructions are given on a range of tasks, .
but the jobholder has some freedom to Electrician
determine the order of tasks to be .
commenced, Work is closely monitered Driver
and checked regulatly.
Impact of A 1. IMPACT. Direct impact of & single Porter
Decisions discretionary decision causes minor
impact, which can be expressed in vatu Cook
terms of less than VT 7,000, .
(The cost of the individual’s own time) Senior Carpenter
Interpersonal A. COURTESY Little contact with other ,
Skills staff other than normal pleasantrics and Dispenser Stores
basic courtesy.
Authority A. FINANCIAL AUTHORITY No
authority to commit routine expenditure or Supply Officer
capital expenditure.
People A. STAFF RESPONSIBILITY There
Management may be a requirement to allocate tasks to
others, possibly with limited supervisory
responsibilities. (up to 8 Staff)
GRT Determination 13 of 2024 — PSC — Ancillary Health Officers Page 8 of 31

Band | Grade | Jobwise Pathway Operations Career Pathway O1 Factor Descriptors
& Descriptor (Jobs that related mostly to technical roles and trades requiring use | Typical ACS O1
Score of tools, equipment, machine, etc and applications of specialised | Positions
knowledge and skills to analyse and solve technical problems)
A 01 Manual Labour 1: Education A. Basic No schooling required, and no clear Cleaner
177- requirement for reading / writing skills, Limited
144 | Task focused manual training in simple manual activities may be Porter
roles where the work required to carry out simple tasks under close Laund
is limited to clearly direction. Ll
defined and straight Experience A. BASIC Basic tasks requiring no prior Handyman
ACS forward tasks . experience. Any training can be given on the job
govemed by simple in a matter of hours. Driver
o1 rules and clear or :
detailed instructions | Complexity A -Basic Simple and routine tasks specifically Stock Control
defined, easily learnt and requiring minimal Officer
independent thought or significant decision
making by jobholder. Dispenser Stores
Scope A. HIGHLY SPECIFIC Performance of
specific tasks and activities that do not involve Supply Officer
supervision or close liaison with others.
Problem A. REPETITIVE Work is simple and repetitive. | COOKS
Solving Prollnlems are minor and aI.'C solved by the simple ——
choice of responses or actions already learnt.
Freedom to A. CLOSE Work is subject to close supervision. | Carpenter
Act Simple tasks are assigned and all work is ;
checked in detail. Finnibor
Impact of A. IMPACT Direct impact of a single Miiiilsiaios
Decisions discretionary decision causes minor impact, Offi
which can be expressed in vatu terms of less than teer
VT 7,000. s
(The cost of the individual’s own time) Cook/Kitchenhand
Interpersonal | A COURTESY Little contact with other staff S
Skills other than normal pleasantries and basic 4
courtesy. Store Keeper
Authority A. FINANCIAL AUTHORITY No authority to
commit routine expenditure or capital Electrician
expenditure. o
People A. STAFF RESPONSIBILITY There may be a | Listtibution
Management | requirement to allocate tasks to others, possibly Officer
glth limited supervisory responsibilities. (up to 8 Stk Control
/—\ ) Officer
Signed this 17" ¢f Deoember 2024
ya 2
L M.!.'.!{’.”;_
Nigel Malosu
Member
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GOVERNEMENT DELA
REFUPLINUE BEVANUATY

BUREAL DE CONSERL DEREVISIDN DES
TRASTEMENTS

5PR 9084 Part-¥ila, Yanuatu

Tél (878) 23625 Télbcople: 263181

GOVERNMENT OF THE
REFUPLIC OF VANUATU
DFFICE OF THE GOVERNMENT
REMUNERATION TRIBUNAL
PMB 90%4 Port ila, Vanuaty
Tel: (678) 23625 Fax: 263181

PART 5 THE SALARY STRUCTURE TABLE FOR THE POSITIONS OF THE
ANCILLARY CARE AND SUPPORT STAFF OF THE GOVERNMENT
CLINICAL SECTOR AS ASSIGNED TO THE OPERATIONS CAREER
PATHWAYS

[GRT Determination 13 of 2024: The Salary Structure Table for the positions of the Ancillary
Care and Support (ACS) Staff of Government Clinical Sector as assigned to Band A — Band F
and the Operations career pathway Level O1 — Level 06.]

ACS04.5 1,378,000 Midpoint
ACS044 1,364,000

ACS 04.3 1,350,000

ACS04.2 1,336,000

ACS04.1 1,321,000 Minimum
ACS039 1,307,000 Maximum
ACS0O3.8 1,293,000

ACS 037 1,279,000

ACS03.6 1,265,000

ACSQ35 1,250,000 Midpoint
ACS034 1,236,000

ACS 033 1,222,000

ACS03.2 1,208,000

ACS03.1 1,193,000 Minimum
ACS 029 1,179,000 Maximum
ACS02.8 1,165,000

ACS02.7 1,151,000

ACS 026 1,137,000

ACS 025 1,122,000 Midpoint
ACS024 1,108,000

ACS023 1,094,000

ACS022 1,080,000

ACS02.1 1,065,000 Minimum
ACS0O1.9 1,058,000 Maximum
ACSO 1.8 1,008,000

ACSO1.7 957,000

ACS01.6 906,000

ACSO1.5 855,000 Midpoint
ACS0O14 805,000

ACSO1.3 754,000

ACS0O1.2 703,000

ACSO1.1 652,000 Minimum

QEPUEUC
OF VANUATU

Effective as of daté’bjwetaﬁmm{:/

Og }.f::wh\ﬁ

L SN

GRT Determination 13 of 2024: Table 5.0 — Salary Structure
The Salary Structure for the Ancillary Care and Support Staff of Government Clinical Sector
positions as assigned to Band A — Band F and the Operations Career pathway Level 01 —
Level O6.
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
PERFORMANCE-BASED SALARY STRUCTURE
Anecillary Care and Support (ACS) Staff of Government Clinical Sector
Band Grade Salary Range
ACS06.9 3,000,000 Maximum
ACS506.8 2,914,000
ACS06.7 2,827,000
ACS 066 2,741,000
ACS5 06.5 2,654,000 Midpoint
ACS G 6.4 2,568,000
ACS06.3 2,481,000
ACS8046.2 2,394,000
ACS 06,1 2,308,000 Minimum
ACS05.9 2,221,000 Maximum
ACS05.8 2,135,000
ACS 057 2,048,000
ACS 056 1,961,000
ACS5035.5 1,875,000 Midpoiat
ACS8054 1,788,000
ACS5053 1,702,000
ACS05.2 1,615,000
ACS035.1 1,528,000 Minimum
ACS 049 1,435,000 Maximum
ACS 0438 1,421,000
ACR04.7 1,407,000
ACS 04.6 1,393,000
GRT Determination 13 of 2024 ~ PSC— Anclllary Health Officers Page 10 of 31
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GOVERNMENT OF THE GOVERNEMENT DE LA Table E. S5 The Job Classification Standards Table of the positions for the Ancillary Care and Support Staff of
REPRIIG 0% VANSD SuREAl 0e consex. et G t Clinical Sect igned to Band E and the Cust d Business Support pathway Level
AL O S GO VERRMET BUREAU DE CONSEIL DE REVISON DES overnment Clinical Sector as assigned to Band E and the Customer and Business Support pathway Level S5
REMUNERATION TRIBUNAL ;::i;;‘g‘ﬁf:_wo — (ACS S5)
lisch bt Tél:(675) 23625 Télécapie: 263181 Band | Grade | Jobwise Pathway Customer & Business Sup];;ort Career Pathway Level 85 Factor Typical ACS S5
& Descriptor escriptors Jobs
PART 6 THE JOB CLASSIFICATION STANDARDS TABLES FOR THE ANCILLARY Score (Jobs that are client facing and most of the tasks relate to varied degree of
AS ASSIGNED TO THE CUSTOMER AND BUSINESS SUPPORT CAREER E S5 Specialised Education I. TERTIARY / SPECIALIST Requires a specialist
PATHWAYS 286- | Admin/Customer diploma at under-graduate level or a generic university Principal HR
334 Focus bachelor’s degree, i.e., no specific discipline, or Management
[GRT Determination 13 of 2024: The Job Classification Standards Table for the positions of the Ancillary i equiyal'ent level C_’f education. Rs-squirles a command of )
Care and Support Staff of Government Clinical Sector as assigned to Band A — Band F and the Customer Jobs at this level specialised technical or scholastic skills to analyse, Coordinator
and Business Support career pathway Level S1 — Level 56.] AGE tend to be more evaluate and interpret. -VQF 6 & 7 Nutrition and
o self-directed. Experience E. PROFICIENT The job requires adeptness in a skill Dietetics
ili and experience in a variety of tasks. The skill b
Table F. S6 The Job Classification Standards Table of the positions for the Ancillary Care and Support Staff of Government Clinical Accountability for a P i .ty © tasl: o :
% 2 specialised area of related to specific activities, equipment or general Coordinator —
Sector as assigned to Band I and the Customer and Business Support pathway Level S6 (ACS S6) P G - actvities ke tine 16 aomiie, exendmng bevond dis | Teberoulessand
Band Grade & | Jobwise Customer & Business Support Career Pathway Level S6 Factor Descriptors Typical ACS addhinistratian fir hort t (typically, 1 =2 céars’,re[at d Xg iy ) Lepr
Score Pathway (Jobs that are client facing and most of the tasks relate to varied degree of administrative S6 Jobs the organisation - Shart terim. [typieally, Y - e perlence prosy
Vescritor functions.) with measurable Complexity C. DEFINED The end results required and policy
impact. Varied frameworks are defined but independent thought is Public Health
F S6 Senior Education J. TERTIARY / PROFESSIONAL Requires applied knowledge and pbler.ns of necessary to coordinate conflicting demands and Manager
335-394 | Specialised understanding of the theoretical knowledge base in a specialised field or P optimise efficiency.
Business equivalent level of management. One or more academic degrees in a specific Asset moderat§ Scope C. INFLUENCING / SUPERVISORY Senior
Support: discipline is essential to perform complex assignments and formulate Manager complexity, Supervision of others required and / or coordination of Surveillance
Accountabili L TTSP,O“T‘:S fa ;ei;plve b}?t? c?nc;ete and abstract P\r;’b}:e;“s requiring resources and processes (human /physical / financial), or | Officer
ccountabili - requiring analytical, sp_ema 1st t_ec nica a_n creative input. -VQF §-9 Human _]udgement and 5 high degree of influence across the organization, in
ty fora Experience G. ADVANCED The job requires experience of a broad nature, above that Resource . : i d hi o Provincial Health
lised £ 2 skilled o7 Ledhiioion v involv Fwork M interpretation an order to achieve significant outcoimes. ncial Hea
specialise of a skilled operator / technician. Normally involves an awareness of worl anager . Administrator
area of activities beyond the immediate job situation and the impact of the job on pethaps analysis P rob.lem D. VARIED . . i
admin or these activities. Thus, it may be necessary to work in harmony with Senior and research Solving Pr Oblemslare varied and the SOIUUOH' requires research :
customer conflicting and diverse activities and usually involves control of resources Registrar through diverse and perhaps contradictory cases. Senior Assets &
support, and people. (5 — 10 years’ relevant experience) Prosﬂlodont Initiative and judgement is necessary in interpretation. In | Inventory Officer
ACS S¢ | involving Complexity D. INVOLVED While the end results are generally defined, the means of ics general, many of these problems extend far beyond the
conflicting achieving them are unspecified. Continuous balancing of conflicting need for short term solutions, with the research required | Senior
ang diit;/;rse demarcllc_is f{)o.;r.; div&:;'se sgubr_c;;s is required and a high level of extending between 1 — 3 months. Erlncrgency &
?:qt.lviring unpredictability and variability. Freedom to | D. GENERAL INSTRUCTIONS Work is subject to Disaster
high level of | S€0P€ C. INFLUENCING / SUPERVISORY Supervision of others required and Act general instructions only, and specific completion targets Response Officer
individual / D['. coordination'ofresources and pl’DCCSSC§ (human /physmal / ﬁnanma]), or are normal[y Speciﬁed_ Progrcss reviews are usua]ly )
judgement. a.hlg.? degree of influence across the organization, in order to achieve undertaken but in most instances assistance by a superior Senior M&E
Problems of significant outcomes. is given only when requested. Officer
moderate Problem E. COMPLEX Problems contain unusual and unexpected elements which Impact of IMPACT B. Direct impact of a single discretionary
scope an_d. solving havevnot been previausly encountered. Extensive resea_rc'h may 1?6 required, Decisions decision causes some impact, which can be expressed in Reproductive
complf:mty poss1b_ly ext_endmg up to 9 — 12 months. Corporate policies and in-house vatu terms of hundreds of vatu. (supervise small team or Health Supervisor
requiring expertise will not provide a complete answer to the problem. sdes s
analyticdl provides advice) : Coordi
and creative | Freedom to act E. GUIDANCE The jobholder is expected to work with a large degree of Interpersonal | C. ADVISE / SUPERVISE Discusses and seeks oordinator
input, independence within the organisation's plans, policies and reporting Skills cooperation from people in other areas of the Mental Health
Initiative requirements. Overall guidelines and objectives are discussed initially, and organisation, and / or has some supervisory
and progress is reviewed intermittently and informally. responsibility. Coordinator Non-
judgement. [mp_a.ct of MPACT B. Direct impact of a}sing!e discretionary decision causes some Authority Financial Authority B. Authorises minor expenditure Communicable
Decisions impact, which can be expressed in vatu terms of hundreds of vatu. > ; Diseases
| X : from another person’s budget. (i.e. not accountable for an
(supervise small team or provides advice) .
i : : expenditure budget)
In'telrpersonal D_.h[Nl‘TLUENCE / PERSIUADE. Con51derable contact U}ﬂuergﬁng St(.:lff People A. STAFF RESPONSIBILITY There may be a
SR AR 1B B Sl R e e S S A v Lo o Management | requirement to allocate tasks to others, possibly with
roles requiring well-developed advisory / consultative / facilitation skills. e . et
- - - : = - - limited supervisory responsibilities. (up to 8 Staff)
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.

140
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Table D. S4 The Job Classification Standards Table of the positions for the Ancillary Care and Support Staff of Table C. S3 The Job Classification Standards Table of the positions for the Ancillary Care and Support Staff of
Government Clinical Sector as assigned to Band D and the Customer and Business Support pathway Level S4 Government Clinical Sector as assigned to Band C and the Customer and Business Support pathway Level S3
(ACS S4) (ACS 83)
| Band | Grade | Jobwise Pathway Customer & Business Support Career Pathway Level S3
Band | Grade | Jobwise Pathway Customer & Business Support Career Pathway Level S4 & Descriptor ~ Factor Descriptors Typical ACS S3 Jobs
& Descriptor Factor Descriptors Typical ACS S4 Score (Jobs that are client facing arlld. mos.t of the tzlisks relate to
i (Jobs that are client facing and most of the tasks relate to varied | Jobs varied degree of administrative functions.)
degree of administrative functions.) C S3 Administration/Customer | Education G. SECONDARY / VOCATIONAL
D S4 Technical Education H. TERTIARY / DIPLOMA Requires 4 — 191- | Support: Requires 4 — 5 years’ secondary schooling
236- | Admin/Customer Focus 5 years’ secondary schooling and a further Compliance Officer 235 through to achievement of school leaving Dispenser Inpatient
285 full-time course of study for 2 — 3 yearsin a Process focused qualification and / or extended on-the-job
Technical administrative technical or specialized field; or significant Health Planner administrative or support training. Requires a range of well-developed | Microscopist
roles with accountability and regular part-time courses of study roles with accountability skills and some relevant theoretical
for results of and extending over 5 or more years. Requires a Finance Officer for own day to day tasks knowledge to deliver assigned job outcomes | Accounts Clerk
processes within portions wide range of specialized technical or requiring knowledge of with some autonomy, discretion and
of work or projects. scholastic skills to determine solutions Senior Finance pr_oc;dures and processes judgement VQF 2-4 _ ‘ Supply and Clearance
Varied problems requiring : -VQF 4-6 - _ Officer ACS | within a work area. This Experience C.ROUTINE Familiarity with Officer
ACS | judgement and Experience E. PROFI.CIENTI' The job requires S3 level may alslo include ‘ §tandardlsed work routines Whlch may )
S4 interpretation within adeptness in a skill and experience in a Desktop Support customer facmg roles with involve the use of simple equipment and Executive Secretary
Pre variety of tasks. The skill may be related to Officer varied transactions, machines. Able to be mastered over several
recognized patterns specific activities, equipment or general explaining, resolving months. (3 — 6 months’ experience) Finance Officer
activities that take time to acquire, extending | Field Officer enquiries. Complexity C.DEFINED The end results required and
beyond the short term. policy frameworks are defined but Filing Clerk
(typically, 1 —2 years’ related experience) Malaria Supervisor independent thought is necessary to
Complexity C.DEFINED The end results required coordinate conflicting demands and optimise | Librarian
and policy frameworks are defined but Graphic Artist efficiency.
independent thought is necessary to Scope B. RELATED Supervision of others is not | HR Officer
coordinate conflicting demands and Public Health required, but close liaison with others is
optimize efficiency. Surveillance Officer necessary in coordinating specific activities | Assistant HR Officer
Scope B. RELATED Supervision of others is not to achieve common objectives.
required, but close liaison with others is Cold Chain Officer Problem C.ROUTINE / VARIED Much of the work | Administration and
necessary in coordinating specific activities to Solving is routine but problems require reference to | Support Officer
achieve common objectives. Primary Health Care precedents and / or extensive interpretation
Problem C.ROUTINE / VARIED Much of the work | Officer of detailed instructions. ES Dith Coordingtor
Solving is routine but problems require reference to ) Freedom to C.PROCEDURES Work conforms to Offieer
precedents and / or extensive interpretation of Mother and Child Act specified procedures and the results are
detailed instructions. Heath C?fﬁcer clearly defined. Work is subject to in-
Freedom to Act | CPROCEDURES Work conforms to Monltorl'mg aiid progress review and guidance and assistance
specified procedures and the results are Evaluation Officer are readily available.
clearly defined. Work is subject to in-progress Impact of IMPACT A 1. Direct impact of a single
review and guidance and assistance are Decisions discretionary decision causes minor impact,
readily available. which can be expressed in vatu terms of less
Impact of IMPACT A L. Direct impact of a single than VT 7,000. (The cost of the individual’s
Decisions discretionary decision causes minor impact, own time)
which can be expressed in vatu terms of less Interpersonal | B. RELATE Discusses work with
than VT 7,000. (The cost of the individual’s Skills employees and communicates information to
own time) other people.
Interpersonal B. RELATE Discusses work with employees Authority A. FINANCIAL AUTHORITY No
Skills and communicates information to other authority to commit routine expenditure or
people. capital expenditure.
Authority A. FINANCIAL AUTHORITY No People A. STAFF RESPONSIBILITY There may
authority to commit routine expenditure or Management | be a requirement to allocate tasks to others,
capital expenditure. possibly with limited supervisory
People A. STAFF RESPONSIBILITY There responsibilities. (up to 8 Staff)
Management may be a requirement to allocate tasks to
others, possibly with limited supervisory
responsibilities. (up to 8§ Staff)
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Table A. S1 The Job Classification Standards Table of the positions for the Ancillary Care and Support Staff of
Government Clinical Sector as assigned to Band A and the Customer and Business Support pathway Level S1
(ACS S1)
Band | Grade | Jobwise Pathway Customer & Business Support Career Pathway Level S1
& Descriptor Factor Descriptors Typical ACS S1 Jobs

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

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 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 employees

Skills and communicates information to other
people.

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

People A. STAFF RESPONSIBILITY

Management There may be a requirement to allocate tasks

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

Table B. S2 The Job Classification Standards Table of the positions for the Ancillary Care and Support Staff of
Government Clinical Sector as assigned to Band B and the Customer and Business Support pathway Level
S2 (ACS S2)
Band | Grade | Jobwise Pathway Customer & Business Support Career Pathway Level S2
& Descriptor Factor Descriptors Typical ACS S2
Score (Jobs that are client facing and most of the tasks relate to varied Jobs
degree of administrative functions.)
B S2 Office Support: Education E. BASIC OCCUPATIONAL
145- Requires 2 — 3 years’ secondary schooling Receptionist
190 These are likely to be plus a course of basic occupational skills,
clerical or semi-skilled mostly learnt on the job. Utilises a narrow Clerk
positions in support range of knowledge and cognitive skills, such
roles where as the basic use of computers, to perform a Cashier
accountability is range ef_repetitive and familiar tasks under o
L T — : supervision. VQF 1 _ . Provincial HIS
of own day — to — day Experience C.ROUTINE Femlllanty with standardised | Officer
ACSEE | vt sersni Work routines which may involve the use of
. simple equipment and machines. Able to be Secretary
momtored‘ hy“athers. mastered over several months. (3 —6 months’
May also 1nc!ude experience) Senior Clerk
customer facing roles, Complexity A. PRACTICAL The application of practical
routine tasks. skills or acquired knowledge to undertake Hospital HIS
well-defined activities, but with the need for Officer
individual judgement.
Scope B. RELATED Supervision of others is not Dental Clerk
required, but close liaison with others is
necessary in coordinating specific activities to | Senior OPD Clerk
achieve common objectives
Problem C. ROUTINE Problems are minor. Some
Solving individual judgement is required to interpret

Task Support: Education
144 | Task focused support
roles where the work

is limited to clearly directed.

B. ELEMENTARY (PRIMARY) Basic
177- schooling with ability to read and write

and understand simple written instructions | Filing Clerk
to carry out set and familiar routines as

Environmental Health

defined tasks governed | Experience
by simple rules and
ACS | clear or detailed

S1 instructions

B. SIMPLE TASKS Simple tasks which | Officer
can be adequately learned within a few
weeks. Instruction is normally given
verbally but basic written procedures may
be provided.

Complexity

A. BASIC Simple and routine tasks
specifically defined, easily learnt and
requiring minimal independent thought or
significant decision making by jobholder

others.

Scope A, HIGHLY SPECIFIC Performance
of specific tasks and activities that do not
involve supervision or close liaison with

Problem
Solving

A, REPETITIVE Work is simple and
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
Decisions

C.IMPACT 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

A COURTESY Little contact with other
Skills staff other than normal pleasantries and
basic courtesy.

Authority

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

Management

il .

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

144
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Signed this

7th of December, 2024,

AN pEPUBLIQUE Member

. DE VANUATY

GRT Determination 13 of 2024 — PSC — Ancillary Health Officers

Rosemary Leona

-
; I”I"",';'!"
77 77

Nigel Malosu
Member
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hisddalstiho i gl T D ACS S 4.5 1,662,000 Midpoint
OSTKE 08 THE GOVERRMERT BUREAU O CONSEL D€ REVISION DES ACS S 4.4 1,597,000
e Y ALR 43 L9100
Tel: (678) 23625 Fax: 263181 Tél: (678) 23825 Téldcopie: 263181 ACSS4.2 1,466,000
ACS S4.1 1,400,000 Minimum
PART 7 THE SALARY STRUCTURES TABLE FOR THE ANCILLARY CARE AND ACSS 39 1,380,000 Maximum
SUPPORT STAFF OF THE GOVERNMENT CLINICAL SECTOR AS ASSIGNED ACSS38 1,359,000
TO THE CUSTOMER AND BUSINESS SUPPORT CAREER PATHWAY. ACS S 3.7 1,338,000
L ACSS3.6 1,316,000
[GRT Determination 13 of 2024: The Sala.rx Structure Table: for the positions of the Ancillary c ACSS35 1,295,000 Mid-point
Care and Support Staff of Government Clinical Sector as assigned to Band A — Band F and the
Customer and Business Support career pathway Level S1 — Level S6.] ACSS34 1,273,000
ACSS33 1,252,000
ACSS3.2 1,230,000
GRT Determination 13 of 2024: Table 7.S — Salary Structure ACS S 3.1 1,209,000 Minimum
The Salary Structure for the Ancillary Care and Support Staff (ACS) of Government Clinical AC5829 1,187,000 Maximum
Sector positions as assigned to Band A — Band F and the Customer Business Support Career ACS S 2.8 1,166,000
pathway Level S1 - Level S6. ACS S27 1,144,000
ACSS26 1,1123,00
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL B ACSS25 1,101,000 Mid-point
PERFORMANCE-BASED SALARY STRUCTURE ACSS24 1,080,000
Ancillary Care and Support Staff of Government Clinical Sector. ACSS23 1,058,000
Band Grade Salary Range ACSS522 1,037,000
ACSS2.1 1,015,000 Minimum
ACSS56.9 3,100,000 Maximum
ACS S 6.8 3,035,000 ACSS 1.9 1,002,000 Maximum
ACS S 6.7 2,970,000 ACSS 1.8 958,000
F ACS S 6.6 2,904,000 ACSS 1.7 914,000
ACSS6.5 2,839,000 Midpoint A ACSS 1.6 871,000
ACSS 6.4 2,774,000 ACSS 1.5 827,000 Midpoint
ACS S 6.3 2,708,000 ACSS14 783,000
ACSS6.2 2,643,000 ACSS1.3 740,000
ACS S 6.1 2,577,000 Minimum ACSS 1.2 696,000
TN ACSS 1.1 652,000 Minimum
ACSS5.9 2,512,000 Maximum
ACSS5.8 2,447,000 Signed this |l 7" of December, 2024.
ACS S 5.7 2,381,000 p——
¥ igz : 2? 33232888 Midpoint s ATON m/:;% gt ,”,7_,_,'%,-‘
ACSS 5.4 2,185,000 Y ceousiie N,y ~ (= G >
ACSS53 2,120,000 / aby Natorfga OF VANUATU I emary Leona Nigel Malosu
ACSS5.2 2,054,000 ai Member Member
ACS S 5.1 1,989,000 Minimum 2\ REPUBLIQUE
%) DE VANUATU
ACS § 4.9 1,924,000 Maximum Effetive as of dilgptdétermin
ACSS4.8 1,858,000
ACS S54.7 1,793,000
ACS S4.6 1,727,000
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PART 1. GENERAL

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

1.1.2 The Tribunal may issue guidance notes from time to time to assist the

GOVERNMENT OF THE d e «
Employing bodics in the administration of this Determination.

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

GOVERNEMENT DE LA

REPUPLIQUE DE VANUATU
BUREAU DE CONSEIL DE REVISION DES
TRAITEMENTS

SPR 9084 Port-Vila, Vanuatu

Tél: (678) 23625 Télécopie: 263181

1.2 Application;
1.2.1 The Determination applies to persons appointed as Secretary Generals, under
section 18 of the Decentralization Act [CAP 230].

148

OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL

GRT DETERMINATION 21 of 2024
NOTICE No. .... OF 2024

PUBLIC SERVICE COMMISSION AND PUBLIC SECTOR

GRT DETERMINATION ON JOB CLASSIFICATION STANDARDS AND SALARY
STRUCTURE FOR THE POSITION OF A SECRETARY GENERAL AND AN
ASSISTANT SECRETARY GENERAL OF A PROVINCIAL COUNCIL, AND OF A
TOWN CLERK AND DEPUTY CLERK OF A MUNICIPAL COUNCIL.

This Determination sets out the Job Classification Standard and the Salary Structure for the
positions of persons appointed as Secretary Generals, under section 18E (1) & (2) for the
Decentralization Act [CAP 230] and Town Clerk, under section 19(1) & (2) of the Municipality
Act. It comprises

1.2.2 The Determination applies to persons appointed as Town Clerks, under section
19 of the Municipality Act [CAP 126].

1.2.3 This Determination applies to positions assigned to Leadership career pathway
Levels L5 — L7 of SP10 Jobwise® Framework.

1.3  Effective date:
1.3.1 The Determination takes effect as of 1% December 2024,
1.3.2 The Determination supersedes and revokes any determination or decision
relating to any form of salary payable to a Secretary General and a Town Clerk.

PART 2. JOB CLASSIFICATION STANDARDS AND SALARY STRUCTURE
2.1 Job Classification Standards: The Job Classification Standards for position of a
Secretary General and Assistant, and a Town Clerk and Deputy is set out on Table
4.1 to this Determination.

2.2 Salary Structure: The Salary Structure for the position of a Secretary General and
Assistant, and a Town Clerk and Deputy is as set out on Table 4.2 to this
Determination,

PART CONTENT PAGE ; PART 3. RELATED MATTERS
3.1 Setting the Salary
1 GENERAL 2 3.1.1 The Employing Body shall determine the work value for the position stated on
1.2 of this Determination in accordance with the Classification standards set
out on Table 4.1 and the salary structure set out on Table 4.2 to this
2 Determination.
2 JOB CLASSIFICATION STANDARDS AND SALARY STRUCTURE
3.1.2 In determining the work value of a Secretary General or Town Clerk, subject
3 RELATED MATTERS 2 to Part 2, the Employing Body is expected to exercise prudent business
judgement commensurate with the responsibilities and accountabilities of the
4 JOB CLASSIFICATION STANDARDS AND SALARY STRUCTURE TABLES 4 office. ) . o
FOR THE POSITIONS OF SECRETARY GENERALS AND ASSISTANTS, 3.1.3 The maximum salary for positions stated in this determination is set out
AND TOWN CLERKS AND DEPUTIES m l?:_low’ Niaximam Annual Salary
= osition a
TABLE 4.1 JOB CLASSIFICATION STANDARDS 4 Secretary General 4,738,000
- - Town Clerk 4,570,000
[ABLE 4.2 SALARY STRUCTURE 8 Assistant Secretary General 4,380,000
Deputy Town Clerk 4,380,000
GRT Determination 21 of 2024 - 5Gs and Town Clerks - Public Sector Page20f8
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3.2 Adjustment to Salary:

3.2.1 Subject to Part 2 of this Determination, adjustment to salary shall be made in GOVERNMENT OF THE GOVERNEMENT DELA
. . . . i o REPUPLIC OF VANUATU REPUPLIQUE DEVANUATL!
accordance with established performance guidelines and within the ability of statigerinlcut W GUREAL DE CONSEIL DE REVISION DES
TRAITEMENTS

the Employing body to retain the person with the necessary qualification and REMUNERATION TRIBUNAL

skills. PMB 9094 Port Vila, Vanuatu
Tel: {678) 23625 Fax: 263181

SPR G094 Pont-Vila, Vanuatu
Tél: (678) 23625 Télécopie: 263181

3.3 Acting:
3.3.1 An Officer, other than a Probation Officer, when acting on a position higher than her
or his substantive position should be paid the salary for that position until such time
she or he is no longer acting.

GRT Determination 21 of 2024

PART 4 — JOB CLASSIFICATION STANDARDS AND SALARY STRUCTURE TABLES
FOR THE POSITIONS OF SECRETARY GENERALS AND ASSISTANTS, AND

3.4 Take home pay entitlements: TOWN CLERKS, AND DEPUTIES

3.4.1 Effective as from the date of this Determination, person paid according to this
determination may be entitled a take home pay entitlement, stated under GRT
Determination 33 of 2024.

Tables 4.1 — Job Classification Standards Tables for the positions of Secretary Generals and
Assistants, and Town Clerks and Deputies

3.4.2 Any other form of take-home pay entitlements other than that which is stated under 3.4. Table J. L7 The J?b Classification Standards Tz.tble for the positions of Secretary General and Town Clerk
will no longer be paid: Family or Spouse allowance, Cost of Living allowance, as assigned to Band J and Leadership pathway Level L7,
Enpertunmentallopence; Fosl allopmoce, ind Teleploneuliowante, Band | Grade | Jobwise Leadership Career Pathway Level 7 Factor Descriptors
& Score | Pathway (Jobs requiring varied degree of leadership, supervision of people, | Typical L7
Descriptor power, and oversight of general management functions) Positions
J L7 Section Education I. TERTIARY / SPECIALIST ‘Requires a | Secretary
Signed this 17" day of December, 2024. Leader: specialist diploma at under-graduate level or a | General
392-675 ) generic university bachelor’s degree, i.e., no
» Responsﬂ)-le specific discipline, or equivalent level of Town Clerk
- - for managmgfa education. -VQF 6-7 Deputy
% NLLFAH A section part o epu
U\ %F7 — 1 &'ﬁ;{,ﬂW» " divisifn/ Experience | H. SPECIALISED EXPERIENCE Director
= C ot o department, The job requires extensive specialised experience
] j : losemary Leona Nigel T. Malosu it in a technical, scientific, or professional field, | Deputy CIO
Member Member effective normally gained through relevant professional
e qualifications together with significant post | Secretary,
utilization of . . . . .
) qualification practical experience; OR Experience | Law
staff is of a more general 14-15 years Commission
pnp ortant and Complexity C.DEFINED The end results required and
lmpact on policy frameworks are defined but independent Deputy
stakeholder thought is necessary to coordinate conflicting Commissioner
satisfaction is demands and optimize efficiency. of Labour
significant.
Staff will Scope D MANAGERIAL Management or c.ontrol ofa Nationil
' significant operational or functional unit / g .
mcmqe division, including the planning, directing and Alecu_l‘lty
technical controlling of all activities within the unit, or a VNVSI?r’
specialists and CEO / Director General of very small
programme/ organisation. S
Project roles, Problem D. VARIED Problems are varied and the Gecretary
; : ; ; eneral,
managed Solving solution requires research though diverse and Citizenship
directly or perhaps contradictory ceases. Initiative and
through team judgement is necessary in interpretation. In
leaders general, many of these problems extend far
beyond the need for short term solutions, with the
research required extending between 1-3 months.
GRT Determination 21 of 2024 - SGs and Town Clerks -  Public Sector Page 3 of 8
GRT Determination 21 of 2024 — SGs and Town Clerks - Public Sector Page 4 of 8
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Act

Freedom to

D. GENERAL INSTRUCTEONS

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

Decisions

Impact of

C. Impact Direct

Impact of a single discretionary decision causes
significant impact, which can be expressed in
vatu terms of thousands of vatu.

Skills

Interpersonal

D, INFLUENCE / PERSUADE

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

Authority

B. Financial Authority.
Authorises minor expenditure from another
person’s budget.

People

Management

C. 1 Has full supervisory / managerial
respongibility for 11-29 staff. This includes
allocation of work, accountability for their
outputs, quality etc. and appraisal of their

performance.

Freedom to C. PROCEDURES Work conforms to specified Coordination
Act procedures and the results are clearly defined. Work is Unit
subject to in-progress review and guidance and assistance
are readily available. Financial
Controller
Impact of B. 1IMPACT Ditect impact of a single discretionary
Decisions decision causes some impact, which can be expressed in Manager -
vatu terms of hundreds of vatu Customs
Interpersonal | C. ADVISE / SUPERVISE Discusses and seeks
Skills cooperation from people in other areas of the organisation, | Manager-
and / or has some supervisory responsibility. FMIS
Authority B Financial Authority. Authorises minot expenditure from
another person’s Manager-
budget. Customs
People B. Has full supervisory / managerial responsibility for Revenue
Management | up to 10 staff. This includes allocation of work,
accountability for their outputs, quality etc. and Manager —
appraisal of their performance ICT Policy

152

GOVERNMENT REMUNERATION TRIBUNAL

Table 1, L6 The Job Classification Standards Table for the positions of Secretary General and Town Clerk

as assigned to Band I and Leadership pathway Level L6.

Band | Grade | Jobwise Pathway Leadership Career Pathway Level L6 Factor Descriptors Typical 1.6
& Descriptor " | (Yobs requiring varied degree of supervision of people, power, and oversight |  Positions
Seore ' ' of general management functions)

I L6 Team Manager: | Education I. TERTIARY / SPECIALIST Requires a specialist | Assistant
521. | Manages staff diploma at under-graduate level or a generic university | Secretary
591 | assignedto bachelor’s degree, i.e., no specific discipline, or equivalent | General

specified level of education, -VQF 6-7
administrative, Manager —
operational, or Experience H. SPECIALISED EXPERIENCE The job requires | Rates &
technical roles extensive specialised experience in a technical, seientific, | Taxes
who work or professional field, normally gained through relevant
. professional qualifications together with significant post | Manager—
independently as o . ; .
rechnical qualification practical experience; OR Experience of a | Budget
L more general. 12-13years
specialists. . Complexity B. PRACTICAL The application of practical skills or Head-
Ensures decisions acquired knowledge to undertake well-defined activities, | Monitoring
of management but with the need for individual judgement. and
are articulated and Evaluation
implemented. Scope D. MANAGERIAL. Managementi or control of a Unit
Manages and significant operational or functional unit / division,
monitors work including the planning, directing and controlling of all Head -
and associated activities within the unit, or a CEO / Director General of | Policy and
budgets. very small organisation. Planning
Problem C. ROUTINE / VARIED Much of the work is routine Unit
Solving but problems require reference to précedents and / or
extensive interpretation of detailed instructions. Head — Aid
GRT Determination 21 of 2024 -- SGs and Town Clerks - Public Sector Page 5of 8

Table H, L5 | The Job Classification Standards Table for the positions of Secretary General and Town Clerk
as assigned to Band H and Leadership pathway Level L5,
Band | Grade | Jobwise Pathway - Leadership Career Pathway Level L3 Factor Descriptors
& | Descriptor _ (Jobs requiring varied degree of supervision of people, power, and Typical L5
Score oversight of general management functions) ’ Positions
11 L3 Team leader: Education L TERTIARY / SPECTALIST Requires a specialist
456- | Team leaders at diploma at under-graduate level or a generic | Deputy Clerk
5720 | this level tend to university bachelor’s degree, i, no specific
fall into one of the discipline, or equivalent level of education. -VQF 6-7 | Executive
two types: either Officer
technical Experience H. SPECIALISED EXPERIENCE The job requires
specialists with one extensive spemahsed‘ experience in a techn}cal, Manager —
ot more assigned scientific, or professmr!al field, . norrpally gained | Programs
. through relevant professional qualifications together
technical staff, or . . P .

’ with  significant post qualification practical | Manager -
lowe.r—l.evel , experience; OR Experience of a more general 10-11 | Financial
specialist with a years Accounting
team f’f business or ["Complexity | C. DEFINED The end results required and policy
technical support frameworks are defined but independent thought is Manager —
staff. Pl:cmmng, necessary to coordinate conflicting demands and Revenue
scheduling, and optimise efficiency.
monitoring work Head of Treaties
and associated Scope D. MANAGERIAL Management or control of a & Convention
budgets. significant operational or functional unit / division,

including the planning, directing and controlling of all | Principal
activities within the unit, or a CEO / Director General | Economist
of very small organisation.
Problem D. VARIED Problems are varied and the solution Manager — RTI
Sobving requires research through diverse and perhaps
contradictory cases. Initiative and judgement is Manager - HRD
necessary in interpretation. In general, level needs
research, required extending between 1 — 3 months. Manager —
Freedom to | D. GENERAL INSTRUCTIONS Work is subject to | Exchequer
Act general instructions only, and specific completion Services
Payment/Payroll

targets are normally specified. Progress reviews are
usually undertaken but in most instances assistance by
a superior is given only when requested.

Manager — Debt

GRT Determination 21 of 2024 — SGs and Town Clerks -

Public Sector

Page 6 of 8
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Impact of B. IMPACT Direct impact of a single discretionary Head — Asia GOVERNMENT OF THE GOVERNEMENT DE LA
Decisions f;lec151on causes some impact, which can be expressed | Pacific REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU )
in vatu terms of hundreds of vatu OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES
= . TRAITEMENTS
REMUNERATION TRIBUNAL
Interpersonal | D. INFLUENCE / PERSUADE Considerable $PR 3004 Port-Vila, Vanuatu

PMB 9094 Port Vila, Vanuatu

Tél: (678) 23625 Télécopie:
Tel: (678) 23625 Fax: 263181 él:(678) élécopie: 263181

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

GRT Determination 21 of 2024
Authority B. FINANCIAL AUTHORITY (LOW) Authorises gt 23

minor expenditure from another person’s budget

Table 4.2 —Salary Structure Table for positions of Secretary Generals and Assistants, and Town

People C. Has full supervisory / managerial responsibility for .
Management | 11-29 staff. This includes allocation of work, Clerks and Deputies.
accountability for their outputs, quality etc. and
Appiateal bf it PTG HHRNOR: VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
PUBLIC SERVICE COMMISSION & PUBLIC SECTOR - PERFORMANCE-
BASE SALARY STRUCTURE
PROVINCIAL GOVERNMENT AND MUNICIPAL COUNCILS
Signed this 17 day of December, 2024. SECRETARY GENERAL AND ASSISTANT, AND TOWN CLERK AND
’ DEPUTY ASSIGNED TO LEADERSHIP CAREER PATHWAY
Band Level Grade Salary Range
‘.\‘ A SG3 SGL73 4,738,000 Maximum
“‘\ e i/ ] L7 SGL 7.2 4,682,000
A Gl . SGL 7.1 4,626,000 Minimum
% Rosemary Leona Nigel T. Malosu
B\ REPUBLIOUE ,;f § Member Member TC 2 TCL 7.3 4,570,000 Maximum
- 2\ DEVANUATY /& ] L7 TCL 7.2 4,515,000
. ‘o 574 TCL 7.1 4,459,000 Minimum
Effective as of 1 ¢ \?jj—
- E R
o )
ASG ASGL 6.4 4,380,000 Maximum
1 L6 ASGL 63 4,180,000
ASGL 6.2 3,956,000
ASGL 6.1 3,900,000 Minimum
DTC DTCL 54 4,380,000 Maximum
H L5 DTCL 5.3 4,180,000
DTCL 5.2 3,956,000
DTCL 5.1 3,900,000 Minimum
Signed this 17" day of Detembe
g PRSI
i LI Rr LT, -
AL LIIER
& i
W@ i’ Nigel Malosu
o) Member
. e
COnsen pete.
Effective as of 1 Decembe?%fit?-’"{
GRT Determination 21 of 2024 - SGs and Town Clerks - Public Sector Page 7 of 8 GRT Determination 21 of 2024 — SGs and Town Clerks - Public Sector Page 8 of 8
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PART 1. GENERAL

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

REPUPLIQUE DE VANUATU
REPUPLIC OF VANUATU : . . . . . . .
OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES 1.1.2  The Tribunal may issue guidance notes from time to time to assist the employing
TRAITEMENTS

REMUNERATION TRIBUNAL bodies in the administration of this Determination.
PMB 9094 Port Vila, Vanuatu

Tel: (678) 23625 Fax: 263181

SPR 9094 Port-Vila, Vanuatu
Tél: (678) 23625 Télécopie: 263181

1.2  Application:
1.2.1 The Determination applies to position of Technical Advisor appointed, on a
fixed term contract as Specialist under section 30(3) & (4) of the Public Service
Act [CAP 246], by the Public Service Commission.

OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL

1.2.2  This Determination may be applied to an expert or consultant engaged to carry

GRT DETERMINATION 25 of 2024 out particular project or reform, by Commissions, a statutory entity,
Notice No. ... 0f 2024 constitutional bodies, statutory corporation or a wholly owned subsidiary of the
Government.

PUBLIC SECTOR
1.2.3 This Determination applies to the jobs specified in paragraph 1.2.1 and 1.2.2

that are assigned to Band J and the highest Level T7 of the Technical career
pathway of SP10 JobWise® Framework.

THE GRT DETERMINATION ON JOB CLASSIFICATION STANDARDS AND THE
SALARY STRUCTURE FOR THE POSITION OF SPECIALIST TECHNICAL ADVISOR 1.2.4 The following employing bodies may apply this Determination, including, the

(TA) EMPLOYED ON CONTRACT BY PUBLIC SECTOR EMPLOYING BODIES Public Service Commission, the Judicial Service Commission, the Police
Service Commission, the Teaching Service Commission, the Public Sector, and
the Office of the Attorney General.

This Determination sets out the Job Classification Standards and the salary structure for the
position of Specialist Technical Advisor (TA), employed on contract pursuant to section 30 (3) &

(4) of the Public Service Act [CAP 246] by the Public Service Commission. It comprises: 1.2.5 In accordance with Section 25 of the GRT Act, and where applicable, the

Employment Contract of the holder of a position specified in paragraph 1.2.1
and 1.2.2 will be taken to have been modified to conform to the Determination.

PART CONTENT PAGE

1.2.6 Pursuant to paragraph 1.2.3 the employing body is expected to ensure the
1 GENERAL 2 Technical Advisor engaged deliver clear objectives and outputs in line with
government agency goals and overall government priority outcomes.

2 RELATED MATTERS 3
1.3 Effective date:
1.3.1 This Determination takes effect as of 1% December 2024.

3 THE JOB CLASSIFICATION STANDARDS FOR THE POSITION OF 4

SPECIALIST TECHNICAL ADVISOR 1.3.2 As and when this Determination takes effect, it shall supersede and revoke any

determination or decision relating to any form of salary payable to a technical

4 THE SALARY STRUCTURE FOR THE POSITION OF SPECIALIST 6 expert contractually appointed by employing bodies.

TECHNICAL ADVISOR

PART 2. RELATED MATTERS

2.1 Setting the Salary
2.1.1. The employing body shall determine the work value for the position stated in
PART 1 section 1.2 of this Determination in accordance with the Job

Page 2 of 6
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Classification Standards set out in PART 3 Table J. T7 and the salary structure
presented in PART 4 Table 4TA of this Determination.

2.1.2 In determining the work value and the Terms of Reference for a Specialist TA
where applicable, and subject to PART 3 of this Determination, the employing
body is expected to exercise prudent business judgement by applying salary
grades based on merit, commensurate with the responsibilities, qualifications
and experience, performance outputs, and accountabilities of the office.

2.1.3 The employing bodies shall ensure that the qualities of the persons employed to
the positions of Technical career pathway, T7, Band J, correctly meet the high
standards of factor descriptors prescribed for a leading specialist as detailed in
PART 3 Table J T7; and has been approved by relevant professional association
or bodies within the field, to be fit and proper for the position.

2.2 Adjustment to Salary:
2.1.2  Subject to PART 3 of this Determination, adjustment to salary shall be made in
accordance with established performance guidelines from Grade TA 1.1
upwards and within the ability of the employing body to pay for the salary.

2.1.3 The maximum annual salary for a Technical Advisor shall be Grade TA 3.3 —
8,200,000vt, as stated in PART 4 Table 4TA — Salary structure for Technical
Advisor.

2.3 Allowances:

2.3.1 The employing body may pay allowances and apply a set of benefits for the
persons occupying TA positions in accordance with applicable laws and
relevant remuneration policies, in consultation with Government Remuneration
Tribunal.

is 17" day of December 2024

Rosemary Leona Nigel T. Malosu
Member Member

Page 3 of 6

GOVERNMENT REMUNERATION TRIBUNAL

PART 3.

THE JOB CLASSIFICATION STANDARDS FOR THE POSITION OF
SPECIALIST TECHNICAL ADVISOR (TA)

[GRT Determination 25 of 2024: Table J.T7 — The Job Classification Standards Table for the
position of Specialist appointed contractually by employing bodies and as assigned to Band J and
the Technical career pathway Level T7.]

Table J. T7 The Job Classification Standards Table of the Technical Advisor or Specialist positions in
Government agencies as assigned to Band J and the Technical career pathway Level T7

Band | Grade | Jobwise Technical Pathway Level T7 Factor Descriptors Typical T7
& Pathway (This level is reserved exclusively for employment of highly Positions
Score | Descriptor technical positions as leading expert in technical area)

J T7 Leading Expert: | Education J. TERTIARY / PROFESSIONAL Medical
592- Requires applied knowledge and Doctor
675 Few stand-alone understanding of the theoretical knowledge Scientist

roles score at this base in a specialised field or equivalent level Judge
level. They will of management. One or more academic Lead Technical
be the degrees in a specific discipline is essential to Advisors
organisation’s perform complex assignments and formulate Professional
most advanced appropriate responses. Consultant
specialists — the -VQF 9-10
“subject matter Experience I. Unique /Extensive The Job requires
experts” in a highly specialised experience in a specific
significant area area gathered over a significant length of
of concern for the time. Recognised as the expert on subject
organisation. both within and outside 15-20 yrs.
Jobholders in Complexity E. COMPLEX High level of innovation and
these roles will adaptability required to react to rapidly
apply advanced changing circumstances. Slgmﬁcapt
specialised or demgnds made to control, harmonise and
technical motivate.
.. scope E. CORPORATE Functional responsibility

prmc%pals, at a corporate level, involving the central
theories and coordination of a specialist
concepts to or staff function and requiring the integration
resolve unusually or coordination of activities and influence
complex over relevant policy and procedures.
technical Problem F. EVALUATIVE Little routine work is
problems solving involved. Problems are primarily of a

strategic nature requiring analysis and the

evaluation of several alternative solutions.

Guidelines may provide a general

framework, but considerable judgement and

initiative are required to find the best

possible solution.

Freedom to F. GENERAL GUIDANCE Minimal
act guidance is provided. The jobholder plans

the activities of the organisation or major

division in line with the overall strategic

objectives of the organisation or corporation.

Page 4 of 6

REVIEW REPORT 2024 | PUBLIC SERVICE COMMISSION

159



Impact of B. Direct impact of a single discretionary GOVERNMENT OF THE ?:::{:ﬁ::; Sf\mmu
Decisions decision causes significant impact, which SECALIC OF VARSI BUREAU DE CONSEIL DE REVISION DES
b di £ th 4 OFFICE OF THE GOVERNMENT
cz;n te expressed 1n vatu terms of thousands REMUNERATION TRIBUNAL ;g:};;;i:o:wa goes
of vatu. PMB 9094 Port Vila, Vanuatu 2 Ao
Interpersonal | E. RESOLVE / SHAPE Extensive contact Tel: (678) 23625 Fax: 263181 IR SN e R
skills at a senior level requiring high level
communication skills (e.g., mediating,
advocating, counselling, negotiating) on PART 4. THE SALARY STRUCTURE FOR THE POSITION OF SPECIALIST
sensitive, difficult and complex issues. TECHNICAL ADVISOR
Authority A0.F INANCIAL AUTHORITY No [GRT Determination 25 of 2024: Table 4TA — Salary structure for the position of Specialist or
authorlty to commlt routine expenditure or Technical Advisor appointed contractually by employing bodies and as assigned to Band J and
capital expenditure. the Technical career pathway Level T7.]
People A 1. 0. Controls no staff. At middle and
Management | upper levels, there may be a requirement to
allocate tasks to others, possibly with limited GRT Determination 25 of 2024:
supervisory responsibility, or with some
involvement in training / guiding or project Table 4TA — The Salary Structure for Technical Advisor or Lead Specialist position
management.
VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
PUBLIC SECTOR - PERFORMANCE-BASED SALARY STRUCTURE
TECHNICAL ADVISOR
. '.h - tr =
is 17 day of December 2024 Band Level VQF | Score Grade Salary
TA3/T7 10 | 970 TA33 8,200,000
10 958 TA 3.2 8,075,000
10 946 TA 3.1 7,950,000
&—‘ ;
" = €= o= e J TA2/T7 9 | 935 TA 223 7.825.000
% |Rosemary Leona Nigel T. Malosu 9 923 TA2.2 7,700,000
i g, Member Member 9 911 TA 2.1 7,575,000
3
S TA1/T7 8 899 TA 1.4 7,450,000
8 888 TA 13 7,325,000
8 876 TA 1.2 7,200,000
8 864 TA 1.1 6,500,000
his 17" day of December 2024
Nigel T. Malosu
Member
Page 5 of 6 Page 6 of 6
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PART 1. GENERAL

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

GOVERNMENT OF THE GOVERNEMENT DE LA
REPUPLIC OF VANUATU REPUPLIQUE DE VANUATU 1.1.2 The Tribunal may issue guidance notes from time to time to assist the employing
OFFICE OF THE GOVERNMENT BUREAU DE CONSEIL DE REVISION DES bodies 111 the administration Of this Determination'
REMUNERATION TRIBUNAL TRAITEMENTS
PMB 9094 Port Vila, Vanuatu SPR 9094 Port-Vila, Vanuatu
Tel: (678) 23625 Fax: 263181 Tél: (678) 23625 Télécopie: 263181 1.2 Application:
1.2.1 The Determination applies to the positions of Chief Executive Officers (CEQs)
employed by the Public Service Commission and other employing bodies.
OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL 1.2.2  This Determination may apply to Chief Executive Officers appointed by a Statutory

Body, Statutory Corporation, State-Owned Enterprise or a wholly owned subsidiary
company of the Government.

GRT DETERMINATION 31 OF 2024
Notioe Mo of 2074 1.2.3 This Determination may also apply to any positions which a government employing

body deems comparable in job value to the position of Chief Executive Officer.
PUBLIC SERVICE COMMISSION & STATUTORY EMPLOYING BODIES
1.2.4 The Determination categorizes the Chief Executive Officers stated in 1.2.1, 1.2.2, and

1.2.3 in three (3) classes according to the size of organization as depicted on Table 1.2

THE GRT DETERMINATION ON THE JOB CLASSIFICATION STANDARDS AND below.

THE SALARY STRUCTURE FOR THE POSITIONS OF THE CHIEF EXECUTIVE

OFFICERS OF STATUT}?IE]‘E{S BODIES, STATUTORY CORPORATIONS, AND 1.2.5 In accordance with Section 25 of the GRT Act, and where applicable, the Employment
alAlEt D ENTERE ) Contract of the holder of a position of CEO will be taken to have been modified to

This Determination sets out the Job Classification Standards and the Salary Structure for the conform to this Determination.

positions of C.hjef Executi\.fe Officers of statutory entities, statutory corporations, and State- 1.2.6 The Determination assigns the positions specified in paragraphs 1.2.1, 1.2.2, and 1.2.3
Gnid-HnlerpIess, HGcamprises: to the Leadership carcer pathway, Levels L6 Band I, L7 Band J, L8 Band K of the
PART CONTENT PAGE SP10 Jobwise® Framework as depicted on Table 1.2.
1 GENERAL 5 Table 1.2 Career Pathway and Categories of CEQs
) THE RULES OF APPLICATION AND RELATED MATTERS 3 Career Pathway | Band Level Organization size Class
3 ALLOWANCES 2 . K L8 (upper) Le.lrge (41 and above Staff) CEO3
4 | THE JOB CLASSIFICATION STANDARDS TABLES FOR THE 6 Leadership | K I8 (lower) | Big (30 to 40 Staff) CEO2
POSITIONS OF CHIEF EXECUTIVE OFFICERS. J L7 Medium (11 to 29 Staff) CEO 1
5 THE SALARY STRUCTURE FOR THE POSITIONS OF CHIEF 10 I L6 Small (up to 10 Staff) CEO1
EXECUTIVE OFFICERS
1.2.7 The Determination specifies allowances entitlement in PART 3, which shall apply
differentially to the three (3) categories of Chief Executive Officers depicted on Table
1.2

1.3 Effective date:
1.3.1 This Determination takes effect as of 1% December 2024.

1.3.2 As and when this Determination takes effect, it shall supersede and revoke any
determination or decision relating to any form of salary payable to a Chief Executive

Officers appointed by the Public Service Commission and other employing bodies.
GRT Determination 31 of 2024 — CEQ - PSC Page 2 o{ 10
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PART 2. THE RULES OF APPLICATION AND RELATED MATTERS

2.1 Setting the Salary
2.1.1 The employing body shall determine the work value or increment or promotion
or allowance for the positions stated in PART 1 paragraphs 1.2.1, 1.2.2, and
1.2.3 in accordance with the Job Classification Standards sct out in PART 4
Table K.L8, Table I.L7, and Table 1L.L6.

2,1.2 A new person appointed to a position of Chief Executive Officer of a particular
Class as depicted in PART 1 Table 1.2, shall be paid the starting salary
determined for that Class as specified in PART 5 - Salary Structure,

2.1.3 The starting or minimum annual salary for a person appointed to a position of
Chief Executive Officer of Class CEO 1 shall be CEO 1.1 — VT 4,291,000, and
the maximum shall be CEO 1.6 — VT 4,850,000.

2.1.4 The starting or minimum annual salary for a person appointed to a position of
Chief Executive Officer of Class CEO 2 shall be CEO 2.1 — VT 5,390,000, and
the maximum shall be CEO 2.3 — VT 5,904,120.

2.1.5 The starting or minimum annual salary for a person appointed to a position of
Chief Executive Officer of Class CEO 3 shall be CEO 3.1 — VT 6,161,200, and
and the maximum shall be CEO 3,3 - VT 6,675,300.

2.1.6 A person appointed to a CEQ position classified under Class CEO 1 or CEO 2
or CEO 3 shall not be paid beyond the maximum salary set for that Class.

2.1.7 The Commission is expected to exercise prudent business judgement and assign
pay grades based on merit, commensurate with performance outcomes, and the
responsibilities and accountabilities of the office.

2.2 Adjustment to Salary:
2.2.1 An adjustment to salary shall be made in accordance with a reliable performance
management system and requirements, and according to the terms and condition
of employment,

2.2.2 A salary increment may be administered for the positions stated on PART 1,
paragraphs 1.2.1, 1.2.2, and 123 only if the employee consistently
demonstrates high performance for two (2) consecutive years or more,

2.2.3 The GRT expects the employing bodies to exercise its legal authority and shall
employ all necessary means and discipline to ensure an employee who has
received an increment so continues to show high performance,

2.3. Acting
2.3.1 An employee, when acting in the position under CEO 1 or CEO 2 or CEQ 3

Class shall be paid according to the starting annual salary set for that substantive
position relating to that particular Class.

GRT Detenmination 31 02024 — CEOQ - PSC Page 3 ol 10
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PART 3 - ALLOWANCES.

3.1 Allowances for the positions of Classes CEO 2 & CEO 3.
The following allowances are to be paid to Chief Executive Officers classified as CEO 2
and CEO 3 according to the categories designated in PART 1 Table 1.2.

3.1.1 The employing body may pay the allowances depicted in Table 3.1 to the
position of Chief Executive Officer placed in Class CEO 2 and Class CEO 3
categories, but not more than the set ceiling or maximum amount,

Table 3,1 — Allowances

Types of Allowances Maximum (Ceiling)/ Monthly (VT)
Housing 60,000

Child 20,000

Telephone 8,000

3.1.2. Fuel Allowance

The Employing body may pay the employee a monthly fuel allowance of any amount
directly on government vehicle held by the employee but not more than 35,000vt per
month. In the event the employee uses personal vehicle to conduct official duties, the
employer may pay a monthly fuel allowance of not more than 22,000vt.

\

3.1.3 Accommodation
The employee is entitled to a reasonably furnished Government house. If a
government house is not available, the employer shall be responsible to
accommodate the Employee at a house that is similar standard to a Government
furnished house but at rental fee of not more than 100,000vt per month, inclusive
of rent tax and in accordance to tender procurement procedures. In the case where
an employee stays at their own house, the employer may pay any allowance rate
but not more than 60,000 VT as monthly ceiling.

3.1.4 Child Allowance
The Board shall pay child allowance for children under 18 years of age according
to policies for each child. For more than three (3) children, the monthly total
amount must be paid promotionally per child, but not be more than the maximum
amount specified under Table 3.1.

3.1.5 Telephone Allowance
The employing body may pay a telephone allowance to the employee of not more
than 8,000vt a month.

3.1.6 Establishment Allowance
In the case where a government house is provided, the employee is entitled to a
one-off establishment allowance not more than twenty-five thousand vatu
(25,000vt.), payable on commencement of the employment contract, for purpose
of assisting the employee with the immediate costs of installation and rental of a
telephone line, telephone, and internet connection at his or her residence.

GRT Determination 31 of 2024 -- CEO - PSC Page 4 of 10
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3.2

&}nwﬁmw’ﬂi\ '
Effective as of date of ﬁ‘é’zjg_g@gg&gi/

3.1.7 End of contract entitlements
The employee shall be entitled to a severance allowance calculated at the rate of
two (2) months remuneration for every year of the performance of the contract of
employment.

Allowances for the positions of Class CEO 1
The following allowances shall be paid to the Chief Executive Officers classified as
Class CEO 1 according to the categories designated in PART 1 Table 1.2

3.2.1 Type of Allowances
The Commission may administer the allowances listed below to the position of
Chief Executive Officer Class CEO 1:

(i) Child or Family allowance
(i1) Housing allowance

3.2.1 Maximum Allowances
The allowances specified in 3.2.1 shall not be paid above the maximum
amounts as specified below:

Types of Allowance Maximum (Monthly)
Child allowance 20,000
Housing allowance 30,000

3.2.2 The employing body shall pay child allowance for children under 18 years of
age according to policies for each child. For more than three (3) children, the monthly
total amount must be paid promotionally per child, but not be more than the maximum
amount specified under paragraph 3.2.1.

3.2.3 Other Allowances

Subject to formal approval by the Tribunal, the employing bodies may administer
other types of allowances deemed payable to the position of Chief Executive Officers
placed under CEO 1 category.

& cmary Leona Nigel Malosu
Member Member

hairman ?;i;\

L)

=
Tt e gress P

GRT Determination 31 of 2024 — CEO - PSC Page 5 of 10
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PART 4. THE JOB CLASSIFICATION STANDARDS TABLES FOR THE
POSITIONS OF CHIEF EXECUTIVE OFFICERS

[GRT Determination 31 of 2024: The Job Classification Standards Tables for the
positions of Chief Executive Officers as assigned to the Leadership career pathway
Levels L6 Band I, L7 Band J, & L8 Band K.]

Table K. 1.8 The Job Classification Standards Table for the positions of the Chief Executive Officer as
assigned to Class CEO 2 and CEO 3, Band K and Leadership career pathway Level LS.
Band | Level | Jobwise Leadership Pathway Level 8 Factor Descriptors
& Pathway (Jobs requiring varied degree of leadership, supervision of people, | Typical L8
Score | Descriptor power, and oversight of general management functions) Jobs
K LS Function Education J. TERTIARY / PROFESSIONAL Requires
Manager: applied knowledge and understanding of the
676- theoretical knowledge base in a specialized field | CEO,
773 Leadfl:rship or equivalent level of management. One or more | Agriculture
ofa sllngle academic degrees in a specific discipline is | College
function or essential to perform complex assignments and
aspect of & formulate appropriate responses to resolve both
large concrete and abstract problems requiring
function analytical, specialist technical and creative input.
where the “VQF 8-10
impact on
overall Experience J. DIVERSE EXPERIENCE The job requires
organization experience in managing and administering a
end results is major function or a small / medium organization,
significant, ora rr}ajo.r department / brand of a large
Typically organization, :
. Complexity D. INVOLVED While the end results are
fhanaging generally defined, the means of achieving them
managers or are unspecified, Continuous balancing o
team leaders conflicting demands from diverse sources is
with staff in required and a high level of unpredictability and
technical/ variability is encountered.
specialist Scope E. CORPORATE Functional responsibility at a
roles corporate level, involving central coordination of
requiring a specialist or staff function and requiring the
high levels of integration or coordination of activities and
expertise. influence over relevant policy and procedures in
all operating areas of a large organization,
Problem E. COMPLEX Problems contain unusual and
Sclving unexpected olements which have not been
previously encountered. Extensive rescarch ay be
required, possibly extending up to 9-12months,
Corporate policies and in-house expertise will not
provide a complete answer to the problem.
Freedom to L. GUIDANCE The jobholder is expected to
Act work with a large degree of independence within

the organization’s plans, policies and reporting
requirernents. Overall guidelines and objectives
are discussed initially, and progress is reviewed

GRT Determination 31 0£2024 —CEQ - PSC
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intermittently and informally

Impact of D.
Decisions

IMPACT Direct impact of a single
discretionary decision causes

major impact, which can be expressed in vatu
terms of tens of thousands of vatu. (Managers of
larger teams and more resources)

Interpersonal | E. RESOLVE/SHAPE Extfensive confact at a

skills senior level requiring high level of
communication skills {e.g, mediating, advocating,
counselling, negotiating) on sensitive, difficult,
and complex issues; and / or the skills required
for leading a very small organization.

Authority D. FINANCIAL AUTHORITY. Approves
routine expenditure within budgetary limits and is
accountable for an expenditure budget.

People D. 1 - 2. STAFF RESPONSIBILITY Has full

Management | supervisory / managerial responsibility for 30-99

staff. ‘This includes allocation of work,
accountability for their outputs, quality etc. and
appraisal of their performance, OR Project
Coordinator (Managing Project Manager) of
projects long than 4 years who have oversight of
Project Managers, project teams of over 100
people.

programme/
Project roles,
managed
directly or
through team
leaders

organisation,

Problem
Solving

D. YARIED Problems are varied and the
solution requires research though diverse and
perhaps contradictory ceases. Initiative and
Jjudgement ig necesgary in interpretation. In
general, many of these problems extend far
beyond the need for short term solutions, with the
research required extending between 1-3 months,

Freedom to
Act

D. GENERAL INSTRUCTIONS

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

Impaet of
Decisions

C. Impact Direct

Impact of a single discretionary decision causes
significant impact, which can be expressed in
vatu terms of thousands of vatu.

Interpersonal
Slills

D. INFLUENCE / PERSUADE

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

Authority

B. Financial Authority.
Authorises minor expenditure fiom another
person’s budget.

People
Management

C. 1 Has full supervisory / managerial
responsibility for 11-29 staff. This includes
allocation of work, accountability for their
cutputs, quality etc. and appraisal of their

performance.

Table J. L7 The Job Classification Standards Table for the positions of the Chief Executive Officers as
assigned to Class CEO 1, Band J and Leadership career pathway Level L7,
Band | Grade | Jobwise Leadership Pathway Level 7 Factor Descriptors Typical L7
& Score | Pathway (Jobs requiring varied degree of leadership, supervision of people, | Positions
. Descriptor power, and oversight of general management functions)
J L7 Section Education I. TERTIARY / SPECIALIST Requires a
Leader: specialist diploma at under-graduate level or a | Land
392-675 i generic university bachelor’s degree, i.e., no | Ombudsman
Responsible specific  discipline, or equivalent level of
for managing a education. -VQF 6-7 Valuer
section patt of General
a division/ Experience H. SPECIALISED EXPERIENCE
department, The job requires extensive specialised expetience | Secretary
where in a technical, scientific, or professional field, | General,
: normally gained through relevant professional | Citizenship
effective . . . -
e qualifications together with significant post
utilization of \ . ; . .
. gualification practical experience; OR Experience | CEQ, Land
_Staff s of a more general 14-15 years Transport
mp ortant and Complexity | C. DEFINED The end results required and
1mpact on policy frameworks are defined but independent
stakeholder thought is necessary to coordinate conflicting
satisfaction is demands and optimize efficiency.
significant.  Ige e D. MANAGERIAL Management or control of a
.Staff will significant operational or functional unit /
1no1u(.ie division, including the planning, directing and
technical controlling of all activities within the unit, or a
specialists and CEQ / Director General of very small

Table L L6

The Job Classification Standards Table for the positions of Chief Executive Officer of Category
Class CEO 1, as assigned to Band I and the Leadership career pathway Level L6

Band | Grade | Jobwise Pathway | . Leadership Pathway Level L6 Factor Descriptors | Typical L6
& Descriptor (Jobs requiring varied degree of supervision of people, power, and oversight | - Positions
Score of general management functions) ' .
1 16 Team Manager: | Education I. TERTIARY / SPECIALIST Requires a specialist
521. | Manages staff diploma at under-graduate level or a generic university
501 | assignedio bachelor’s degree, i.e., no specific discipline, or equivalent
specified level of education. ~-VQF 6-7
administrative,

operational, or
technical roles
who work
independently as
technicat
specialists,
Ensures decisions
of management
are articulated and

Experience H

. SPECIALISED EXPERIENCE The job requires
extensive specialised experience in a technical, scientific,
or professional field, normally gained through relevant
professional qualifications together with significant post
qualification practical experience; OR Experience of a
more general. 12-13years

Complexity

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

GRT Determination 31 of 2024 — CEQ - PRC
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D. MANAGERIAL Management or control of a

GOVERNMENT OF THE

GOVERNEMENT DE LA

implemented. Scope ‘
Manages and significant operational or functional unit / division, ok ol e A URCAU D CORSER DEAVISON 065
monitors work including the planning, directing and controlling of all REMUNERATION TRIBUNAL ;’::g:l‘p;“ —
and associated activities within the unit, or a CEO / Director General of iy besbbablioes b Tek (676) 23625 Telcogie: 263151
budgets. very small organisation. AN
Problem C. ROUTINE / VARIED Much of the work is routine
Solving but problems require reference to precedents and / or PART 5. THE SALARY STRUCTURE FOR THE POSITIONS OF CHIEF
extensive interpretation of detailed instructions. ‘
Freedom to C. PROCEDURES Work conforms to specified EXECUTIVE OFFICERS
Act procedures and the results are clearly defined. Work is
subject to in-progress review and guidance and assistance [GRT Determination 31 of 2024: The Salary Structure Table for the positions of Chief
are readily available. Executive Officers as assigned to the Leadership career pathway Levels L8 Band K, L7
Impact of B. 1 IMPACT Direct impact of a single discretionary Band J, and L6 Band L]
Decisions decision causes some impact, which can be expressed in
gurvemos ol hundeedss e GRT Determination 7 of 2024:
Interpersonal | C. ADVISE / SUPERVISE Discusses and seeks
Skills tion fr le in oth f'th isation, ops . .
;‘;g‘;‘“ﬁi‘;ﬁ;‘ Soﬁ Ezg};riili)?y rz;;;z?bc;ﬁt; organisaten Table 5.1 — The Salary St_ructure Table for the positions of Chief Executive Ofﬁ'cers
Authority B Financial Authority. Authorises minor expenditure from (CEOs) of Statutory bodies, Statutory Corporations, and State-Owned Enterprises.
another person’s
e b];‘df;t- e ~ e VANUATU GOVERNMENT - GOVERNMENT REMUNERATION TRIBUNAL
eople . Has full supervisory / managerial responsibility for
Management | up to 10 staff. This includes allocation of work, PERFORMANCE-BASED SALARY STRUCTURE
accountability for their outputs, quality etc. and CHIEF EXECUTIVE OFFICER
Al e e ot Band | Score | Class Level Grade Annual Salary Range
773 CEO 3 L8 CEO 33 6,675,300 Maximum
Signed this 17% day of December, 2024, 762 CEOS.2 6,418,250 -
K 752 CEO3.1 6,161,200 Maximum
740 CEO2 |L8 CEO 23 5,904,120 Maximum
730 CEQ2.2 5,647,000
719 CEO 2.1 5,390,000 Minimum
Nigel Malosu J [708 |CEO1 | L7 CEO 1.6 4,850,000 Maximum
Member 698 CEO 1.5 4,794,100
687 CEO 1.4 4,738,160
676 CEO1.3 4,682,250
591 L6 CEO1.2 4,347,000
I 583 CEO 1.1 4,291,000 Minimum
P REPUBLIC G;D
i SFVANUATU :
y Naton ag; % ary Leona Nigel Malosu
Chairman ?,‘, REPUBLIQUE < ber Member
2\, DE VANUATU ﬁ;@'
Effective as of date of déﬁ?&%\k&
GRT Determination 31 0f 2024 — CEO - PSC Page 9 of 10 GRT Determination 31 of 2024 — CEO - PSC Page 10 of 10
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PART 1 GENERAL

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

GOVERNMENT OF THE GOVERNEMENT DE LA

ﬁ:ﬁ:gfﬁf;gt;ﬁmm ;,E,zf: [L,L?L‘NESSFD‘E”:!JE.‘EN‘LES 1.1.2 The Tribunal may issue guidance notes from time to time to assist the
REMUNERATION TRIBUNAL TRAITEMENTS . . . .. . . . .
PE 0S4 R VI Vst PB4 o e employing bodies in the administration of this Determination.
Tel: (678) 23625 Fax: 263181 Tél: (678) 23625 Télécopie: 263181
1.2 Application
1.2.1 The Determination applies to positions of persons employed by the
OFFICE OF THE GOVERNMENT REMUNERATION TRIBUNAL employing bodies of Government.

GRT DETERMINATION 33 of 2024 1.2.2 This det'ermmatlon shalilnlcit apply to the glrect(:irs Ge'nerlal, Dlrectcl)lri, Clilei
NOTICE No: ... of 2024 ExecutlYe. (').fﬁcers, and those positions deemed equivalent to such level o
responsibilities.

PUBLIC SERVICE COMMISSION; OTHER EMPLOYING BODIES 1.2.3 Allowances may be administered by the following Government employing

bodies and related agencies as referred to in 1.2.1, including, the Public
Service Commission, the Judicial Service Commission, the Police Service

THE GRT DETERMINATION ON SALARY RELATED ALLOWANCES .. . . .. .
Commission, the Teaching Service Commission, the Public Sector, and the

This Determination sets out decision of the Tribunal in relation to the following allowances: (i) Office of the Attorney General.
Child Allowance, and (ii) Housing allowance.

1.2.4 To avoid doubt, this determination sets the maximum of salary related

PART CONTENT PAGE allowances and any amount to be approved for administration will be made
by the Commission or employing body responsible but shall not exit the

1 GENERAL 2 maximum stated under this determination.

2 ALLOWANCES 2 1.3 Effective Date
1.3.1 This Determination takes effect as of 15t December 2024.

3 RULES OF APPLICATION 3 . .. .. ..
1.3.2 This Determination supersedes and revokes any determinations or decision

relating to allowances stated on PART 2 paragraph 2.1.1 for officers

4 | RELATED MATTERS 3 : ‘ e
mentioned on paragraph 1.2.1 of this Determination.

PART 2 ALLOWANCES

2.1 Types of Allowances
2.1.1 The employing bodies specified in 1.2.3 may administer the allowances
listed below to the positions referred to in paragraph 1.2.1:

(i) Child or Family allowance
(i1) Housing allowance

2.1.2 The allowances specified in 2.1.1 shall not be paid above the maximum
amounts as specified below:

Allowances Maximum (Monthly)
Child allowance 20,000
Housing allowance 30,000
GRT Determination 4 of 2024 - PSC Page 2 of 3
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PART 3 RULES OF APPLICATION

3.1. A Commission or employing body shall pay child allowance for children
under 18 years of age according to policies provided in the Public Service
Staff Regulation Manual or other for each child. For more than three (3)
children, the monthly total amount must be paid promotionally per child, but
not be more than the maximum amount specified under paragraph 2.1.2

. In the case of biological parents or adoptive parents who claim a child
allowance for the same child, each spouse shall be paid 50% of the allowance
that is payable to individual employee for each child.

3.3. Concerning couples who live in the same household, each spouse shall be
paid 50% housing allowance that is payable to individual employee.

PART 4 RELATED MATTERS

4.1 The employing bodies specified in paragraph 1.2.3 may in consultation with
GRT administer other types of allowances deemed payable to employees
mentioned in paragraph 1.2.1.

4.2 Any other types of allowances not listed in paragraph 2.1.2 but deemed
necessary for officers mentioned in paragraph 1.2.1 of this Determination
shall be subject to approval by the Tribunal, if not already approved by the
Tribunal.

gned this 17% day of December 2024

[/ v/,
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