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ONE HUNDRED AND TWENTIETH REPORT OF
THE SALARIES REVIEW COMMISSION

Review of the 117" Report with respect to the review of salaries and other
terms and conditions of service of offices within the purview of the

Salaries Review Commission

The Salaries Review Commission

The Salaries Review Commission (SRC) is established under Section 140 of the
Constitution of the Republic of Trinidad and Tobago. It comprises a Chairman and four (4)
Members, who are appointed by the President of the Republic of Trinidad and Tobago, after
consultation with the Prime Minister and the Leader of the Opposition.

2. Section 141(1) of the Constitution provides for the SRC to review, from time to time, with
the approval of the President, the salaries and other conditions of service of the offices falling
within its purview.

3. The remit group comprises approximately three hundred and twenty-five (325) categories
of offices representing an establishment of approximately nine hundred and fifty (950) persons.
These offices range from the President of the Republic to the office of State Counsel I in the
Judicial and Legal Service and the remit group continues to increase.

4. Section 141(2) of the Constitution requires the SRC to submit its reports to the President
who shall forward a copy to the Prime Minister for presentation to the Cabinet and for laying as
soon as possible thereafter on the table of each House.

5. As an independent body, the SRC provides objective and impartial assessments of salaries
and compensation, reducing the risk of political bias or influence. It ensures that structures across
the remit group remain consistent, fostering fairness and equity among office holders in various
public service roles.

Background

6. By letter dated February 27, 2023, Her Excellency had conveyed approval for the SRC to
undertake a review of the terms and conditions of service of offices within the purview of the SRC.
The purpose of the review was to: (i) determine the relative positioning of jobs under the remit of
the SRC based on a Cabinet approved Job Evaluation Exercise (JEE) and (ii) understand by use
of a Compensation Survey (CS) how comparable jobs in the private sector in the local economy
were compensated when compared to certain benchmark offices under the purview of the SRC.
On that basis, the SRC made certain recommendations in its One Hundred and Seventeenth (117
Report, dated May 16, 2023.

7 The 117" Report was laid in the House of Representatives on February 16, 2024. Since
then, the SRC has been made aware that certain office holders have expressed concerns regarding
certain of the recommendations made therein. Such concerns include perceived changes in job
relativities, that recommended compensation for certain positions might be lower than current
values (despite the SRC’s recommendation that such positions be red circled), a lack of
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consultation with the SRC, and whether the CS included appropriate comparators for positions
within the purview of the SRC.

8. By letter dated July 16, 2024, Her Excellency the President of the
Republic of Trinidad and Tobago conveyed approval for the SRC to review:

i. The results of the Job Evaluation Exercise (JEE) in relation to all the offices
which relativities changed from where they were previously placed in the
98t Report (among other offices);

ii. All positions for which the recommended increase in base salary is more
than twenty percent (20%) or less than ten percent (10%) (inclusive of those
being red-circled); and

iii. The Compensation Survey (CS), as appropriate.
(Collectively, “the July 2024 review™)

Review Exercise

9. Two hundred and six (206) offices fell within the scope of the July 2024 review
(the ‘Relevant Offices’). These offices were categorised in family groups and are listed in
Appendix I.

10. Given that (i) the 117" Report was the outcome of a JEE; and (ii) an essential first step in
conducting a Job Evaluation is settling a Job Description (JD), it was determined that the first step
in conducting the July 2024 review was to invite relevant office holders to once again, review their
respective JDs, as existed in 2019.

11. Consequently, between July 24 and 25, 2024, letters enclosing relevant JDs were issued to
one hundred and ninety (190) office holders whose offices fell within the remit. Incumbents were
requested to review their specific JD and submit feedback by August 2, 2024, on the role and
functions of the office as at 2019, when the CS was undertaken. Additionally, letters requesting
nominations to a Job Evaluation Committee (the “JEC”) were issued on August 9, 2024.

12. With regard to the Judicial offices in the Judiciary of Trinidad and Tobago (the Judiciary),
it is important to note that (i) all JDs were previously approved by the Judiciary; and
(11) the Judiciary played an integral role in the development of a “Bespoke Methodology” specially
designed to rate the Judicial offices. Members of the Judiciary also formed part of the special team
that evaluated the judicial offices and agreed to the final relativities of the Judicial offices. As
such, the fifteen (15) JDs from the Judiciary were not reviewed further. In addition, there was one
office, Special Adviser to Cabinet on all Protective Services and Chief Executive Officer of the
National Security Council, which is currently vacant and therefore, no incumbent could have been
requested to review its JD.

13. After receiving feedback from incumbents, the Personnel Department (PD) reviewed and
analysed the comments submitted in respect of the JDs, using the Hay Guide Chart-Profile Method.
The following was noted upon completion of the process:

- number of comments/responses received in respect of positions where the base salary
increase exceeded twenty percent (20%), including those with relativity changes — 153;
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- number of comments/responses received in respect of positions where the base salary
increase was less than ten percent (10%) —21; and

- Number of comments/responses received in respect of positions identified as
“Red Circled” — 16.

Based on the above, one hundred and ninety (190) offices were therefore subjected to the review.

Qutcome of the Review Exercise

14. Overall, ninety (90) office holders responded on time to the request for the review of JDs.
It was noted that of the ninety (90) offices, twenty-six (26) JDs were accepted with no comments
while comments were received in respect of sixty-four (64) JDs. Further, comments were received
after the stipulated time frame from the holders of sixteen (16) offices and no comments were
received in respect of eighty-four (84) offices.

15.  Of the sixty-four (64) JDs in respect of which feedback was received, forty-five (45)
(or 71.11%) of them were amended, and the comments made were duly addressed. However, after
a thorough and comprehensive analysis of the proposed amendments and feedback on those JDs,
it was concluded that there were no significant changes to the specific duties and responsibilities
that would affect the compensable factors namely, accountability, know-how, problem-solving,
and working conditions.

16.  Consequently, the Secretary to the SRC, the Chief Personnel Officer (CPO), advised the
SRC that there was no justification for the Consultant/JEC to re-evaluate the jobs. The review
reaffirmed that the processes involved in the development of the JDs were robust and maintained
the necessary quality assurance. This conclusion was supported by the Consultant.

17.  In light of the outcome of the review exercise, it is also important to reiterate the original
purpose of the JEE and CS for the offices within the purview of the SRC.

Job Evaluation

18. Job Evaluation is a systematic process for ranking jobs logically and fairly by comparing
job against job or against a pre-determined scale to determine the relative importance of jobs to an
organization. Any job evaluation process involves an attempt to determine the relative importance,
complexity and worth of a job to the organization. While a Job Evaluation is the process
of assigning relative values to jobs based on job content when performed at an acceptable level,
Job Evaluation in itself does not produce a specific compensation level for the jobs within the
purview of the SRC. However, Job Evaluation is one of the foundational inputs used for
establishing compensation for each position due to the principle of pay equity. The process
undertaken for the conduct of the JEE for the remit group is outlined in the 117" Report.

19. As stated in its 117" Report in addition to the advice of the CPO, the SRC enlisted the
services of the Consultant (Korn Ferry, formerly Hay Group Ltd.) This organization is highly
regarded and respected in the fields of human resources, compensation management,
and organizational development. Korn Ferry is known for developing the Hay Guide Chart-Profile
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Method, a globally recognized methodology used by both public and private sector organizations
to assess roles and establish appropriate compensation. With decades of expertise, Korn Ferry is
trusted for its objective, data-driven approach to job evaluation and compensation strategy.
By engaging the Consultant to assist the SRC, the Commission significantly enhanced the
objectivity, efficiency, and credibility of its job evaluation and compensation-setting processes,
ensuring fair, transparent, and competitive remuneration across the remit group.

Compensation Survey (CS)

20. The CS was conducted following the completion of the evaluation of benchmark jobs for
the remit group. The goal of the CS was to understand how comparable jobs in the local economy
are compensated as compared to the benchmark position jobs. In determining the value of the job,
two sources of information were used namely the job evaluation score (internal information) and
market data/CS (external information). In addition, the Consultant recommended three Anchors
for the CS, and these were, the Permanent Secretary, the Member of Parliament and the
Puisne Judge (the ‘Anchors’).

21. Market data collected from the local economy was used to determine the value of Anchor
jobs, the rate established for such jobs within a Family. This allowed a reference rate/value from
which all other jobs within a given Job Family would be calculated whilst maintaining an
appropriate differential in the salary structures from one job to the next in each Family.

22. As stated in the 117th Report, the objective of the CS was to understand how comparable
jobs in the private sector were compensated when compared to certain benchmark offices under
the purview of the SRC. Underpinning the conduct of the CS was the desire to examine and
compare ‘Total Compensation’ defined as a combination of basic salary, allowances and benefits.
In reviewing the CS, it was noted by the SRC that some of the key benefits attached to certain
offices were tax free income, as well as, full or partial tax exemption on motor vehicle purchases.
Other factors included security of tenure, the value of pension and vacation leave entitlement. The
SRC holds the view that the CS used for the JEE was appropriate and that it aligned with the
Compensation Philosophy.

23. The SRC also wishes to reiterate that based on the foregoing, in its 117" Report, it
recommended that the compensation of the majority of offices in the remit group be increased
while that of a small percentage of offices be either decreased or maintained. Regarding those
offices in respect of which the SRC recommended that the compensation be decreased, it is
important to note that incumbents would continue to enjoy current compensation and be
“red circled” so as to ensure they are not disadvantaged by way of a reduction in compensation.

24. Additionally, in instances where it was recommended that the Duty Allowance and
Special Duty Allowance be consolidated with the salary of certain offices, the office holder stands

to gain the extra advantage of having the total amount included in the calculation of pension
benefits.

29 The following is a summary represented in percentages, of the changes in salaries
recommended by the SRC in the 117" Report based on the JEE and CS:



Salary:
e 93.3% of the offices in receipt of a recommended increase in salary;
e 4.5% of the offices in receipt of a recommended decrease in salary;
e 2.2% of the offices recommended for maintenance of salary;
Of those offices in receipt of a recommended increase, 67.3% received a recommended increase
of over 20%, while 7.62% received a recommended increase of less than 10%.

26. In reviewing the JEE and CS as directed by Her Excellency the President, the SRC
recognised the significant time that had elapsed since salaries were recommended and approved
for office holders under its purview, that is, since the 98" Report (2013) and the time of the CS
undertaken for the JEE in the 117" Report (2019). Consequently, the SRC deemed it appropriate
to solicit updated market data through a CS aligned to the 2023 market to inform further
recommendations. As a result, the SRC considered revised market values particularly in relation
to the value of the Anchors used in the CS for the 117" Report. The 2023 CS findings revealed
that there was justification to further revise the rates recommended in the 117" Report with an
effective date aligned with the next review period, beginning 2023.

217. However, it should be noted that the time available for responding to the July 2024 Review
did not permit a comprehensive review of allowances. It is recommended that a review of all such
allowances be addressed in a subsequent report. This will allow for the completion of
several surveys, including but not limited to, Housing Allowance, Overseas Travel Facilities,
Transport Facilities, and Subsistence Allowance.

The Higher Judiciary

28. The SRC has noted the feedback regarding the recommendations for the Higher Judiciary
in the 117" Report utilizing the market information from 2019. The Puisne Judge is the
Anchor for the Higher Judiciary and the incumbent is required to have ten (10) years’ experience
as a practicing Attorney and be the holder of a Bachelor of Laws Degree (LLB), a Legal Education
Certificate (LEC) and be admitted to practice Law in Trinidad and Tobago. The compensation of
the Puisne Judge, along with that of the other two offices in the Higher Judiciary (Chief Justice
and Justice of Appeal) are also fully exempted from taxation.

29. In the conduct of the CS which informed the 117" Report, market data was collected in
respect of Senior Partners of leading local law firms and Top Corporate Attorneys in the public
and private sectors. All Senior Partners surveyed possessed at least fifteen (15) years’ experience
and occupied executive decision making roles in their firms. A comparison of the total cash
compensation (salary, allowances, and benefits) of a Puisne Judge with that of Senior Partners and
Top Corporate Attorneys revealed that the Puisne Judge's compensation is ahead of the market.
This trend persisted in the 2023 CS data, although the market gap narrowed.

30. In essence, due to the tax-free status of the compensation packages afforded to members
of the Higher Judiciary, such compensation in comparison to market rates remains competitive.
Consequently, based on the market data collected in the last two CS reviews, increases in the
salaries of members of the Judiciary were not found to be warranted. However, having considered
the relative positioning of offices of the Higher Judiciary among other legal and judicial offices
within the purview of the SRC, the unique and singularly distinctive position held by members of
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the Higher Judiciary in our society and the need to attract the highest calibre of personnel to such
offices, the SRC is prepared to make certain recommendations.

31.  In that regard, the SRC has noted that under its 98th Report, there existed a differential
rounded off to 14% between the salary of a Puisne Judge and that of a Chief Legal Officer; 13%
between the salary of a Puisne Judge and that of a Justice of Appeal and 20% between the salary
of a Justice of Appeal and that of the Chief Justice. It has noted further, that in its 117th Report,
the SRC recommended revised base salaries for offices under its purview which were determined
by the application of relevant market based percentage increases to then existing salaries. In its
117" Report the SRC recommended a market based increase of 10.2% for Chief Legal Officers.

32. In light of the foregoing, the SRC considers it not unreasonable, and so recommends, that
the above mentioned salary differentials be maintained. The SRC therefore recommends that the
applicable differentials be applied firstly to the revised base salary of a Chief Legal Officer
to determine the recommended new salary of a Puisne Judge, and by corollary that of the
Justice of Appeal and that of the Chief Justice and that the resulting revised salaries for the
Higher Judiciary take effect from April 1, 2020.

33.  In keeping with its recommendations to revise rates for the next review period beginning
2023, as described at paragraph 26 above, the SRC recommends similar adjustments to the salaries
of offices in the Higher Judiciary.

34.  Furthermore, since the salary of the President of the Industrial Court is aligned with that of
a Justice of Appeal, and the salaries of the Vice President and Chairman of the Essential Services,
Industrial Court are aligned with that of a Puisne Judge, the SRC recommends a similar salary
adjustment for these three offices in line with the revised recommendations for the offices in the
Higher Judiciary. Additionally, the SRC recommends that an appropriate salary differential be
maintained between the Member of the Industrial Court and the Vice President and
Chairman of the Essential Services, Industrial Court.

35.  Based on the foregoing, and the recommendations for the period with effect from 2023, it
is to be noted that salaries for offices holders in the remit group would be impacted as follows:

Salary:
e 98.32% of the offices within the purview of the SRC prior to the
117 Report would be in receipt of an increase in salary;
e 1.68% of the offices within the purview of the SRC prior to the 117
Report would experience a reduction in salary;

Of those offices receiving an increase, 91% would receive an increase of over 20%, while 1.7%
would receive an increase of less than 10%.

Recommendations

36. Based on the review conducted of the 117" Report, the SRC recommends that its
recommendations therein remain save and except for the offices in the Higher Judiciary
(Chief Justice, Justice of Appeal and Puisne Judge) and the offices in the Industrial Court
(President, Vice President, Chairman, Essential Services and Member) in respect of which revised
salaries have been recommended. Additionally, the SRC recommends that the salaries of offices
under its purview be adjusted in 2023 as set out in Appendix II.
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37.

Further, the SRC renews its recommendation that a CS be conducted every three (3) years

to inform a General Review that is undertaken in a three (3) year cycle so as to ensure
compensation for offices are kept relatively current.

Effective Date

38.
(a)

(b)

Based on the foregoing, the SRC recommends as follows:
Salaries

(1) the revised salaries set out in Appendix II be implemented
in respect of the period April 1, 2020 to March 31, 2023;
and with effect from April 1, 2023 except in the case of the
Prime Minister, Members of Parliament and the Chief Secretary,
Tobago House of Assembly;

(i)  the revised salaries set out in Appendix II for the Prime Minister,
Members of Parliament and Chief Secretary, Tobago House of Assembly
be implemented in respect of the period October 1, 2020 to
September 30, 2023; and with effect from October 1, 2023; and

(iii)  in the case of the offices for which the remuneration package recommended
is lower than that which was previously applicable, the salaries and
allowances which were paid to an incumbent in accordance with
Minister of Finance and the Economy Circular No. 2 of 2014 dated
April 29, 2014 should remain personal to him/her as long as he/she holds
that office, until overtaken subsequently by increases in the salary and
allowances of their respective offices.

Allowances and Benefits

(1) The Duty Allowance and Special Duty Allowance have been consolidated
into basic salary and should be regarded as having been discontinued from
April 1, 2020, except in the case of the Prime Minister for whom the
Duty Allowance should be discontinued from October 1, 2020.

(i)  Except in the cases where specified in Appendix II, the revised
allowances and benefits applicable to the office holders, excluding
the Prime Minister, Members of Parliament and the Chief Secretary,
Tobago House of Assembly, should take effect from April 1, 2020. In
respect of the Prime Minister, Members of Parliament and the
Chief Secretary, Tobago House of Assembly, the effective date should be
October 1, 2020.

(iii)  The following allowances/benefits should take effect from the date of the
appropriate Circular giving effect to the recommendations of the SRC:

i. Motor Vehicle Loan Facilities and Tax Exemptions; and
ii. Subsistence Allowance



Dated this

QUM day of October, 2024.

Nicole Ferreira-Aaron
(Chairman)

Sandra Marchack

Y ) : \/(:‘\J -

......................................

/
Charles Martin de Gannes



APPENDIX I

NUMBER OF OFFICES TO BE REVIEWED BASED ON THE REMIT AND

ACCORDING TO FAMILIES
No. Family Total
1 No Family Alignment 13
2 Elected and Appointed Officials 24
3 Judicial Offices 12
4 Legal Offices 65
5 Top Managers in the Public Service and Statutory Bodies 64
and Senior Officers in the Protective Services and the
Defence Force
6 Appointed Officials to Commissions and Boards 28
TOTAL 206

OFFICES TO BE REVIEWED BASED ON THE REMIT (In alphabetical order)

NO FAMILY ALIGNMENT

00N oL s W

Chairman, Essential Services Division, Industrial Court
Chief Justice

Deputy Director, Police Complaints Authority

Deputy Information Commissioner

Director, Police Complaints Authority

Information Commissioner

Justice of Appeal

Member, Industrial Court

Ombudsman

10. President, Industrial Court

11. Prime Minister

12. Puisne Judge

13. Vice President, Industrial Court

ELECTED AND APPOINTED OFFICIALS

1.
2

Alderman and Councillor
Assemblyman, Tobago House of Assembly (THA)



ELECTED AND APPOINTED OFFICIALS cont’d

Assistant Secretary, Tobago House of Assembly (THA)
Chairman, Regional Corporation

Deputy Chief Secretary, Tobago House of Assembly (THA)
Deputy Mayor, Arima

Deputy Mayor, Chaguanas

Deputy Mayor, Point Fortin

Deputy Mayor, Port-of-Spain

10. Deputy Presiding Officer, Tobago House of Assembly (THA)
11. Deputy Speaker of the House of Representatives

12. Leader of the Opposition

13. Mayor, Arima

14. Mayor, Chaguanas

15. Mayor, Point Fortin

16. Mayor, Port-of-Spain

17. Mayor, San Fernando

18. Minority Leader, Tobago House of Assembly (THA)
19. Parliamentary Secretary

20. President of the Senate

21. Secretary, Tobago House of Assembly (THA)

22. Speaker of the House of Representatives

23. Vice Chairman, Regional Corporation

24. Vice President of the Senate

VPN Y AW

JUDICIAL OFFICES

Assistant Registrar and Deputy Marshal
Assistant Registrar, Industrial Court
Coroner

Court Executive Administrator

Deputy Registrar and Marshal

Magistracy Registrar and Clerk of the Court
Magistrate

Master of the High Court

Registrar & Marshal of the Supreme Court
10 Registrar, Equal Opportunity Tribunal

11. Registrar, Industrial Court

12. Registrar, Tax Appeal Board

RN W=

LEGAL OFFICES
1. Assistant Chief Parliamentary Counsel
2. Assistant Chief State Counsel, Inland Revenue Division
3. Assistant Chief State Solicitor
4. Assistant Director of Public Prosecutions

































































































































































































































































































































































































































































































































































































































































































































