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Vacancy - Training Assistant
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Applications are invited from suitably qualified persons to flll the post of Training Assistant, in the Ministry of the
Public Service, Energy and Public Utilities. Appication submission deadline 16 March, 20'18.

More details available on attached PDF file.
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CIRCULAR MEMORANDUM
NO. 5 0F 2018

Ref.: cEN/5/03/18(37) Vol.lx

From Chief Executive Officer, Ministry of the Public Service, Enerry and
Public Utilities

To: OfEce of the Governor General, ChiefJustice, Auditor General, Solicitor
General, Financial Secretary Cabinet Secretary, Chief Executive OIflcers
and Head of Departrnents.

Date 2na March,2018

Applications are invited from suitably qualified persons to fill the post of Training
Assistant, in the Ministry of the Public Service, Energr and Public Utilities
[MPSEPU),

Basic Purpose of Position:

The Training Assistant is the first point of contact for many officers directly
enquiring about a learning service. The Training Assistant is expected to assist in
organizing and implementing training activities and to be responsive to learnlng
clients.

Analvsis of Position:

Essential Duties and Responsibilities

. Maintain elecEronic and manual information s,ystems to ensure accurate
records required for training purposes

r Proyide support (including troubleshooting tasks) in the planning
coordination and delivery of a full range of learning activities.

o Proyide the first point of contact for clients using telephone, face-to-face and
e-mail queries

Undertake general clerical duties related to training

Maintain and updating training actMties into the HRMIS Database,

a

a

SUBIECT: VACANCY NOTICE - TRAINING ASSISTANT - IvIINISTRY OF
THE PUBLIC SERVICE, ENERGYAND PUBLIC UTILITIES

. Assist with the preparation, marketing and circulation oflearning resources.



Skills and Competencies:

o Time management
o Very good written and oral communications skills
o Research and Analytical techniques and skills
o Excellent public relations
r ability to work with a team and independently with limited supervision
o Proficient with MS Office software packages as well as the use of other

applications such as HRMIS Databases and the internet.

Qualifi cations required:

(a) Be in minimum possession of a Bachelor's Degree in Education, Public
Sector Management, Business Management /Administration, Tourism
Managemen! Project Management, General Management Studies or
relevant field;

AND
(b) Have a minimum of three (3) years related experience in training or

teaching.

Salary:

Payscale 14 of $27,403 x1,137 - $49,006 per annum.

lnterested officers in possession ofthe required qualifications and who have the
apfitude for the post are to submit their application, with copies of qualifications,
resume, two (2) recent references, through their respective Chief Executive
Officers/Head of Department to the Ministry of the Public Service, Enerry and Public
Utilities, no later than 16ttt March, 2018.

ILLI

I /rwts 1mrs.1
For Chief Executive Officer

. Assist in monitoring learning services, learner profile, attendance rates and

the evaluation of training activities.
o Liaise with Ministries, /Department and other stakeholders as required
o Any other duties assigned from time to time.



CIRCULAR MEMORANDUM
NO. 20 0F 2018

Iv{Y REF: GEN/5/03/18 (49) Vol. lX

FROM: Chief Executive Officer, Ministry of the Public Service, Energy and Public
Utilities

TO Office of the 6ovemor Ceneral, Chief Justice, Auditor General, Solicitor
General, Financial Secretary, Cabinet Secretary. Chief Executive Officers and
Heads of Department

DATE: 25thApril.2018

Applications are invited from suitably qualified Public Officers to fill the vacant position of
Special Education Officer, National Resource Center for lnclusive Education (NaRClE), in
the Ministry of Education, Youth, Sporfs and Culture.

Porition Puroore:

The aim of the position is to improve the quality of educational services being offered to
children wlth exceptional learning needs in that district, provlding assistance to schools in
deve)oping an inclusive education program, to inform and confirm with the Manager of
the NaRCIE on the progress of schools, in order for the Center to provide necerrary
support (e.g, Trainlng Workshops), to contribute to improving the sensitivity of School
Managers. Principals, Teachers, Parents and the general community towardr students with
exceptional learning needs by promoting the "RiShtr of the Child" within the community
and to provide support to the development of the NaRClE, in view of current
development plans

Essential Duties and Responsibllities:

l. To provide assistance to schoolr in the following areas:
A. Develop programi to effectively improve the education of children with

exceptional leaming needs along with their peers
B. Training of teachers in learning how to assess children's level of performance
C. Training of teachers in learning speciallzed techniques and teaching methods to help

children with exceptional leaming needs succeed at their own levels
D. Supporting principals/ teachers with necesrary information. skills and materials to

support the integration of students with exceptional learning needr
E. Developing networkJ among schools to aid the proc€si of integration
F. Training rerource person/s within each school to guide programs, and assist in

coordinating traini ng reJsions
G. Empowering the school to think and work independently of the NaRClE, as is

necessary
H. Developing parent and volunteer assoclationJ,,/groups

2. Assisting schools to utilize their community resourcej
Page I of2

SUBJECT: VACANCY NOTICE - SPECIAL EDUCATION OTFICER - MINISTRY OF
EDUCATION, YOUTH, SPORTS AND CULTURE



Minimum Requlred Quallflcatlon:

3. To maintain cooperative working relationships and effective liaison with principals.
teachers, BCVI, lnspiration Center and other relevant partners

4. To prepare and submit monthly itineraries and reports to the Education officer.
NaRCIE

5. To carry out other tasks within the broad framework of the job description when
and as required by the Education Officer. NaRCIE

o At least three years' experience as a clarSroom teach€r
. Knowledge of various types of special needs
. Some experience in the arressment of children with exceptional learning needs
o Some experience in conductlng workshops, training and leading adults
o lnitiative. leadership skills. willingners to be trained, good time management,

accountability, resourcefulness
. 6ood team player. yet able to work independently
. Computer literate

Be in Polsession of:

Bachelor Degree in Education or related field and at least 3-5 years' experience
in teaching and/or teacher education and training

Salary:

Pay Scale 17 ot 532,186 x I.360 - SSe,Oz6

lnterested Public Officers in possession of the required qualification and have the aptitude
for the post of this nature. are requested to submit an application and two (2) references
and copies of qualifications. through their respective Chief Executive Officer/Head of
Department to the Ministry of the Public Service, Energy and Public Utilities, Sir Edney
€ain Building, Belmopan no later than Ilrh May, 2018.

GLEN ALDEZ (M5.)
for CHIEF EXECUTIVE OFFIC ER

Director, CITO
POS/1/01

c.

Page 2 of 2

Skills and Knowledge:



CIRCUIAR MEMORANDUM
NO. Ig OF 20lg

TO

MY REFr GEN/s/o3/18 (48) Vol. lx

FROM: Chief Executive Officer, Ministry of the Public Service, Energy and Public
Utilitier

Office of the Governor General, Chief Justice, Auditor General, Solicitor
6eneral. Financial Secretary, Cabinet Secretary. Chief Executive Officers and
Heads of Department

DATE: 25'hApril, 2OlB

Applications are invited from suitably qualified Public Officer: to fill two (2) vacant
positions of Education Officer. Quality Assurance Development Services (QADS). in the
Minirtry of Education, Youth, Sportr and Culture.

Position Pumose:

The purpose of the position ir to contribute to the development, revision and
implementation of the national curriculum and to the development and delivery of
continuouJ professional development training for teachers.

Reporting to the Director of QADS, the Education Officers will assirt with the
development of national curriculum documents and supporting guidance, train teachers
and others in curriculum lmplernentation and ttren8thening the capacity of the school
rystem to provide meaningful experiences for students.

1) Adhere to public service regulations
2) Participate in staff meetings and training sessions
3) Keep a record of own professional activities and provide monthly, quarterly or

annual plans and reportr, as required
4) Ensure office area and work-related equipment are well-maintained and secure
5) Ensure work-related documents are secure and appropriately accessible
5) Provide appropriate. relevant, meaningful and accurate information to rupervieors.

colleagues and member of the public in a timely manner upon requeJt
7) Engage in continuing professional development activities
8) Upon request, represent the Ministry of Education on school and other advirory.

goveming or sup€rvisory boards. and in local, national and international forums,
meetlngs, conferences and so on

9) lnteract with members of the public professionally and courteously
10) ln accordance with the Belize Constltution (Public Service) Regulations. 2014.

respond afffrmatlvely to requests for assistance from the Minirtry of Public Service,
especlally in relation to national emergencies and the conduct of local and national
elections,

Page I of2

IUBJECT: VACANCY NOTICE - EDUCAION OFFICER - MINISTRY OF EDUCATION,
YOUTH, SPORTS AND CULTURE

Essentlal Dutles and ReSpqnrlbllltler:



ll) Plan, organize and deliver training workshops for teachers, principals, education
officers and others.

12) Draft, edit and revise materials for workshops and in support of the implementation
of the curriculum and other work related areas.

l3) Contribute to the development, revition and dissemination of pre-, primary and
high school curriculum documents.

14) Asist schoolr with the development and implementation of school improvement
plans.

l5) Contribute, through participation in technical working groups, to the development
of policies, strategies, methodologles and other concepti,

l6) Participate in monitoring and evaluation activities by collecting. providing, analysing
or reporting on appropriate information.

17) Upon request, asrist projectr, consultancies and other agencies in their work.
l8) Upon requert. contribute to the work of the examinations unit, including in the

development and validation of examinations and in CSEC and CAPE supervision.
19) Promote the work of QADS and the wider Mininry of Education by organizing and

participating in public awareness raisint activities.
20) Liaise with other service areas and dirtrict education centrei within the Ministry of

Education.
2l) Upon request from a supervisor, carry out any other duty that can be reasonably

construed as consiitent with the roles and functions of an education officer.

Mlnlmum Required Qualifi cation:

Be in Possession of:

Bachelor Degree in Education or related field with a minimum of 3-5 yearl
experience in teaching and/or teacher education and training

5alary:

Pay Scale 17 ot 532,186 x I.360 - 558.026

lnterested Public Officers in possession of the required qualification and have the aptitude
for the post of this nature, are required to rubmit an application and two (2) references
and copies of qualificationr. through their respective Chief Executive Officer/Head of
Department to the Ministry of the Public Service, Energy and Public Utilities. Sir Edney
Cain Building, Belmopan no later than I lih May. 2018.

CLEN VALDEZ (Ms.)
for CHIEF EXECUTIVE OFFICER

Director. CITO
POS/1/O1

c.
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MINISTRv OF FINANCE
CTNEULAR NO. , OF )01 7

MY REF: GEN/I2i01/17(35) VOL V

FROM: Financial Secretary, Ministry of Finance

Office of the Govemor Ceneral, Chief Justice, Auditor General, Solicitor
General, Cabinet Secretary, Chief Executive Officers, Heads of
Department, Accountant General, Clerk of the National Assembly and

other Accounting Officers

SUBJECT: 2017 SALARY INCREASE-NEIYPAYSCALES

DATE: March 3, 2017

In accordance with the Proposed Framework Agreement for salary adjustment dated
February 1, 2013, agreement has been reached for a salary increase for the fiscal year
20\7/2018 of 3% (3.0%).

The increase takes effect April 1, 2017.

Attached are the New Salary Scales for Permanent Public Officers, Teachers, Open
Vote Workers, the Belize Police Department, the Belize Nationai Coast Guard Service
as well as new daily rates for the Belize Defence Force. The increase also extends to
Pensioners.

Please note that officers being paid on a fix€d salary who are not pensioners are
entitled to the salary increase.

Accounting officers are reminded that this salary increase does not apply to officers
who are on contract.

Interest on difference $1,110.00 x 5%

(A.F. (Mr)
for Financr Secretary

$36,996.00
$38,106,00
$ 1,1r0.00
$ ss.50

'si

T.l | 822.2 t 52, 2, I 58, 23 62, 2 t 69 F6x:822-28t6

TO:

As agreed all officers employed as at April l, 2016 will receive a one time 5%
interest. Calculation should be as follows:-

Salary as at ll4/ 16 - Payscale 21
New salary with3%o
Difference

!

I

I

I

I

I

I

i

I

I

:

1



SALARY REVISION - OPEN VOTE WORKE-i
EFFECTIVE 1ST APRIL 2017

N.B.
Using the rates at the 4 decimal places wlll ensure that the above formulae return the
annual rates as wer€ calculatod in note 1.

(1) TRAINEE TECHNICIANS WEEKLY RATES
(1t4D015'

WEEKLY RATES
(1t4t2O17')

*Governmenl of Belize
0710312017

(2) BUILDING SECTION HOURLY RATES HOURLY RATES
(1t4DO15) (1t4t2o17)

CaDenters, Masons, Plumbers, Steel Benders, Painters and Electricians

216.9231
222.9231
233.0769
243.0000
253.1538
258.0000
267.9231

223.4423
229.6154
240.0769
250.3077
260.7500
265.7500
275.9615

6.1846
5.8410
5.7447
5.2667
4.9487

6.3705
6.0167
5.9214
5.4248
5.0974

Sub Foreman
Chargs Hand
1st Class
2nd Class
3rd Class

Sp€cialist
Sub Foreman
1st Class
2nd Class
3rd Class
Assistant I

Assistant ll
Janitor

(4) DRIVERS AND OPERATORS

Lowboy Operator
Heavy Duty Operator
Greder, Scraper, Bulldozor Operator
Loader Operator
Roller, Bushhog Operator
Tractor Operalor
Soil Testing Drill Operator
Asst HBavy Duty Operator I

Cemenl Mixet Operator
Compressor Operator
Jact Hammer Operator
Asst HaaW Duty Oporator ll
Driver Machanic
Driver Grada I

Drivsr Grade ll

(3) MECHANICAL SECTION HOURLY RATES HOURLY RATES
(1t4t2015) ('V4t2O17\

Mechanics, Machinists, Electricians, Spray painters, Welders and Technicians

HOURLY RATES
('t4D015\

HOURLY RATES
(1t4t2o17)

7.5447
6.8051
6.1846
5.7487
5.2667
4.9487
4.7538
4.1590

6.2769
6.1846
6.1846
6.1846
5.7487
5.7487
5.7487
5.2607
4.9487
4.9487
4.9487
4.8000
5.7487
5.3692
5.0872

7.7752
7.0094
6.3705
5.9214
5.4244
5.0974
4.8966
4.2838

6.4654
5.8S57
5.8957
5.8957
5.4812
5.4812
5.4412
5.0226
4.7167
4.7167
4.7167
4.5748
5.4812
5.1209
4.4479

2



SALARY REVISION . OPEN VOIE WORK' -,,
EFFECTIVE ,I ST APRIL 2017

(5) ROAD, QUARRY,SOIL, AND SURVEY WORKERS

Gang Captains
SoilTechnicians
Survey Assistanls
Trainee Technicians

Sub-Captain
Quarrier
Chainman
Rakeman
HelpBr

(6) DREDGE AND DOCKYARD WORKERS

Shipwright Forsman
Operator
Shipwright Assistant Operator
Asst. Operator & Mechanic I

Asst. Operator & Mechanic ll
Blacksmith
Gang Captain
Sub-Captian
Operator Assistant
Watchman
Cook

207.69
207.69
206.08
220.62
187.15

213.92
213.92
212.27
227.25
192.77

-dovemment 
of Belize

07103t2017

4.7538
4.7538
4.7171
5.0500
4.2838

Same as (1)
Sam6 as ('l )
Same as (1)
Same as (1)

WEEKLY RATES
0'1t04t2015

WEEKLY RATES
01t04t20't7

HOURLY RATES
01to412015

HOURLY RATES
011o4t2017

362.08
330.92
330.92
300.69
o.00

300.69
300.69
233.31
202.'t5
202.',|5
202.'t5

372.94
340.87
340.87
309.73
0.00

309.73
309.73
240.31
20a.23
208.23
208.23

4.6154
4.6'154
4.5795
4.9026
4.1590

6.6821
6.6821
5.1846
4.4923
4.4923
4.4923

6.8829
6.8829
5.UO2
4.627 4
4.6274
4.627 4

8.0462
7.3538
7.3538
6.682'1

8.2876
7.5748
7.5748
6.8829

New payscale 3 as it applies to ClericalAssistants, Stores Clerks and Typists employBd on an Open Vote basis but are paid
weokly wages on par with the salaries of officers on Permanent Establishment

ANNUAL RATE
01Mr2015

10,584
1',t,256
11,928
12,600
13,272
'13,956

14,628
15,300
15,972
18,644
17,316
18,000
18,672
19,344
20,o16
20,088
21,360
22,032
22,7'16
23,388

WEEKLY RATE
01to4t2015

203.5385
216.4615
229.3846
242.3077
255.2308
268.3846
281.3077
294.2308
307.1538
320.0769
333.0000
346.1538
359.0769
372.0000
384.9231
397.4462
410.7692
423.4923
436.8462
449.7692

ANNUAL RATE
01lul2017

10,902
11,594
12,286
12,978
13,67'l
14,375
15,067
15,759
16,452
17,144
17,836
18,540
19,233
19,925
20,617
2't,309
22,OO1
22,693
23,398
24,O90

WEEKLY RATE
01t04Do17

209.6538
222.9615
236.2692
249.5769
262.9038
276.4423
289.7500
303.0577
316.3846
329.6923
343.0000
356.5385
369.8654
383.1731
396.4808
409.7885
423.0962
436.4038
449.9615
483.2692

3



SALARY REVISION - PERMANEIIT ESTAELISHMENT
EFFEfiIVE lST APRIL 2017

e)vqrnncllt !r orrzc
07 t0312017

NE!,t| PAY SCALE 'I

NPS 
'oPs I

8,059
7,824

8059x531 -18148
8,590 9,121
8,340 8,856 I,372

10,183
s,8E8

10,714
10,404

11,245
't0,920

12,307 12,838
12,46A

13,369
12,984

'13,900

13,500
14,431
14,016

14,962
14,532

15,493
15,048

16.024
15,564

16,s55
16,080

17,086
16,596

17,617
17,1',12

18,148
17,628

11.776
11.436

NEVII PAY SCALE 2
NPs 2
oPs 2

s,740
9,456

9740x606-21254
10,346 10,952
10,044 10.632

11,55E
11,220

12,164
11,808

12,770
12,396

1?,982
13,572

15,194
14,744

15,800
'15,336

16;406
15,924

17,012
16,512

17,6'18
17.100

18,830
18,276

19,436
18.864

20,o42
'19,452

Lo lo10
2q.648
20.GtQ

1r,o\L-

13,376
12,984

14,588
'14,160

18,224
17.688

NEW PAY SCALE 3
NPS 3
OPS 3

10,902
10,584

12.978
12,600

,14362

13,944

't5,054

14,616
15,746
'15,288

'16,438

15,960
17,130
16,632

'18,514
'17,976

19,206
18,648

19,898
19.320

20,590 21,2E2
20,664

21,974
21,336

22,666
22,008

23,358
22,68A

21,254
20,6?A _.,-

17,822
173U

24,050
23,3s2

NEW PAY SCALE 4
NPS 4
OPS,{

11,928
11,580

11928 x729 .25779
12,657 13,386
12,288 12,996

14,U4
14,412

17,031
16,536

'17,760
't7,244

1E,4E9

17,952
19,218
18,660

20,676
20,076

2',1,405
20,784

€a
22,1U
21,492

22,863
22,200

24,321
23,616

25,050
24,324

25,779
25,032

14,115
13,704

15,525,
$,ai2

15,573
tu.'9 15,628

i,<
19.947
19,36E

592
908

NEW PAY SCALE 5
t{Ps 5
oPs 5

13,152
12,768

13162 x 791 - 2818'l
13,943 14,7U
13,536 ',t4304

16,3J6 l

i siBfo]
17,898'
17,316

18,689
18,144

21,453
21,216

22,644
21,9E4

23.435
22,752 23,520

25,O17
24,288

25,808
25,056 25,824

27,390
26,592

28,181
27,360

TTEW PAY SCALE 6
NPS 6
oPs 6

15,117
'14,676

15117 x 866 .31552
15,9E2 16,847
15,516 16.356

17,712
17,196

18,577
18,036

19l42
18,876

m307 21.172
19,716 20,556

22,O37
21,396

22,9Q2
22,236

23,767
23,076

24,632
23.916

25,497
24,756 25,596

27,227
26,436

28,O92
27,276

2E,957
28,116

29,822
28,956

30,687
29,796

31,552
30,636

NEW PAY SCALE 7
t{Ps 7
oPs 7

17,675
17,160

17675 x 902 . 34813
18,5fi 19,479
18.036 18.912

20,381
19,788

21,283
20,664

22,',1E5
21,*0

23,989
23,292

126,695'
25;920 26,796

28.499 29,401
28,548

30,303 31,205
30,300

32,107
3't,176

33,009
32,052

33,911 34,813
33.804

19,480
18,912 19,680

24,891
24,1Qd

20,271

23,087
n,416

NEW PAY SCALE 8
}IPS E

oPs 8
19,6,41
19,068

19tA'l x 952 -37729
20,593 21,s45
19,992 20,916

22,497
21,U0

23.449
22,764

24,401
23,688 24,612

26,305 27,257
26,460

29,161
28,308

31,065 32,017
31,080

34,873
33,852

35,825
34,776

36,n7
35,700

37,729
36,624

2E,209
27,384

NEW PAY SCALE 9
NPS 9
OPS 9

20,o24
19,440

20024 x 964 . 38340
20,988 21,952
20,376 21,312

22,916
22,248

23,880
23,184

24,844
24,120

26,772
25,992

27,736
26,928

28,700
27,E64

29,664
28,800

30,628
29,736

31,592
30,672

32,556
31,608

34,484
33,480

36,412 37,376
36,288

38,310
37,224

35,448
u,4t6

NEW PAY SCALE 'IO

NPS IO
oPg l0

20,407
20407 x 976 .38S5'l
21,383 22,359
20 ,760 21 ,708

23,335
22,856

24,311
23,604

25,2A7
24,552

26,263
25,500

27,239
26,448

28,215
27,396

29,19r
28,344

30,167 31,143
30,240

32,119
31,188

33,09,5
32,'136

34,071
33,084

35,047
34,032

36,023
34,980

36,999
35,928 36,876

38,951
3@a

29,357
28,500

32
,969
,004

520
544

808
056

34

)

,302
,300

4

NEW PAY SCALE 1I
IIPS 11

oPs 11

21,445
20,820

21445x949 - 10236
22,434 23,423
21,780 22,740

24,412
23,700

25,401
24,660

26,390
25,620

27,379
26.580

28.368
27,540

30,346
29,460

3't,335
30,420

32.324
31,380

33,3t3
32,340

a

35,291
34,260

36,280
35,220 36,180

38,258
37,140

39,247
38,100

40,236
39,060

13,670
13,272

\
10902x692-24050

't 1,594 12,286
11,256 11,928

21,062
20 448

25,793
25.044

17,107
16,608

) 33,921
32,928

30,113
29,232

'- ..),.'\



9^l.6I I1EVIOIUN - TtrKUIANEN I ES IAtsLISHMENI
EFFECTIVE 1ST APRIL 2017

NEW PAY SCALE 12

NPS 12

oPs l2
22,557
21,900

22557 j.101i.11E23
23,571 24,585
22,8U 23,868

25,s99
24,852

26,613
25,836

27.627
2q820

24,641
27,804

29,655
28,788

30,66S
29,772

31,683
30,756

32,697
31,740

33,711
32,724

34,725
33,708

35,739
u,692

36.7s3
3s,676

37,767
36,660

Go\emmenlof tselize\ 07032017

38,781
37,644

* 39,795
38,628

40,809\ 41,823
40,59639,612

\

NEW PAY SCALE 13
NPS 13

oPs 13

23,670
22,98A

23670x1063-4i|867
24,733 25,7
24,012 25,044

26,859
26,076 27,108

28,985
28,140

30,048
29,',t72

31,'t11
30,204

32,174
31,236 32,268

34.300
33,300

37,489
36,396

38,552
37,428

39,615
38,460

40,674
39,492

46,
45,

41,741
40,524

5'1,055
49,560

42,804
41,556

52,242
50,712

43,E67 '
42,58E

NEW PAY SCALE 14
NPS 14

oPs 14

27,403
26,604

27403 x '1137 - ,13006

28,540 29,677
27,708 28,812

30,814
29,916

31,951
31,020

33,086
32,124

35,362
34,332

36,499
35,436

37,636
36,540

38,773
37,U4

39,910
38,748

41,047
39,E52

43,321
42,060

44,458
43,164

45,595
44,268

47,863

46,476
4S,006
47,580

0"1u.
40,956

NEW PAY SCALE 15

NPS 15

oPs 15

Z96ag x11A7 - 52?!.2
29,689 30,876 32,063
2A,a24 29,976 31,128

33,250
32,280

u,437
33,432

35,624
34,584

36,811
35,736

37,998
36,888

39,185
38,040

40,372
39,192

4't,559
40,344

42,746
41,496

43.933
42,UE

45,'t20
43,800

46,307
44,952

47,494
46,'104

48,681
47,256

NEIIV PAY SCALE 16
NPS 16

oPs ,t6
34,'101
33,108

35,411
34,380

36,721
35,652

38,031
36,924

40,651
39,498

44,58',1

43,284
45,891
M,556

47,201
45,828

48,511
47,100

49,8?1

48,372
52,441
50,916

53,751
52,18E

55,06,t
53,460

,426
,364

36

372

34,225.
33,228

39,341
38,196

45
44

47,278
45.900

41,96'l
40,740

NEW PAY SCALE 17
NPS 17
oPs 17 31,244

32186x1360-s8026
33,96 34,906
32,568 33.888

36,266
35,208

37,626
36,528

38,S86
37,U8

40,346
39,168

NEW PAY SCALE t8
NPS ,I8

OPS 18

36,697
35,628

38,106
36,996

39,515
38,3M

40,924

41,706
40.488

43,066
41,808

44,426
43,128

45,786
44,444

47,146
45,768

48,506
47,088

49,866
48,408

51,226
49,728

52,586
51,048

53.946
52,368

55.306
53,688

50,666
55,008

58,026
56,328

42,333
4'1,100

43,742
42,$E

45,151
43,836

46
45

47,969
46,572

49,378
17,9$0

52,196
50,676

53,605

52,044
55,014
53,412

57,832
56,148

59.241
57,516

56,423
54,780

,560
,204

NEW PAY SCALE 19i NPs 19

oPs 19

34979 x1146.62453
36,425 57,E71
35,364 36,768

39,317
38,172

40,763
39,576

42,209
40,9E0

43,655
423a4

4s,101
43,788

46,547
45,1s2

47,993
46,596

49,439
4E;000

50,8E5
49,4U

52,331
50,808

53,777
52,212

55,223
53,616

56,669

55,020
58,115
54,424

59,561
57,828

61,007

59,232
62,453
60,636

NEW PAY SCALE 20

NPS 20

OPS 20

35770 x l6il4 - 67006
37,414 39,058
36,324 37 ,920

40,702
39,516

42,346
41,112

43,990

42,708
48,922
47,496

50,566
49,092

52,210
50,688

53,854
52,284

55,498
53,880

57,142
55,476

58,786
57,072

60,430
58,668

62,074
60,264

65,362
63,456

32470 t 1409 - Srz.i
32,470 33,879 35,288
31,524 32,892 U,260

38106x16i14-69342
38,106' 39,750 41,394
36,996 38,592 40188

979
960

770
724

u,
33,

34,
,6U
,304

63,718
6't,860

67,006
65,052

NEW PAY SCALE 21

NPS 21

OPS 2I
43,038
41,784

44,652
43,390

46,326
44,976

47,570
46,572

49.614
48,168

51,%8
49,7.64

52,902
5'1,360

54,546
52,956

56,190
54,552

57,834
56,148

59.478
57,744

62,766
60,936

64,410
62,532

66,054
64,128

67,698
65,724

69,342
67.320

52,358
50,832

79868
66

NEW PAY SCALE 22
NPS 22

OPS 22

39fr6 x1644 - 7ar112
39,206 40,850 42,494
38,064 39,660 41256

44,138
42,852

45,782
44,448

47,426
46,0t'/

49,070
47,640

50,714
49,236

u,002
52,4?8

55,646
54,O24

57,290
55,620

58,934
57,216

60,578 !:
58,812

62,222
60,408

63,866
62.004

6s,510
63.600

67 ,154
65,196

70,442
68,388

35,363
34,332

49,868
48,408

30171 x ts10 - st 6t
30,171 31,4E1 32,791
29,252 30,564 31,836

50,787
49,308

61,12.
59,340

ks.zz'l
42,012 

.

51,131
49,644



SALARY REVISION. PERMANENT ESTABLISHMENT
EFFECIIVE lST APRIL 2017

NEW PAY SCALE 23
NPS 23
oPs 23

40,615
39,432

,l{tst 5 x l6il.{ - 71851
42,259 43,e03 t

41,028 42,624
47,191
45,816

48,835
47,412

50,479
49,008

52,123
50,604

53,767
52,200

55,411
53,796

NEW PAY SCALE 24
NPS 24
oPs z 42,OOO

40,776

12000x1611-7323G
43.U4 45,288
42,372 43,968

46,932
45,564

48,576
47.160

50,?20
48,756

51,864
50,352

53,508
51,948 53,544

56,796
55,140

NEW PAY SCALE 25
NPS 25
oPs 25

Govemment of Eelize
07t03t2017

@ 61,987
60,180

63,63,t
61,776

66,919
64,968

68,563
66,564

70,207
68, t60

71,851
69,756

6o,L-

58,440
56,736

57

60,084
58,332

61,728
59,92E

63,372
61,524

65,016
63,120

66,660
64,7't6

68,304
66,312

69,948
67,908 71,100

58,584.

)'

7',1,040
74,817 76,461

74.232
78,105
75,828

79,749 81,393
79,020

83,037
80,616

85
83

84,681
a2,212

86,325
83,808

275
372

65.
63,

,055
392

,592
,504

71

69

)

I

17624 t 1644 - 78E6o
47,624 49,268 50,912
46,236 47,832 49,428

64,064 {
62,196

<.

52,556
51,024

54,200
52,620

55,844
54,216

57,488
55,812

60,776
59,004

62,420
60,600

65,708
63,792

67,352
65,388

68,996
66,984

70,640
68,580

72,284
70,176

73,928
71,772

75,572
73,368 74,964

78,860
76,560

6.ir)
57.408

NEW PAY SCALE 26
NPS 26
oPs 26

50,133
48,672

50133 x 16i14.81369
51,777 53,421
50,268 51,864

s5,065
53,460

56,709
55,056

NEW PAY SCALE 27
NPS ?
oPs 27

57,524
55,848

s7524xl&4-83828
59,168 00,812
57,444 59,040

,456
,636

&,100
62,232

85,744
63,828

NEW PAY SCALE 28
NPS 28
oPs 28

60,021
58,272

60021 x 16i14-86325
61,665 63,309
59.868 61,48{

62
60

64,e53
63,060

66,s97
d4,656

68,241
66,252

71,529
69,444

59,997
58.248

61,641
59,844

63,285
61,440

64,929
63,036

66,573
u,632

68,217
66.228

69,861
67,824

71,505
69,420

73,t49
71,016

74,793
72,612

76,437
74,208

78,081
75,804

79,725
77,400

81,369
78,996

67,388
65,424

69,032
67,020

70,676
68,616

72,320
70,212

73,964
71,808

75,608
73,404

77.252
75,000

78,896
76,596

80,540
78.192

82,184
79,788

E3,828
81,384

58,353
,65256

69,885
67,648

NEW PAY SCALE 29
NPS 29
oPs 29

62,530
60,708

62530 x'164,t-88E34
&,174 65,818
62,304 63,900

67,462
65,496

69,106
67,092

70,750
68,688

72391
70,2U

74,038
71,E80

75,682
73,476

77,326
75,072

78,970
76,668

80,614
78,264

83,902
81,456

87,190
84.648

88,834
86,244

82,258
79,E60

NEW PAY SCALE 30
NPS 3I'
oPs 30

65,014
63,120

65014x1644.91318
66,658 68,302
64,716 65,312

69,946
67,908

71,590
69,504

73,2U
71,100

74,878
72,696

76,522
74,292

78,166
75,888

8'1,454
79,080

83,098
80.676

u,742 86,386
83,868

88,030
85,4A1

89,674
67,060

91,3,1E

88,656
79,810
77,4U

,546
,052

6

45,547
44,220



BELIZE POLICE DEPARTMENT

SALARY SCALES EFFECTIVE lSTAPRIL 2017

NEW PAY SCALE Pt
Job title

NPS P1

OPS P1

49,997
48,540

\ NEW PAY SCALE P2
..\ lob tl.

NPS P2

OPS P2

47,710
46,320

49,42A

47,588

NEW PAY SCALE P3

Job tttle

NPS P3

OPS P3

49,997 x 7,7!8 - 82,639
Commissioner of Police

53,433 55,151 56,869
51,876 53,s44 55,212

47,710 x L,7LB - a03sz
Deputy commissioner of Police

51,145 52,864 *,582
49,656 5',t,324 52,992

43,372 x 1",778 - 76,oL4

Assistant Commi5sioner of Police

46,808 48,526 50,244
45,444 47,112 48,780

39,713 x 1,508 - 68,355

Senior Superintendent of Pollce

34,349 ,< 1372 - 60,417

Superintendent of Police

37,093 38,465 39,837

36,0'12 37,344 38,676

56,300

54,650

59,736

57,996

6't,454
59,664

63,172

51,332

64,890

63,000

58,587

56,880

62,023
60,216

65,459
63,552

67,177
65,220

68,895
66,888

70,613
68,556

72,33'l
70,224

74,049
71,892

75,767
73,560

77,4A5

75,228
79,203
76,896

80,921
78,564

82,639

80,232

60,305
58,548

63,741
61,884

51,715
50,208

30,740

29,844

58,018

56,328

66,608

54,568

68,326

66,336

63,988
62,124

50,813
49,332

70,u4
68,004

71,762
69,672

73,480
71,340

75,198

73,008
76,916

74,676
80,352
78,012

78,634
76,344

45,090
43,776

NEW PAY SCALE P4
Job title

NPS P4

OPS P4

39,713
38,556

41,221

40,o20

NEW PAY SCALE P5

Job title

NPS P5

OPS P5

34,349

33,348
35,721
3,680

NEW PAY SCALE P6

Job title

NPS P6

OPS P6

53,680
52,116

51,962
50,448

55,398
53,784

57,116
55,452

58,834
57,120

60,552
58,788

62,270
60,456

43,372
42,10A

29,702
zo,6Jo

41,209
40,008

43,953
42,672

45,325
44,0U

46,697
45,336

39,044

37,908

40,082

38,916

49,441

48,000
54,929
53,328

42,729 44,237 45,745

41 ,4U 42,948 44 ,412

47,253
45,876

48,761
47,U0

50,269
,r8,804

51,777
50,268

53,285
51,732

54,793
53,196

56,301

54,660
57,809
56,124

s9,317
57,588

60,825
59,052

62,333
60,516

63,841
61,980

65,349
63,444

66,857
64,908

68,365
66,372

65,706
63,792

52,185
50,664

67,424
65,460

53,557

51,996

69,142
67,128

70,850
68,796

72,578
70,464

74,296
72,132

76,014
73,800

60,417

58,656

55,301

54,660
57,673

55,992
59,045
57,324

\
29,702 x !,038 - 49,424

Assistant Superintendent of Pollce

31,778 32,816 33,854 34,892

30,852 31,860 32,868 33,876

25,827 x 7,00t - 44,U0
lnspector of Police

35,930

34,884

36,968

35,892

32,828
31,872

38,006

36,900

33,829
32,844

41,120

39,924

43,196
41,940

45,272

43,956

,15,310

44,9U
47,U8
45,972

48,386

46,980
49,424

47,988

42,158
40,932

44,2U
42,948

NEW PAY SCALE P7
Job fltle

NPS P7

OPS P7

2s,821
25,068

26,822
26,040

27,423 28,824
27,012 27,9U

29,825
28,956

30,826
29,928

31,827
30,900

34,830
33,816

35,831

34,788
36,E32

35,760
37,833
36.732

38,834
37,704

39,835
38,676

41,837
40,620

42,A38

41,592
43,839

42,564
44,UO
43,535

7

42,581

4'l,uo
48,069

46,668

40,836
39,648



NEW PAY SCALE P8

Job title

NPS P8

OPS P8

22,904 23,893
23,196

NEW PAY SCALE P9
job title

NPS P9

OPS P9

19,220
18,660

14,232
13,812

20,147

19,560

22,928
22,260

28,490

27,660
30,u4
29,460

32,198

31,260
34,979
33,960

35,906
34,860

41,695
40,476

36,E33

35,760

30,648
29,772

22,904x989-41,59s
Assisfant lnspedor of Police

22,a29 x 976 - 47,373
Sergeant

24,882 2s,871 26,860
24,156 2sj16 26,076

27,U9
27,036

28,838
27,996

30,816
29,916

31,805
30,876

32,7
31,836

33.783
32,796

u,772
33,755

35,761
34,716

36,750
35,676

37,739
36,636

3a.72A
37,596

39,7',t7

38,556
40,706
39,516

,427
,956

29
28

)
22,829
22,164

23,805
23,'112

26,733
25,956

27,709
26,904

28,685

27,852
29,661

28,800
30,637

29,748
33,565

32,592
35,517

34,488

37,469
36,384

27,192
26,412

38,445
37,332

28,056

24,781 25,757

24,060 25,008

31,613

30,696

32,589

31,644
u,r41
33,540

36,493
35,436

39,421
3E,280

40,397

39,228
41,373

40,176

NEW PAY SCALE P1O

Job title

NPS P1O

OPS PIO

NEW PAY SCALE PI I
Job title

NPS P11

oPs P11

L9,220 x 927 - 36,833
Corporal

21,074 2,001
20,450 21,360

23,855 24,782
23,160 24,060

25,709 26,636

24,960 25,860

27,563
26,760

29,417

28,560
3't,271

30,360

33,125

32,160
34,052
33,060

\4,232 x, 864 - 30,548
Police Connable (Recruit5)

15,096 15,960 16,824 17,688 1a,552 19,416 20,280 21,144

14,652 15,492 16,332 17,172 18,012 18,852 19,692 20,532

High School grdduates with two (2) or more CXC passes enter at 515,960 aftet passing out

Police Recruits enter at 512,132 and after passing out are moved to Pl1

22,008
22,212

23,736
23,O52

24,600
23,892

25,464
24,732

26,328
25,572

28,920
28,092

29,784
24,932

)

8



SAI.ARY REVISION . BELIZE NATIONAL COAST GUARD SERVICE
EFFEC]IVE 1ST APRIL 2017

Goveinment,of Belize
0710312017

E.l Recruit
NPS
oPs

12,126
11,772

E-2 S€aman Apprentice
NPS
oPs

12,991
12,612

12991 - EB - 138f,6 x 865 - 29426
13,856 14,721 15,586
13,452 14,252 1s.132

16,451
15,972

17,316
't6,812

18,181
17,652

19,046
14,492

19,911
19,332

20,776
20,172

21,U1
21,012

22,506
21,852

23,371
22,692

25,101
24,372

25,956
25,212

26,831
26,O52

27,696
26,492

28.561
27,732

29,426
28,572

14.227
13,812

14227 - EB - 1s092 x 865 - 30662
1s,092 15,957 16,822
14,652 15,492 16,332

17,687
17,172

18.552
't8,o12

19,417
18,852

20,282
19,692

21,147
20.532

22,012 22,877
22,212

23,742
23.052

24,607
23,892

25,472
24,7A2

26.337
25,572

28,067
27,252

28,932
28,O92

30,662
29,n2

27,202
26,412

29,797
28,932

16,810
16,320

16810 x 865 - 19405 - EB - 20270 x 865 .332115

17,675 18,540 19,405 EB 20,270
17.160 18,000 18,840 EB 19,680

21,135
20,520

22,000
21,360

22,465
22,200

23,730
23.040

24,595
23,880

25,460
24,720

26.32s
25,560

27,150
26,4n0

28,055
27,240

28,920
28,080

29,785
28,920

30,650
29,760

31,515
30,600

32.380
31,440

33,245
32,24O

E - 5 Petty Officer 2nd Class
NPS
oPs

19.220
18,660

1923J tgn - 22001 -EA - 22928 r 927 - 3683:]
20,147 21,074 22,OO1 EB 22,925
19,560 20,450 21,360 EA 22,240 23,160

24,782
24,04O

25,709
24,960 25,860

27,563
26,760

28,490
27,660

29,417
28,560

31,271
30,360

32,198
31,260

33.12s
32,160

34,979
33,960

35,905
34,860

36,833
35,760

E - G Petty Olficei 'lst Clars
NPS
oPs

22,829
22,164

22A29 t976 -25757 -EB - 26733 x 976 - 41373
23,805 24,741 25,757 EB 26,733
23,112 24,64 25,008 EB 25.9s6

28,685
27,452

29,661
28,800

30.637
29,748

31,613
30,696

32,569
31,U4

33,565 34.541
33,540

35.s17
34,4a8

36,493
35,436

37,469
36,384

3E,445 39,421
38,2E0

40,397
39,228

41,373
40,176

27,709
26,904

E .7 chlef Petty ofricer
NPS
oPs

25,771
2s,020

2szl r 976 - 28699 - EB - 29675 x 976 - 44ilt5
,747 27,723 28,699 EB 29,675

25,968 26,916 27,8U EB 28,812
30,651
29,760

31,627
30.708

32,603
3'1.6s6

33.579
32,604

35,531
34,500

36,507
35,448

37,483
36,396

38,459
37,U4

39,435
38,292

40,411
39,240

41,387
40,188

42,363
41,135

44,315
43.O32

E -8 S€nior ChieI
NPS
oPs

m,744
25,968

267€ x 976 - 30652 - EB . 31628 x 976 -,15292
27,124 26,700 29,676 30.652 EB
26.916 27,8d4 28,812 n,760 EB

31,628
30,708

32,604
31,656

33,580
32,604

34,556
33,s52

35,532
34,500

36,508
35,448

37,484
36,396

38,460
37,344

39,436
38,292

40,412
39,240

41,348
40,188

42,3U
41,136

43,UO
42,O84

44,316
43,032

45,292
43,980

E-9Mast rchlef
NPS
oPs

29,664
28,800

29664 x 976 - 33568 - EB - 3.t544 x 975 -,{8208
30,840 31,616 32,592 33,588 EB
29,748 30,696 31,644 32,592 EB

EB
EB

EB
EB

23624,

o52
060

u,
33,

339
084

43,
42,

555
33,

E - ia Petly Officor 3rd Chs€
NPS
oPs

34,544
33,540

35,520
u,488 ,436

37,472
36,384

38,448
37,332

39,424
38,280

40,400
39,U8

41,376
40,176

42,352
41,124

43,328
42,072

44,304
43,O20

45,284
43,968

46,256
44,916

47,232
45,864

48,204
46.812

Office. Cadet
NPS
oPs

19,220
18,660

O - 1 Enrign
NPS
oPs

19.690
19,1'16

'19690 x 10Ol - a)891 - EB - 21692 r 10Ol .38709
20,69 t EB 21 ,692 U.893 2X.694 24,695
20,088 EB 21,080 2.,032 23,OU 23p7e

25,595
24,948

26,697
25,920

27,69a
26,A92

28,699
27,4U

29,700
28,836

30,701
29,808

31,702
30,780

32.703
31,752

33,704
32.724

34,705
33,696

36,707
35,640

37,708
36,6'12

38,709
37,584

35,706
34,668

,49636
35

957
79638,

087
096

34,
33,

O -2 Lieut nantJunior Gladc
NPS
oPs

21,173
20,556

21'171x 1174 - 2?317 -EA - 23521x 117". - 43479
22,U7 EB 23,521 24,695 25,869 27,U3
21,6S6 EB 2,8s6 23,976 2s116 26,254

28,217
27,396

29,391
28,536

30,565
29,676

32,913
31,956

35,261
34,236

37.609
36,516

38,783
37.656

41,131
39,936

42,305
41,076

43,479
42,216

E-3 Seaman

\ NPS/ oPs

30,344
29,460
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31,739
30,816

36,435
35,376
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O ' 3 Lioutenant
NPS
oPs

25,029
24.300

25029 x ,335 - 20034 - EB - 30369 r 1335 - 50394
26,364 27,A99 29,034 EB 30,369 31,704
25,596 26,892 28,188 EB 29,484 30,780

O - 4 Liautenant Commande,
NPS
oPs

35,783
34.740

35783 x 1508 -,li}323 - EB - 418i,1 x 1508 - 64/85
37,291 38,799 /t0,307 41,a15 43,323 EB
36,204 37,668 30,132 40,596 42@ EB

46,
44,

68,
66,

O - 5 Commander
NPS
OPS

52,011
50,496

5201'l x 1718 .60501 - EB - 62319 x 1718 - 84653
53,729 55,447 57,165 58,883 60,601 EB
52.1U 53.832 55.500 57,168 58,836 EB

55979 x 1718 - 62851 - EB - 64569 x t7l8 - 8862t
57,697 59,415 61,133 62,851 EB 64,569
56,016 57,684 s9,352 61,020 EB 62,686

66,287
64,356

005
024

69,723
67,692

71,441
69,360

73,159
71,028

72,627
70,512

74,345
72,180

76,063
73,U8

77,781
75,516

79,499
77,1U

81,217
78,852

84,653
82,188

74,877
72,696

76,595
74,364

78,313
76,O32

80,031
77,700

81,749
79,368

83,467
81.036

85,185
a2,704

88,621
86,040

92,774
90.072

34,374
33.372

3s,709
34,658

37,O44
35,964

38,379
37,260

39,714
38,556

41,O49
39.852

42,3A4
41,14A

43,719
42,444

44,431
43,524

47,A47
46,452

49,355
47,916

52,371
50,844

55,387
53,772

56,895
55,236
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45,054
43,740

47,724
46,332

49,059
47,628

50,394
44,924

58,403
56,700

59,911
58,164

61,4't 9

59,628
52,927
61,092

64,435
62,556

389
036

46.
45,

039
076

879
308

53,863
380

50,
49,988

70.
68,

339

) 62,319
60,504

u,o37
62,172

65,755
63,840

67,474
65,508

69,19'l
67,176

909
844

935

s20

903
372

82,
80,

86,

u,

O .8 Captain
NPS
oPs

979
34854,

O - 7 (ADflI.LH)
NPS
oPs

50,132
58,380

60132 r 1718 - 67004 - ES -.'alZZ t 171A -92n4
61,650 63,568 65,285 67,004 EB 68,72.
60,0,{8 61,716 m.3a4 65,052 EB 66,720

70,440
68,388

72,158
70.056

73,a76
71,724

77.312
75.060

79,030
76,724

84,748
78,396

82,466
80,064

u,144
8',1,732

85,902
83.400

87.620
85,068

89,338
86,736

91,056
84,404

o - e 0ADM.GBGG)
NPS
ops

88,795
86,208

88795 x 1644 - 98659 - EB - 100303 x 1644- 120031
90,439 92,063 93,727 95,371 97,01s 98,6s9
87,8 89,400 90,996 52,592 94,188 95.784

100,303
97,380

101,947
98,976

103,591
100,572

105,235
102,'t68

106.879
103.764

'108,523
105.350

110,167
J 06,956

111,8r 1

108,552
113,455
110,1,18

1r5,099
111,744

116,743
113,340

118,387
114,936

120,O31
116,532

594
392

75.
73,

EB
EB

)
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RANK

OFFICERS

ENTRY 1YR 2YRS 3YRS 4YRS 5YRS 6YRS TYRS E YRS 9YRS lOYRS 11YRS 12YRS 13YRS 14YRS 15YRS 16YRS 'I7YRS 16YRS '19YRS 2OYRS 21 YRS

LANCE CORPORAL
NEW RATE
PRESEIIT RATE

iB.O,tx0.80-58.30
43.04 €.85
41.79 42.57

44.65
43.35

45.45
44.'13

46.25
44.91

47.06
45.69

47.A6
46.47

48.66
47.25

49.47
48.03

50.27
4t1.81

51.O7
49.59

51.87
50.37

CORPORAL
I{EW RATE
PRESENT RATE

RECRUIT
NEW RATE
PRESENT RATE 31.65

PRTVAIE
NEW RATE
PRESENT RATE

35.54
34.50

35-5,1 x 0.92 - 5,1.81

36.45 37.37 38.29
35.39 35.28 37.17

39.21
38.06

40.'13
38.95

41.04
39.84

41.96
40.73

42.88
4't.62

43.80
42.51

44.72
43.40

45.63
44.29

47.47
46.07

48.39
46.96

60.57
58.8'1

51.14
49.63

62.17
60.37

62.98
61.15

51.41

56.

63.78
61.93

s3.89
52.30

64.58
62.7',1

65.38
63.49

49.30
47.85

50.22
48.74

52.06
50.52

54.81

54.2A
52.71

55.89
54.27

57.49
55.83

58.30
56.61

53.48
51.93

55.08
53.49

58.03
6'1.37
59.59

63.15
61.31

64.88
62.99

66.6'l
64.67

67_48
65.51

68.35
66.35

69-21
67.'19

70.08
68.03

62.28
60.47

64.02
62.'15

65.75
63.83

66.52
64.58

67.69
65.72

68.87
66.86

70.04
68.00

71.22
6S.'14

72.39
70.28

73-57
71.42

74.75
72.56

46.55
45.18

56.55
54.9',1

57.36 58.16
56.47

58.96
57.25

52.68
51.15

69
05

SERGEANT
T{EW RATE
PRESENT RATE

STAFF SERGEAI{T
NEW RATE
PRESEIIT RATE

WARRAI,IT OFFICER 2
NEVU RATE
PRESENT RATE

WARM T OFFICER I
NEW RAIE
PRESEiIT RATE

51.74x0.80-65.38

57-9, x 0.64 - 67-48

59.06x0.76-68.82

61-42r0.87-70-08

66.52x1.18-7,1.75

53.34
51.79

51.74
50.23

52.54
5'1.0'1

54.15
52.57

54.95
53.35

55.75
54.13

57.S1
56.22

5E.5s
56.84

59.18
57.46 58.08

60.46
58.70

59.06
57.34

61 .7 4
59.94

63.01
61.80

64.29
62.42

e.93
63.04

65.57
63.66

66.21
u.28

66.84
64.90

67.48
65.52

61.10
59.32

62.38
60.56

63.56 65.07
63.18

65.82
63.91

66.57
64.64

67.32
65.37

68.82
66.83

62.81
60.99

64.32
62.45

59.81
58.07

60.56
58.80

61.3'1 62.06
60.26

61.42
59.63

)

OFFICER CADET
NEW RATE
PRESEIIT RATE

37.85
36.75

SECOND LIEUTENANT
NEW RATE
PRESENT RATE

53.93
52.36

56.70
55.05

53-93x2.7z-56.70

1'l

)

6E-07
66.10
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LIEUTEI{ANT
NEW RATE
PRESETII RATE

57.92
56.23

57.92x 3.21 - 67.56
61.13 64.35 67.56
59.35 62.47 65.59

CAPTAIN
NEW RATE
PRESENT RATE

68.56
66.56

MA'OR
NEW RATE
PRESE}II RATE

97.99
95.14

LIEUTEI{ANT COLONEL
NEW RATE

Rgvi6.d Rate: 2Ol5
Revlssd RatE: 20t4

2005

'142.48

138.33
128.08
'120.83

COLONEL
NEW RATE
PRESENT RATE

153.32
148.85

153.32x7.62-l8it.8l
160.94 t68.56 176.18 183.81
156.25 163.65 171.05 178.45

BRIGADIER GENERAL
NEW RATE
PRESEI{T RATE 159.93

l6il.73 x 8,01 . {96.78
172.74 180.76 188.n 196.78
167.71 '175.49 183.27 191.05

)-$.\x365 dtQs g
e'"

119.01 123.21 127.41
1r5.54 119.62 123.70

68.56x3.62-90.25
72.18 75.79 70.41 E3.02
70.07 73.58 77.09 80.60

97.99 x 1.20 - 127.a1 t /
102.20 106.40 110-60 tu.aY

86.64
84.11

90,26
87.62

) W.2 't03.30 107.3E 111.,16

142.18 x7,19 . 171, 'Adjusted lo coneci enors in 20'14 and 2015 publications.
143.67 '156.87 164.06 171.25
145.31 152.30 159.2E 186.26
134.55 141.02 147.4 153.95
126.93 133.03 139.13 145.23

)
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A. Executive Summary

A.1

i Please descrile the main activities that were-C!!!9449q!C!pCts iellygle! i!4 qtcgrne! !g!!gc!! _
I

I The Job Anatysis Data gathering phase having been dectared compl.eted at the end of the third six-month

i period, this fourth six-month period was designed to move on to the fottowing two main activities:
I

] 1) Conctude the gathering of Compensation Survey data begun in the third six-month period and begin
, the anatysis of the data cottected.

The compensation survey was officiatty brought to a ctose at the end of February, after an extended
i duration of three months, although tangential contact continued to be made over the fottowing month with
i a few hopefut procrastinators. This being the first €ompensation survey of its kind in Belize places the
I Commonwealth in a position to have made a significant impact.

jAfter accounting for those comparators that either ftatty dectined or were dropped from the survey for
I various reasons the overatl maximum realisabte response rate from the originat 187 was determined to be
i 51.9 percent. Thus the finat response rate of 43.3 percent of the originat 187 represents 83.5 percent of
] what was real.isable. By both measures of economic sector and geographic dispersion the survey data are
i quite representative of Betize's labour market.

] The compensation survey data cottected have already been cottated and pretiminary anatysis done. The futt
j report witt be availabte in the next six-month report, but a firm scientific basis for devetoping the

compensation phase of the project has atready been estabtished. It is a mitestone to be proud of, one that
i seemed improbabl.e at the start given the expressed reservations that it had never been done before.

Itin En tc - Char s Or nizdtion & Line Job
DescriDtions ond tulinistrv ReDort

The approach to fixing the critical organizationat design weaknesses identified during the project was to go

through each government t inistry, root and branch, fixing the organizational design weaknesses.

It was decided to commence this process with the home-based Ministry of the Pubtic Service, Energy and
Pubt'ic Utitities and in this regard the Chief Executive Officer was formatty written on 27 February 2017 and

i put on notice to prepare for possibte 'Round-Two' discussions on or about 20 March. Team members, who
i were made aware of the fact that their ability to apply att the skilt and knowledge imparted, were assigned
I to work in three pairs on the fottowing Departments/Sections of the Ministry:

1) Minister's Secretariat; CEO'S Secretariat; Human Resource Management lnformation System
(HRMl5); Human Resource Management

2) Energy & Pubtic Utitities; Customer SeMce Quality; Job Classification and Comp€nsation Unit
(JCCU)

3) Etections and Boundaries

The establishment of the Strategic Overtay of the Ministry (i.e. its Purpose, Vision, Mission, [ega[
underpinning) was worked on as a team exercise and the Expert putted the various strands together into a

jsingte document. With respect to the assignments, as each team-pair progressed with their anatysis of
current organization structures they utitised the etectronic projector to present to the entire assembted
team their findings and proposats for addressing structurat weaknesses. ln this way the Expert was abte to
bring to bear his own expertise on the exercise and hetp to guide it atong the right path. Hetd during the
first week of l'{arch, these sessions demonstrated, inter alio, how the prior training in MS-Visio was put to
good use for designing organization charts. lndeed, had early project execution not taken a detour into

i t{S-Visio trainlng lt would have been impossible to execute this phase of the project.

i Unfortunatety this activity got deraited somewhat after the project team became involved in assisting in

Ithe ptanning process for the Commonweatth Mission of 3-5 Aprit and afterwards by the uncertainty that
I surrounded the very continuation of the project itsetf. The Project Team Coordinator was taken off of her 

i

tatty immersed in activities having to do with 
I

2

organizational devetopmgnt assignmejt and !e-qq|!g !q

2) Utitise the home Ministry of the Pubtic Service as a pilot in correcting the grave organizational
design weaknesses that need to be corrected as a precursor to any meaningfut ctassification.

ComDensa tion Survev



A.2

I justifying the continuation of the project and ident'ifying internal sources of funds. lt should be recalled

I that the Commonwealth Secretariat's two-year assistance was scheduled to end on 31 l{ay. At the end
i of the reporting period (31 lv{ay) things had started to settte back down as the project seemed to sti[[ be

alive and the Project Team Coordinator coutd then return to her assignment.

Assessment Mission of 3-5 ril and Pro ect uncertain

A Commonwealth Mid-Term Review Mission was ptanned for 22-26 August 2016 but by way of letter dated
10 August 2016 it was postponed to a date to be announced. The six-month project report for period
ending November 2016 attuded to the fact that because of several unavoidable stippages the project
objectives coutd not be achieved by the scheduted project end date of May 2017 and that a necessary
extension was needed. However, the submission of that report coincided with the sudden departure from
the Commonweatth Secretariat of Mrs. Otatoyin Job and therefore its timety consideration was affected.
Eventualty, seeking a way forward, lyls. Pauline Campbett was emaited on 28 February 2017 and in her

I response of 1 March 2017 she indicated that funds were tight but there was a favourabte disposition
towards an extension.

The Government of Betize despatched an official letter on 03 March 2017 to Deputy Secretary General of
the Commonweatth, Mr. Deodat Maharaj, requesting a one-year extension. His response dated 17 March,
approving a six-month extension on a cost-shared basis, was not seen at the Ministry of the Pubtic SeMce
untit 17 May when it was possibte to craft a response accepting the offer. ln the meantime project 

I

execution was badty affected by the uncertainty that hung thick in the air.

ln the midst of this uncertainty, Ms. Pautine Campbetl wrote on 9 March informing of a Review Mission
ptanned for 3-5 Aprit and the project team was immediately drafted into the process to ptan the itinerary
and associated togistics in order to make it successfut (see Appendix 2 for ltinerary). The Mission came and
left and was deemed to be successful, but the uncertainty surrounding the continuation of the project
continued right up to the end of May.

Please describe the achievements of the to date.project
To date the key achievements of the project can be summaried as fottows:

1) Commencing the process of buitding and strengthening the capacity within the Bel.ize PubLic
Service (residing in the Job Classification and Compensation Unit Mthin the Ministry of the Pubtic
Service) to estabtish and maintain a new and objective Job Ctassification System and an associated
Compensation System. This is a work-in-progress as the capacity of the Unit continues to be
strengthened in practicat ways with each passing week of project imptementation.

2) Conducting an analysis of the existing main Public Service satary scate and sensitizing Executjve
Management to the serious structural defects that have crept in over the years - such as scate
compression, unacceptably deep adjacent grade overtap (doubte and tripte), smatt and uneven
mid-point differences, uneven range spreads - as wett as the implications for the overalt wage-bitt
when these defects are inevitabLy corrected after the new ctassification is done. As a corottary,
Executive A,lanagement is now more sensitized to the salary administration chattenges presented by
such a defective salary structure and to how emptoyee morale is adversety affected when satary
differentiation becomes so bturred.

3) lnitiating discussion on, and enhancing awareness of, various Job Evatuation Methodotogies,
bringing into focus the subjectivity of the existing system of 'whote Job Ranking' versus the
objectivity of the proposed 'Point Factor/Factor Comparison' methodotogy.

4) Unearthing severe fundamental weakness across the Pubtic Service in the area of 'Effective
Organizational Design' that results in tack of ctarity of rotes and responsibilities as wetl as lines of
reporting. The Project has atready made a contribution towards addressing this weakness by
conducting training in the use of computer software (Ms-Visio) to develop organization charts, but
it witt take much more intense management training and practical demonstration to fix this
problem. The desired Organizationat Efficiency that is a key output of the Project cannot be
achieved if the various Ministries are not designed for efficiency.

5) Placing Job Anatysis on the agenda as emptoyees at atl tevets have been forced to describe their
job functions and responsibitities and account for time spent. Naturatly, this process has
unintentionatty ted to fears and apprehension in some quarters but it is a necessary precondition
for achieving organizationat efficiency and effectiveness.
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. The purpose of the project is to implement a new Classification and Compensation System for the

. Belize Public Service and in the process strengthen the institutional and human capacities of the Job
I Classification and Compensation Unit within the Ministry of the Public Service, Energy and Public
r Utilities to do the fotlowing:

Conduct proper Job Analysis

Conduct Organization Analysis and develop Organization Charts

Develop Job Descriptions

Establish internal equity throughout the Governmental structure through the application of Job

Evaluation methodology

Develop a prop€r Job Classification Structure through Job Evaluation methodology

Develop a Compensation Structure tinked to the Job Classification Structure

Establish external competiveness through a Compensation Survey

Link Compensatlon to Performance Measurement

A.3

_"1, 
Pleose describe the general progress towards this

Generatly, progress has been made in conducting the Job Analysis, the longest and most tedious part of the i

Project, atthough it has proven to be much more protracted than ptanned partly due to insufficient I

management involvement and partty due to widespread unfamitiarity with a process that was not
undertaken in over 30 years. Job Anatysis is the support base for the entire study and now that it has come
to an end att the other aspects witt begin to fatt into place.

The objective of strengthening the Job CLassification and Compensation Unit, whose four permanent team
members were setected ahead of the Project start date, has been partiatLy achieved through the
devetopment of a Training Manual and its deptoyment in conducting intensive classroom training sessions
and rote ptay. The latter was particutarty necessary for three team members who were starting from
scratch. However, the fu[[ achievement of this objective is dependent on putting the theory into practice,
and this has b€en designed to take ptace pari possu with Project lmptementation in a hands-on or
interactive approach to learning (the heuristic method). Now that the data gathering phase is at an end,
the team witt be required to work on their own in devetoping organization charts and job descriptions
according to a strict schedute. This woutd require tong hours of concentrated and focused effort that would
uttimately determine suitabitity.

Per e against required outputs

_o_r4pgU!l94p9!!i!9l 9!!n S!q!!g! tlgllr comparators, in- the survey

The compensation survey package was circutated in hard copy to 187 identified comparators in the Betize
tabour market by hand, and by registered mail in a few instances, over the period spanning 23-28
November 2016. An eLectronic fittable format was atso emaited to some comparators upon request and atso
as reptacement for misptaced hard copies in some instances. The futt Compensation Survey Package, shown
as Appendix 1, was made up of the fottowing five distinct items:

8.1

. Letter of lntroduction

. lnstruction set for compteting the Survey

. spreadsheet to coltect Total Cash data for Benchmark Jobs

. A rtf-exptanatory general Comp€nsation Questionnaire

. Thumbnait Job Descriptions for Benchmark Jobs (not incltded in Apryndix 1 becouse ol lorge file
size)

The Betize Chamber of Commerce and lndustry (BCCI), whose support was soticited as earty as Juty 2016,
issued a release dated 18 November 2016 to the membership endorsing the survey. However, it soon
became clear that many of the identified comparators, not having been exposed to this kind of survey
before, needed heLp in completing the package and hence the project team was pressed into futt-time 

I

fottow:!.!p qctlg! rE l!g!e anll4gllq!! ,q-o. 
'L!!.]!!qltt "tg!e Ayqqlplg!,e, cSlq !_o 9.lql]lyj$U!:_etd a!so_-l
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8.1

visited a number of comparators to hetp with the completion of the package.

The response to the survey by economic sector is summarised in Flgure 81.1 which indicates broad cross-
sectoral coverage. After accounting for those comparators that either ftatty dectined or were dropped
from the survey for various reasons the overatl maximum reatisabte response rate from the originat 187
was determined to be 51.9 percent. Thus the finat response rate of 43.3 percent of the originat 187
represents 83.5 percent of what was realisab[e. ln Figure Bl.2 the same response data are presented by
geographic location to give an indication of the dispersion across the country. Hence, by both measures
the survey data are quite representative. Figure B'1.3 disptays the same data graphicalty where the
reatisabte and actuat response rates are juxtaposed for maximum effect. The various sectors have been
sorted and presented in descending order, from the highest to the towest response rate.

F ure 81.1 - Su of Res onse to nsation Su Economic Sector

The compensation survey was officiatty brought to a ctose at the end of February, after an extended
duration of three months, atthough tangentiat contact continued to be made over the following month
with a few hopefut procrastinators. The experience was in keeping with the general rhythm of the project
from inception whereby extra effort is required to move the activities atong. However, in mitigation, it
must be said that the unptanned impact of the compensation survey was to expose key externat economic
ptayers to a comptetety new paradigm with which to assess tabour market forces. This being the first
compensation survey of its kind in Belize places the Commonweatth in a position to have made a
significant impact.

The compensation survey data coltected have atready been cottated and pretiminary anatysis done. The
futt report witt be avaitabte in the next six"month report, but a firm scientific basis for developing the
compensation phase of the project has atready been estabtished. lt is a mitestone to be proud of, one that
seemed improbable at the start given the expressed reservations that it had never been done before.
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B.1

Figure 81.2 - Summary ot Response to Compensation Survey by Geographic Location

Figure 81.3 - Graphical Surmary oI Response to Compensation Suryey for BclLe
Public Service by Economic Sector
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s.2

Output 2: Ministry of the Public Service, Energy and Public Utilities - Charts (Organization & Line), Job
Descriptions and Ministry Report,

The approach to fixing the critical organizationat design weaknesses identified during the project was to
go through each government Ministry, root and branch, conducting the fo[owing activities:

. studying purpose, vision, mission of Ministry

. anatfzing existing organization chart(s) for retevance to mission and for proper design metrics

. re-designing organization chart to buitd in proper metrics

. devetoping proper Job Descriptions associated with the organization structure

. compiting report (Round-two report) laying out rationale for proposed new design

. discussing proposed new organizational design changes with CEO of Ministry and Department
Head(s) and drive consensus with a view to obtaining buy-in

. making agreed amendments to Round-two report and obtaining final sign-off

It was decided to commence this process with the home-based Ministry of the PubLic Service, Energy and
Pubtic Utiljties and in this regard the Chief Executive Officer was formatty written on 27 February 2017 and
put on notice to prepare for possibte 'Round-Two' discussions on or about 20 March. On the same day a
project team meeting was held to discuss this assignment which in a practical sense brought together att
the various eLements that were taught and demonstrated over the past year and hatf. Team members, who
were made aware of the fact that their abitity to appty the skitt and knowtedge woutd be assessed, were
assigned to work in three pairs on the foltowing Departments/Sections of the Ministry:

The establishment of the Strategic Overtay of the Mjnistry (i.e. its Purpose, Vision, Mission, tegat
underpinning) was worked on as a team exercise and the Expert putted the various strands together into a
single document. With respect to the assjgnments, as each team-pair progressed with their anatysis of
current organization structures they utitised the etectronic projector to present to the entire assembted
team their findings and proposats for addressing structural weaknesses. ln this way the Expert was abte to
bring to bear his own expertise on the exercise and hetp to guide it atong the right path. Hetd during the
first week of March, these sessions demonstrated, inter olio, how the prior training in Ms-Visio was put to
good use for designing organization charts. lndeed, had early project execution not taken a detour into
l S-Visio training it would have been impossible to execute this phase of the project.

Unfortunately this activity got derailed somewhat after the project team became invotved in assisting with
ptanning the arrangements for the Commonweatth Mission of 3-5 Aprit and afterwards by the uncertainty
that surrounded the very continuation of the project itsetf. The Project Team Coordinator was taken off of
her organizationat development assignment and became totalty immersed in activities having to do with
justifying the continuation of the project and identifying interna( sources of funds. lt should be recalled
that the Commonwealth Secretariat's two-year assistance was scheduled to end on 31 ,iay.

At the end of the reporting period (31 May) things had started to settte back down as the project seemed
to stitt be ative and the Project Team Coordinator coutd then return to her assignment.

Ou 3: Circulation of questionnaires to Teachers

It woutd be recalted that this activity was reported to have stipped so badty during the last four months of
2016 that it was considered to be beyond the point of retrieval. However, it was revived during the
Commonweatth Mission of 3-5 Aprit. Firstty, when the Mission met Mth the Project Steering Committee (3
Aprit) the representative of the Teachers' Union (BNTU) in the person of the President abstained from
endorsing the continuation of the project if a way couLd not found to involve the teachers in the Job
Anatysis phase. Secondty, when the Mission met the fottowing day with the fu[[ Executive of the BNTU a
proposal was put on the table to have the etectronic version of the Job Anatysis questionnaires circutated
betatedty to all teachers with the futt support of the Union. Thirdty, on the finat day of the Mission (5
Aprit) the opportunity was taken to arrange a special meeting with the new Chief Executive officer of the
Ministry of Education even white the briefing of the Caucus of Chief Executive Officers was in progress. At
the meeting the CEO of the Ministry of Education ptedged her futt support for a renewed effort to
distribute the questionnaires. Thus this activity was put back on the agenda.
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A circutar was drafted by the Project Team Coordinator and emaited on 7 Aprit to the CEO of Ministry of
Education to be officiatty disseminated to atl the District khoot Managements signating the rott-out of the
Job Anatysis questionnaires. After the intervening Easter Hotidays (14-17 Aprit) a second emait was sent to
the CEO impressing the urgent need to officiatty rotl-out the questionnaires. Eventualty, on 8 ,vlay, The
Expert decided to watk over to the CEO'S office and held a brief face-to-face discussion after which the
officiat circutar was disseminated. By the end of the reporting period (31 May) competed questionnaires
had begun to trickte in.

Output 4: l inistry of Education, Youth and Sports - Charts (Organization & Line), Job Descriptions and
i4inistry Report.

8.4

Please provide a summary of relevant indicators (quantitative and qualitative) that witt demonstrate the
progress and impact of the project during its lifetime.

The purpose of these indicators is to provide a precise definition of what the project witt achieve, and show the
process of these achievements as the project progresses. Consequentty the Basetine (set in the Inception Report),
Current Level (updated at each six-itonthty Report) and Target shoutd be comparabte over the course of the project,
and where possibte be incremental (demonstrating the process of change). Additionatty, some indicators witl
hightight the 'vatue' of your work specificatty, and may require you to include specific way to capture these

i indicators such as feedback questionnaires from training events.

-i 
Fiease piovioe i iinii asiiiimint oi tne retevint indicators lquantititive ano quaritativel tnii
demonstrate the progress/success of the project.

The retevant indicators that witt be used in a final assessment of project progress and success are
tabuLated betow and witt be updated continuously:

Relevant lndicators (Qualitatlve)
Redesigned Organization Chart for each Ministry on the basis of proper
Organizational Design principles using l'15-Visio

8%

Authorised Staffing Levet set for each Ministry based on Purpose and
Mission

8%

Standardised Job Descriptions for each Ministry, dated and signed-off by
CEO/Department Head

8%

Jobs evatuated and awarded points based on their retative value 0%
Cohort of Sensitized Managers as a resutt of ptanned 'Round-2'
consuttation sessions
Report tinking each Ministrys Mission to the Organizationat Design and
staffing tevet
Analysis of compensation in the Belize Labour l,{arket and positioning of
Betize Pubtic Service therein;
Job Evaluation ManuaI detaiting customised Factor Comparison Evatuation
Methodotogy to be used in the Study and for future maintenance of the
system

45%

Trained Project Team in the apptication of the Point Factor Job
Evatuation Methodotogy

0%

New compensation structure for the Pubtic Service 10%
Continuity and Sustainability of Job Classification and Compensation Unit 50%

c.1

Please highlight key changes which have occu
decisions, policy change, behavioural change, ski

rred as a result of this project (i.e,
lls transfer, etc. ).

red a ctose

c.2

Co !Lo!_99-s..lg[!qrg!_o-[plqtSq . ln the interim, however the Job Anatysis hase tha
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C. lndicators and Benefits

The second Ministry identified for organization development is the Ministry of Education, Youth and Sports
and in keeping with the stiputated approach the project team started to look at its purpose, vision and
mission toward the end of the reporting period.

% Complete

0%

8%

100 %

The major changes that this project witt bring about witt come at the end after the Ctassification and



examinattioh irt tiiiitine Jo-o content and organidon oeiiin his atreaov intrboucea a new [araoigm to tne I
Pubtic Service.

Skitts transfer has occurred on an ongoing basis to the Job Ctassification and Compensation Unit, but it is
envisaged that skitts transfer of an even more impactfut nature witt occur when the design of the various
Departments are optimised for efficiency.

Please provide an analysis ofth€ oyerall long term benefit that thi'i ,ioj p io achi;v;.

The overatl long-term benefit that this project will achieve is to provide the Betize Pubtic SeMce with a

] scientificatLy defendable Ctassification system that wilt ensure that there is internal equity in terms of the

c.3 vatuing of jobs and the assignment of compensation, which witt redound to the tifting of emptoyee morate
and productivity. lt witt atso form the basis for identifying ctear career ladders and training deficits that
will assist in better management and deptoyment of the availabte human resources. Finatty, it witt hetp to
support and bring about a performance-based or resutts-oriented cutture with the estabtishment of
absolutety ctear rotes, responsibitities and reporting [ines for atl jobs.

Recommendati ons for odapted delivery
9q!qi zational Design an
The last report hightighted the fottowing !]h!!qhg findings that came out of the
to basic Organizationat Design and Devetopment and they bear repeating:

lnteMew Phase i

Not alI Departments have readity available organization charts
Where organization charts exist their basic design js mainty flawed, ignoring such principles as
'span of controt', undesirabte one.to"one reporting, buitt-in career tadders, etc.
ln many of the existing organization charts it is not possibte to see a clear superstructure and sub-
structure
Much confusion exists on the ground where rotes, responsibitities and reporting lines are not ctear
Many Departments deptoy what are in effect functional charts as against organization charts and
hence it is impossibte to dritt down to the tevet of vital human resources needed to run them
The concept of 'Authorized Staffing Levet' is absent
Many Departments seem to be in a state of ftux as the organization charts are being redesigned

Prcper Orgdnization Design is d precondition for Job Desription Writing and Job Clossificotion, This
ptoblem is so severe os to require urgent remedidl attention. lt is reconmended that dn dpprooch be
token whereby the Orgonization Design is tirst fixed with agreement ol the Chief Executive Otficer
and Department Head beforc the Job Descriptions are developed. This would odd considerable time
to the Project ond in addition would require a lot of reorientotion ond training.

Retrieval of Missed Job Analysis Data Gathering Amongst Teachers

I tt woutd be recatl.ed that this activity was reported to have stipped so badty during the tast four months of I

I ZOte tnut it was considered to be beyond the point of retrieval. However, a way has been found with the I

I support of the Ministry of Education and the Betize Nationat Teachers' Union (BNTU) to circutate etectronic I

o.7 questionnaires to atl teachers via the khool District structure and have them returned by emait. Because
this is an adaptive measure hard copies cannot be sent out. However, the khoot District p€rsonnet may
prjnt copies of the el.ectronic questionnaires for circutatjon where computer facitities and access to
lnternet are timited.

E.1

Please give details of any significant developments in the internal (host organization/government)
environment that have effected or may affect project implementation
The host government environment has changed littte from what was tast reported.

Please glve details of iny signlficant developments in the external (dohorc, private seadi, Ctcj I

envlronment that have effected or may affect project implementation ____]
oFctl

implementation. One area of exposure was the conduct of the compensation survey in the extemat Labour 
I

market wtrich required the coop€ration of the Private s€ctor in particutar. A meeting was hetd M!tr__t!g.]
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Betize Chamber of Commerce and lndustry at which it was pointed out that this kind of survey is novet and
would require hand-hoLding as well as persuasion of businesses to divutge compensation data that are seen
as confidentiat. Now that the compensation survey is over it can be said that the major draw-back was the
Length of time and investment of effort it took to gather the data, 3 months as against the ptanned 6
weeks.

Please comment on the sustainability of the project including appropriate succession planning (where
apPropriate)

Job Ctassification Systems in atl organizations have to be carefutty maintained or etse they soon become
overtaken by the same anomaties that they are desjgned to correct and prevent. The estabtishment of the
Job Classification and Compensation Unit within the Ministry of the Pubtic Service and its strengthening
during project execution are steps designed for sustainability. However, since the Coordinator of the Unit
is scheduted to go into retirement as soon as the project ends, it is necessary for the next in line to
progress rapidty atong a tearning curve.

The capacity of the staff to achieve this critical function has been under continuous assessment, but now
more-so given the need to work independently and appty eveMhing previousty taught, from organizationat
design of an entire Department to devetopment of Job Descriptions. During this six-month period the staff
was assigned work in pairs, targely because they stitt needed some guidance on the practicat apptication of
the principtes of sound organizational design. During the next period they witt be assigned work on an
individual. basis and this witt reatty test their capacity and capabitity as Job Analysts. Nonethetess, above
and beyond capacity is attitude to work and the fotlovring need to be pointed out:

A few staff members have disptayed the attitude of'working in a cocoon'despite being in pairs.

E.3

E.4

Too many staff memb€rs disptay an attitude that negates working in project mode and are
resistant to the very suggestion of any work outside the regutar hours. Further, payment is
advanced as a precondition. Thus there is a 'no-give and take-att' attitude, despite the fact that 

I

the Government of Betize has made it possibte for the acquisition of new, important and far-
reaching skitts by a setect few. And these skitts extend far beyond the technicat to advanced 

I

computer usage, the starting point for the latter having been quite rudimentary. i

Another key element of sustainabitity witt hinge on the extent to which the Unit is attowed to perform its
Job Ctassification and Satary Administration function for the entire Pubtic Service. The app(ication of the
Point Factor system of Job Evaluation witt be the preserve of the Unit onty and hence att Departments witt
have to submit their requests for organizational changes and job modifications.

proYide ficant issues and chal lenges that ma affect project implementation
arrect l

Please details of signi
As with att Ctassification and Compensation Studies, the major chattenges that are foreseen to
implementation are:

Determining authorized numbers of staff that each Department requires to function effectivety.
The concept of "Authorized Strength" does not exist in the Pubtic Service and hence it is difficutt
to anatfze the current workforce that is sub-divided into permanent, contract and oPen-vote. The
permanent members of staff are appointed by the Constitutionat Pubtic Service Commission,
whereas the other categories are appointed outsid€ of it. The Ctassification Study witt go root-and-
branch through the Public Service estabtishing in the process required staffing tevets and this
fundamentat shift may present chattenges.
Once authorized staffing levets are set then there would have to be a recatcutation of the wage
bitt. Affordabitity and sustainabitity may present chattenges.
Open-vote staff is currentty hired through an opaque system. Once there is a streamtining of the
permanent numbers and there is pressure to do likewise for the open-vote category this can
present a chaltenge.
lmptementation of the findings of the Compensation Survey may present chaltenges if found to
apply any competitive pressure for increasing the wage bil.L in any significant way. Conversely, if
Public Service Compensation is found to be the market leader then the implications would
have to be carefully explained to the Unions and their membership, particularly in light of the
recent agitation for salary increases.
A new CLassification system by and in itsetf could resutt in some jobs tosing vatue and others
gaining. This can also present chattenges to implement.
Once new Job Descriptions are written and Job Specifications are set then there wilt have to fottow
an exercise of Job Placement, whereby matching of incumbents witt take place. Where deficits are
identified there wit[ be a ch retrain and !'q:gsqiLslgIf appropriatety.
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Finatly, one major chatlenge would be the summoning of the potitical will to imptement att of the
foregoing.

Please comment on the sense of ownership and political support for this project within the host
organization/gove rnment

With respect to the issue of potiticat support for the project it must be said that the meeting with the
Prime Minister by the recent Commonweatth Mission reveated unstinting support at the very top of
government. lndeed, the Prime Minister was very unequivocat in his support for the project extension and
opined that he hoped that the resutts of the project woutd assist the government in finding a way to
rationatise the numbers of pubtic officers currentty emptoyed. The decision by the Government of Betize to
have the project extended on a cost-shared basis is atso evidence of continuing potiticat support.

During the Commonweatth ,r{ission of 3-5 Aprit a meeting was scheduted with the Heads of Department
across the government seMce becaue it is amongst this group that a deep sense of ownership has to be
fostered. The project plan going forward to fix the organizational design flaws requires that this group be
sensitized to the technicat issues and be empowered to sign-off on att the necessary changes.

Please commen[ on the impaa tlili piojeCt is having (or will hav-) on iiiuel iuiii ii gender, youttr ana
envlronment

i Gender - The existence of a gender wage gap is now universatly recognised whereby women in the

I workforce often suffer wage discrimination vis-a-vis their mate counterparts who earn more for the same

I job. A project such as the one now embarked upon for the Betize Pubtic SeMce is ideal to unearth

I instances of such discrimination where they exist and to appty necessary corrective measures. l\ oreover,
I gender-based pay discrimination is often structural jn that the system that vatues jobs in an organization

(Job Evatuation System) can be skewed in favour of male-centric jobs. This Project wilt ensure that gender
neutrality is buitt into the design of the Job Evatuation System.

Youth - This Job Evatuation and Compensation project witt establish the basic specifications for atl entry
tevel positions into the Bel.ize Pubtic Service, an issue of much significance and importance to youths.
Further, one of the outputs of the Study witt b€ the detineation of ctear career paths which witt provide
youths with ctear incentives to quatify themsetves appropriatety for upward mobitity and career-buitding in
the PubLic Service.

Environment - Responsibility for environmentat matters fatts under the Ministry of Forestry, Fisheries and
Sustainabte Devetopment. The opportunity witl therefore be presented during project execution to review
att the retated jobs and staffing.

Please I tstexpected ities for the next 6 months under eoch out

E.5

E.6

F.1

F.2

a
Output 1: Ministry of the Prrblic gwice, Energy and Public Utilities - Chdrts (Organization & Line),
Job Descriptions and lAinistry Repott

This output is about 75 percent complete on 31 May and wiLL be conctuded in the next 6-month period

Output 2: Educotion, CulAfie, Youth & Sports - Charts (Orgdnizotion & Line), Job Descriptions and
llinistry Report.

Ittris output is about 5 percent comptete on 31 May and witt be conctuded in the next 6-month period.

I Group work has commenced on putting together the Purpose, Vision, Mission and Legat Authority.
Thereafter, individual assignments witt be handed out to team members.

Output 3: Compensotion Survey Report

Atl the compensation survey data cotlected have already been cottated and subjected to preliminary
anatysis. Regression trend lines have atready been ptotted to indicate the market positioning of the
Government of Betize. A separate compensation survey report witt be compited and hetd in abeyance untit
such time that it can be combined with the resutts of the job evatuation aspect which witl underpin the
compensation devetopment phase of the project.

F. Forward Plan

F.3

Comp€nsation is a very sensitive aspect of the project and atl care witl be taken to timit circulation.

I

I

1',|



Output 4: Job Evaluation Manual
Manual defining setected Compensabte Factors, their degree statements and weighted points witt be
advanced beyond the stage of 'work-in-progress' to 'finat'. Benchmark Jobs witt be used to test the
efficacy of the Point Factor Scate.

Develop a system of unique job codes for each distinct job for identification and estabtishment control
purposes.

Output 5: Job CodinS System

The selected Benchmark Jobs witt be used to train the Project Team in the correct apptication of the Point
Factor Evaluation MethodoLogy.

Output 6: Trained Factor Methodology

Pleose other comments ore relevont

G. Other Observations

Prciect Steeri na Committee

The fotlowing two documents were circulated to the Steering Committee for information purposes

The Commonweatth Mission met with the Steering Committee and a livety discussion ensued around the need for
project extension and additional measures to hetp acceterate the execution of retated activities going forward. The
fottowing key points were ptaced on the table:

. Consideration ought to be given to the payment of an honorarium to project team members for the
extension of the regutar working hours and the extra effort required to meet deadtines. The alternative
course avaitabte under Pubtic Service Regutations of payment for accumutated overtime hours was
prohibitive.

. Consideration ought to be given to drafting in Administrative Officers from the various Ministries to assist in
the organizationaI re-design exercise.

. The Steering Committee ought to be calted to order more frequentty.
r The Teachers' Union is dispteased over the fact that its members were not afforded the opportunity during

the latter part of 2016 to participate in the Job Anatysis data gathering phase.

Honorarium for Extra ffort bv Proiect Tedm

The idea of an honorarium has been around since the Expert joined the Project. However, even at the time of
writing a firm decision, one way or the other, has not been made on imptementing it.

Bereavement in Proiect Team

On 6 February the project team received the sad news of the death of the mother of one team member, only to be
foltowed almost immediatety by the death of a brother on 15 March. Such deep personal loss naturatty required
some amount of processing at both the individuat and group levels and, as the affected team memb€r continued to
make her work contribution, it served to bring out the latent attribute of strength coupled with perseverance that
was taken note of. As if that were not enough the Expert atso suddenly lost the taxi driver who moved him around
since his arrivat in Betize on 11 March 2017 and there was some minor disruption whiLe a reliable reptacement was
being identified.
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I 1) Third six-month Project Progress Report (despatched 21 March)
I

i 21 ttinerary of Commonweatth Assessment Mission of 3-5 Aprit
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ffi rn. commonweatth
NovEr,rBER 1,1,2016

Dear Respondent:

The Government of Belize has embarked on a two-year Classification and Compensation Project for the
Public Service with technical support from the Commonwealth Secretariat in London.

While the Project primarily seeks to ensure that there is internal equity for comparable jobs across the
Public Service, it will also establish external equity though a compensation survey -'compensation'
defined here in its widest sense to encompass base salary and all associated benefits, both cash and non-

cash. Against this background the decision has been taken to conduct a compensation survey of selected

compamtors in the Belize labour market.

Pivotal to the success ofthe Compensation Survey will obviously be the collection of accurate and reliable
data on the Compensation Packages offered by selected comparators. After much careful consideration,
your Organization was identified to participate in the Study and a full Survey Package is being sent to you.
It would very much be appreciated ifyou could complete and retum the Survey Package within the next
two weeks in order to allow enough time for the collation and analysis of the data and preparalion of
reports.

The Commonwealth Consultant to the Project, Mr. Malcolm Monplaisir, is tasked with the responsibility
ofconducting this survey and will therefore be calling on you during the next two weeks ofdata gathering to
ensure that the Survey Package is fully underctood and to answer any questions that may arise.

Please note the address and telephone numbers to the established Project Office:

Attention: Mr. Malcolm Monplaisir
Job Classification and Compensation Unit
Ministry ofthe Public Service, Enerry and Public Utilities
Sir Edney Cain Building, Belmopan
Telephone: 501-827-2204 or 2205 Ext: 84211 or 85197 or 84234
Fax: 501-822-0929
Email adnrin.otficer/amps 49y.! or consultant jccu@mps.gov.bz

Your participation in this Suwey would be very much appreciated and we would be only too pleased to
place at your disposal a summary of the linal results of our anrlysis. Please be assured that all data
supplied will be treated in the strictest confidence and only summary reports with encrypted organization
names will be produced.

Yours Sincerely,

M. Monplaisir
CoM M oNltEAL nr Co Ns a L ra rE

CFTCTECBNICAL AssI$ANcE To GoVERNMENI oF BELEE

Re. Compensation Surv€y in the Belize Labour Market

I



COMi,IONWEALTH TECHI{ICAL ASSISTANCE . JOB CLASSIFICATION & CO]I.IPENSATION STUDY FOR BELIZE PUBLIC SERVICE
COMPENSATION SURVEY - OCTOBER 2016

... SIJBI&Y IIISIBUCTIOf, SET *
The full Compensation Survey Package is made up ofthe following five distinct items:

. Lettel of Introduction

. Instruction Set for completing the Survey - Annexe I
o Spreadsheet to collect Total Cash data for Benchmark Jobs - Annexe 2
. A self-explanatory general Compensation Questionnaire - Annexe 3
. Thumbnail Job Descriptions for Benchmark Jobs - Annexe 4

Please follow the steps detailed below to complete the package

I ) Read the Lener of Introduction to become conve$ant with the backgound and purpose of the survey

2) Read the Instruction Set (Annexe 1) to obtain information on how to complete the package

3) Job Matching - Refer to the spreadsheet ofBenchmark Jobs in Annexe 2 that is designed to capture cash compensation
data - i.e. Basic Salary and Cash Allowances. Listed in the left-hand column is a sample ofjobs representative ofthe low,
middle and high end ofthe Belize Public Service (called Benchmark Jobs) that were selected to be compared with similar
jobs within the Comparalor Organizations. Since this comparison cannot be made on the basis of Job Title alone, brief
Thumbnail Job Descriptions (Annexe 4) have been provided in order to alloer' respondents to compare the job content.
Read each brief Thumbnail Job Description carefully to be sure that the job content substantially matches the equivalent
one in your Organization. To assist in this exercise a "Degree of Fit" scale has been included on the Thumbnail Job

Desc ptions as follows: 1 = Poor Fit; 2 : Slight Fit 3 : Moderate Fit; 4 = Considerable Fit; 5 = Identical Fit. Repeat

this exercise for all Benchmark Jobs, one at a time, and fill in your eouivalent Job Title and the number ofincumbents you
currently employ in that position.

4) Base Salaries (Annexe 2) - Fill in the Base Salary against each matching jobs in your organization. The following
additional points should be noted:

Pay Rates may be reported in hourly, weekly, monthly or annual unis for any job, provided that the urit used is made

expressly clear.

The rat€s reported should be those in effect at the time offilling the questionnaire. However, a note should be made

ofany imminent or projected salary increase and its intended effective date.

The established range, i.e. minimum and maximum, is required for all the jobs in the Suwey. However, if your
stucture has a single rate for any ofthejobs, please report that rate as the established maximum for the job.

5) Cash Benefits and Allowances - Annexe 2 is also designed to capture the ggsb Benefits and Allowances paid for each

Benchmark Job. Please fill in the dala for matchingjobs in your organization.

6) Compensation Survey Questionneire (Annexe 3) - This self-explanatory Compensation Questionnaire seeks to gather

more detailed data under the following sub-headings:

. Section I - General Information on Organization

. Section 2 - Job Evaluation and Salary Administration
o Section 3 - Composition ofBasic Salary Package
o Section 4 - Cash Benefits and Allowances
. Section 5 - Benefits in Kind or Non-Cash Perquisites
r Section 6 - Welfare and General Benefits
. Section 7 - Amual Vacation Leave

AIINEXE 1



ANNEXE 3

JOB CLASSI}'ICATION AND COMPENSATION STTJDY FOR BELIZE PI]BLIC SERVICE
Commonwealth Technical Assistance

Compensaton Survry

1.I NAME AND MAILING ADDRESS OF ORGANIZATION:

I.2 YEARINCORPORATED/RECISTERED:

1.3 PERSON TO CONTACT REGARDING THIS QUESTIONNAIRE:

Name: Desig.

Email: Tel.: Fax

1.4 PRINCIPAL PRODUCT(S) AND/OR SERVICE(S) PROVIDED BY ORGANIZATION:

1.5 ANNUAL GROSS R-EVENUES FROM BUSINESS ACTIVITY LAST YEAR (Bz$):

1.6 TOTAL GROSS ASSE TS (Bz$):

1.1 OWNERSHIP STRUCTURE: Privately Held % Publicly Held

State-owned

o/o

YoMultinational Branch

Other (Specify)

1.8 STAFF STRENGTH OF ORGANIZATION:

Senior Management

Junior Management

Supervisory

No[-Management

TOTAL:

Unionized?

Unionized?

Unionized?

Unionized?

IIII

Yes

Yes

Yes

Yes

II
I
I

No

No

No

No

I.9 BARGAINING UNIT:

Name of Major Union

Page l ofll



SFCTTON2.JOBFVA

2.1 WHAT MINIMUM NO. OF HOURS CONSTITUTE A NORMAL WORI< WEEK?

CATEGORY/LEVEL OF STAFF WORK-WEEK (Hrs)

OVERTIME AND SHIFT DIFFERENTIALS:

To which level of staff is overtime paid?

Number ofhours after which overtime is paid

Overtime rate per hour in excess ofregular work

Oyertime rate per hour for weekends (Saturdays)

Overtime rate per hour for weekends (Sundays)

Overtime rate per hour for public holidays

Night shifl/shift differentials (if applicable)

l -l12 Times

1-l/2 Times

l-l/2 Times

l-ll2 Times

IIII

2 Timcs

2 Times

2 Times

2 Times

I
I
I
I

3 Timqs

3 Timcs

3 Times

3 Times

IIII
SALARY MOVEMENT/PROGRESSION :

I (r) Arc there eny fixed salary revicw dates?

(b) If yes, pl€rse specify below:

Yes No

ORG. LEVEL
ONCE PER YEAR

(Strte Month ofReview)

TWICE PER YEAR
(State Months of Review)

Senior Management and

Junior Management and

Non-Management

2.3,2 (a\ What triggers I salary review/increase? lnflatior/C.O.L

Salary survey

Other (speciry)

r
I

Union negotiation

Competition

I
I

A}INEXE 3

JOB CLASSIFICATION AND COMPENSATION STUDY FOR BELIZE PUBLIC SERVICE
Commonwealth Technical Assistance

Comnensetio" Survry

Page2ofll
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2.3.2 (b) If a sahry survey is used, which mix of organizations are surveyed? Please list.

Private Sector:

2.3.3 (a) When did your current salary scale go into effect?

(b) What is the effectiye date of your previous scale?

Day Month Year

15

(c) What is the expected date of the next revision of your salary scale?

What is the expected average percentage increase in the next revision?

Non-Management: o/o Junior Management: o/o Senior Management: %

5 Are individual salary increases for a given grade the same

for all employees? Yes No

2,3.6 (a) Are individual salary increases for a given grade variable

according to individual merit and performance? Yes No

(b) Ifyes, what was the avg. increase for last year? Snr. Mgt. Yo ln.Mgt. % Non- Mgt %

2.3,7 As a general rule, how many years does it take an employee

to advance from the minimum to the maximum salary in the same grade?

8 What are the criteria for promotion to the next higher grade?

ANNEXE3
JOB CLASSIHCATION AI'D COMPENSATTON STUDY FOR BELIZE PUBLIC SERVTCE

Commonwealth Technical Assistance
Compensatio" Suwry

Page 3 of 11
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AIINEXE 3
JOB CLASSIFICATION AND COMPENSATION STUDY FORBELIZE PUBLIC SERVICE

Commonwealth Technical Assistance
Compensation Survry

2.3.9 (a) Does your organization have a job classificatior/evalualion system? Yes I
I
I

No

(b) If yes, what is the nature of the system? Factor Comparison

Decision Banding

Other (speciry)

HAY I
IJob Ranking

I (a) DOES A FORMAL SALARY SCALE EXIST? Yes No

(b) IF YES, PLEASE PROVIDE A COPY OF THE SALARY SCALE(S) ALONG WITH THE JOB

CLASSIFICATIONS ASSOCIATED WITH THE VARIOUS PAY GRADES

(a) ARE THERE ANY JOBS EXCLUDED

FROM THE ABOVE PAY GRADE STRUCTURE? Yes No

(b) IF YES, PLEASE GIVE DETAILS

4.1 ENTERTAINMENT ALLOWANCE:

What Organizational level(s) athact entcrtainment allowances and what are the amounts paid?

Organizationrl Level

(i.e. Pay Grade/Classifi cation)

Amount
(Bz$/Mth)

Orgsnizationsl Level

(i,e. Pay Grade/Classifi cation)

Amount

(Bz$,Mth)

Page4ofll
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ANNEXE 3
JOB CLASSIFICATION AND COMPENSATION STUDY FOR BELIZE PUBLIC SERVICE

Commonwealth Technical Assistance
Comnensation Survw

4.2 TRAVELLINGALLOWANCE:
What Organizational level(s) attract travelling allowances and what are the amounts paid?

4.4 TELEPHONEALLOWANCE:
What Organizational level(s) attract telephone allowances and what are the amounts paid?

Organizational Level

(i.e. Pay Gredc/Classifi cation)

Amount

(Bz$/lvlth)

Organizational Level

(i.e. Pey Grade/Classification)

Amou[t
(Bz$/Mth)

Organizational Level

(i.e. Pay Grade/Classification)

Amount

(Bz$/lvlth)

Organizational Level

(i.e. Pay Grade/Classification)

Amount

(BZS/Mth)

Organizational Level

(i,e. Pay Grade/Classification)

Amount

(Bz$Mth)
Organizational Level

(i.e. Pay Grade/Classilicstion)

Amount

(Bz$/Mth)

Page5ofll

4.3 HOUSING ALLOWANCE:
What Organizational level(s) attract housing allowances and whal are the amounts paid?
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ANNEXE 3

JOB CLASSIFICATION AND COMPENSATION STUDY FOR BELIZE PUBLIC SER\TCE
Commonwealth Technical Assistance

Compensation Survry

SECTION 4 (CONT'N) - CASH RRNF'FITS AND AI OWANCES

4.5 OUT-OF-TOWN ALLOWANCE: (Please state how out-of-tolrlr allowances are applied and the amounts paid)

4.6 RISK ALLOWANCE: (Please state how rjsk allowances are applied and the amounts pald)

4.1 BONUS/PROFIT SHARE/INCENTM (krdicate the average percentage ofturnual base salary paid in cash towards the following)

Bonus % Profit Share Yo Incentive o/"

4.8 ANY OTHER CASH BENEFITS (Ptease specify)

(a)

(b)

(c)

Organizational Level

(i.e. Pay Grade/Classification)

Amount
(Bz$/Mth)

Organizational Level

(i,e. Pay Grade/Classification)

Amount
(Bz$,Mth)

Organizational Level

(i.e. Pry Grade/Classilicstion)

Amount

(Bd/Mth)
Organizational Level

(i.e. Pay Grade/Classilication)

Amount

(Bz$,Mth)

Organizational Level

(i.e, Pay Grade/Classifi crtion)
Amount

(Bd/rvrrh)
Organizational Level

(i.e. Pay Grade/Classificrtion)

Amount

(Bz$/Mth)

Page6ofll
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ANNEXE 3
JOB CLASSIFICATION AND COMPENSATION STUDY FOR BELIZE PUBLIC SERVICE

Commonwealth Technical Assistance
Comnensation Survey Ouestionnaire - Octoher 2016

SECTION 5 . RENEFITS IN KTND OR NON-CASH PEROUISITES:

ORGANIZATIONAL LEVEL
AND/OR

ELIGIBILITY CR]TERION

AVERAGf, ANNUAL COST

TO ORGANIZATION

(BzS pcr Employc.)

5.1 Company Car

5.2 Chauffeur

5.3 Compary

Transportation

5.4 Company

House

5.5 House Keeper

5.6 Security Guard

5.7 Elecricity Bills

5.8 Telephone Bills

5.9 Business

Entertainment

5.10 Company

Canteen

PageTofll
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SICTION 5 TCONT'N)

BENEFIT
ORGANIZATIONAL LEVEL

AND/OR
ELIGIBILITY CRITERION

AVERAGE ANNUAL COSI

TO ORGANIZATTON

(Bz$ p.r Employce)

5.t I Company

Stock

5.12 Club/

Professional

Membership

5.13 Overseas

Seminar

5.14 Uniform

5.15 Footwear

5.16 Employee

Discounts

(Product/Service)

S.l7 Recreational
Facilities
(Company-

owned)

5.1E Tertiary

Level

Scholarships

5.I9 ANY OTHER BENEFITS IN KIND OR NON.CASH PEROUISTTES:

ANNEXE 3
JOB CLASSIFICATION A-T{D COMPENSATION STUDY FOR BELIZE PUBLIC SERVICE

Commonwealth Technical Assistance
Comnensation Su.ve
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ANNEXE 3
JOB CLASSIFICATION AND COMPENSATION STUDY FOR BELIZE PI]BLIC SERVICE

Commonwealth Technical Assistance
Conoensation Surve

SNCTION6-WELFAREAN

6.I MEDICALINSURANCE/HEALTHPLAN:

Eligibility Criterion

Portion ofPremium paid by: Employee

Does the plan include? Major Surgery

Dental

Hospitalization

Maximum Benefits Payable (Bz$): Annual

Percent ofCosts reimbursed under plan

6.2 GROUP LIFE INSURANCE:

Eligibility Criterion

Employer

I
I
I

OYo$eas Medical Treatment T
I
I

Optical Drugs

Physician's Charges

Life+ime

Portion ofPremium paid by: Employee Employer

Amount of Insurance

Does the plan cater for?: Dependent Coverage ADD clause

6.3 PENSION/RETIREMENTPLAN

Eligibility Criterion

Portion ofPremium paid by: Employee Employer

Benefit Formula

Early Retirement AgeNormal Retirement Age

Page9ofll



ANNEXE 3
JOB CLASSIFICATION A}{D COMPENSATION STUDY FOR BELIZE PUBLIC SERVICE

Commonwealth Technical Assistance
Comnensatlon Survry

6.4 LOW IN'TEREST STAFF LOAN

Eligibility Criterion

Type/Purpose of Loan

Loan Ceiling Bz-$: Interest Rate % Repayment Period MttL^/r

6.5 EMPLOYEE PERSONAL DEVELOPMENT

Is there any separate allowance paid, or special benefit derived, for the attainment ofany professional or academic

qualifi cation by employees?

7.1 WHAT IS THE MINIMUM SERVICE TO QUALIFY FOR VACATION LEAVE?

7.2 HOW IS UNUSED VACATION LEA\'E TREATED?

Page l0 of I I



ANNEXE 3
JOB CLASSIFICATION AND COMPENSATION STI]DY FOR BELIZE PUBLIC SERVICE

Commonwealth Technical Assistance
Comnensation Survry

SECTION T (CONT'D)

7.3 PLEASE INDICATE BELOW THE QUANTUM OF ANNUAL VACATION LEAVE GRANTED, THE ELIGIBILITY
CRITERION AND THE LEAVE PASSAGE/ALLOWANCE PAID

YEARS OF

SERVICE

REQUIREMENT

ORGANIZATIONAL
LEVEL OF

STAFF

ANNUAL LEAVE PASSAGE ARRANGEMENT

OR ANNUAL LEAVE ALLOWANCE

(BzJ)

ANNUAL LEAVE
ENTITLEMENT
(Working Days)

A: NON.MANAGEMENT

B: SI-PERVISORY

C: JUNIOR MANAGEMENT

D: SENIOR MANAGEMENT

E: EXECUTIVE MANAGEMENT

Page ll ofll



ANNEXE 2

JOB CLASSTFICATION AND COMPENSATION STUDY FOR BELZE PUBLIC SERVICE - COMMONWEALTH Tf,CIINICAL ASSISTANCE
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ANNEXE 2

JOB CI,TSSIFICATION AND COMPENSATION STUDY FOR BELIZE PUBLIC SERVICE - COMMONWEALTII TECHNICAL ASSISTANCE
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CLASSIFTCATIoN AND CoMpENSA'r'loN STUDY FoR BELtzE PuBLlc SERVlcE

SCHEDTJLE OF MEETINCS FOR ASSESSMENT MISSION TROM THE COMMONWEALTH
SECRXTARIAT. PERIOD: 3RD TO STIIAPRIL 2OI7

DAY I MONDAY, 03 APRIL 20I7

09:00 a.m. to 10:00 a.m.:

10:00 a-m. to 12:m a-o

1210 p.frt- to 12i 30 p.m.

Initial Meeting with key strkeholder group to include 1. Ministcr of the Publc Service, Energr &
l'ublic Utilitics (Hon. Fnnk Mena); 2. CF)O and Po1fl. of Contact, (lr,ls. Yvonnc Hyde); 3.

Consultanr O{r. M. Monplaisir); and 4. Coordinztor, JCCU O,ls. L Saldi\?r), (IANUR
ltuNffERi OFrrcE).

Prescntxtion to and intcr-acrivc session rvith members of Proiect St€ering Conrnittee. (UBNUR.
CO]\,1qERENG RooA{, ,,I,JI\,?'IRY OF 

.THE 
I4JBUC SERW(E)

Meeting widl Speaker and Cledi of the National Assembly, Ms. Laura Tucker-Irngsvolth and
Mr. L<idie Webster, respe.i\ely. (YaNUB: SPEAIaR\ OIrtcF)

l2:30 p.m. to 01: 45 p.m.: LUNCII BRF:AK

0200 p.ir to 02:15 p.m.l

02:15 p.m. to 04:00 p.m.:

DAY 2: TUESDAY, 04 APRIL 20I7

08:30 a.n lo 09:30 a.m.

09:40 a.m. to 10:40 p.nL

11:00 a.m. to 12:00 a.m.

Meeting berween Rt. Hon. Deaa Barrow, Prime Minister and Cornrnonsealth Mission Advisers
Messn. Omat Mowlana and Sreven Melby accompanied by (a) S€nator the IIon. Michael
Pcyrcfittc, Acomey Genenl, @) dre Hon. Frank Mena, Ministcr State responsiblc for the Public
scrvic€, Ener& and Public Utilities, (c) the nvo Cornrnonwerlth E.perts on the gorhd, Messrs.

Edsards and Monphisrr (d) CEO Dr. Peter AIen of Mhistry of rhe Public Service, Eneg, and
Pr.rblic Urilities, (e) Ms. Rosalie Saidivlr, Coordinator ofJob Chssification and Compensation.
(VENaB: PFJ:I/E Mt Nt.t'tER'J oFFtcE, BEr-\topAi\)

Presentition to and inter-active session rvith tleads of Depanments across the Public Service.
(lryNag NEMO ltAtNtNc Rc,oM, BEDit)pAN

E-N.D O.F D-A-Y O.N.E

Travel to BelD€ Cily

Meetiog widr executives of Association of Public &rvice Seflior Managers (vENrua.'

M,4GTSIRA.IE'| CoUR.T 2, BEuz' On)

1200 ,-l,I! to 0l: 30 p.rL

02:00 p.!]1 to 03:00 p.m.: Mceting with exccutives of Belize National Tcachers' Union (VB|/ua. BIVIU HI'-ADQUARTE\,

03:15 p.m to 03:45 p.nl-: Meeting wi& Hon. Chief Justice, Mr. Kenneth Beni,JInn. (yENw: CHEF lufi1cF.5 OrflcE)

04:00 p.m. 'lrivcl back to Belrnopan

EN-D O.F D-A-Y T.W.O

DAY3: WEDNESDAY,0s APRIL 2017

09:m r.nl ro 10:45 e.m.: lnter-rctive Session wifi Job Classification and Corrpensation l'roiect Team. (VBNUB: PNolECr
OFF|cE)

11:0o ,-nL ro l1:20 a.n: Mceti with Crucus ofCEO!- (\ENUB: C-ABINE-| Rooiq

l2:m a.nl to 02 00 p.m. WOIIKING I,UNCI I WITH PRO]E(;f 'I]iAM

02:m p.m. to 02:30 p.m: Me€ting with ManaScmentT ear! Mnistry ofth€ Public S€rrice. (yE rra. CbM€RENCE RooM,

Mr|lJ/rrr.\- oF rrld PuBuc SERVI:E)

0230 p.rn- to 03:30 p.m. Clos€-out Meeting with CEO, Consultant and Coordimror, JCCU to prescnt and discuss

findings and chart the way torwad. (WttU* (EO't Offn), MtNttTRv oF THE PuBIJc
St)Rt4cia, ENERGY AND PuBuc U nr,rnEs)

03:30 p.m. to Meeting rvith Chief Executive Oficer, Ministry of Education (Mrs. Debra Do.rlif)go). (UBNa8:
(EO's OFfl(E, MttrtlRt oF EDL|,ATIoN)

NOIE: Lonnotuath Mntioa a@a,F iA d dr,ti"t' br Dr P.bt AtL, (CEo), Mt R sl;. SaAn$ ((tui@tor, J.l Cb'nlratb, ad aDF tunon

Un4 ard Mr Mabol, ]'toqurir (cotutbdol)

Meetjng wirh executives of the Publ.ic &rvice Union - {UaNaE: C1NFEPtrN(E Root't, Mtt$'I".\'
OF THE PUBUC SERWCE)

LUNCH - CELEBRITY RESTAURAN'I'


