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“So teach us to number our days, that we may gain a heart of wisdom” Psalms 90: 12
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i. [bookmark: _Toc112665045]List of Abbreviations
	ADB
	Asia Development Bank

	APRA
	Annual Performance Reward Assessment

	CEO
	Chief Executive Officer

	COLA
	Cost of Living Allowance

	DFAT
	Department of Foreign Affairs and Trade

	FALE
	Pacific Fale (Public Service MFAT program)

	FTE
	Full Time Employee

	FY
	Financial Year

	HR/HRM
	Human Resources/Human Resources Management

	HTHH
	Hunga Tonga Hunga Ha’apai

	ICT
	Information Communication Technology

	KPI
	Key Performance Indicator

	M&E
	Monitoring and Evaluation

	MAFF
	Ministry of Agriculture, Food and Forests

	MTED
	Ministry of Trade and Economic Development 

	MDAs
	Ministries, Departments and Agencies

	MEIDECC
	Ministry of Energy, Information, Disaster Management, Environment, Climate Change and Communications

	MET
	Ministry of Education and Training

	MFAT
	Ministry of Foreign Affairs and Trade (NZ)

	MFNP
	Ministry of Finance and National Planning

	MIA
	Ministry of Internal Affairs

	MLNR
	Ministry of Lands and Natural Resources

	MOF
	Ministry of Fisheries

	MoH
	Ministry of Health

	M&E
	Monitoring and Evaluation

	MTED
	Ministry of Trade and Economic Development 

	MDAs
	Ministries, Departments and Agencies

	MPE
	Ministry of Public Enterprise

	MRC
	Ministry of Revenue and Customs

	NBS
	National Bureau Statistics

	OAG
	Office of the Attorney General

	PAL
	Palace Office

	PDD
	Performance Development Division

	PMO
	Prime Minister's Office

	PMS
	Performance Management System

	PSC
	Public Service Commission

	RA
	Remuneration Authority

	SDG
	Sustainable Development Goal

	TA
	Technical Assistance

	TNQAB
	Tonga National Qualification and Accreditation Board

	TOR
	Terms of Reference

	TSDF II
	Tonga Strategic Development Framework II 2015 – 2025

	WB
	World Bank

	WD
	Workforce Development






ii. [bookmark: _Toc112665046]Foreword Statement
a. [bookmark: _Toc112665047]Prime Minister, and Minister of the Public Service Commission 
[image: ]A new Government was elected by the end of Quarter 2 of this 2021/22 financial year, of which I am honored to lead as Prime Minister.   The start of 2022 brought unprecedented challenges to this new Administration due to the Hunga Tonga and Hunga Ha’apai (HTHH) volcanic eruption on the 15th of January and then followed by Covid19 first cases in February and which continued to the end of the financial year.
The eruption and severe damages followed by Covid 19 were unprecedented not only in its severity, scope, and toll both on infrastructure, standards of living and on the health and wellbeing of the country at all levels, but also on a newly formed government.  A national rapid response and a recovery plan had to be made quickly.  
One of the most gratifying experiences managing the rapid response and recovery process that was mobilized was the spirit of service and unity demonstrated at every level of the Public Service. The cluster group structure set up for GITA in 2018 was activated and adapted with national emergency committees and working committees working hand in hand, through long hours beyond the call of duty.
I am humbled and greatly indebted to the Ministers and Chief Executives across government for the incredible unity, service ethos and faith that were the bedrock of the response and recovery process we provided at all levels of service to our people.  Words are not adequate to convey my appreciation to the sacrifice, the commitment, administration, and coordination of different cluster teams, entities both government and non-government to take Tonga back to normal.
I am proud to work with a resilient public service and acknowledge the leadership of the Commissioners and the Office of the Commission in the efficient coordination of service delivery and the enabling responsive work policies and instructions to support the Government working in these unprecedented and volatile times. 
We are humbled to live under God’s incomparable Grace and acknowledge His Sovereignty over us all.

With my best wishes 




Hon. Hu’akavameiliku
Prime Minister of Tonga
b. [bookmark: _Toc29281387][bookmark: _Toc51960999][bookmark: _Toc56763811][bookmark: _Toc80608596][bookmark: _Toc112665048]Chairman, Public Service Commission
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Description automatically generated with medium confidence]There was a smooth transition of governance across government when the new government were called into office and officially seated as the executive arm.    Given that key central agencies were still under the leadership of former Cabinet members, this transition was fairly smooth.

The unprecedented events brought about by the volcanic eruption of Hunga Tonga and Hunga Ha’apai (HTHH) on January 15 and the confirmation of Covid-19 cases in February 2022 led to redirection of priorities and activities across the Public Service to manage the emergency situations. 
									
The Commission was already prepared policy wise regarding special instructions for employees as well as overseas stranded employees due to Covid19; and focused on other instructions regarding remote working requirements during lockdowns and reallocation of resources to priorities of the Government especially to the Minsitry of Health, and to the rapid and recovery response to the two disasters.

We have come out of this twin disasters due to the strong, strategic, and the engaged leadership and drive of the Prime Minister and His Cabinet, and to the Chief Executives and their teams who administered the programs. The Commission acknowledges the significant progress made into our recovery. 

I also acknowledge the leadership and guidance of the former Prime Minister Hon Dr. Pohiva Tuíónetoa and other members of Cabinet for leading us in the first half of the financial year.  Similarly, to my fellow Commissioners, the CEO of the PSC and her staff in ensuring that the machinery of Government continues to deliver stable and essential services to Tonga.

I specifically acknowledge the contribution of Commissioner Dr Taniela Fusimalohi, who resigned from his position to become a new Member of Parliament.  We also welcome Mrs Éleni Mone who has been appointed as his replacement.

We thank God for his infinite Grace in his supernatural cover and provision during this difficult time.


Faka’apa’apa atu 




________________________________
Mr. Simione Sefanaia
Chairman of the Commission
1. [bookmark: _Toc56763812][bookmark: _Toc80608597][bookmark: _Toc112665049]EXECUTIVE SUMMARY

The Public Service Commission (PSC) was established as the central Human Resource agency for twenty (20) schedule 1 Ministry agency of the Government of Tonga on 1st July, 2003 under the Human Resource aspects of the public service. In this capacity, the work of the Commission is always demanding.  In this financial year, new challenges were faced across Government due to the impacts of the Covid19 lockdown on public service delivery.

Since 2018/2019, the same self-assessment scale has been used to evaluate the performance of the seven (7) respective divisions of the PSC Office according to their individual key performance indicators and the outputs set out in the Corporate Plan and Annual Management Plan for the 2021/22. 
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	Exceed
	Achieved
	On Target
	Delayed/
Deferred
	Completed
	Not achieved
	Not Applicable



The specific results as per the Annual Management Plan is as follows:

PSC CONTRIBUTION TO WHOLE OF GOVERNMENT OBJECTIVES 
The Commission contributes directly to international and regional commitments such as the Sustainable Development Goals and the Samoa Pathway in two SDG goals (SDG 5 and SDG 16).

Contribution to the SDG gender equality targets (SDG 5.5.1, 5.5.2) and Samoa Pathway (16.6.2, 16.7.1) involved awareness and information sessions throughout Vavaú, Tongatapu, Haápai to implement the new Sexual Harassment policy approved by Cabinet in March 2021.   Due to the lockdown, audio visual materials in Tongan and English as well as guidelines on the policy were developed and delivered to all Ministries.  Distribution to the Niuas were made in July and audio visuals to Vavaú and Haápai were also made in August of this year.

For the period of 1 July 2021 to 30 June 2022, the male: female ratio at CEO levels (Schedule 1 & 2) continues to be significantly higher for males at 69:31, with Schedule 1 at 64:36; and Schedule 2 at 77: 33.

At the Deputy level, Schedule 1 has more females at 52% at 48:52%; Schedule 2 continues to be dominated by males at 73:27%

Corporate Plan 2021/2022 – 2023/2024

Eighty-nine percent (89%) of set work of the new revised CP Logframe to be completed for 2021/22 was achieved.

Annual Management Plan Output performance

A total of 161 key performance indicators (KPIs) for this financial year were delivered under seven (7) key outputs reflecting the core functions of the Commission.  Eighty-seven percent (87%) was achieved, 11% not achieved and 2% were no longer applicable.  This is a slight decrease from last year’s which was reported at 89%.

The Leadership Sub program 1 completed the overtime policy approved by Cabinet to manage the wage bill and which was a budget support trigger; and speedily developed specialized instructions to manage the work processes, and to cater for public servant’s wellbeing during lockdowns.  It assisted with coordination and reallocation of resources to priority areas of need in MOH management of Covid 19 cases and the rapid response and recovery efforts from the volcanic eruption.

The lockdown triggered the development of audio-visual versions of the Sexual Harassment Policy, Overtime policy, and 10 laptops were received from Pacific Fale to increase the number of staff who can work remotely from home.   A draft Fraud policy which is a new policy initiative from 2019/20 was being finalized in this period by the Commission.  

The annual Cost of Living Adjustment (COLA) review in April 2022 included a revision of savings from unspent areas and recommended a government-wide organizational review of the Public Service to ensure that services are streamlined and in the right affordable size.  This will be carried out in the next two years of this Corporate Plan.  Work on reforming the public service has progressed with several Technical Assistance by DFAT on the revision of the Job Description and COP as part of the establishment measures to address the wage bill.  Likewise, recruitments of a TA to review the Government PMS system was finalized in June for the review to commence in late July 2022, as well as an organizational review of the Office of the PSC.  

Eighteen Disciplinary/grievance cases were processed within timeline through 15 Charge Formulation Committee (CFC) meetings, and there were 3 appeals against the Commission Decisions. Highest breaches have been on absence without authority, breaches of the social media guideline and fraudulent behavior. 

The Workforce Development Sub program 2 continued to generate workforce and training analysis (2x) for the whole public service and manage generic trainings and inductions.
Public Service employees (inclusive of Schedule I and II) grew by 135 or 2.4% from 5,747 employees (June 2021) to 5,882 employees, as of 30 June 2022.  The largest growth is from Schedule 1 Ministries at 3% and 2% from Schedule II Ministries.  Schedule I Ministries continue to employ the lion’s share of the Public Service employees at 74% whilst Schedule II accounts only for the remaining 26%.  Schedule II continues to have more male than females at 11%:89% (female: male) whilst females dominate I Ministries at 62%:38%.

Sub program 3 on Performance Development successfully completed the oversight of the government-wide performance management system for the 2020/2021 period including preparing the 2021/22 PMS.  Out of a total 5,682 Public service, 81% (4,608) were evaluated on their performance for 2020/2021.  This is an increase from a total of 5,596 Public servants assessed in the previous FY.

The FY 2020/21 continued to show a strong performance (98%) for both Schedule 1 & 2 - slightly better than the previous year (96%).   Of the 4,608 who were evaluated, (38%) met expectations, 55% exceeded 5%  were outstanding (5%).  Included in this assessment are Schedule 2 employees (Tonga Audit Office, HMAF, Tonga Police, Tonga Fire, Prisons).  The overall results are fairly the same as the previous year.

Cabinet endorsed 16 CEOs for their performance in 2020/2021 with only one CEO (6%) exceeding performance. 

Sub program 4 on Human Resources Management managed and monitored MDA’s HR needs.  A total of 817 (87.5%) out 934 cases were approved by the Commission through 83 Commission meetings and 22 circulations.   The total cases mark around a 90% increase from 526 cases in the previous year, which is a significant increase due to the lifting of frozen positions from the previous year.  Seventeen (17 - 2%) cases were not approved (2%) and 77 cases (8%) were deferred, and some were decided on a later meeting.  Health, Infrastructure, Education critical positions were prioritized.  A significant time was spent on policy and instructions relating to the pandemic (Covid 19 and Lockdowns, and policies such as a revised policy on Overtime and the new Government Register framework.  The team also facilitated 361 recruitment interviews.

Sub Program 5 (Oversight) monitors the work of the office, the data analysis and analytics in staffing and wage bill matters.  As of June 2022, vacancies continued to go down and stood at 292 compared to 370 in the same period of the previous year.

The government wage bill went up to 66% end of June 2022, compared to the 56% as at 30 June 2021, indicating the adverse effect of the volcanic eruption and onset of the Covid 19 pandemic and lockdowns.

Compared to the 41% approved in 2020/21 Fy, ninety-two (92%) of requested positions were approved mostly from Health mid-management level, and 62 posts for pharmacist trainees and lab technicians during the Covid 19 outbreak.  Approximately $178,882 was pooled back to Finance.  Thirty-two Talatalanoa programs covering 644 public servants from Vavaú, Haápai and Tongatapu on policy and code of ethics and conduct areas, 3 newsletters, and 2 ME analytics were provided.


Sub Program 6 looks after Remuneration related work.  
Job sizing increased almost 6.5 times that of the previous year from 119 positions to 763.  This corresponded to postions that were new, redesignated or were frozen.  Benchmarking exercises went down by almost 50% from previous year from 619 to 341 postions which is to be expected.  However, limited progress was made on transitioning Job Descriptions with only 10% transitioned due to the pandemic lockdowns.

Cabinet approved 112 positions that were re-evaluated with 32 positions changed (31 one band up and 1 one band down).  Eighty (80) positions remain in their current bands.  The number of revaluations has been fairly constant over the past three years.

A 2.2 million pa’anga budget for Performance reward was approved by Cabinet in May 2022 for the 2022/2023 FY PMS.  This amount has been relatively the same over the years.  Cabinet also approved a supplementation of $0.2 million pa’anga to act as a buffer for any shortfalls on the proposed estimate.

A Cost-of-Living Adjustment (COLA) from savings from unspent budgets were reallocated to adjustments for the new FY.  Support to the development of the new Overtime Policy was made through granular analyses of overtime spending in the last five years showing excessive overtime use across Government.

Reviewing of the Classification of Position (COP) is an ongoing process, where the team works with the Commission on minimum requirements, redesignations 

The Administration and Oversight of staff, ICT and operations was managed under Sub Program 7 on Corporate Services.  The PSC Building renovation completed in mid-June 2021 and the PSC office started the new FY 2021/2022 in the revamped office following a dedication program.

Considering the national emergencies, PSC financial performance whilst strong, was not as good as the previous year with actual expenditure at 86% (down by 5% from 91%) and budget performance (expenditure against forecast) at 91%, down by 4% from 95% in the previous period.  There was a drop in the budget transfer to four (4) from the eight (8) transfers from the last FY and there was no procurement.

STRATEGIC CHALLENGES

The eruption and severe damages followed by Covid 19 were unprecedented not only in its severity, scope, and toll both on infrastructure, standards of living and on the health and wellbeing of the country at all levels, but also on a newly formed government.

A national rapid response and a recovery plan and action had to be made quickly.  The cluster group structure that was set up for GITA in 2018 was activated and adapted with national emergency committees and working committees working hand in hand, through long hours beyond the call of duty. 

Programmatically, a new challenge for PSC was the departures of some senior (middle management) staff due to promotion elsewhere, and increased number of HR cases management due to the unfreezing of frozen positions and the revision and development of new policy instructions during this period.  This has led to more frequent Commission meetings which called for more preparatory times of cases and policies, secretariat duties and after hour services.

CONCLUSION

The two disasters that visited Tonga in the third quarter of this period galvanized the new government into new and adaptive governance and operational modality reflecting strong resilience.  The Public Service went quickly into action and the cluster modality of working in emergencies saw all of government MDAs, the public enterprises, the private sector, humanitarian-based NGOs such as the Tonga Red Cross, Tonga Health, Tourism Authority, and the Reserve Bank working together for several months. Other entities were coopted for the cluster committees.

We saw the government reallocate resources to priority areas and PSC worked with CEOs and teams in facilitating a support base (human resources, equipment and vehicles), communications and logistics for the MOH in particular.  Additionally, the PSC developed guidance and templates in addition to special instructions to working remotely, rostering and to checking on the welfare of employees.  Some neighboring countries sought PSC’s guidance and policies on these areas.
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2. [bookmark: _Toc80608598][bookmark: _Toc112665050]OVERVIEW of the PUBLIC SERVICE COMMISSION
The PSC’s mandate covers sixteen (16) Ministries and four (4) agencies under the Public Service (Amendment) Act 2002 which lists twenty (20) functions listed on the next page. The latest legislative change is amendment to the Public Service Act 2002 with the movement of the position of the Private Secretary, Palace Office to Schedule II.  Other proposed amendments have been made awaiting submission to Cabinet and to Parliament.
The PSC has continued to focus on reforming the public service into a nationally and internationally respected, trusted, and highly reputable entity. This means fostering a more performance-oriented workforce, shared purposes, and values; a spirit of service, and an efficient and transparent service delivery to achieve the national outcome of:
“A more efficient, effective, affordable, honest and transparent Public Service with a clear focus on priority needs, with a strong commitment to improved performance and better able to deliver the required outputs of government to all people” (TSDFII 2015 – 2025).
[bookmark: _Toc12284090][bookmark: _Toc29281393][bookmark: _Toc56763814][bookmark: _Toc80608599][bookmark: _Toc112665051]2.1 Legislation, Mandate, Stakeholders
The PSC and its Office operated under the following Public Service legal mandates and guiding principles;
[bookmark: _Toc12284091][bookmark: _Toc29281394]
[bookmark: _Toc56763815][bookmark: _Toc80608600]

2.1.1 [bookmark: _Toc112665052]Functions of the Commission
PSC is the Central Agency responsible for the effective management of the Tonga Public Service with the following principal functions (Public Service Amendment Act 2010);
1. Develop systems, standards and procedures for the continual performance improvement and performance management of the Public Service;
1. Act as adviser to Government on the management of the Public Service;
1. Consult with the Prime Minister on a regular basis regarding the performance of the Public Service;
1. Advise the Prime Minister on, and monitor the implementation of, public employment policies;
1. Ensure that the Public Service upholds the Public Service Principles;
1. Appoint, promote, confirm, discipline and dismiss employees and resolve employment disputes;
1. Determine the respective designations and other terms and conditions, including the remuneration, for employment for employee’s subject to the approval of Cabinet;
1. Promote, uphold and ensure adherence to the merit principle in the selection of persons as, and the promotion and transfer of, employees;
1. Determine practices and procedures relating to the recruitment and appointment of persons as employees, the promotion of employees and the employment, transfer, secondment, redeployment, discipline and termination of employment of employees and any other matters relating to human resource management;
1. Consult with and advise Chief Executive Officers in relation to the development and application of appropriate human resource practices and procedures in their respective Ministries;
1. Consult with Chief Executive Officers in relation to the application of public employment policies in their respective Ministries;
1. Co-ordinate training, education and development programs regarding the Public Service in conjunction with Chief Executive Officers;
1. Assist as appropriate Chief Executive Officers in evaluating the performance of employees employed in their Ministries;
1. Consult with Chief Executive Officers on the development of appropriate standards and programs of occupational health and safety;
1. Conduct or cause to be conducted inquiries and investigations into, and reviews of, the management practices of Ministries;
1. Assist as appropriate Chief Executive Officers in the performance of their functions relating to the management of their Ministries;
1. Manage and mitigate disputes and grievances;
1. Regularly consult stakeholders on matters regarding the interests of the employees;
1. Assess or undertake, in consultation with the relevant Minister, an annual performance review of the Chief Executive Officers; 
1. And such other functions as are imposed by or under this or any other Act, or as directed by the Prime Minister.


The outputs of the work of the Commission are cascaded from and directed by these functions.



2.1.2 Stakeholders
The Public Service Commission serves as a central agency that provides human resource services to twenty (20) MDAs who are our primary customers with oversight from Cabinet.   Cabinet directives also give oversight to the Commission on the Public Service performance management (PMS) and Process flowcharting, so the PSC also works with Schedule 2 Ministries (Police, Fire, HMAS, Audit and Prisons – excluding Ombudsman and Legislative Assembly).
2. [bookmark: _Toc56763816][bookmark: _Toc80608601][bookmark: _Toc112665053]Governance and Operational Structure
The Public Service Commission operates under the direction of the Hon Prime Minister, with policy directions implemented under the oversight of the Chairman of the Public Service, Simione Sefanaia alongside a Deputy Chairman, Sinilau Kolokihakaufisi, and supported by four (4) Commissioners on a part time basis. 
[image: ][image: ]Commissioner Dr Taniela Fusimalohi resigned to take up a candidacy for Parliament for the no 12 Constituency (Éua) and was successful.  He has been replaced by Ms Éleni Mone in the last quarter of this FY. Figure 1 & 2: CEO Forum and new public SERVANTS’ induction training program
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[bookmark: _Toc112665054]Public Service Commission Organizational Structure
[bookmark: _Toc12284094][bookmark: _Toc29281398][bookmark: _Toc56763817][bookmark: _Toc80608602][bookmark: _Toc112665055]PSC’s Performance Management Framework
The following is PSC’s results log frame over a three-year period 2017/2018 – 2019/2020.  It has been revised in 2020/2021 reflected in blue.
Table 1: PSC's result log frame 2021/22 – 2024/2025
	National Impact “A more progressive Tonga supporting higher quality of life for all”

	National Outcome: “A more inclusive, sustainable and responsive good governance with strengthen rule of law”

	PSC Strategic Output
	Priority area
	Sub outputs
	KPI/Measure
	Baseline: Target 2016/2017/2018
	Impact
Link to national and corporate outcomes
	Risk
	Risk Management

	1. Leadership and Program Management 

Efficient, ethical, responsive and high quality service to the Commissioners, Prime Minister, Cabinet and PSC staff. 

And to the whole of government (through the ICT – CHRIS system – external)

	
CEO performance
Appraisal



Leadership and Talent Service



Policies/Budget support trigger (new)
	Aligned executive management to approved performance management 

Framework for the implementation of development of a senior leadership cadre.

Policy advice and drafting on various issues.
	CEO quality (staff engagement survey or organisational climate survey)

CEO performance - % who meet the performance expectations

Senior Executive service in place

 (Cabinet approvals)
	Baseline: 2019/20  results
Target: 
100% CEOs participation 
80% meet performance expectation
10% exceed






	
· Improved regulations (3.1d) 
· More effective leadership 
· Greater efficiency (wage bill maangement <53%)







Greater efficiency and turnaround time


Motivated and engaged staff 


	Political interference

High rate of referrals 

Covid 19 and pandemic related issues
	Proactive engagement and planning with Hon Ministers and Commission, CEOs, PSC staff and development partners

	
	
Automation


Employment Relations




	Internal processes/systems


Staff engagement
and Communications




	Register linked with Payroll/consolidated
E-govt 

% Staff satisfaction – culture/organisational survey
No of Grievances /Disputes



	Baseline: NA Efficiencies 
% progressive reduction in processing time, complaints cases, overpayments

Baseline 2019/2020


	
	Technology /IT gaps and capability

Expensive tribunals

Lack of staff ownership

Rigid interpretations
	Proactive policy review and development


Strategic and targeted staff engagement


Development experts  to support process


	
	




	
	
	
	
	
	

	1. Workforce Development

Increased pool of competent, disciplined, and qualified Public Service staff in key managerial and technical areas 
	Management & technical skills development/ deployment

Demand driven Government wide capacity development/training plan 


Fully equipped Training facility
	Pool of Qualified Staff deployment in areas of demand

Revised workforce  Development framework 2021-2025

Mechanism for recognition and accreditation of short-term trainings in place  
	Immediate and medium-term funding secured

% Pool of Technical and professional staff in place


TNQAB recognition


	Baseline:  2019/2020 training report
Target: 

Pool of talent increases by 2 % annually




80% Formal recognition of qualifications 


	Middle to senior Leadership/
Management/
Specialists’ pipeline 


Confident, qualified, and effective workforce

	No committed funding

Increased migration/exits of management/
Specialist staff
	PSC Training plan submitted for scholarships – in country and external 

More targeted in-house succession planning, shadowing opportunities and training

Active resources mobilisation from development partners 

	1. Performance Development 

Performance Based Systems established for developing, managing and improvement of Public Service Performance. 

	PMS Oversight


Business Excellence




	Public Service Performance M&E

Performance Moderation and Quality Check

Tonga Business Excellence Program


	% of underperformers with improved performance across a FY

CHARS Dashboard/equivalent operational in at least 5 Ministries

No. Of Best Practices shared

No of Game Changer Projects recognized
	Reduce by 60% from previous FY



2 Ministries



Best Practice initiative adopted

At least 2 Game Changer Projects
	Ongoing performance improvement in the Public Service

Improved efficiency and effectiveness of Public Service
	Weak enforcement 



Lack of participation in Excellence Program 

	Hold CEOs accountable for Public Service performance  

Intensive Awareness Programs at all levels and to gain full support from Cabinet and CEOs

	1. Human Resource Management

An effective HR Management System is implemented with phased delegation in functions to line Ministries
	Devolving HR management functions to Ministries

Revision of Regulations and policy instructions 


	Approved delegation areas for pilot

HR tools in place


	% of Ministries in compliance with HR policies and procedures

% of Ministries trained in HR systems/tools

% in pilot HR delegation – HR function readiness
	Baseline: 2019/2020 data

Target: Pilot Ministries 



Ministry HR profile

	High quality and efficient Public service delivery 
	Weak HR capacity in line agencies

Poor ME & supervision 

Not a government priority
	Attachment opportunities to PSC, ongoing training
HR Manager post to each Ministry

Ongoing engagement with Minister and MFNP

TA – HR specialist suport

	1. Oversight

Clear mechanisms & improved data collection to monitor, review and strengthen core functions, coordination and service delivery across the government machinery. 


	M&EL results matrix and learnings fed into performance improvement framework/PMS

Strengthening organisational review/assessment capacity 


Stakeholder Communications and Engagement  
	ME Monitoring of Government Corporate Plans and AMP 

2. MDA Implementation/ progress reports from Auditors reports/Org review reports



online automated survey tools
	% of PSC or MDA sub-outputs exceeded / achieved / on target
% of PSC or MDA outputs exceeded / achieved / on target


No. Of Functional Reviews conducted 

% of recommendations progressed (x R/total R)

Surveys/Public service polling results
	80%



80%



4


20%


Baseline – 
% of support/complaints
Increase in 2019/2020 surveys
Website hits/visits
	· Improved data for tracking performance (3.1f)
· Improved MDAs performance 
· Improved management of government wage bill 

· PSC is a highly respected leader of the public service
	Lack of political will 


Lack of organized data in MDAs 

Lack of inhouse technical capacity 
	High level of engagement at Ministerial & CEO level

Ongoing In-house training for M&E within the PSC and to HR staff from MDAs


Outsourcing, external surveys/TAs

	1. Remuneration 
A fair equitable and affordable remuneration and incentive framework to attract, retain and motivate public servants is established. 
	New COP

New CF



Benchmarking 

Incentives and Rewards 
	Taxonomy of HRPositions linked to Payroll
JDs transitioning completed

Establish job evaluation & re-evaluation DB
	P hase 2 Completed
Phase 1 Completed

Positions taxonomy updated
	New COP- Baseline 30% for scoping and framing of the new CF

Written taxonomy guide for the public service
	Improve trustworthy, accountability and transparency of remuneration services
	Rejection of New COP & CF

Entitlement mentality

Expensive employment disputes
	Frequent consultations and public awareness of new COP & CF

Verification with external source [Hay Group]/Remuneration Authority


3. 
4. [bookmark: _Toc56763818][bookmark: _Toc80608603][bookmark: _Toc112665056]PSC GENERAL PROFILE
This report is in THREE sections.  The first is the PSC Office general profile.  The second is the PSC Office sub program results for the FY.  The last is the Workforce Profile for all of Government. 
[bookmark: _Toc56763819][bookmark: _Toc80608604][bookmark: _Toc112665057]3.1	PSC Staffing 
As of 30 June 2022, PSC total staff of 55, had forty-seven (47) staff at post with eight (8) still vacant, and with two (2) employees on study leave.  The eight (8) vacant positions: Deputy Secretary (Human Resource), SES Manager (Leadership), Principal Assistant Secretary, (Oversight), Senior Assistant Secretary (Performance), Senior Assistant Secretary (Remuneration) and Assistant Records Management Officer, Records Registrar, Computer Trainee (Corporate). By the end of the FY, only four (4) daily paid employees were still under contract. 
	Division Name
	No. of Permanent Employees
	No. of Contracted Employees
	No. of Daily Paid Employees
	No. of Vacancies
	Total No. of Employees

	Leadership Division
	6
	1
	
	1
	8

	Workforce Division
	3
	
	
	
	3

	Performance Development Division
	4
	
	
	1
	5

	Human Resource Division
	6
	
	
	1
	7

	Oversight Division
	4
	
	
	1
	5

	Remuneration Division
	4
	
	
	1
	5

	Corporate Division
	15
	
	4
	3
	22

	Total
	42
	1
	4
	8
	55


[image: ]Table 2: PSC Staffing 
Figure 3: PSC Staff group photo
First row (left to right): Lute Vailanu, Kefalina Loloa, ‘Ilisapesi Veikune, Florance Eke, Talanoa Fifita, Mona Taumoefolau
Second row: Dr. Lia Maka, Posesi Bloomfield, Simione Sefanaia, Pohiva Tu’I’onetoa, Mele’ana Puloka, Sinilau Kolokihakaufisi, Kaveinga Tu’itahi, Taniela Fusimalohi
Third row: Makelesi Vaea, Ronny Fono, Lolohea Tu’uhetoka, Moa Fonua, Asupa Latu, Lisimeili Loloa, Moleni Ika, Victorina Kioa, Taina Fifita, Nolini Vaka’uta, Franz Tu’uhetoka, Tevita Fotu
Fourth row: Taniela Makisi, Chris Tangataevaha, Kolosia Talamai, Salote Vakalahi, Neliane Afu, Suliana Wolfgramm, Jamie Sa, Siniteke Fotu
Fifth row: Siale ‘Akau’ola, ‘Isileli Tapueluelu
[bookmark: _Toc56763820][bookmark: _Toc80608605]Absentees; ‘Onelea Toki ‘Anitoneti Nofo’akifolau,, Malia Tonga, ‘Alamoni Nafe

[bookmark: _Toc112665058][bookmark: _Hlk111640321]3.1.1.	Established versus Non established staff

The PSC workforce increased to 51 established staff with three new positions added from the critical fund in this Financial Year 2021-2022.

Table 3: Total staff in category
	Category
	2019/2020
	2020/2021
	2021/2022

	Executive Staff (Band C to H)
	5
	6
	6

	Professional Staff (Band I to L)
	30
	29
	32

	Other Staff (Band M to S)
	13
	13
	13

	Total Established Staff
	48
	48
	51

	Unestablished Staff
	2
	3
	5

	TOTAL
	50
	51
	56



[bookmark: _Toc112665059]3.1.2	Appointments
Eight (8) new appointments were processed during the first quarter and quarter three (3) of this FY.

Table 4: PSC's Office Appointments
	Name
	Post
	Assumption of duty

	Rico Tuhanuku
	Legal Officer
	29th September, 2021

	Te Rhani Kara
	Assistant Secretary
	4th April, 2022

	Vaeatangitau ‘Akau’ola
	Assistant Secretary
	4th April, 2022

	‘Ofa Lemani
	Computer Programmer
	12th April, 2022

	Mele Lute Hingano
	Accountant
	9th May, 2022

	Siuola Vaipuna
	Assistant Secretary
	20 June, 2022

	‘Ana Tautua’a
	Assistant Secretary
	20 June, 2022

	Beatrice Lavemai
	Assistant Secretary
	20 June, 2022






[bookmark: _Toc112665060]3.1.3	Promotions
Eight (8) staff promotions were processed this FY, which is increase from three last FY.

Table 5: PSC's Promotions

	Name/ current position
	New Post promoted to/ Division
	Assumption of duty

	Jamie Sa (Assistant Secretary)
	Senior Assistant Secretary (HRM, Oversight)
	22 September 2021

	Taniela Makisi (Senior Assistant Secretary)
	Principal Assistant Secretary (HRM)
	16 December 2021

	Lisimeili Loloa (Senior Executive Officer)
	Senior Records Manager
(Corporate)
	17 December 2021

	Lolohea Tu’uhetoka (Accountant)
	Senior Assistant Secretary
(Corporate)
	17 December 2021

	Sulieti Fakakovikaetau (Assistant Secretary)
	Senior Assistant Secretary
(Workforce)
	7 April 2022

	Malia Tonga (Assistant Secretary)
	Senior Assistant Secretary (HRM)
	22 February 2022

	Neliane Afu (Assistant Secretary)
	Senior Assistant Secretary (HRM)
	19 May 2022

	Salote Vakalahi (Records Registrar)
	Senior Executive Officer (Corporate)
	19 May 2022




[bookmark: _Toc112665061]3.1.4	Transfer and Promotions
Four (4) staff were transferred to/from other Ministries due to promotions.

Table 6: Transfer and Promotions
	Name/ current position
	To

	Ministry
	Assumption of Duty 

	Sisilia Taulava (Economist), Prime Minister’s Office
	Senior Assistant Secretary
	PSC
	22 September, 2021

	‘Elisapeta Lemoto Fa’aui (Legal Officer), Prime Minister’s Office
	Deputy Secretary
	PSC
	3 January, 2022

	‘Ana Nau (Computer Trainee)
	Assistant Teacher Diplomate
	MET
	28 February 2022

	Siniteke Fotu
(Assistant Secretary)
	Senior Assistant Secretary
	Internal Affairs
	5 May, 2022








[bookmark: _Toc112665062]3.1.5	Resignation 
There were five (5) resignation from PSC Office in this FY most of them received promotions through other job offers.  

Table 7: PSC's Resignations
	Name/ current position
	Reason
	Effective date of resignation

	‘Isileli Tapueluelu (Computer Programmer)
	New Job offer (Police)
	19 July 2021

	Lu’isa Lapao’o
(Principal Assistant Secretary)
	New Job offer (Friendly Island Shipping Agency)
	27 August 2021

	Michael Havili (Assistant Records Management Officer)
	Pursue further study (USP)
	10 January 2022

	Tevita Fotu
(Deputy Secretary)
	New Job offer (USP)
	9 May 2022

	‘Alamoni Nafe (Senior Assistant Secretary)
	New Job offer (Tourism Authority)
	20 June 2022



[bookmark: _Toc112665063]3.1.6	Overseas Travel
Due to Covid-19 border closures from March 2020, all overseas work travels were cancelled.

[bookmark: _Toc112665064]3.1.7	Domestic Travel
During quarters one (1) and two (2) official Domestic travel to Outer Islands (Vava’u, Ha’apai and ‘Eua); the purpose of this travel was to; 
Table 8: Vava’u
	Name & Post
	Division
	Dates

	Lia Maka , Chief Executive Officer
	Leadership
	
13 Sept – 17 Sept 2021



	Victorina Kioa, Deputy Secretary
	Oversight
	

	Mona Taumoefolau, Assistant Secretary
	Leadership
	

	Jamie Sa, Assistant Secretary
	Human Resource Management
	



Table 9: ‘Eua;
	Name & Post
	Division
	Dates

	Dr. Lia Maka, Chief Executive Officer
	Leadership
	
2 Nov – 5 Nov 2021

	Victorina Kioa, Deputy Secretary
	Oversight
	

	Jamie Sa, Senior Assistant Secretary
	Oversight
	



Table 10: Ha’apai; 
	Name & Post
	Division
	Dates

	Dr. Lia Maka, Chief Executive Officer
	Leadership
	
22 Nov – 23 Nov 2021

	Victorina Kioa, Deputy Secretary
	Oversight
	

	Taniela Makisi, Senior Assistant Secretary
	Human Resource Management
	23 Nov – 26 Nov 2021



[bookmark: _Toc112665065]3.1.8	Attendance
	Attendance
	On Time %
	Late %
	Leave
	Comments

	Quarter 1
	87%
	13%
	5%
	

	Quarter 2
	82%
	18%
	15%
	

	Quarter 3
	87%
	13%
	7%
	January data was complete, but Feb and Mar were inconsistent due to lockdown.

	Quarter 4
	90%
	10%
	15%
	April attendance was excluded due to lockdown. The above data is only reflective of May and June 2022. 



The PSC staff during the lockdown were allowed to work remotely, some (drivers, registry officers, senior officers were assigned to the Ministry of Health to help with logistics and 
[image: ][image: ]driving duties.
[image: ]Figure 4 & 5 : Internal Induction of new employees to the PSC office and PMS Internal moderation 
Figure 6: Staff group photo at the PSC office
[bookmark: _Toc80608615][bookmark: _Toc112665066]4. PSC Performance by Sub-Programs (Sub-Outputs)
PSC’s performance is discussed in the following order:
i. PSC Contribution to Whole of Government Objectives (TSDFII  Samoa Pathway, SDGs)
ii. Performance Against the Annual Management Plan 2021/2022
The rating was based on averaging the achievement status of targets/output for the year by sub program (division) using the self-assessment scale below. A trend analysis is also provided on performance. 

Figure 7: Infographic Rating Scale
[image: Diagram

Description automatically generated]
[bookmark: _Toc80608616][bookmark: _Toc112665067]4.1 PSC contribution to whole of Government objectives
4.1.1 Contribution to the SDGs and TSDFII 
The Commission contributes directly to the Sustainable Development Goals (SDGs) and the Samoa Pathway in two goals - SDG 5 and SDG 16. 
Table 12. PSC Contribution to SDG and SAMOA pathway goals
	SDG Goal
	SAMOA Pathway
	Target
	Indicator
	Achievement

	Goal 4
Quality Education
	S4
Education

S5
Capacity Building
	SDG 4b (Scholarships)
	4.b.1
Volume of official development assistance flows for scholarships by sector and type of study
	PSC public service workforce Output 2 – developing workforce capability

Annual training needs analysis inform scholarship allocation

Talent and leadership trainings for senior executives; generic training

	Goal 5. 
Achieve gender equality and empower all women and girls 

	S6
Gender equality & women development

	SDG Target 5.1 
End all forms of discrimination against all women and girls everywhere 


	Indicator
5.1.1 Whether legal frameworks are in place to promote, enforce and monitor equality and non-discrimination on the basis of sex
	Refer to PSC Sub Output 1, 4 – Sexual Harrassment policy awareness training, case management process; Gender disaggegated data

	
	
	SDG Target 5.5 
Ensure women’s full,effective participation & equal opportunities for leadership at all levels of decision-making(political, economic, public life) 
	Indicator
5.5.2 Proportion of women in managerial positions

	Refer to PSC Output 1, 4 Reporting on 5.5.2, to deputy CEO level for the public service.  

Female:Male (Sch 1 & 2)  
CEO level 
31:69%

Deputy level
52%:48%  (Schedule 1)
 73:27% (Schedule 2)

	Goal 16. 
Promote peaceful and inclusive societies for sustainable development, provide access to justice for all and build effective, accountable and inclusive institutions at all levels
	S7
Promoting peaceful society and safe community

S8
Data and statistics
	SDG Target 16.6 Develop effective, accountable and transparent institutions at all levels 

	Indicator
16.6.2 Proportion of the population satisfied with their last experience of public services 

	Refer to PSC Output 5 on surveys conducted.


	
	S8
Data and statistics
	SDG Target 16.7 
Ensure responsive, inclusive, participatory and representative decision-making at all levels 
	Indicators
16.7.1 Proportions of positions (by sex, age, persons with disabilities and population groups) in public service, compared to national distributions
	Refer to PSC Output 1. Output 5 As per above

Public Service Register is gender disaggregated – established and approved by Cabinet June 2021 has been regularly updated and is current 



Contributing to SDG 16 target (SDG 16.6.2 – developing effective, accountable and transparent institutions at all levels) is the core work of the Commission and  is part of this report. However, an important milestone which was a budget support trigger for wage bill management is the passing by Cabinet of the Overtime Policy.  Implementing of various policies such as the Register and special instructions for Covid19 and workplace conditions including social media and political neutrality guidelines contribute to effective and accountable governance of the public service (SDG16).

[bookmark: _Toc80608617][bookmark: _Toc112665068]4.2 PSC progress against 3 years priorities (Corporate Plan)

[image: ]Figure 7: PSC Corporate Plan (CP) KPI performance as at 30 June 2022.
This Corporate Plan 2021/22 to 2024/25 rolls over a few targets from the previous CP which is the Classification of Posts job clustering and related work on Job Descriptions and the Public Service Competency Framework which is yet to be fully achieved (70%).  The phased HR delegation work was limited to interview process and development of templates to assist Ministries in being more HR compliant.  New work targets include establishment measures to manage the wage bill which includes new policies and regulations amendments on fraud; monitoring and enforcement of the overtime policy; strengthening workforce capability focusing on leadership and talent and on building the capacities of employees across the service.
Out of 61 KPIs for the current CP, 89% of the target for this 2021/22 FY was achieved. Eight percent (8%) was not achieved.  The key reasons for the non-achievements were Covid-related delays which prevented proper monitoring of HR compliance of Ministries for devolution purposes; lockdowns preventing training and induction programs for the Workforce Division.
[image: ]

[image: ]The Annual Management Plan (AMP) for 2021/22 had 165 KPIs to be achieved by the seven sub programs.  Eighty-seven (87%) achieved; and 13% was not achieved.
The results are discussed in detail in the next section.







Table 13:  ME Summary Table of CP Performance as at end of June 2022
[image: ]
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[bookmark: _Toc80608618][image: ]
[bookmark: _Toc112665069]4.3 PSC contribution against its Annual Management Plan 2021/2022
Seven subprograms worked COLLECTIVELY to achieve the following outputs in this period.  A total of 87% of a total 161 key performance indicators were achieved, 11% were not achieved and 2% were no longer applicable.
Figure 8: Summary of PSC overall AMP performance 2021/2022
[image: ][image: ]

[bookmark: _Toc56763831][bookmark: _Toc80608619][bookmark: _Toc112665070]4.3.1	Summary of PSC progress against Key Sub-program Outputs

These are summarized according to the seven sub-programs.
[image: ][image: ]Figure 9 & 10: Photos from the office retreat on JULY 2021


Sub-Program 1: Leadership, Legal, Policy, Strategic Foresight
[image: ]
[image: ]

This output addresses a number of functions of the Commission which includes indicators on        employment decisions, policy advice and development, CEO recruitment, management of grievances, disputes and disciplinary matters, appointments, performance management, reporting, engagement with key stakeholders and resource mobilization.
Sub Program 1 manages three work streams.
0. the Commission Unit which looks after all Commissioners activities including CEO matters. It has two staff: CEO Performance Coordinator and Principal Registry Officer. This Unit also works with the HRM team in HR case management.
0. Legal, Policy and Investigation Unit which is headed by a director (promoted and transferred from PMO on 3 January 2022), Legal Officer (appointed on 29 September 2021) and Senior Policy Officer (appointed since February 2021).
0. the CEO office comprising the CEO and an executive officer (vacant since April 2021).

Of the FIVE sub-outputs, the following are the highlights

SO 1.1 Fair, responsive decision making
· A total of 846 cases was submitted, of which 98% was approved. This is increase from 526 cases in the 2020/21 period.
· The submission of PSC’s Annual Report 2020/2021 to Parliament on 27th August 2021.
SO 1.2 CEO Recruitment and Performance Management
· The performance assessment of CEOs for the 2020/2021 was endorsed by Cabinet with one 1 exceeding performance (4 rating). These CEOs are Schedule 1 CEOs only. Cabinet approved the salary increase for CEO PMS instead of bonus payment as per the PMS policy.
· Re-appointment of 1 Chief Executive Officer (CEO) for Ministry of Agriculture, Food and Forests. The recruitment of the CEO of the Ministry of Finance was substantially delayed and a fresh recruitment was made by end of June 2022.   CEO MET’s contract was extended for another one(1) year to November 2022.
· Five CEO Forums were conducted this year, compared to the planned 6 forums this is because of the COVI-19.  However, CEOs met regularly on a weekly basis over the 6 months period during the lockdowns as members of the National Emergency Committee and as leaders of different cluster working groups.  
SO 1.3 Policy Development and Advice
· The Leadership continued to work on a number of policy briefs and updates including policy revisions for the information of the Prime Minister and Cabinet. A number of Cabinet submissions on Policy (Revised Overtime policy,  policies cited above, 1 CEO re-appointment, 7 Gratuities claims) had a  100% approval rate.
· 3 Joint Policy Reform Matrix (JPRM) budget support triggers were successfully completed (Overtime Policy and Public Service Register) and gazetted, including amendments to the Public Service (Disciplinary Procedures) Regulations and Public Service (Grievance and Dispute Procedures), Public Service (Work Conditions and Leave Entitlements) COVID-19 Special Instructions, repealing 2G Government Housing with effect from 2 December 2016 (Dated 29th March 2022).
· A 12 months TA to support the Commission and the Ministry of Finance implement measures to address wage bill pressures started remotely in Quarter 2 of 2021 (Kelvin Andrews) and was in Tonga from May 2022 to continue (John Fotheringham).
· ADB funded two local and international consultants for the drafting and implementation of the Sexual Harassment policy. 
· Commission has finalised the Fraud Policy for the Public Service and is due to be submitted for endorsement by Cabinet in August 2022.  The policy’s  initial drafting was supported by MFAT.  
· The implementation of the Sexual Harrassment policy (SHP) was made through specific training through the PSC Talatalanoa Program.  The information and awareness sessions were funded by the ADB Consultant Ofa Guttenbeil Likiliki and policy team of the PSC. A total of 644 employees from Vava’u, Haápai and Tongatapu were informed and made aware of the SHP policy through 32 sessions.  Audio videos are being finalised to be sent to each Ministry to help with their own in-house awareness programs.

[image: ]

[bookmark: _Hlk112693551]SO 1.4 Strategic Foresight and Resource Mobilisation 

The Leadership has continued to dialogue with development partners on other suites of support 
· in terms of policy implementation of the sexual harassment policy with ADB, 
· AVI continued to support the office with a short term specialist in ME and data analytics who has completed a staff review of the PSC. 
· [image: ]The Public Service FALE Program is a MFAT funded project for Pacific Islands Public Service Commissions and CEO of the Commission is a member of the FALE Governance Board. The program is housed at the NZ Public Services Commission (Te Kanawa Mataaho).  The key focus is to support Pacific Governments in strategic priority areas. For this period, the PSC Office received 10 new laptops which assisted staff during the lockdown period, mentoring and coaching support including translation of documents to audio visual materials.

· Contract for the Review of the Government wide PMS system has been finalised with DFAT and Organisatonal Review of the PSC Office is being made by the MFAT funded Pacific FALE.

· [image: ]Other support includes TAs and capacity building support from Balance of Power leadership program support for executive and middle management employees, Australia Public Service and Pacific Fale on capacity building of public servants.

· The CEO of the PSC completed an online accredited modular course on Board Governance by the Institute of Directors funded by the Pacific Fale and so as other civil servants in Tonga who have been mentored and coached through various Fale Programs.

[image: ]
 Other budget support triggers continue to be negotiated with our partners such as the fraud policy; the planned organisataional reviews of the MDAs as part of the wider civil service reform, and potential legislative reviews on the  PSC Act and Regulations from these reviews.

No SO 1.5
1. Total new appointees: 250 employees
2. Internal Transfers = 234
3. Total exits from PS: 135 employees
     Means of exit from Public Service;
a. Resignation: fifty-eight (58) 43%
b. Retirement: forty-two (42) 31%
c. Medical Cessation: thirteen (13)10 %
d. Died in Service: ten (10) 7%
e. Dismissal: eight (8) 6%
f. Termination: four (4) 3%
g. 
WORKFORCE AVAILABILITY
Snapshot as of 30 June, 2022

i. Doctorate = 50% female; 50% male
ii. Masters = 35% female; 65% male 
iii. Post-graduate = 75% female; 25% male
iv. Bachelor = 60% female; 40% male
v. Diploma = 70% female; 30% male
vi. Certificate = 58% female; 42% male
vii. High School Certificate = 59% female; 41% male
viii. No qualification = 23% female; 77% male


WORKFORCE CAPABILITY
Current Expertise

a) Average age in the Public Service
= 40
b) Gender Composition 
= 62% [image: Female Symbol Icon in and Stock Footage Video (100% Royalty-free)  1021780084 | Shutterstock] vs 38% [image: Male Symbol Icon in and Stock Footage Video (100% Royalty-free) 1008672844  | Shutterstock]
c) Senior Executive Services (Bands C, D, 
E, F & G) = 4% i.e. 142 employees
d) Professionals (Bands H, I, J, K, L & M) 
= 70% i.e. 3,071 employees
e) Junior/Support (Bands N, O, P Q, R & S)
= 26% i.e., 1,146 employees
     
01 July, 2021 to 
THE PUBLIC
Sub output 2: WORKFORCE PROFILE
Occupational Groups
WORKFORCE MOBILITY
Trend Data

SERVICE –
GENERAL
PERFORMANCE
30 June 2022
a. Total no. of employees (PSC governed): 4,359 employees, 2% increase compared to 2020/2021 FY 4,254 employees.
b. Largest Ministry: MET 31% (1,355)
c. 3 Fastest growing ministry: MOH 3%, PMO 14%, MIA 19%
d. 3 ministries with highest staff Turnover: MEIDECC 6%, MTED 4%, MPE 3%
e. Smallest ministry: Palace 1% for 3rd consecutive years
f. Staff turnover rate = 0.7%



	[image: ]Sub-Output 2 – Workforce Development    
Increased pool of competent, disciplined, and qualified Public Service staff
 in key managerial and technical areas to improve efficiency and effectiveness of service delivery                                                                                                                                    



The Workforce Development Sub-Program 2 focuses on two major areas.  One is the provision of quality workforce analysis for the public service; which is part III of this report; the other is workforce development through the implementation of the Public Service Workforce Development Framework 2017 – 2022, which focuses on the following major components.
· Workforce Availability - number of employees by Ministry
· Workforce Profile - Occupational Grouping, Classification/ Banding, Age, Gender
· Workforce Mobility - Recruitment, Secondment, Transfers, Resignations, Retirement, Redeployments
· Workforce Capability - Qualifications
Delivery of this sub-Output is through six high level key performance indicators which includes the implementation of the Public Service Workforce Training Plan, High Potential Leaders programs in place, secured partnership training opportunities, workforce data analysis and Career Committee. COVID19 has meant deferment of short-term trainings and some trainings requiring external expertise.  
Sub-Program implemented key workforce activities under four main activities to support the implementation of the approved Workforce Development Framework. 
0. Public Service Workforce Development Strategies. 
0. Public Service Workforce Data Analytics;
0. Leadership & Talent Development. 
0. Workforce Outreach & Engagement Programs.  
[bookmark: _Toc112665071]Other workforce development activities across Government

The Workforce Development Division coordinated a number of government-wide trainings.  This included the Presentation on Mental Health and Mental Well-Being (PACMAT) on 14/6/22, facilitating internships for the Commission, running Policy trainings requested from Line Ministries, Six (6) induction training of 305 Employees from Line Ministries.  
1. Policy Trainings facilitated for requests from these Line Ministries.
a) Code of Ethics and Conduct for the Ministry of Trade and Economic Development on 16/9/2021 at MTED Conference Room
b) Policy Instructions for Palace Office on 8/10/21 at Palace Office Conference Room
c) Code of Ethics and Conduct for Palace Office on 15/10/21 at Palace Office Conference Room
d) Ministry of Education and Training during the Teacher’s Planning Week, Tonga High School & Tonga College Staff combined Professional Development Programme on 26/1/2022 at Tonga College ‘Atele School Hall; 
e) Ministry of Education and Training Primary School’s Principal’s Meeting on 27/5/22 at LDS Church Conference Room, Vaha’akolo Road
2. Two (2) PSC staff – ‘Ilisapesi Veikune and Nolini Vaka’uta completed the UNITAR Women’s Leadership Training in Disaster Risk Reduction (1/9/21 – 8/12/21)
3. A partnership with the e-Governance Academy was secured in December 2021 to provide the Digital/Cyber Security trainings and to be implemented once border travel restrictions ease.
4. The PSC Office in partnership with the NZ Public Service Fale conducted online trainings;
a) Online Staff Survey
b) Development of Online Materials
5. The Pasifika Medical Association (Medical Assistance Team Presentation) on Mental Health & Mental Well-Being (PACMAT) conducted on 14/6/22 at the Queen Salote Memorial Hall

6. INTERNSHIP & Career Counselling: Three (3) Internship & career counselling implemented; two (2) students from Tonga Institute for Higher Education and they are Siosaia Manakofua & Tupou Havea Kaitapu and one (1) graduate which is Ms. ‘Ofa Kohinoa

7. Six (6) ongoing Quarterly Induction Trainings were conducted for 305 new appointees to the Public Service with the continuous support from the Retirement Fund Board, Ministry of Finance and Ministry of Revenue and Customs. The Outer Island Inductions is scheduled for the beginning of the new FY2022/2023 as COVID-19 restrictions eased.
	Total Induction Trainings Hosted 2021/2022

	Date
	No. of Participants
	Venue

	22 September 2021
	78 MET new employees
	LDS Church Conference Room, Vaha’akolo Road

	24 November 2021
	19
	Basilica of St. Anthony Padua Conference Room

	25 May 2022
	62
	Basilica of St. Anthony Padua Conference Room

	26 May 2022
	53 MET new employees
	ECE Hall, Pahu

	8 June 2022
	40
	Fe’ao Mo e Ngalu Conference Room, Ministry of Revenue and Customs

	9 June 2022
	55 MOH new employees
	LDS Church Conference Room, Vaha’akolo Road


Table 13: Total induction trainings 2021/22
The remaining new appointees from the Ministry of Health, Ministry of Education and Training and the rest of the Line Ministries who have yet to attend an Induction Training will attend the Induction Training in the new FY2022/2023.
[image: ]The key challenges for this division have been the Covid19 lockdown which has meant that some planned activities especially those requiring training, visiting outer islands, and visiting Ministries were delayed or stood down.  
[image: ][image: ][image: ]Figure 11: Induction Program for new appointments Figure 12: Oath and Induction program for Ha’apai staff



Sub-Program 3: PERFORMANCE DEVELOPMENT

Pilot Delegation

System Improvement Initiatives
Improving transparency and accountability by allowing select Ministries to conduct an inter-departmental status check of PMS Forms submitted to PSC Office. 
C


Improvement to automated collated results excel for MYR and EFY for Line Ministries efficiency.
The PMS Rewards for the Public Service for 2021/22 FY were approved by the Cabinet through two (2) reports submitted by the Oversight Moderation Committee in December 2021 and April 2022

Coaching and Mentoring 
PMS Rewards 

Successful piloting of Introductory Leadership Development Training opportunities leading to improved PMS Results across the Public Service.

[bookmark: _Toc56763813]
	[image: ]Sub-Output 3 - Performance Management
Performance based systems established for developing, managing, and improvement of Public Service Performance


At the beginning of the Financial Year, there were five staff to look after this sub-Program.  Following the end of the first quarter (July – Sept), there were only four staff at post as one was away commencing for a study leave on October 2021. 
Sub-Program 3 has four major activities (see below) with indicators that include Performance of MDAs, increased autonomy for management of PMS within MDAs, strengthened quality assurance and oversight of PMS related activities and public service initiatives to promote service excellence. 
1. Performance Coaching and Mentoring
2. Performance Monitoring & Evaluation of MDAs Performance
3. Performance Moderation & Quality Check (Schedule I and Schedule II)
4. Systems Improvement Initiatives.
Table 14 – AMP Sub Program (Divisional) Performance 
	PSC Sub Program Performance against KPIs in the Corporate Plan 
PSC Performance Against Corporate Plan (CP) – Overall Results for 2021/2022 FY

	Traffic Lights Assessment
	# of Activities
	
Exceed
	
Achieved
	
On Target
	
Delayed/Deferred 
	

Not Achieved
	
Not Applicable

	Output 3: Performance Development
	9
	3
	6
	0
	0
	0
	0



Key highlights from the 2021/22 FY include: 
1. Pilot delegation to 12 Ministries who have green traffic light status of compliance to conduct an inter-departmental on status checked PMS forms of other ministries submitted to PSC Office. And this was given on 4 spots available and the following four (4) ministries took up the opportunity to do the inter-departmental assistance – Palace, MPE, MTED & Finance on the 13 December 2021. 
2. The PMS rewards for the Public Service for 2020/21 FY was approved by the Cabinet through two (2) reports submitted by the Oversight Moderation Committee in December 2021 and May 2022.  
3. Out of a total 5,682 Public service, 81% (4,608) were evaluated on their performance for 2020/2021.  
4. The overall performance was strong with 99% of the 4,608 who were evaluated meeting expectations (38%), exceeding (56%) or performed outstandingly (5%).  Seven (7) people did not perform to expectations and 36 (1%) had incomplete assessments.  
5. Cabinet endorsed 16 CEOs for their performance in 2020/2021 with 6% (1/16) exceeding performance. Excluded are the Secretary for Foreign Affairs, Private Secretary to Palace Office, Chief Executive Officers for Infrastructure and Agriculture. Included in this assessment are Schedule 2 employees (Tonga Audit office, HMAF, Tonga Police, Tonga Fire, Prisons). Excluded are the Secretary for Foreign Affairs, Private Secretary for Palace Office (under Schedule 2) and all other Schedule 2 Heads.  

Table 15: Government PMS Rewards cost over 5 years
	Rating
	Below 3
	3
	4
	5
	Cost ($ Pa'anga)

	2020/2021
	0.2%
	38%
	56%
	5%
	$2,350,655.11

	2019/2020
	0.3%
	33%
	57%
	6%
	$2,134,551.93

	2018/2019
	2%
	61%
	34%
	3%
	$1,768,147.14

	2017/2018
	5.4%
	83.1%
	11%
	0.5%
	$1,171,725.74

	2016/2017
	7%
	75%
	18%
	0.2%
	$755,444.82



6. In terms of underperformance, there was a reduction to under 0.2% for 2020/2021 from 0.3% in 2019/2020, 2% in 2018/2019, 5% in 2017/2018 and 7% in 2016/2017.   This might not be the actual case and there might be some under-assessment.
7. Costs to Government on PMS rewards has been sustainably managed at around 2 Million pa’anga or less.
8. There were delays in the moderation process with 2020/2021 results due to the Moderation Committees (mostly CEOs) being busy with outer island visits and other commitments from responsible ministries.  However, results were able to be paid out in January together with the CEOs rewards.   
9. The Division successfully completed the oversight of the government wide performance management system for the 2020/2021 period including preparing the 2021/22 PMS.  Out of a total 5,682 Public service, 81% (4,608) were evaluated on their performance for 2020/2021.   
10. The overall performance of Schedule 1 & 2 was strong with 99% of the 4,608 who were evaluated meeting expectations (38%), exceeding (56%) or outstanding (5%).  Seven (7) people did not perform to expectations and 1% had incomplete assessments.   Cabinet endorsed 16 CEOs for their performance in 2020/2021 with 6% (1/16) exceeding performance. Excluded are the Secretary for Foreign Affairs, Private Secretary to Palace Office, Chief Executive Officers for Infrastructure and Agriculture.  
	
OFFICE OF THE PSC
	Below 3 (1 to 1.99)
	Below 3 (2 to 2.9)
	3 Rating (3 to 3.4)
	4 Rating (3.5 to 4.4)
	5 Rating (4.5 to 5)
	TOTAL

	2016/2017  Final Results
	0(0%)
	1 (5%)
	15 (68%)
	6 (27%)
	0 (0%)
	22

	2017/18  Final Results
	0(0%)
	0 (0%)
	20 (65%)
	10 (32%)
	1 (3%)
	31

	2018/19 Final Results
	0(0%)
	2 (5%)
	16 (42%)
	19 (50%)
	1 (3%)
	38

	2019/20  Final Results
	0(0%)
	1 (3%)
	9 (23%)
	27 (71%)
	1 (3%)
	38

	202o/21  Final Results
	0(0%)
	2(6%)
	13(36%)
	21(58%)
	0(0%)
	36


Table 16: Results  



Figure 13: PSC PMS performance 16/17-20/21

S.O.3.1 Performance Coaching and mentoring program    
  
Performance Coaching and Mentoring Program for line ministries PMS Managers, Supervisors and employees was ongoing.  The continuity of this program had impacted the ongoing improvement on PMS processes and compliance across line ministries.  
[bookmark: _Toc80637159][bookmark: _Toc112665072]PMS Improvement Programs 
· Successful piloting of Introductory Leadership Development Training was conducted and provided for Supervisors from TFES and Ministry of Fisheries on the 23 & 29 of June, 2022.
Provide Train the Trainer session on Performance Development Plan (PDP) to Tonga Statistics Department (TSD) on 30 June, 2022 which attended by 26 staff.
· Provide an opportunity for 12 line ministries who attained a green traffic light status of compliance to conduct an inter-departmental on status check of PMS forms submitted to PSC Office (Palace Office, MPE, MTED and Finance took this opportunity on the 13 December, 2022).
· Provide a PMS internal Attachment Program to new PMS Managers (MOJ x2 & TFES x1) on 28th – 30th June, 2022. This was part of capacity building and sharing PMS information to critical line ministries.
 
S.O.3.2 Performance Monitoring & Evaluation of MDAs PMS implementation
The administration of the PMS as well as the PMS results continued to demonstrate that the processes are now well institutionalized within Ministries. Following the close working relationship with PMS Managers in the previous FY, it has continued to empower line ministries PMS managers on the significance of PMS.  
Results for the 2020/2021 implementation of the PMS 
A total of 4608 employees out of 5682 total employees from 25 Ministries (excluding LA and Ombudsman) as of 30 June 2021 and sixteen CEOs were approved by Cabinet to receive a performance reward for the 2020/21 FY. 
All 25 Ministries from Schedule 1 and 2 (excluding Legislative Assembly and Ombudsman) participated in the PMS for this period.  The performance of the Heads or Commissioners of Schedule II Ministries have not been part of the PMS Moderation Committee work.  Except for the Commissioners for Fire and Prisons, all Heads of Schedule 2 continued with the old contracts which provide gratuity entitlements (10% annually) as opposed to a performance scale contract for CEOs in Schedule 1 (4%, 7%, 10%). All employees of Schedule 2 including Office of the Auditor General have been subject to the PMS System managed by PSC.
Of the total Public Service of 5,682 assessed for 2020/2021; there were 4,608 (81%) employees and 16 Chief Executive Officers (Schedule 1 only) whose assessments were received.  Of this, 434 (8%) are on a pro-rata basis and 704 employees (12%) were ineligible.  There is a decrease of ineligibles from the 1058 last FY.   There were 119 PMS forms which were incomplete, and this number continues to drop over the years which reflects marked progress in the administration of the system.  Although 36 PMS forms were noted as incomplete during the moderation process, this was a decision made by the Oversight Moderation Committee (OMC) due to lack of justifications and remarks in the forms by both the employee and supervisor. 89% - PMS CEO (Schedule 1) 
8% - PMS Pro-rata basis
12% - PMS ineligible

Table 17: Implementation of the PMS  
	
	Ministry Name
	Total No. of Employees
	No. of PMS completed
	No. Pro Rata
	No PMS incomplete
	No. ineligible

	1
	AGO
	34
	23
	10
	0
	1

	2
	MTED
	87
	77
	4
	0
	6

	3
	MEIDECC
	189
	166
	8
	0
	15

	4
	Ministry of Agriculture, Food & Forests
	187
	168
	4
	0
	15

	5
	Ministry of Finance
	162
	130
	23
	1
	9

	6
	Ministry of Fisheries
	74
	27
	42
	0
	5

	7
	Ministry of Foreign Affairs
	40
	37
	1
	0
	2

	8
	Ministry of Health
	1123
	804
	45
	1
	273

	9
	Ministry of Infrastructure
	165
	134
	13
	1
	17

	10
	Ministry of Internal Affairs
	55
	34
	8
	5
	8

	11
	Ministry of Justice
	109
	91
	9
	1
	8

	12
	Ministry of Lands & NR
	143
	126
	5
	4
	8

	13
	Ministry of Public Enterprises
	31
	22
	5
	0
	4

	14
	Ministry of Revenue & Customs
	193
	155
	30
	0
	8

	15
	Ministry of Tourism
	48
	47
	1
	0
	0

	16
	Tonga Statistics Department
	44
	39
	3
	0
	2

	17
	Office of the Public Service Commission
	42
	32
	4
	1
	5

	18
	Palace Office
	26
	22
	2
	0
	2

	19
	Prime Minister's Office 
	70
	59
	8
	0
	3

	20
	Ministry of Education and Training
	1405
	1060
	100
	0
	0

	
	Sub Total for Schedule I
	4227
	3253
	325
	13
	391

	1
	Tonga Prisons
	168
	130
	20
	0
	18

	2
	Tonga Police
	539
	230
	41
	100
	168

	3
	HMAF
	581
	444
	20
	6
	111

	4
	TOAG
	43
	32
	3
	0
	8

	5
	TFES
	124
	91
	25
	0
	8

	
	Sub Total for Schedule II
	1455
	927
	109
	106
	313

	
	OVERALL TOTAL
	5682
	4180
	434
	119
	704




S.O.3.3 Performance Moderation & Quality Check (Schedule I and Schedule II)

MDAs performance reports for 2020/2021

Underperformance
· The 2020/2021 results reported in the previous FY report shows a reduction to 0.2% of underperformance from 0.3% in 2019/20, 2% in 2018/19, 5% in 2017/2018 and 7% in the first PMS results of 2016/2017 which shows a continued improvement in PMS over the years.  
Overall Results for 2020/2021 
· Cabinet approved the PMS results for 2020/21 in December 2021. This was similar to 2019/20 FY which delayed by a month compared to the previous financial years (2018/19 FY). The vastly improved administration of PMS results submitted by line ministries has required more extensive moderation. The unavailability of some of the OMC members for the scheduled moderation process delayed moderation work for several weeks. As such, the payment of the PMS rewards for 2020/21 FY was deferred to January 2021 which is similar to payments of PMS rewards for 2019/20 FY.   

CEO performance 2020/2021
There were sixteen (16) CEOs who had performance assessments in 2020/2021 and finalized with Cabinet’s approval in December 2021 (89%). Overall, 6% of CEOs under Schedule 1 (1/16) exceeded performance. CEOs or Heads of Schedule 2 Ministries did not submit their performance assessments through the CEO Moderation Committee as directed by Cabinet.  The CEO Moderation Committee does not include any representative from Schedule 1 or from the Commission.
Payment of Performance Rewards for the Public Service
The approved estimate to be paid out as performance rewards for the 2021/2022 rewards is $2,300,000.  
[bookmark: _Toc52289983]For the 2020/21 FY, the total amount spent was $2.4 million Pa’anga compared to the approved budget of $2.1 million Pa’anga for the 2020/2021 performance reward. Before the reconsideration, the estimated cost was about $2,393,343.08. Following the completion of work on PMS reconsideration, the total amount spent on PMS rewards for 2020/21 FY is around $2.4 million pa’anga.
S.O.3.4 Systems Improvement Initiatives

CHARS Dashboard Rollout Programs 
There was no further progress on the CHARS dashboard for this period due to the lockdowns.

Best Practices at the Annual Public Service Conference
The Annual Best practice sharing and Conference of Government Ministries to mark the 2020/21 Public Service Month was deferred from June 2021 to the new FY and held at Fa’onelua Convention Center on 04th August, 2021. Nine (9) ministries presented their best practices. The ministries included were (MORC, MET, PMO, MTED, MOI, MAFF, Fisheries, Finance and PSC Office) with 93 public servants attending the program. 
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Public Service Month / Day
The Public Service Month / Day was celebrated on the 06th August, 2021. Owing to Covid-19 restrictions, Ministries celebrated the Public Service Day through the Jerusalema Dance Challenge program to promote unity through health and wellness physical activity (dance). This was different to previous years where it was used promote Ministries and their respective portfolios and was open to the public including students for possible career exposures.  Nineteen (19) ministries attended with the Ministry of Infrastructure winning most of the prizes[image: ].
Challenges
Key challenges in this program has been the lack of a full team to undertake the program, an unanticipated delay in the moderation process for the 2020/2021 PMS. The same delay has been made to mark the Public Service Month for June 2022.  Two key staff departures had not made this possible and it is hoped that some activities will be run in the new financial year.
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Photos from Jerusalem Challenge
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· Facilitated 361 recruitment interviews 
· 261 new appointment cases for 315 new appointees which shows a significant increase from 50 in the 20/21 FY.
· 290 promotion cases which approved the promotion of 310 employees.
· Approved resignation cases for the 21/22 FY were totalled to 62 cases which is an increase from the 46 in the 20/21FY.
· 31 retirement, 16 cessation of service on medical ground, 9 passed away while and active public service, and 4 termination cases were approved in the FY. 
· A total of 130 employees exited the Public Service in the 21/22 FY which was offset by the 315 new appointees. 

· 83 Commission meetings in which 40 were Special meetings and 43 were for normal HR Cases discussion. 
· 912 cases were tabled by the Commission and 22 cases were decided via circulation.
· During the FY, 817 cases were approved, 17 were not approved and 77 cases were deferred, and some were decided on a later meeting.

	





	
[image: ]Dismissals from the Service


Highlights for the Quarter


·  The Division hosted two HR Managers Forum for Quarter 1 and Quarter 4 of the FY.
· The recognition of 42 retirees with the Long Service Certificate awarded by the Hon. Prime Minister.
· PAS Lu’isa Lapao’o resigned in August 2021 to take up new HR Manager position at FISA. 
· AS Jamie Sa was promoted and moved to the Oversight Division. 
· Mr. Taniela Makisi, Mrs. Malia Tonga and Ms. Neliane Afu were promoted to PAS, and two SASs within the division. 
· The division secured a new SAS position from the 21/22 critical fund which was advertised and filled by AS Neliane Afu.
· The division ended the FY with a full force of seven staff including DS Franz K Tu’uhetoka as the HOD. 

· Dismissal cases dropped from the 20/21 FY from 15 to 8 in the 21/22 FY. 
· These dismissal cases were due to various reasons such as failure to work secondment bond, Absence without authority and a few serious disciplinary matters.
· Two employees were dismissed, one for   misuse of public funds and one for insubordination. 

[image: ]Special Leave Without Pay


· 42 Special Leave Without pay requests were received in the 21/22 FY where most of the requests were to accompany spouses on study leave and to look after sick family members at home or on medical referral overseas.
· 10 cases were employees who required medical treatment which exceeded the maximum sick leave entitlement.




	[image: ]Sub Output 4 – Human Resources Management   
An effective HR Management system is implemented with phased delegated functions to line Ministries



STAFFING
The HRM Division commenced the 21/22 FY under the leadership of Deputy Secretary (DS) Franz Tu’uhetoka who replaced the late Mrs. Charlotte Vuki who passed away on 12 July 2020 while on duty with six staff.  However, Principal Assistant Secretary (PAS) Lu’isa Lapao’o resigned in late July 2021 to take up a HR Manager position at the Friendly Island Shipping Agency (FISA). 
Assistant Secretary (AS) Jamie Sa was promoted and moved to the Oversight division in September 2021 leaving the division with two vacant positions. 
Senior Assistant Secretary (SAS) Taniela Makisi was promoted in December 2021 vice Mrs. Lapaoó ‘s position and later in February 2022, Mrs. Malia P. Tonga was promoted to the SAS position vacated by Mr. Makisi. A new SAS position from the critical fund for 21/22 FY to monitor the HR compliance level of the line ministries.  Ms. Neliane Afu was promoted to the new SAS position in May 2022. Three new AS were recruited in June 2022 to fill the resultant vacancies from the promotions. They are, Mr. Vaeatangitau Ákauola, Ms. Te Rhani Kara and Ms. Siuola Vaipuna who commenced duty in April and late June 2022.      
OUTPUTS
For this sub-output are four key activities.  However, during the FY year, the planned work on Phase Delegation were halted due to other commitments and various reasons, so the Division had to focus on three key indicators of achievement which include external support services to MDAs, HR case managements and Commission Support services, and part of policy administration and enforcement.
1. Delegation and Line Ministry Monitoring (Halted) 
2. Line Ministry Support Services
3. Commission Support Services 
4. Policy Administration and Enforcement
The “Delegation” output although halted with respect to the continuation of devolving Commission’s functions to the line ministries, the division were still obligated to monitor the compliance level of the line ministries with regards to the Commission’s functions that were delegated in the previous financial years to empower and gauge LMs capacity to manage recruitment according to policy instructions.  The division observed steady improvement from the line Ministries although some areas still need close assistance. Templates and checklists for exits developed in the previous FY are starting to show effectiveness in minimizing incomplete submissions.
Key highlights from the 2020/21 FY include the following: 
· 934 submissions in which 912 was tabled and 22 were circulated;  
· Facilitated 361 recruitment interviews; 
· Line Ministry visits to strengthen Line Ministries HR monitoring mechanism;
· Processed all leave defer & encashment requests before Christmas vacation period 2021 except for some incomplete requests;
· Processed a significant number of cases notably with recruitment and promotions due to the direction from Finance to pool all vacancies effective from 31 April 2022;
· Two HR Managers Forum first and last quarter of the FY; Hosted the second special forum in recognition of long service employees (30+ years of service) who retired in the months of December 2021 to November 2022. The certificates of recognition were presented by the Hon. Prime Minister on 14 December 2021;
· Facilitated Policy trainings at National Retirement Funds (i.e., Recruitment and Disciplinary procedures)
· HRM Monthly Snapshots to Line Ministries capturing their compliance level & HR submissions to the PSC Office (ongoing)

S.O.4.1 Delegation and Line Ministry Monitoring
No new functions and processes were delegated in the Financial Year as referenced. However, the division  continued to monitor and provide advice to Line Ministries: 
· Continuous supports with advice and assistance on the devolved functions of the Commissions (Interview of positions at Band Q and below); 
· HRM Monthly Snapshots to Line Ministries capturing their compliance level & HR submissions to the PSC Office
· [image: A person handing a person a piece of paper
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Figure 14: Recognition of long service certificate presentation 


S.O.4.2 Line Ministry Support Services

[bookmark: _Toc74837667][bookmark: _Toc74837754][bookmark: _Toc80608621]Training & Capacity Building
The HRM Division delivered 15 trainings/meetings/workshops and information sessions as followed: 
Table 18: Trainings conducted by Divison
	Type of Training
	Participant
	Facilitator(s)
	Training/Workshop/Meeting   Outcome
	Date

	HR Managers Forum 
	HR Managers
	HRM 
	Update on Policies and HR Processes
	10/09/2021

	Policy (Talatalanoa)  
	MOFIN
	Jamie Sa
	Update on Policy Review and Regulations 
	07/10/2021

	Policy (Talatalanoa)  
	FISH
	Jamie Sa
	Update on Policy Review and Regulations
	05/10/2021

	Policy (Talatalanoa)
	PALACE
	Malia P Tonga
	Update on Policy Review and Regulations
	08/10/2021

	Policy Advice 
	MEIDECC
	Franz Tuuhetoka
	Clarify Similar Role and Relevant Work Experience 
	15/10/2021

	Policy Advice
	MIA
	Jamie Sa
	Update on Policy Review and Regulations
	18/10/2021

	Interview Debriefing
	MOFIN 
	Taniela Makisi 
	Inclusion of New Members In Panel Pool 
	20/10/2021

	Policy Advice
	AGO
	Taniela Makisi 
	Update/Clarification on Policy Instructions and Regulations
	20/10/2021

	Interview Debriefing 
	MOT
	Taniela Makisi 
	Inclusion of New Members In Panel Pool
	26/10/2021

	Policy Consultations 
	Haápai
	Taniela Makisi 
	Update on Policy Review / Regulations
	23/11/2021

	Meeting
	AGO
	Franz Tuuhetoka
	Clarify Minimum Requirements for Crown Prosecutors  
	08/04/2022

	Policy Clarification
	MOJ
	Franz Tuuhetoka
	Clarifications on Similar Role 
	30/05/2022

	Meeting 
	National Retirement Fund
	Franz Tuuhetoka
	Policy Enquiry: Recruitment & Disciplinary Procedure  
	08/06/2022

	Meeting
	MOH
	Franz Tuuhetoka
	Policy and HR Processes Clarifications  
	14/06/2022

	Training 
	National Retirement Fund
	Neliane Afu
	Recruitment Policy and Disciplinary Procedures 
	30/06/2022



The team facilitated 361 interviews representing the CEO of the PSC in other MDAs recruitment processes.

S.O.4.3 Commission Support Services
A total of 920 cases were tabled and decided plus 22 cases (83 Commissions meetings) were decided through circulation in the FY (See Table 4.2).  Tabled cases include HR submissions from the line Ministries, policy review and cases initiated from inside the PSC Office.
Deferred cases were most if not all, decided in a later meeting. The above figure shows a significant increase in the number of cases and decisions issued in the 21/22 FY compared to the 20/21 FY which was due to the halt in recruitment as one of government’s COVID19 measure in the previous FY. 




[bookmark: _Toc52357290]Table 19:  Summary of Public Service Commission Cases for the 2020-2021 FY (July 2021-June 2022)
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TABLE 20:  Summary of Cases according to Case Subject 
	Subject
	QTR 1
	QTR 2
	QTR 3
	QTR 4
	TOTAL 
CASES 
	TOTAL EMPLOYEES

	Promotion
	35
	70
	60
	125
	290
	310

	Appointment
	23
	52
	61
	125
	261
	315

	Resignation
	20
	11
	8
	23
	62
	62

	Extension of Service
	13
	10
	8
	11
	42
	42

	Special leave without Pay
	16
	6
	8
	12
	42
	44

	Professional Contract Professional
	18
	6
	5
	7
	36
	51

	Retirement
	6
	3
	8
	14
	31
	31

	Secondment 
	10
	3
	1
	7
	21
	20

	Leave Defer
	
	16
	4
	
	20
	442

	Cash Payment
	
	14
	1
	3
	18
	101

	Medical Ground
	7
	2
	3
	4
	16
	16

	Dismissal
	4
	3
	1
	2
	10
	10

	Re-appointment
	4
	
	
	5
	9
	9

	Transfer
	3
	1
	2
	3
	9
	9

	Died in Service
	5
	2
	1
	1
	9
	9

	Short Term Consultancy
	4
	4
	
	
	8
	8

	Permanent Redeployment
	1
	4
	
	1
	6
	6

	Suspension
	1
	1
	
	2
	4
	4

	Termination of Appointment
	2
	
	
	2
	4
	4

	Appeal
	1
	2
	
	1
	4
	4

	Re-designation
	1
	1
	
	1
	3
	42

	Amendment PSCD
	1
	1
	
	
	2
	2

	Rescind Decision
	
	1
	1
	
	2
	2

	Sporting Tour
	1
	
	
	
	1
	1

	Reclassification
	1
	
	
	
	1
	1

	Reinstate
	1
	
	
	
	1
	1

	Total
	178
	213
	172
	349
	912
	1564


Table 20 shows big increases in promotions which has the highest number ( 290 cases) a big jump from 57 in the last FY,  followed by new appointment with 261 cases which is a big increase (315 employees) compared to the 50 in the 20/21 FY.
	Figure 14:  PSC Cases by Quarter

[image: ]

Figure 14 shows the first three quarters with slight differences until the last quarter which saw a significant increase in the number of cases processed at the PSC Office to the Commission.  The increase was due to the line ministries rushing to fill all vacancies before the 31 April 2022 which resulted in the intensive work on recruitment at the HRM division of the PSC Office. 

Figure 20: Case distribution by main categories
[image: ]
Figure 20 shows that the highest number of cases fell in the “Recruitment” category through promotion and appointment. The exit category which includes resignation, dismissal, termination, retire and active employee passing away was fairly low. This was due to the worldwide pandemic with COVID19 which stressed the importance of having a secured permanent job. The pooling of funds from existing vacancies directed by the Hon. Minister of Finance for April 2022 contributed to the significant number of appointments and promotions. MDAs rushed to fill every vacancy to avoid being pooled. 
EXITS 
A total of 130 cases of employees exited the public service  - 48% was from resignation, 24% was retirement employees (Figure 4.3).
Figure 21: Exits By Type

[image: ]

Resignation
A total of 62 resignations from 17 Ministries which is a 34.78% increase from the forty-six (46) approved cases in the 20/21 FY. Highest number of resignations was by Health - nine (9) cases, followed  by Revenue and Customs with eight (8) cases and the Education, MEIDECC and MAFF with six (6) cases each. The PSC Office had five (5) resignation cases.
Figure 22: Resignations By Ministry
[image: ]

Reasons for resignation include jobs in the Private Sector, Public Enterprises, Schedule 2 MDAs and even Seasonal Working contract. A number of public servants resign to go on the seasonal workers’ scheme which is anticipated to increase in the near future. Personal Reasons include family issues and other personal issues. A few employees exited to look at setting up private and family businesses, further study and health related issues with the employee or a close family member. There were five employees who resigned due to dissatisfaction with their workplace management.

Figure 23: Resignations By Reason
[image: ]

Dismissal 
Only eight employees from five MDAs were unfortunate to be dismissed from the service in the 21/22 FY. Dismissal cases were topped by the Ministry of Health with four cases and the other four Ministries had one case each as shown in Figure 4.6 below.

Figure 24: Dismissal By Ministry
	Ministry
	Dismissal Cases

	MOH
	4

	MEIDECC
	1

	MORC
	1

	MAFF
	1

	MLNR
	1
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Figure 25. Dismissals By Reason
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The few dismissal cases in the FY, were due to the failure to work the bond after going on secondment with two cases and the other six cases were even with various reasons as stated in Figure 25 above.

Retirement 
Thirty-one (31) retirement cases were recorded in the FY and another sixteen (16) were those whose services were ceased due to medical problems that incapacitated them from performing their tasks.

Untimely Demises 
There has been a slight drop in the number of employees who passed away while serving in the public service from ten in the 20/21 FY to only 9 in the 21/22 FY. The Commission recognized the passing of the following employees and their dedicated service to the government:
1. Dr. Leiukamea Saafi – MOH
2. Ms. Liuaki Fusitu’a – MET
3. Mr. Pita ‘Aholelei – MORC
4. Mr. Lomanitiesa Tufui – MET
5. Mr. Sione Tufui Funaki – MET
6. Mr. Nonga Soakai – MET
7. Mr. Siaosi Lau’i – MOH
8. Mr. Lisiate Lavaka – MORC
9. Ms. ‘Alisi Keilini Tuita – Governor’s Office Vava’u, PMO

Special Leave Without Pay
A total of 42 SLWOP submissions was received and approved, an increase from the 16 in the previous FY.  Majority reason for SLWP as shown in Figure 26 was to take care of a sick family member at home or who is medically referred overseas.

Figure 26: Special Leave Without Pay
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[bookmark: _Toc74837669][bookmark: _Toc74837756][bookmark: _Toc80608622][bookmark: _Toc112665074]Challenges
The HRM division faced a number of challenges in the 21/22 FY with the shortage of staff and was only able to fill all its vacancies in June 2022. 

The interpretation of “similar role” and “Relevant work experience” continues to be an issue across the Line Ministries, specifically for Panel Representatives. The HRM division continues to work closely with the PSC’s Remuneration Division to address the COP issues. The Commission has clarified the definition of Similar Role and its applications in June 2022 which will greatly address most of the challenges with the minimum requirements.

Overpayment has been an emerging issue that avoided cases from being finalized and closed. Cases were put on hold due to the significant amount of overpayment and the Commission has been looking for ways of addressing and minimizing overpayment cases due to negligence of responsible HR personnel. The Policy and Legal Investigation Unit of the PSC Office has taken over exit cases with overpayments with the aim of trying to recover the money owed by exiting employees to government. 

[image: ][image: ][image: ][image: ]The General Election led to queries and complaints on political neutrality of the public service and public servants significantly increased and reports of public servants involving in political campaign increased. Employees and other stakeholders including the public reported and complained on other employees involving in political campaign and required clarifications on which support is considered campaigning and which is not. However, given the nature and complexity of the matter, it was a major challenge to the office to address the complaints relative to the existing policy and regulations.Figure 23 & above photos: taken from hr forum, talatalanoa program and trainings hosted by the office of the psc. 


Sub-Program 5: Oversight

[image: ]
Sub-Output 5 – Oversight Division
	[image: ]Sub-Output 5 – Oversight
Strengthened system to monitor, review and strengthen core functions, coordination of government service delivery


Purpose: Consistent and robust evaluation and analysis of Departmental and Ministry Functions and their delivery capacity.
Activities for this year are as follows:
5.1 Monitor and evaluate PSC outputs
5.2 Conduct Organizational review of line Ministries
5.3 Wage Bill Management and Monitoring Staffing
5.4 Stakeholder Communication & Engagement
5.5 Improve data analysis and analytics
[image: ]

This Division at the beginning of the Financial Year 2021/2022 had only two (2) staff members– the Deputy and one (1) Assistant Secretary. By the end of the FY the division included two (2) Senior Assistant Secretaries, 1 Assistant Secretary, and a Principal Assistant Secretary which is still vacant.
Key highlights this year are: 
· The output performance of the PSC Annual Management Plan (AMP) is reported at 87% Achieved, 11 % delayed or not achieved and 2% not applicable. This is a slight decrease from last year’s which was reported at 89%.   No ministry was left unaffected from the twin disasters.
· [bookmark: page62]An inordinate number of staff resigned or were promoted to other ministries this Financial Year – though our office supported them in their decisions to seek other opportunities this left the office understaffed in multiple divisions – however it is clear from the AMP Dashboard and M&E Framework that a majority of the work was still accomplished with a small percentage delayed or not achieved – despite the small number of staff.
· Other opportunities that were made available during this time, unplanned but much needed with regards to the Register and Data Analytics is the purchase of TimesTrex license which will help to streamline and automate many processes – this will assist on multiple high level KPIs, such as: Phasing Delegation, Data Analytics and Monitoring. 
· Government Wage bill as at 30 Jume 2022 rose to 63% from 56% in same period last FY, above the 53% threshold despite stringent vetting by the sub committee on critical posts.  This was due to an increase of daily paid and professional contracts and the unfreezing of positions that were put on hold.
· Ninety-two (92%) percent of the 8 Critical Positions were approved – a significant decrease from the 599 submissions (and only 41% approved) last FY is due to the freeze on recruitment at the beginning of the financial year 2021/2022. The usual recruitment process was allowed on the condition that they are funded from within the individual ministries pre-approved recurrent budget. Only new posts – both permanent and contracted - without budget would need to be vetted by the Vetting Sub-Committee since they were requesting funds from the Critical fund envelope. 
Sub-Output 5.1  Monitoring and Evaluating PSC Outputs

5.1.1	M&E Matrix
In 2020/21FY, the PSC program was restructured from 6 divisions in 2019/20FY to 7 divisions under four (4) Heads of Divisions – three (3) of the HODs oversee two (2) divisions each.  CEO continues to oversee the entire office as well as the Leadership Division but a Deputy Director for the Policy and Legal Investigations Unit was recruited in December. The Deputy CEO of the Remuneration Division resigned due to a new job offer leaving the Commission with 4 HODs as at 30 June 2022.

Table 21 summarises PSC Office performance against the CP KPIs – and compares it to previous financial year’s performance. Noting that there was a two (2%) percent decrease in KPIs achieved and is correlated by the percentage of not achieved, delayed or N/A activities for the year. 

In the last financial year (2020/2021) 5 of the 7 divisions completed 100% of their High Level KPIs, this financial year (2021/2022) none was able to complete 100% of their High Level KPIs .   The new CP from 1 July 2022 has reviewed KPIs to fit the scope of the activities and the division’s ability to control the outcome.

In previous years the M&E Matrix has been reported to the Prime Minister’s Office (National Planning Division) on a quarterly basis, however this Fy reporting was done on a biannual basis. Both PSC ME reports were submitted before their due dates.
   
TABLE 21: OUTPUT PERFORMANCE 2021/2022 (Against Corporate Plan KPIs)

[image: ]

TABLE 25 : OUTPUT PERFORMANCE by Division 2021/2022 (Against Corporate Plan)

[image: ]

[bookmark: page63]5.1.2	M&E Dashboard (AMP Results)
The M&E Dashboard (PSC’s Annual Management Plan results) was updated on a quarterly basis, the results were as follows:

FIGURE 24: OUTPUT (AMP KPIs) QUARTERLY PERFORMANCE 2021/2022 (in %)
[image: ]Output performance against AMP was at 87%  which is not a significant departure from the previous year.
[image: ]Comparision between the two past financial years shows that there is not much difference on average performance between the two years, confirming that while there are different circumstance and challenges that PSC Staff face every year, the level of performance has been fairly constant. 
The CP performance was at 89% of the planned outputs for the 2021/22 period.  Remaining targets will be rolled over to the 22/23 FY period.







[image: ]Table 22: Comparison of AMP Dashboard and CP Activities 

Sub-Output 5.2  Organizational Review
This position was vacant for 3 months and a new SAS for Organizational Review was filled by Sisilia Taulava in August 2021. 
The Australia Volunteer International (AVI) Alex George remotely reviewed PSC’s HR processes to address MDA HR needs – It analysed the time spent on certain HR processes that could aid in planning for phased delegation. Summarized key recommendations were submitted to the CEO on the 3rd  May 2022.  These are to be considered in the current Organisaiton Review of the PSC Office.
Most Ministries didn’t have their detailed staffing structures in their CPs and only submitted these on 23rd May 2022. These were given a cursory review, prioritizing reconciliation of the organizational structures with the Staff List with Monitoring & Evaluation. As of 30th June 2022 – 17 ministries organizational structure was completed. 
The PSC consultant, John Fotheringham has also provided assistance to our division with reviewing PSC’s organizational staffing structures as well as post titles, JDs etc.
Sub-Output 5.3	 Monitoring of Public Service Staffing Cost
Quarter One (1) for FY 2021/2022 started with a Wage Bill threshold of 56%, however with the release of the freeze on recruitment and even with the restrictions, by the Third (3rd) Quarter the wage bill threshold had risen to 64% and by the end of the year it was reported at 63%.  It is indicative that the duties of the Vetting Sub-Committee is still very much needed. The communication between central agencies namely Finance, PMO(National Planning Division) and PSC for monitoring the wage bill is very crucial. The involvement of the ministries with the largest staff such as Health and Education are critical to the management of the Wage Bill. Representatives from the Police and HMAF have requested to sit out of these meetings as they feel that having Schedule 2 representatives are not necessary. 
The Quarterly Staffing Cost reports were not easy to put together as the Ministry of Finance was not willing to assist with confirming salaries or budgets. Hence the majority of the reports on this matter was reliant on the line ministries and the data they provided. This year we were reliant upon Workforce Division and their data. 

Table 23: Vetting Sub-Committee 2020/2021 FY
	[bookmark: _Hlk96263502]Critical Post Vetting Phases
	Amount
 Granted
	Critical Fund Balance

	Total Critical Funds
for 2021/2022 FY
	 T$ 1,000,000 

	1st Phase 
of Vetting = 183 Positions submitted (182 approved)
	 T$   66,528 
	 T$ 933,472 

	
	 T$    30,000 
	 T$ 903,472 

	
	 T$   369,600 
	 T$ 533,872 

	
	 T$     33,600 
	 T$ 500,272

	
	 T$     87,360 
	 T$ 412,912

	
	 T$     98,280
	 T$ 314,632

	2nd Phase of Vetting = 22 Positions submitted (6 approved)
	 T$    135,750


	 T$ 178,882



	TOTAL
	 T$     821,118 
	 T$  178,882 (Bal)


This Financial Year only saw 11 Ministries requesting critical positions. This significant reduction was due to the criteria each ministry needed to fulfill before a bid could be made to the Critical Fund Envelope ($1 million TOP). All ministries had to fill their current overdue vacancies by December 2021 and only these 11 Ministries were able to meet this requirement and/or justify a need for budget assistance from the critical funds. Noting also that a majority of the ministries were able to fund new posts from within the recurrent budget which did not need to be vetted as per the recruitment instructions issued from our office in July 2021. 
All the funds from the critical envelope were utilized – A balance of approximately $178,882 was pooled back to Finance. Finance also confirmed that the next FY2022/2023 Critical Fund Envelope would only be $500,000, half of last year’s critical fund.
[image: ]The vetting exercise led to 92% of the requested positions being approved, the majority being from MOH which is expected due to the critical nature of the functions of this ministry especially during this world-wide pandemic. 
The majority of the approved posts were at the mid-management level of Salary Bands I, J, K and L. M. The 62 posts at Salary Band S were due to MOH’s need for pharmacist trainees and lab technicians during the outbreak.

Sub-Output 5.4 	Stakeholder Communication & Engagement
[bookmark: page66]The PSC Communication and Engagement Plan (CEP) was completed in Quarter 1. The highlight of this year’s activities was the continuation of PSC’s Talatalanoa Programs (formally known as the Roadshow program). This included the Sexual Harassment Policy  funded under ADB covering travel expenses.  The Talatalanoa Program was conducted in Vavaú and Haápai and 10 Government Ministries. ‘Eua will be covered in the next FY. The remaining Ministries were sent the SHP videos as PSC’s outreach programs were postponed due to the outbreak of covid-19.
5.4.1	Outreach – Talatalanoa Program, SHP and others
The Talatalanoa Program previously known as the Outreach Program, was divided into two parts. The first part was a presentation on the following;
i. Sexual Harassment Policy
ii. Public Service Code of Ethics & Conduct 2010
iii. Social Media Guideline for Tonga’s Public Service
iv. Short Term Training Policy
v. Staff Rotation
vi. Retirement Age
vii. PMS FAQs
viii. Other Policy Reminders

The second part of the Talatalanoa Program is opening the floor for discussion. 

Sexual Harassment Policy 
As part of the Talatalaanoa Program the Sexual Harassment Policy which was approved by the Commission on the 2nd March 2021 and endorsed by Cabinet on the 24th March 2021 was rolled out. It was prioritized in the Talatalanoa Program as it was a key budget trigger and the expenses of rolling it out to the outer Islands was funded by the ADB. 
PSC’s Training Program was rolled out in Sept 2021. The presentation was conducted by ADB Consultant Ofa Guttenbeil Likiliki and members of the PSC team. The sessions were divided into 2 parts, the main presentation and Q & A.  A total of 644 employees have participated. 
Table 24: Schedule of Talatalanoa & Sexual Harassment Policy
	Schedule of for Talatalanoa & Sexual Harassment Policy

	
	Ministry
	Date
	Number of Sessions
	PSC Staff Involved & ‘Ofa Guttenbeil Likiliki (ADB Consultant)

	1
	PSC
	2 Sept 2021
	2
	Victorina Kioa, Mona Taumoefolau

	2
	Palace Office
	3 Sept 2021
	2
	Victorina Kioa, Mona Taumoefolau, Neliane Afu, Siniteke Fotu

	3
	Ministry of Tourism
	6 Sept 2021
	2
	Siniteke Fotu, ‘Onelea Toki

	4
	Vavaú Island
	13-16 Sept 2021
	10
	Dr Lia Maka, Victorina Kioa, Mona Taumoefolau, Jamie Sa

	5
	MAFF (SHP and TP)
	21 Sept 2021
	2
	SHP – Victorina Kioa; TP – Jamie Sa
Ronny Fono, Taniela Makisi, ‘Asupa Latu, Siniteke Fotu                                                                          

	6
	 Foreign Affairs
	23 Sept 2021
	1
	Victorina Kioa, Malia Tonga, Sisilia Taualava

	7
	Fisheries
	1 Oct 2021
	2
	Victorina Kioa, Jamie Sa, ‘Alamoni Nafe, Taina Fifita, Siniteke Fotu and Mona Taumoefolau

	8
	Finance
	5 Oct 2021
	
	Victorina Kioa, Jamie Sa, ‘Alamoni Nafe, Taina Fifita, Siniteke Fotu

	9
	Internal Affairs
	18 & 19 Oct 2021
	2
	Victorina Kioa, Jamie Sa, ‘Ilisapesi Veikune

	10

	Attorney General Office
	20 Oct 2021
	2
	Victorina Kioa, Taniela Makisi, Mona Taumoefolau, Rico Tuhanuku, Saia.

	11
	Ha’apai
	22-25 Nov 2021
	7
	Dr Lia Maka, Victorina Kioa, Taniela Makisi




5.4.2	NEWSLETTERS
Three (3) newsletters were distributed to MDAs and other partner organizations such as the Public Service Fale of New Zealand’s Public Services Commission. The decrease in number was due to the lack of events across the Public Service due to the loss in communications and the Pandemic in the third (3rd) and fourth (4th) quarters. 

5.4.3	TV & RADIO PROGRAMS
TV programs regarding the apolitical policy of the Public Service which was originally aired on the 21st June 2021, was scheduled and aired on the 12th & 15th November 2021 before the re-elections. It was considered that this would be a good reminder for all of the Public Servants. Panelists were the Solicitor General, Sione Sisifa, Commissioner Sininalu Kolokihaufisi, PSC CEO, Dr Lia Maka and Viola Ulakai.
5.4.4	FACEBOOK PAGE
PSC have added more editors so that officers may respond immediately to queries, post and update the page as they attend functions on behalf of the CEO of PSC. The table below gives a summary of the social media (Facebook) activities. The spike in Q1 of this FY was attributed to the Jerusalema Dance Challenge "A Fit for Purpose Public Service" to mark Public Service Month and advocate healthy living and lifestyle for the public service. This program was very successful as demonstrated in the FaceBook Data below.
Table 25: PSC FaceBook Page Data - 2020/2021    vs   2021/2022
	Quarter
	No. of Likes
	No. Reached
	No. of Engagement
	No. of Posts

	
	2020/21
	2021/22
	2020/21
	2021/22
	2020/21
	2021/22
	2020/21
	2021/22

	Q1
	1,202
	3,557
	55,494
	300,913
	12,995
	510,116
	27
	22

	Q2
	336
	584
	22,442
	76,062
	2,328
	8,634
	16
	29

	Q3
	846
	340
	94,926
	40,642
	10,489
	4,015
	22
	25

	Q4
	494
	237
	45,828
	21,717
	5,358
	2,299
	24
	17

	Total
	2,878
	4,718
	218,690
	439,334
	31,170
	65,964
	46
	93



[bookmark: page70]Sub-Output 5.5		Data Analytics and Analysis
The Data Analysis and Analytics Plan for 2021/2022 FY focused on updating Human Resource data of the public service of Tonga. A highlight from the implementation of DAAP includes the identification of data needs within the PSC Office. 
Table 26: Challenges with Data 
	Financial Year
	Issues
	Solutions

	 2020/2021
	Ongoing discussions on development of this data storage; issues that were often deemed minor but have had major impacts on the results of work being undertaken by the PSC Office are kept in sight for the office to address.

One was discrepancies in electronic data at PSC (e.g. staff list discrepancies in details of staff), another was reliance on recent processing of data instead of tracing to original data sources.

The key Challenge for this Division has been manual tracking of sources of data and verification.

Deep analyses and analytics have not been carried out as the team needs specialist trained in the area of analytics as well as software programs to facilitate and speed data analytics work.
	Consequently, two reports were produced under Data Analysis while the discrepancies in the public service data of Health and MET were resolved against PSC data sources (paper files).

Recommendations were made on filing, and to encourage PSC Office senior officers to trace original decisions in files as reliable data sources for HR work.

MDAs were reminded to submit changes in employees’ details to PSC Office e.g., change in name etc.


	 2021/2022
	Same issues from the previous Financial Year still exists in this financial year. 

Lack of support from a key ministry made it difficult to compile critical reports – particularly in terms of accuracy as data sharing ceased for various reasons.
 
	New AVI Consultant was taken on to assist with implementing the DAAP
 
Approved uniform templates were designed to ensure only one  template to cater to the data the needs of Oversight and Workforce and to avoid bombarding Ministries with PSC Data needs.
 
Consultations and Training with AVI Rep. have led to improvement in this areas, different methods and ways that data can be used or analysed.




5.5.2	Australian Volunteers Program Impact Fund - TimeTrex Computer Program
[bookmark: _Hlk110699046][bookmark: page71][bookmark: page91][bookmark: page102][bookmark: page104]Through our discussions with our AVI Karen Higgins we were made aware of the Australian Volunteers Program Impact Fund run specifically to assist ministries with their programs - not exceeding $10,000 AUD. Our application to the grant was approved for $6,265 AUD – initially this was to purchase a year’s access for 5 users’ full access for Power BI, a data analysis program. However, after 3 training sessions it was clear that while  Power BI would be a useful tool with data analytics – it was not sustainable and that it would benefit only our office. In the end the funds were reverted to purchasing TimeTrex – this program we will be able to digitize all HR data and everything that is done manually now could be automated -giving PSC more time to focus on monitoring, internal & external capacity building and policy development
[image: ][image: ]
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Description automatically generated]Figure 24: Talatalanoa program

	
	
Sub-Program 6: Remuneration

[image: ]
	[image: ] Sub-Output 6 – Remuneration
A Fair, equitable and affordable remuneration and incentive framework to attract, retain, and motivate public servants is established                                                                                                                                   


The Remuneration Sub Program aim is to provide a fair, affordable, equitable, justifiable remuneration and incentive framework that established to attract, retain, and motivate public servants.  These are delivered under four activities.
1. Public Service Performance Rewards and Incentives 
2. Job Evaluation and Benchmarking 
3. Competency Framework & Job Descriptions 
4. Classification of Positions
The Division is headed by a Deputy Secretary, 1 PAS, 1 SAS, and 2 AS (5 staff).  Halfway through the year, the PAS was vacated so that for the remaining half of the year, there were only four staff, most of whom had worked for a year or less.  
Key highlights from the 2021/22 FY include: 

· Benchmarking 341 positions 
· 763 Positions evaluated 
· 112 positions reevaluated and submitted to Cabinet
· Transitioning around 40% of Job Descriptions according to the new template
· Updating COP database for different technical, managerial, administrative, financial functions
· Policy reviews on overtime

At the end of 2021/22FY, Remuneration Division achieved their set of targets.

[bookmark: _Toc112665075]SO 6.1 Annual Performance Rewards for the Public Service
The Remuneration Team is responsible for providing Secretarial service to the Annual Performance Rewards Assessment (APRA) Committee who sat two times during the year to consider, agree, and recommend the annual budget estimate for the annual performance reward for public servants.
A 2.2 million pa’anga budget for Performance reward was approved by Cabinet in May 2022 for the 2022/2023 FY PMS.  This amount has been relatively the same over the years.  Cabinet also approved a supplementation of $0.2 million pa’anga to act as a buffer for any shortfalls on the proposed estimate stated above for the same financial year.
APRA also considered policy papers on options on performance rewards as part of wage bill management and sustainability.  These included shifting to a bonus-based system, excluding rating of 3 (meeting expectations) and using single point rating instead of decimal points.  This was also aligned with Cabinet’s position, and this will be addressed in the new FY, 2022/2023 going forward.
Policy Papers on Benefits, Incentives and Rewards
Policy papers have been developed by the division in the course of the 2021/2022 FY. One critical paper was the study on overtime from around the region and the world.  The team carry out extensive data cleansing and analysis of overtime trends and performances over the past five years due to the significant increase of overtime and the pressure on the wage bill that benefits only a fraction of employees and the cost of one year is more than the combined total annual budget of several Ministries.
Further reviews include the assistance provided by the division to the Leadership division through the data analysis of the overtime spending of the past five financial year. 
[bookmark: _Hlk111459777]SO 6. 2 Job Evaluation and Benchmarking of positions

MDAs submitted 763 positions to be evaluated. These positions including new positions, critical positions, and resultant positions. This is an increase from the previous FY.

[image: ]

[bookmark: _Toc112665076]Job Re-evaluation
The Line MDAs are given an opportunity to submit for the re-evaluation of their existing jobs before a set due date in November every year. In November 2021, 125 positions were submitted from 12 Ministries for re-evaluation. Thirteen (13) were withdrew leaving 112 positions processed for re-evaluation.  The team processed the revaluation for final assessment by the Remuneration Authority.  
On 22nd of April 2022, Cabinet Decision number 212 approved recommendations of the re-evaluation process and the results are summarized as follow:
· 31 positions were approved to move up to higher bands
· 80 positions were approved to remain in their current bands
· 1 position were approved to move the salary band down.
The table presented below summarized positions that were submitted to PSC for re-evaluation.
[image: Chart, line chart

Description automatically generated]
	
[bookmark: _Toc112665077]SO 6.3 Competency Framework (CF) and New Job Descriptions (JDs) for the Public Service

The Remuneration Team transitioned almost 40% of Job Descriptions according to the new template. The 40% consist of 1702 JDs from six (6) Ministries (Public Services Commission, Palace Office, Foreign Affairs, Attorney General Office, Education, Agriculture Food and Forests). MDAs were given more than six (6) months to complete the transitions and submitted to the OPSC.  Only 3 Ministries did not complete and submit their JD transition (Trade and Economic Development, MEIDECC, Health).  The transition has been extended to the 2022/2023 FY due to additional quality audit and work to be conducted by the Human Resource Adviser, Mr. John Fotheringham. 
[bookmark: _Toc112665078]SO 6.4 Review Classification of Positions (COP)
Reviewing of the COP is an ongoing process, where the division met with the Commissioners to discuss their views.   The team provided extensive support to the Commissioners in revising positions and their designations over several meetings, with the first of the review on Driver’s minimum requirement approved by Commission in November 2021; and the second review on AGO’s (Crown Prosecutor) minimum requirement approved by Commission in April 2022. 
Currently, the team is working on the job clustering and job families of all public service roles. This will include an overhaul review of the current COP.
Challenges
There have been key challenges despite the team completing and exceeding on targets.  The JD transition work requires dedicated commitment from Ministries as well as competency in translating job descriptions.  The policy work on revising overtime is highly sensitive and requires strong management and attitudinal change to working and entitlement mentality.  There have been ongoing interpretation differences of the use of ‘similar’ and ‘relevant’ in considering a minimum requirement for a position.
Dedicated work is required for re-designation & re-alignment of titles with their proper band sizes i.e., 1-to-1 relationship is required rather than a 1-many; submit re-titling & COP alignment with recommendation to Commission.
Work should continue Job families and job clustering similar to the Australian and New Zealand Job Classification; and implement job classification as planned since 2018.  
Finally, given that the current banding system is broad, that a review to insert “steps” or salary points into the salary band range should be strongly considered.





	
Sub-Program 7: CORPORATE GOVERNANCE
[image: ]

[bookmark: _Toc10741320][bookmark: _Toc112665079]PSC Financial Management 

[bookmark: _Toc10741321][bookmark: _Toc112665080]Statement of responsibilities

The financial statement is for a public sector entity: Office of the Public Service Commission (the ‘PSC’).  The main function of the PSC Office is to provide Human Resource Management supports to the Public Service MDAs through policy development and advice.
The financial statements are centralised in the Ministry of Finance which maintains all bank accounts for all Ministries, Departments and Agencies (MDAs) with a centralized treasury function administers cash expenditures incurred by all departments during the financial year.  All payments made from the Office’s budget are disclosed in the Statement of Cash Receipts and Payments. The CEO of the Commission and authorized staff prepared financial statements and report for the PSC Office’s Annual Report FY2021-22. 
The reporting currency is Tongan Pa’anga.

1.2. [bookmark: _Toc112665081]Statement of Cash Receipts and Payments 
[image: ]


1.2. [bookmark: _Toc10741323][bookmark: _Toc112665082]Statement of Comparison of Budget and Actual 
[image: ]
Table 1.2 & 1.3 above show the PSC Office’s budget estimates in 2021/2022 was at 2,085,300.  comprisiong 33% for operations and 67% for salaries and wages. The shortfall payment from two of the staff of the PSC and the refund of bond from Pacific Timber were deposited into the office’s budget, increasing the total budget to 2,109,554.59.  
A development fund for strengthening PSC’s ICT system with a balance of 10710.82 was provided by the AVI for the purchase of a HR Management System (TimeTrex) to assist with the management of the Public Service Human Resource and the setting up of the Establishment Registry, 
1.3. [bookmark: _Toc10741324][bookmark: _Toc112665083]PSC Budget Transfers
Transfers was lower than the previous FY from 8 to 4 showing improved budget planning and management.  The majority of the budget transfers were moving funds into the Corporate Governance division mainly to cater for renovation and to cover the payment of variation cost of additional work with FIVE STAR Construction for the remodeling of the PSC Office Building. This payment was supposed to be paid from the GITA funding at the Ministry of Infrastructure, however, misunderstanding resulted in the Office absorbing the debt payment. The Office still managed to keep its total spending well within its budget allocation for FY2021/22 resulting in 91% performance as depicted in Table 1.4 below. 

Table1.4 : Budget Transfers
[image: ]


	Financial Year
	FY/2017-18
	FY/2018-19
	FY/2019-20
	FY/2020-21
	FY/2021-22

	Budget Transfer
	21
	16
	7
	8
	4



1.4. [bookmark: _Toc112665084]PSC Budget Performance

Table 37:  Summary of performance
PSC’s financial performance is 91% on the 21-22 FY is a drop from the 20-21 FY which was mainly due to the HTHT events in January 2022 and the COVID19 pandemic cancelled some programs.   However, a lot of effort were made to undertake some of these activities in alternative forms.91% budget performance (up)
86% expenditures (down)
4 budget transfers (down)

	 
	FY/2017-18
	FY/2018-19
	FY/2019-20
	FY/2020-21
	FY/2021-22

	Budget Performance
	89%
	93%
	95%
	95%
	91%


 
Figure 27:
[image: ]
1.5. [bookmark: _Toc112665085]Analysis of expenditure by Category

Analysis by category shows the (54%) in travel and communication were underspent due to the Covid 19 lockdowns. The staffing category registered the highest underspent at (-11%) under the recurrent budget due to unforeseen circumstances which hampered the process of recruitment filling of the vacancies at the PSC Office.

Table 1.6. Expenditure by line item and by category
[image: ]
1.6. [bookmark: _Toc112665086]Expenditure Analysis by Division
Overall performance per division shows underspending from two divisions. The Corporate division due to vacant positions which were not filled until Quarter 3 and 4 of the FY. Also, a delay in the building of the of a car park at the back of the office.  It should be noted Leadership Division which comprise three subdivisions (Commissioners, CEO, Legal) had an 86% spending which include the Commission’s meeting fees and the staff salaries. An amount of $235,809.45 was transferred from Human Resource, Oversight and Remuneration divisions to cater for payment of the variation and extra work for at the PSC Office Building. 
The highest amount of utilized budget is Human Resource Management division because of a transfer of the amount of $32,000 to cater for the payment of the variation contract for the construction work at the office. The Oversight Division with a performance of 95 came second followed by the Performance Development Division with 92% as detailed in Table 1.7 below.
[bookmark: _Toc10741328][image: ]Table 1.7. Budget performance by divisions.

Financial performance over five years
Budget performance against forecast has increased by 3% after five years as depicted in Graph 1.7 below. From the 20-21 FY, it was a 4% decrease in the 21-22FY. The graph shows the improvement in the Office’s performance in the first three financial years of the five-year period but saw a drop in the fifth FY (21-22 FY). As explained, this was due to the unprecedented events with the Hunga Tonga and Hugna Ha’apai eruption and the COVID129 pandemic. Furthermore, procurement performance constantly stayed at 100% for the past four financial years.
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Graph 1.7. PSC Output and Financial Performance 
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1.7. [bookmark: _Toc10741329][bookmark: _Toc112665087]Procurement 

There was no procurement proposal in this financial year FY/21-22.
Table 1.8. Procurement proposal for over four years
[image: ]


1.8 [bookmark: _Toc112665088] 	Property, Plant & Equipment
The notes include the disclosure of property, plant and equipment with current value after processing of depreciation which was applied using straight line method. It should also be noted that there were disposed office assets due to damages and some were no longer needed.
Office Assets disposed in the 21/22 FY was totalled up to of $288.00 and some were sold internally amongst PSC staff. These assets book values were less than $5,000 such as laptops, chairs, printers and so forth. A revenue of $175.00 were collected and receipted into Treasury 16/06/2022 and 30/06/2022. Damaged assets that were no longer needed were disposed. 
Depreciation rates are based upon the expected useful life of assets
Building                                                       5%	
Computer                                                 20%
Furniture & Fittings                               10%
Motor Vehicles                                        10%
Other Plant and Equipment                 10%
(Printers, scanners, and office equipment)    

	Fixed Asset Registry Items
	2017/18 FY Cost
	2018/19 FY 
Cost
	2019/2020 FY cost
	2020/21 FY cost
	2021/212FY cost

	Total Cost
	$ 301,081.20
	$323,812.45
	$406,182.11
	$485,725.32
	$453,736.39



Table 1.9. PSC Fixed Asset Summary
   [image: ]

Renovations of PSC office, with variations and extra work totalled $235,809.45, recorded in April,2022 thus portrayed this FY21/22. A decrease in the Book Values of Vehicles, Computer Hardware, Office Equipment, Furniture& Fittings and other Plant & Equipment was due to depreciation of assets over the years. Some of the assets were damaged and disposed. 

PSC Internal Stock Register

Graph 1.9. Stock Count as of 30 June 2022
[image: ]Graph 1.9. above illustrates the stock count as of 30 June 2022. 

As depicted, there were more than enough office supplies for stationeries used at the office for its daily operations. There is a need for restock in regard to Paper supplies, such as A4 Reflex Paper, Minute Books etc. Some ICT supplies are ordered when required such as Unitek Dual Bay Docking Station, whereas Flash drives are essential to have on stock for office use. Stocks that are needed to restock has been noted for order. 
[image: ][image: ]


5. STRATEGIC CHALLENGES
The eruption and severe damages followed by Covid 19 were unprecedented not only in its severity, scope, and toll both on infrastructure, standards of living and on the health and wellbeing of the country at all levels, but also on a newly formed government.
A national rapid response and a recovery plan had to be made quickly.  The cluster group structure that was set up for GITA in 2018 was activated and adapted with national emergency committees and working committees working hand in hand, through long hours beyond the call of duty. 
There were challenges with the vaccination of employees in terms of mandatory versus other flexible working options for those who refused to take the vaccine.  Chief Executives were supported and guided on managing these issues as the vaccination rate among government employees was above 90%.
Programmatically, a new challenge for PSC was the departures of some senior (middle management) staff due to promotion elsewhere; and increased number of HR cases management due to the unfreezing of frozen positions and the revision and development of new policy instructions during this period.  This has led to more frequent Commission meetings which called for more preparatory times of cases and policies, secretariat duties and after hour services.

5.1  RISKS AND RISK MANAGEMENT 
The following risks were managed during the year.

[bookmark: _Hlk10737649]Table 27: risks and risk management 
	Risks
	Risk level
	Risk Management

	
	High
	Med
	Low
	

	Strategic

	Cabinet Directions - Policy 
	
√
	
	
	Proactive engagement of Ministers and CEOs. Frequent CEO forums with Commission and Ministers.  Weekly NEMC and Clusters meetings.

	Wage Bill 
	√
	
	
	Critical vetting committee; establishment measures (overtime, recruitment), TAs

	Covid19
	√
	
	
	Proactive planning, emergency guideline activation (special instructions on leave and remote working guidelines) deferred activities replaced by other doable activities – audio visual material translation for online and e-information sharing and consulation
Investing in e-platforms and program software 

	Breaches of the Code
· Absence without Authority leading to overpayments 
· Social media breaches
· Political Neutrality
· Fraud
	
	√
	
	Policy tips, CEO and HR forums, Talatalanoa direct visits; PSC FB page posts and reminders

	Operational

	Staff turnover  and vacancies
	
	√
	
	Ministry to develop succession plans and identify potential leaders; Merit versus succession 
Stronger workforce monitoring by PSC

	New COP
Minimum Requirement/Interpretation issues on similar and relevant
	
	√
	
	Better and timely engagement with CEOs and HR managers; Clear and concise interpretations and communications

	No legal staff
	√
	
	
	Task pooling, Work sharing with AGO’s office

	Specific expertise in data analytics and infographics
	
	
	√
	Request from Pacific Fale (MFAT)
AVI
Other TAs (DFAT/MFAT)






6. Disclosures and Legal Compliance

6.1 Audit Statements
The compliance audit for the period of July 2015 – June 2019 did not raise any issues of noncompliance.  There is no performance audit as yet.

6.2 Detailed key performance indicators information
This has been discussed in section 3.

[bookmark: _Toc56508873][bookmark: _Toc112665089]6.3 Ministerial directives
[bookmark: _Toc52290016]There were 27 Cabinet submissions including policy matters, performance, and pensioner gratuity of CEO contracting matters that were all approved or noted by Cabinet.  
[bookmark: _Toc56508874][bookmark: _Toc112665090][bookmark: _Toc52290017]6.4 Governance disclosures
At all times, the Commission declares conflict of interest in matters regarding appointments, terminations or disciplinary, dispute or grievance cases. This also applies to CEO recruitments/ appointments and to the conduct of Commissioners.

6.5 [bookmark: _Toc56508875][bookmark: _Toc112665091]Government policy requirements
Compliance:  Ministries compliance to the Public Service Act requirement especially employment policies, performance management and Code of Ethics are routinely addressed.  However, the following summarizes key policy achievements:
Policy matters completed as follows:
Non compliance on Government policy is due to Accountable Officers negligence and dereliction on duties leading to overpayments (cost to Government); breaches of the Code of Conduct due to leniency or overlook; and the lack of ongoing regular internal Ministry briefings on appropriate behaviours and enforcing relevant policies.  

[bookmark: _Toc52290018][bookmark: _Toc56508876][bookmark: _Toc112665092]6.6 Board and Committee Remuneration. 
The Public Service Commission consists of five part time Commissioners, who report directly to the Hon. Prime Minister. Commission meetings are run twice or three times weekly.  The total number of Commission decisions in a FY reflect the total amount of cases considered by the Commission.  Meeting fees make up around 8% of the total budget.

	Meeting Fees – Commissioners only

	FY 2018/19
	155,792.00

	FY 2019/20
	159,670.00

	FY 2020/21
	195,670.00

	Fy 2021/22
	167,770.00



Total cost for all meeting fees continues to increase over the years from $159,670 for the 2018/19 FY, $199,600 (2019/2020) to $211,780 (2020/21); $167,770.00    

Table 28: Rates for Commissioners
	Chairperson
	$260 meeting fee plus 
$170 per hour of preparation. Maximum of two hours preparation allowed. 

	Commissioners
	$170 meeting fee plus
$150 per hour of preparation. 
Maximum of two hours preparation allowed. 



7. CONCLUSION
The two disasters that visited Tonga in the third quarter of this period galvanized the new government into new and adaptive governance and operational modality reflecting strong resilience.  The Public Service went quickly into action and the cluster modality of working in emergencies saw all of government MDAs, the public enterprises, the private sector, humanitarian-based NGOs such as the Tonga Red Cross, Tonga Health, Tourism Authority, and the Reserve Bank working together for several months. Other entities were coopted for the cluster committees.
We saw the government reallocate resources to priority areas and PSC worked with CEOs and teams in facilitating a support base (human resources, equipment, and vehicles), communications and logistics for the MOH in particular.  Additionally, the PSC developed guidance and templates in addition to special instructions to working remotely, rostering and to checking on the welfare of employees.  Some neighboring countries have sought PSC’s guidance and policies on these areas.
Despite these challenges, PSC has been able to achieve at least 87% of its Annual Management Plan.  Much gratitude goes out to the Prime Minister and His Cabinet and the Commissioners for the considerate and strong leadership guiding and charting our work. Likewise, we acknowledge the support of our Development Partners, in particular, DFAT, MFAT, Public Service Fale, the World Bank, ADB, Commonwealth Secretariat, ILO, AVI in a number of joint ventures.  
4. Total new appointees: 250 employees
5. Internal Transfers = 234
6. Total exits from PS: 135 employees
     Means of exit from Public Service;
h. Resignation: fifty-eight (58) 43%
i. Retirement: forty-two (42) 31%
j. Medical Cessation: thirteen (13)10 %
k. Died in Service: ten (10) 7%
l. Dismissal: eight (8) 6%
m. Termination: four (4) 3%
n. 
WORKFORCE AVAILABILITY
Snapshot as of 30 June, 2022

ix. Doctorate = 50% female; 50% male
x. Masters = 35% female; 65% male 
xi. Post-graduate = 75% female; 25% male
xii. Bachelor = 60% female; 40% male
xiii. Diploma = 70% female; 30% male
xiv. Certificate = 58% female; 42% male
xv. High School Certificate = 59% female; 41% male
xvi. No qualification = 23% female; 77% male


WORKFORCE CAPABILITY
Current Expertise

f) Average age in the Public Service
= 40
g) Gender Composition 
= 62% [image: Female Symbol Icon in and Stock Footage Video (100% Royalty-free)  1021780084 | Shutterstock] vs 38% [image: Male Symbol Icon in and Stock Footage Video (100% Royalty-free) 1008672844  | Shutterstock]
h) Senior Executive Services (Bands C, D, 
E, F & G) = 4% i.e. 142 employees
i) Professionals (Bands H, I, J, K, L & M) 
= 70% i.e. 3,071 employees
j) Junior/Support (Bands N, O, P Q, R & S)
= 26% i.e., 1,146 employees
     
01 July, 2021 to 
THE PUBLIC
Sub output 2: WORKFORCE PROFILE
Occupational Groups
WORKFORCE MOBILITY
Trend Data

SERVICE –
GENERAL
PERFORMANCE
30 June 2022
g. Total no. of employees (PSC governed): 4,359 employees, 2% increase compared to 2020/2021 FY 4,254 employees.
h. Largest Ministry: MET 31% (1,355)
i. 3 Fastest growing ministry: MOH 3%, PMO 14%, MIA 19%
j. 3 ministries with highest staff Turnover: MEIDECC 6%, MTED 4%, MPE 3%
k. Smallest ministry: Palace 1% for 3rd consecutive years
l. Staff turnover rate = 0.7%


Improved workforce information, workforce analysis and capacity development opportunities for public servants

The Workforce Development Division focuses on two major areas.  One is the provision of workforce analysis for the public service; the other is workforce development through the implementation of the Public Service Workforce Development Framework.  

The Division has been more proactive in reconciling and following up workforce data with the Oversight and Remuneration Division as part of a more detail-oriented approach based on key learnings from challenges faced in the previous year. 

With more qualitative data available, a new challenge has emerged in terms of embedding good workforce practices within the line ministries so that our workforce strategies are able to yield the desired results.  This analysis reports on the four (4) key dimensions of the Tonga Workforce Development Framework which focuses on the following major components;
[image: ]

[bookmark: _Toc56763840][bookmark: _Toc112665093]Public Service Workforce size
[image: ]The Tonga Public Service consists of two (2) schedules;
· Schedule I is PSC governed; seventeen (17) ministries and four (4) agencies.
· Schedule II operates under the jurisdiction of independent Legislations which establishes the Legislative Assembly (LA); Tonga Police, Fire and Emergency Services, Prisons, His Majesty’s Armed Forces, Ombudsman and the Office of the Auditor General.  
· HMAF registered the highest number of staff at 587, followed by Police at 501, Prisons at 178, Fire at 141, Legislative Assembly at 50 and Audit at 43.  The Ombudsman Office is the lowest at 23.

· The total number of Public Service employees (inclusive of Schedule I and II) as at 30 June 2022 was registered at 5,882 employees, a growth of 135 or 2.4% from 5,747 employees at the same time last financial year.  
· The largest growth is from Schedule 1 Ministries at 3% and 2% from Schedule II Ministries.

[image: ]Figure 25: Schedule I & II as at June 2022
· Schedule I Ministries continue to employ the lion’s share of the Public Service employees at 74% whilst Schedule II accounts only for the remaining 26%.
· Male dominance is maintained in Schedule II. Female to male ratio is 11%:89% (female: male)
· [image: ] Female dominance continues throughout Schedule I Ministries at 62%:38%.
[image: ]




[image: ]The remainder of this report focuses only on Schedule I Ministries managed under the Public Service Act.

[bookmark: _Toc56763841][bookmark: _Toc112665094]Schedule I		Workforce Statistics

Workforce availability
The Public Service Commission employed around 4,359 employees by the end of June 2022, which is a 2.5% increase compared to 4,254 employees at the end of June 2021.  This is a slightly lower growth rate that was recorded in the two (2) previous FYs (3% in 2021 and 2% in 2022). 

Provided below is a trend of the growth of the Public Service by Ministry over four (4) years as of July 2021 to June 2022;	

[image: ]

[image: ]

[image: ]For the past four (4) consecutive years the two (2) largest Ministries are the Ministry of Education and Training and the Ministry of Health.  The highest nominal increase (by head count) is by MIA with 13 additional employees as well as 13 employees with PMO. MET has the highest reduced number of 12 staff and MEIDECC registered a reduction of 6 staff.
The Ministry of Education and Training (MET) registered the highest % growth (31%) with the Public Enterprises recording the most staff reduction with a negative growth rate of -3.12%.

[image: ]
[bookmark: _Toc56763842][bookmark: _Toc112665095]Workforce Profile
Under this section, are occupational grouping, classifications, age, and gender information in Schedule I Ministries for this period.

Occupational Grouping
For three (3) consecutive years, the two (2) largest occupational groups continue to be the Education and Health sector which account for approximately 58% of the public service.

Table 29: Occupational Grouping June 2021 vs June 2022
	Occupational Groups
	2020
	2021

	Executive Management
	118
	113

	Middle Management
	143
	122

	Health Professionals
	870
	882

	Education Professional
	1171
	1284

	Human Resource
	125
	169

	Finance
	134
	204

	ICT Professionals
	62
	69

	
	
	

	Administrative and Clerical
	722
	581

	Legal
	27
	25

	Agriculture & Fisheries
	122
	121

	Technical
	311
	345

	Others
	330
	339

	TOTAL
	4135
	4254


[image: ]The specifications of the major occupations grouping are aligned with the current Classification of Positions. Revisions continue to be made to reflect changes to the COP and will continue to be updated as required.


Figure 26: Public Service Schedule I Occupational Grouping June 2021
[image: ]

Representation by Island Groups
[image: ]Approximately 80% of public servants governed by PSC resides in Tongatapu, 10% in Vava’u, 5% in Ha’apai, 3% in ‘Eua and 2% in the two (2) Niuas.  
Table 1:  Total Number of Employees per Island Group
	ISLAND GROUP
	TOTAL

	TBU
	3500

	VVU
	389

	HPI
	229

	EUA
	149

	NIUAS
	92

	TOTAL
	4359



Table 30: Number of public servants by ministry per island group
[image: ]
During PSC Office’s Talatalanoa Program to the Outer Islands of Vava’u, Ha’apai & ‘Eua, it was clear that improved communication and information sharing needs to be improved. Given the increase in the staffing capacity for the Outer Islands’ Subbranches, it was necessary to ensure timely dissemination of information to reach the OICs for their necessary actions. Other issues included proper oversight and management of the use of Government resources – e.g., vehicles etc. Without a PSC branch in the Outer Islands, improved work relations with the Governor’s Office / Government Representative were established to assist with the management and supervisor of staff in the outer islands.



Gender Profile 
[image: ]Figure 28: As of 30 June 2022, Schedule I gender composition was 62% female to 38% male employees. 
The area graph (Figure 28) above reveals MoI, MLNR, MEIDECC, Fisheries & MAFF as the male dominant Ministries. Fourteen Ministries show female dominance with only one Ministry (Palace) having a 50:50 representation of male and female in their workforce numbers. 
48% of the total male employee composition are employed under the Ministries of Health and Education with teaching and nursing careers being the heavily favored career choice within these two Ministries. The male dominance in the MAFF, Fisheries, MoI & MEIDECC Ministries represent the long service employees who occupy the technical assistance roles within these Ministries (e.g., surveyor assistants, road maintenance staff, fisheries, and agriculture technical officers). This represents the previous stereotyping recruitment in which males are more suited for physical labor and females for healthcare and clerical/administrative roles.  
There is a shift though in this stereotypical job assignment with females taking interest in technical roles (e.g., civil engineering, fisheries management etc.) and males adapting to previously female dominant roles (e.g., nursing, teaching, office administration etc.). There is still more work to be done in this area however, thus far it is clear that female employees are actively expanding the scope of their job interests and it is anticipated that the male dominant Ministries will see a more balanced gender profile in the coming FYs.
Figure 29- Female CEOs
[image: ]As in Figure 18, Gender pays parity is consistently higher for women at 58%:37% ratio compared to last year where it was 62:38%.  In other words, women continued to take the larger share of the salary earnings and this trend has been maintained over the last three financial years.
[image: ]Figure 30 - Gender Pay Parity





Median Salary in Schedule I
Median salaries measure the mid-point of the salary distribution (assumption is that half of the employees are below or above this salary level). It is less affected by a small number of employees with very high salaries.
[image: ]The average median salary for male employees was estimated to be $26,519 compared to female employees which was estimated to be around $26,745. Overall, an estimated $113 million represents the relative cost of salary for the Public Service based on the median salary For each salary band and is further depicted in the graph below;
· At the end of June 2022, the average median salary was $23,730 which lies between Band M and L. 

Classification / Banding
Sixty two percent (62%) of female employees dominate these professions with high variance with male employees between the ages of 18 to 40 and lesser variance between female and male employees between the age ranges of 41 to 60 years old. 
· 59% (2554 out of 4359) of Schedule I occupies positions placed at Bands K, L and M. 
· Middle to Senior Management positions (Band J and above) make up 15% and junior positions (Bands S – N) make up the remaining 26%.
· There are more male at Band R, and more female at Band S at the lower end.
· Executive Management positions at the CEO level (Bands C, D & E) continue to show male dominance with 5 female CEOs versus 14 male CEOs (26%:74%) as of 3o June 2022.  

Qualifications of Schedule I
[image: ]Figure 31: Qualifications as at June 2019 – June 2022
· 26% of the public service hold a degree or higher qualification as of 30 June 2021. 
· Diploma holders remains the dominant qualification level with 44% followed by 18% with bachelor’s degree.
· 1% hold postgraduate degrees 
· [image: ]Females heavily outnumber males by over twice as many employees at the Diploma / Bachelor degree entry level of Band M and Band L (1805 female :894 males).  These are again attributed to female dominated occupations of nursing and teaching.FIGURE 22: Higher Academic qualification held by Ministries as of June 2022


· About 16% of the Public Service have no post-secondary school qualification and over the past three years, the number has slightly increased due to the increase in the recruitment of daily paid laborers for non-specialized roles.  
· Highest with no qualification is at Ministry of Health at 39% of its staff (drivers, housekeepers, groundkeepers, watchmen etc.); and highest qualifications at Bachelor’s level is at the Ministry of Education and Training at 24%.
· However, there is a steady growth in degree holders at the Diploma to Masters Degrees with highest growth at the Diploma level, followed by those with Bachelors. 
· At the PHD level there is a 50%:50% split female and male employees. At Masters and Postgraduate levels, females dominate by 65% and 75% respectively. 
Age Profile · Age: 20
· 40: 60%
· 41-50: 22%
· 51-60: 17%
· Average age - 40

There is a wide gap between female and male employees at the early career stages which is between the ages of 18 to 40.  This difference stems from the female dominant teaching and nursing professions with the highest number of employees in Government. However, as the age group reaches the range between 41 and 60 there is almost no variance between female and male employees. 
          Table 31: Public Servants Age vs Gender
	Age Group
	Male
	Female
	TOTAL
	Male 
	Female 

	<20
	4
	16
	20
	20%
	80%

	20-30
	376
	861
	1237
	30%
	70%

	31-40
	469
	911
	1380
	34%
	66%

	41-50
	398
	543
	941
	42%
	58%

	51-54
	176
	182
	358
	49%
	51%

	55-60
	188
	188
	376
	50%
	50%

	>60
	31
	16
	47
	66%
	34%

	Total
	1642
	2717
	4359
	38%
	62%


· The largest group (60%) fall in the age group of 20-40 years; followed by 22% for those between 41 – 50 years and 17% for those between 51-60 years.  There is a negligible number over 60 who are given work extension due to exigency of service, most (59%) of whom are male.
· The average age falls around 40 years of age.


[bookmark: _Toc56763843][image: ]
Figure 32: Public Servant Age vs Gender
[image: ]

[bookmark: _Toc112665096]Workforce Mobility
Entrance and Exits
· There was more entrance than exits in this period with 117 to 30 employees exiting. 
· The past three years continues to see increases in hiring from, 25:16% (entrance: exit) in 2019/2020; 30:11% in 2020/21 FY, and 39:10% for this period.Greater Entry vs Exit

Total entry vs exit – 117:30

Ministry with highest recruitment – MET

Ministry with highest exit - MoH

· Highest entrance during this FY is from Quarter 4, reflecting the recruitment of front-liners and health workers during the spread of Covid-19 in the Year 2022
· Over a six-year trend, this FY registers the second lowest in terms of the number of new appointees. 
· The size of the public service continues to be a major challenge in terms of the wage bill management and the long-term affordability and sustainability of Government salaries and wages.  As of June 2022, the wage bill was at approximately 63% which is 10% higher than the threshold of 53%. (to be updated from Finance)

[bookmark: _Toc56763844]Table 32: Public Service Entrance vs Exits 2017 - 2022
[image: ]



[image: ]






[bookmark: _Toc112665097]Workforce Capability
The second component of the work of the Workforce Development Division is developing and enhancing the capability of its employees under the Public Service Workforce Development Framework 2017 – 2023.  It includes a number of strategies including structured generic trainings, leadership and talent development; workforce and trend analysis and joint partnership with the Government Scholarship committee and development partners in short- and long-term training scholarship opportunities.
Annual Training Needs Survey of MDAs
The Training Needs Analysis Survey was last conducted by PSC Office in September 2019 which accounted for the line ministries’ priority training requirements from 2021 to 2023. Since then, PSC Office has opted to conduct the Training Needs Analysis Survey once every 3 years to utilize the information submitted by Line Ministries throughout the entirety of the period selected. 
Line Ministries identified Training Needs for 2020 and 2021.
Table 4: Line Ministry’s Priority Areas for 2020 & 2021
	Summary of Scholarship Needs Identified
	Qualification Level
	2021
	2020
	Total # requested

	
	Pre Degree
	-
	3
	3

	
	Bachelor
	87
	29
	116

	
	Postgraduate
	14
	11
	25

	
	Masters
	43
	17
	60

	
	PhD
	0
	1
	1

	
	TOTAL
	144
	61 
	205



From the information presented in Table 4 above, a total of 205 scholarships were requested by 21 Ministries. The remaining 5 Ministries did not submit any training needs, namely; (1) Armed Forces (they have their own partnership programs) (2) Foreign Affairs (3) AGO (4) Audit Office and (5) Prisons.
A summary of the scholarship requests is summarized in Table 33 below;
	#
	Ministry
	No. of Scholarship(s) Allocated in 2021
	No. aligned with priority needs
	% of Priority Needs met

	1
	Fisheries
	1
	1
	100%

	2
	Justice
	4
	2
	50%

	3
	Justice
	1
	1
	100%

	4
	Revenue
	2
	2
	100%

	5
	Finance
	1
	0
	0%

	6
	PMO
	1
	0
	0%

	7
	MEIDECC
	2
	1
	50%

	8
	Ombudsman
	1
	1
	100%

	9
	Palace Office
	None
	None
	N/A

	10 
	Education
	105
	10
	10%

	11
	Tourism
	1
	0
	0%

	12
	MAFF
	3
	1
	33%

	13
	PSC Office 
	1
	1
	100%

	14
	Infrastructure
	2
	2
	100%

	15
	Statistics
	Nil
	Nil
	N/A

	16
	MLNR
	1
	1
	100%

	17
	MIA
	1
	1
	100%

	18
	MTED
	4
	0
	0%

	19
	AGO
	1
	0
	0%

	20
	Foreign Affairs
	1
	0
	0%

	21
	Tonga Fire
	1
	1
	100%

	22
	MOH
	4
	2
	50%

	TOTAL
	138
	27
	20%



A Training Needs Analysis Report was produced and will be shared with the Development Partners to assist with their scholarship allocations for 2021/22. The PSC Office has continued to utilize the TNA Survey results from 2019 to guide the allocation of scholarships through the Tonga Government Scholarship Committee and other development partners.   

Scholarships
The scholarship allocations are based on all scholarships funded by the Governments of Tonga, New Zealand and Australia, Japan, and includes other award programmes from the Commonwealth Foundation, Fred Hollows and Thailand Cooperation Agency Scholarship. Data on scholarships awarded are still compiled by the Workforce Team and will not be available until the next FY. Since the COVID-19 restrictions, the following were noted;
· Over the 2021-2022 period, a total of one hundred and forty-three (143) Tongan Government scholarships were awarded in 2021; an increase from 81 in 2020 and 28 out of 143 (20%) were priority needs. 
· Eighty-four percent (84%) of scholarships awarded in 2021 are undergraduate degree programs; followed by Postgraduate/ Masters programs at 15%.
· There is an increase in the percentage (%) of scholarship allocation compared to 2019 and 2020. Education received the highest number of scholarships with 104 scholarships , most of which were intended to boost the capabilities of their Deputy Principals and Principals not only in Tongatapu but across all the Outer Islands, even the two Niuas.
· Eighty-five percent (85%) of the allocated scholarships are expected to be completed online from the Tonga Campus due to the restricted international travel and the remaining fifteen percent (15%) represent scholars studying abroad in Fiji, New Zealand and Australia.
Table 34: Summary of Scholarships awarded 2016 – 2022(2022 to be inserted)The majority of the scholars with 2021 awards commenced their studies online from within Tonga and some are expected to travel once the travel bans are lifted. Scholars currently overseas continue their studies abroad and are expected to return upon completion.

	 
	2016
	2017
	2018
	2019
	2020
	2021

	 Diploma
	0
	0
	1
	0
	1
	0

	Bachelor
	38
	25
	43
	40
	56
	120

	Post Grad
	3
	2
	6
	3
	3
	3

	Grad Dip
	3
	2
	0
	0
	0
	0

	Masters
	10
	16
	16
	12
	19
	18

	Doctorate
	0
	0
	0
	0
	1
	0

	Others
	0
	1
	0
	0
	1
	2

	Total
	54
	46
	66
	55
	81
	143



[image: ]
 Figure 33: Number of Priority Needs identified in 2019 vs Scholarship Allocations for 2022 (to be updated)
[image: ]
· As in Figure 33, the line ministries training needs are not fully catered through the scholarship allocation and we are not able to do so given our limited financial resources. Even with the help of the development partners, it would still prove difficult to fully address as they have their own national interests (e.g. NZ – primary industry sector and Australia – Health and Education, and Japan – ICT and Environment). 
· Nevertheless other options are available for capacity building through short to medium term trainings. Short term courses in leadership, public sector management, governance etc are better met through short online trainings which has been successfully implemented by Singapore. This has already been raised in meetings with JICA, Australia and New Zealand and will be explored further in the new Financial Year.
· New Zealand’s Public Service Fale [Fale] have also assisted in providing Mentoring Programs, Webinars and HR Peer Learning pods – platforms where 16 Pacific PSCs members can share and help each other on various topics recommended by the Fale.

Guiding Principles


Perform their functions in an impartial and competent manner;


Public Service Act 2002;


Public Service (Amendment) Act 2010, 2012,2014, 2015, 2016, 2017, 2018, 2019;


Public Service (Disciplinary Procedures) Regulations 2003;


Public Service (Disciplinary Procedure) (Amendment) Regulations 2010;


Public Service (Grievance and Dispute Procedures) Regulations 2006;


Public Service (Grievance and Dispute Procedures) (Amendment) Regulations 2010;


Public Service Policy 2010;


Public Service Policy and Instructions 2010 2013, 2016, 2017, 2018, 2019; 2020, 2021, 2022


Code of Ethics and Conduct 2010.


ensure employment decisions are based on merit;


ensure equality of opportunity in employment;


provide a workplace that is free from discrimination and recognizes the diverse background of employees;


be accountable for their actions;


deliver services fairly, effectively, impartially and courteously to the public and to visitors to Tonga;


establish a co-operative workplace relations based on consultation and communication;


observe the law; and


Legal Mandates





ensure there is transparency in the performance of their functions.



Prime Minister
 (Hon. Hu'akavameiliku


Public Service Commissioners


CEO of the Commission (Dr. Lia Maka)


Office of the CEO, Leadership, Policy & Strategic Foresight


Workforce Development


Performance Development


Oversight


Remuneration


DS -Victorina Kioa


DS - Victorina Kioa


Principal Oversight Officer - (NEW)


SAS - Jamie Sa


SAS - Silia Taulava


DS - Franz Tuuhetoka


SAS - Moa 'Eu'eiki Fonua


AS - 'Asupa Latu


AS - Taina Fifita


DS - Moleni Ika


SAS-Kolosia Talamai (Monitoring)



SAS - Lolohea Tu'uhetoka



Corporate Governance


SCP - Siale Junior 'Akau'ola


Acountant - Mele Lute Hingano


Driver-Christopher Tangataevaha


Driver-Romney Laiafi


Housekeeper-'Anitoneti Nofo'akifolau


RM- Lisimeili Loloa 


RMO-Sione Ta'ufo'ou


ARM - Vacant


CP - 'Ofa Laimani


SSGI-Wellesly Tuionetoa


SSGIII-'Onelea Toki


DS - Moleni Ika


PAS-Ronny Fono


SAS - Vacant


AS-Mele Paea Latu


AS-'Ilisapesi Veikune


SAS-Suliana Wolfgram


Office of the Commissioners


Policy, Legal and Investigation


DS - 'Elisapeta Fa'aui


SAS - Mona Taumoefolau


RM-Vacant


SEO - Salote Vakalahi


PAS - Nolini Vaka'uta


Training Officer - 'Ana Noelani Tautua'a


APRO - Makelesi Vaea


EO - Meliame  Lea


LO - Rico Tuhanuku


AA - Vacant


SAS - Sulieti Fakakovikaetau


CT - Vacant


Office of the CEO


AS - 'Omeia Beatrice Lavemai


PAS - Vacant


Human Resources Management


PAS - Taniela Makisi


DS - Franz Tu'uhetoka


SAS - Malia Tonga


SAS - Neliane Afu


AS - Vaeatangitau 'Akau'ola


AS - Te-Rhani Kara


AS - Siuola Vaipuna


RR - Vacant


Office of the Public Service Commission PMS performance 2016/17 - 2020/21

2016/2017  Final Results	
Below 3 (1 to 1.99)	Below 3 (2 to 2.9)	3 Rating (3 to 3.4)	4 Rating (3.5 to 4.4)	5 Rating (4.5 to 5)	0	1	15	6	0	2017/18  Final Results	
Below 3 (1 to 1.99)	Below 3 (2 to 2.9)	3 Rating (3 to 3.4)	4 Rating (3.5 to 4.4)	5 Rating (4.5 to 5)	0	0	20	10	1	2018/19 Final Results	
Below 3 (1 to 1.99)	Below 3 (2 to 2.9)	3 Rating (3 to 3.4)	4 Rating (3.5 to 4.4)	5 Rating (4.5 to 5)	0	2	16	19	1	2019/20  Final Results	
Below 3 (1 to 1.99)	Below 3 (2 to 2.9)	3 Rating (3 to 3.4)	4 Rating (3.5 to 4.4)	5 Rating (4.5 to 5)	0	1	9	27	1	202o/21  Final Results	
Below 3 (1 to 1.99)	Below 3 (2 to 2.9)	3 Rating (3 to 3.4)	4 Rating (3.5 to 4.4)	5 Rating (4.5 to 5)	0	2	13	21	0	
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Total

C Cases
ases with Final
special Decision
Quarter | Meetings Meetings Circulation 5 " 5 . g
[V -] wn ‘0 > © [
32 (239|829 5|92
82 |4|3|%8¢g|°
< 4 3
Q1 13 10 7 139 10 29 | 178
Q2 10 15 10 202 7 7 216
Q3 6 5 5 172 0 5 177
Q4 14 10 304 0 36 | 340
TOTAL 43 40 22 817 17 77 912
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{\) Ove rsight 6\ 5.1 Monitoring & Evaluation of

PSC Outputs

Continue zoom meetings with OR AVI Alex George now that D Q L «  Send out M&E Dashboard & Matrix to all Divisions on a
new staff assumed duty on the 2™ Sept 2021. I V I S I 0 n Quarterly basis
Collate MDAs Org Structure for all 20 MDAs Org Structure « Compile & Consolidation of M&E Dashboard and Matrix

results for Q1 - Q4
1-on-1 Meetings with HOD/Principal Officers to discuss
KPIs relevancy and effectiveness for reporting.

*  M&E Plan Final

- SAS (M&E)filled on the 22" Sept 2021
* Providing relevant data and analyses

reviews for Vetting Subcommittee x 3 (PMO, Stats, MTED)

1" Draft of PSC OR recommendations submitted
Completion of Data collection for PSC OR

17 LMs org. structure compared to Staff lists
Handover with AS C&E 3/5/2022

Vetting of MFA application for 21 \%

positions. Approved 6/21

Report o Professional & Daily Paid
Contracts for all 20 MDAs

Vetting of MLNR submission 22 June 2022
(not approved due to late submission)
Vetting Sub-Committee Meetings x 3

¢
a3

* Disseminate Easter Cards
* Update of OIC Contact Information
. =9 for outer Islands
Senior Organizational +  C&E Handover to SAS (OR)
(MOH, MLNR, and MoF). Structure Officer k X th
* PSCSignboard installed 25 May

3 g th
MOH special meeting onthe 27  of August « 74 Facebook posts, 236 Likes,

to assist them with Critical Positions Jamie Sa (SAS) 20,574 Reaches, 2,232
Recondiling of Staff list (including Daily - En’gagements 43 Sharyes '
Paid & Prof Contracts) and monitoring of ’

the Registry update.

Communications &
Engagement Officer
Promoted to MIA

(sAS)

* AS Siniteke Fotu was promoted to

h
SAS at MIA effective 5( May 2022.
*« New Staff, AS Omeia Lavemai

th
started onthe 20 June 2022.
*  C&E Plan completed 2021/2022

= PSC Talatalanoa Scheduled and disseminated to all Schedule |
MDAs

*  May-June 2021 PSC Newsletter Disseminated.

* Disseminated CEO Engagement Satisfaction Survey.

d
* Conducted Sexual Harassment Training (PSC 2" Sept, Palace
d h h
Office 3r Sept, Tourism 6‘ Sept, HR Forum 10l Sept, Vava'u 13-16
d
Sept 10 sessions, MAFF 21" Sept, MFA 23" Sept.




image96.emf
KPIs Achieved

Not 

Achieved

CP 88% 12%

AMP 77% 23%

Oversight Division Results - FY 2021/2022
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Traffic Light Total # of Achieved Delayed/ Not N/A  Complete
Assessment Activites Target Deferred Achieved

Year FY 2021/2022

Overall Number 61 24 30 o) o) 5 2 o)
per TL

Percentage (%) 39% 49% o% o% 8% 3% o%
Year FY 2020/2021

Overall Number 61 33 22 o o 3 3 o
per TL

Percentage (%) 54% 36% 0% 0% 5% 5% 0%
Difference between Years -15% 13% 0% 0% 3% -2% 0%
Performance 2% 2%
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PSC Performance Against CP High Level KPIs - By Division - EFY 21/22

Traffic Light Assessment otal # Achieved On Delayed/ Not N/A
of CPI Target Deferred Achieved
KPIs

1 Leadership & Policy 16 88% 13%

2 Workforce Development 6 83% 17%

3 Performance Development 9 100%

4 Human Resource 4 75% 25%

5 Oversight Division 8 88% 13%

6 Remuneration 8 88% 13%

7 Corporate Division 10 90% 10%
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Number

38 72 0 34 0 18 3

Percentage (%) 2%

Number

24 30 0 0 0 5 2

Percentage (%) 3%

13%

89% 8%

PSC Performance Overall Average Against AMP & CP - FY 2021/2022

Traffic Light 

Assessment Based on 

Total # 

of KPIS

Delayed

/Deferre

Not 

Achieve

N/A

Achieved (Exceed, Achieved, On Target & Completed)

Against 

AMP

Against 

CP

165

61

87%
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Exceeded — No. of positions evaluated: 763
Exceeded — No. of positions approved to be
benchmarked: 341

Exceeded-% of positions vetted for re-
evaluation: 155%

‘Achieved- % of positions submitted for re-
evaluation: 100%

On target- No. of reviews
undertaken: 2

On target- No. of reports
submitted: 2

3} hﬁc

6.1 Annui
2 Job
Performance =
Rewars Evaluation, R Framework (CF)

evaluation and
Benchmai

Assessment for_ and new Job

ublic Service,

v

N/A-No. of Policy Papers: N/A ~
N/A— Commission approval of policy paper: N/A /A Mo e Ministries consulted
Achieved - APRA Meting: 2 N/A~No. of line ministries
‘Achieved - Number of Cabinet Submissions approved T

on Performance Rewards Budget Estimate : 2 Aehioed %D tanstioned from

the old to the new: 40%

6.5 Policy papers on
benefits, incenti
and rewards

Achieved- No. of research
conducted: 1
Achieved-No. of reports
submitted to the relevant
authorities: 1
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Annual Report 20192020 approved on
7 December 2021

Corporate Plan 2022/23-2024/25 final
submitted to PMO NPD on May, 2022.
Total Staff as of June: 42 staff

Vacant Positions as of 30 June, 2021

« Deputy Secretary (HRM)

« Principal Assistant Secretary (OD)

« Senior Assistant Secretary (PDD)

« Senior Assistant Secretary (RD)

« Records Registrar (CG)

« Computer Trainee (CG)

PROGRAM 7:
CORPORATE
GOVERNANCE

P
Budget
>sﬂ 1 3 FOTOLIOOM 86%  1,820,953.57
u!
4%

Trainings (Internal & External): Five (5)- Capacity building
PMS Traffic Light:
Summary of Outcomes: Internal * Quarter 1: 79% with a Yellow light
Monitoring & Performance management * Quarter 2: 97 % with a Green light
* Quarter 3: 89% with a Green light
* Quarter 4: 100% with a Green light

Office relocate to new renovated office at PMO
premises effective on 1* July, 2021.

Summary of Outcomes:
Planning & Recruitment

Death during service: 13 death
Pensioner died during service:
Thirty-four (34)pensioner
- Cessation of service: Eleven (11)
- Total Inwards & Outwards as of
30 June 2021: Inwards: 2198 &
Outwards: 2230

4

Budget
Registry, Gazette Remair 299,311.84
Budget
Performance 91%

Install & Implement new e-
attendance machine.

- Revamped and new design of PSC
website

- Time

Server management

and Records
Management

R
»$019

Information & Communication
Technology
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Receipts

Government Appropriations

2,085,300.00        

2,064,900.00

Cash Receipt (Shortfall)

5,429.63                 

22,148.00

Bond Refund

18,823.96               

-

Tsunami

1.00                         

-

Development Fund Receipt

10,710.82                

11,149.63

Total Receipts

2,120,265.41 $        

$2,098,197.63

Recurrent Payments

Established Staff

1,206,236.63          

1,104,989.83

Unestablished staff

21,800.00               

10,758.61

Travel and Communications

65,000.00              

37,261.91

Maintenance and Operation

36,886.00              

59,636.19

Purchase of Goods and Services

416,997.00            

556,223.79

Grant and Transfer

3,001.00                 

-

Purchase of Assets

359,633.96            

120,953.46

Total Recurrent Payments

2,109,554.59 $       

1,889,823.79 $ 

Development Payment

Travel and Communications

320.00                     -                         

Maintenance and Operation

-                           

-                       

Purchase of Goods and Service

10,063.97               

-                       

Purchase of Assets

-                           

11,149.63

Total Development Payment

10,383.97 $             

11,149.63 $           

OFFICE OF THE PUBLIC SERVICE COMMISSION

Statement of Cash Receipts and Payments

For the year ended 30th June 2022

1.2 Statement of Cash Receipts and Payments



2022 

TOP

2021 

TOP
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 Recurrent Budget Original  Budget Actuals Amount

Established staff (10XX)

1,206,236.63          1,088,248.43                     

Unestablised staff (11XX)

21,800.00                16,116.82                            

Travel and Communications (12XX)

65,000.00               35,238.34                          

Maintenance and Operations (13XX)

36,886.00               28,352.87                           

Purchases of Goods and Services (14XX)

416,997.00             340,231.46                        

Grant and Transfer (15XX)

3,001.00                  3,000.00                            

Purchases of Assets (20XX) 359,633.96             299,381.68                        

Total Expenditure 2,109,554.59        

1,810,569.60                     

Development Budget

Travel and Communicatons (12XX) $646.85  $320.00 

Purchase of Goods and Services (14XX) 10063.97 10063.97

$10,710.82 $10,383.97

OFFICE OF THE PUBLIC SERVICE COMMISSION

Statement of Camparison of Budget and Actual Amount

For the year ended 30

th 

June 2021

1.3: Statement of Comparison of Budget and Actual
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 Category Original Budget Transfers within Revised Budget

CAT 10-ESTABLISHED

Salaries 1,189,829.63          (173,215.00)             1,016,614.63         

Government Contribution 125,800.00             (2,178.00)                  123,622.00            

CAT 12-TRAVEL AND COMMUNICATION

Domestic Travel 54,000.00               (15,000.00)               39,000.00              

Telecommunication 1,000.00                 2,000.00                   3,000.00                

Broadcasting 7,000.00                 5,000.00                   12,000.00              

Advertising 7,000.00                 2,000.00                   9,000.00                

CAT 13-MAINTENANCE AND OPERATION

Fuel 10,500.00               1,428.00                   11,928.00              

Maintenance of Office Equipment 4,000.00                 3,758.00                   7,758.00                

CAT 14-PURCHASE OF GOODS AND SERVICES

Office Supplies 26,600.00               6,077.00                   32,677.00              

Subscription 200.00                     800.00                      1,000.00                

Rental 100,700.00             (80,000.00)               20,700.00              

Catering/Refreshment 20,000.00               1,474.00                   21,474.00              

Licences 3,000.00                 12,046.00                 15,046.00              

CAT 20-PURCHASE OF ASSETS -                          

Renovation 78,823.96               235,810.00               314,633.96            

GRAND TOTAL 1,628,453.59         -                             1,628,453.59        
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5 year Budget Performance, PSC

Axis Title

89%

FY/2017-18 FY/2018-19 FY/2019-20 FY/2020-21 FY/2021-22
W Budget Performance 89% 93% 95% 95% 91%
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Revised Budget Actual Budget vs Actual

CAT 10 1,206,236.63        1,088,248.43   90%

Salaries  1,016,614.63           955,080.76         94%

Overtime 26,000.00                18,420.38           71%

Government Contribution 123,622.00              100,267.77         81%

Acting Allowance 20,000.00                3,113.08             16%

CEO/Minister Benefits 20,000.00                11,366.44           57%

CAT 11 21,800.00              16,116.82         74%

Wages 21,800.00                16,116.82           74%

CAT 12 65,000.00              35,238.34         54%

Domestic Travel 39,000.00                18,883.68           48%

Overseas Travel 2,000.00                  -                       0%

Telecommunication 3,000.00                  1,116.00             37%

Broadcasting 12,000.00                6,916.56             58%

Advertising 9,000.00                  8,322.10             92%

CAT 13 36,886.00              28,352.87         77%

Fuel 11,928.00                11,869.31           100%

Maintenance Computer System 1,000.00                  979.35                98%

Maintenance of Office Equipment 7,758.00                  7,280.82             94%

Maintenance of Vehicles 12,200.00                6,098.48             50%

Maintenance of Building 3,000.00                  1,804.91             60%

Waste Disposal 1,000.00                  320.00                32%

CAT 14 416,997.00            340,231.46       82%

Electricity 40,000.00                28,116.26           70%

Water 3,000.00                  642.97                21%

Office Supplies 32,677.00                31,556.91           97%

Printing 15,500.00                13,028.25           84%

Subscription 1,000.00                  400.00                40%

Rental 20,700.00                17,247.44           83%

Training & Conference 2,000.00                  1,766.00             88%

Facility Hire 12,000.00                10,325.00           86%

Hospitality 8,500.00                  6,890.85             81%

Catering/Refreshment 21,474.00                20,430.44           95%

Licences 15,046.00                15,046.00           100%

Cleaning Supplies 11,300.00                9,884.34             87%

Meeting Fees 193,800.00              178,897.00         92%

Consultants/TAs 40,000.00                6,000.00             15%

CAT 15 3,001.00                 3,000.00            100%

Prize and Awards 3,000.00                  3,000.00             100%

Tsunami 1.00                          -                       0%

CAT 20 359,633.96            299,381.68       83%

Renovation 314,633.96              278,769.88         89%

New Equipment 25,000.00                11,411.80           46%

New Computer 20,000.00                9,200.00             46%

TOTAL DEVELOPMENT 10,710.82                10,383.97           97%

GRAND TOTAL 2,120,265.41          1,820,953.57     86%
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Divisions

Original 

Budget Transfers

Revised 

Budget Actual

Balance as at 30 

June 2022

% of utilized 

budget

% of remaining 

budget

Leadership 478,600.00     6,637.00      485,237.00      418,357.02   66,879.98                86% 14%

Workforce Development Division 63,500.00       418.00          63,918.00        57,286.53     6,631.47                  90% 10%

Performance Development Division 169,800.00     -                169,800.00      156,353.20   13,446.80                92% 8%

Human Resource Management Division 219,329.23     (32,000.00)   187,329.23      179,440.18   7,889.05                  96% 4%

Oversight Division 167,600.00     (32,524.00)   135,076.00      127,728.13   7,347.87                  95% 5%

Remuneration Division 176,200.40     (31,000.00)   145,200.40      124,197.46   21,002.94                86% 14%

Corporate Division 834,524.96     88,469.00    922,993.96      747,206.08   175,787.88              81% 19%
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Financial Year Budget Performance Budget Expenditure Procurement Performance

2017-18 89% 99% 75%

2018-19 93% 94% 100%

2019-20 95% 84% 100%

2020-21 95% 91% 100%

2021-22 91% 86% 100%
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Financial Year

No.received 

proposal

No.Endorsed 

Proposals

No. 

Compliance

No.Non-

compliance

% Compliance

% Non-

Compliance

2018-19 6 6 6 0 100% 0%

2019-20 2 1 1 0 100% 0%

2020-21 0 0 0 0 100% 0%

2021-22 0 0 0 0 100% 0%
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Summary Asset Register

Public Service Commission

as at 30th June 2022
Accumulated Closing Book
Asset Cost Addition Disposal TOTAL Depreciation Depreciation Value

1.Building 235,809.45 - - 235,809.45 2,261.19 2,261.19 233,548.26
2.Infrastructure - - - - - - -
3.Vehicles 233,836.00 - - 233,836.00 14,214.00 162,564.71 71,271.29
4.Computer
Software - - - - - - -
5.Computer
Hardware 94,827.50 - - 94,827.50 14,439.51 78,087.55 16,739.95
6.0ffice
Equipment 60,342.35 - - 60,342.35 10,708.47 27,722.57 32,619.78
7.Furnitures &
Fittings 120,605.25 - - 120,605.25 12,060.53 54,424.66 66,180.59
8.0ther Plant &
Equipment - 37,625.19 - 37,625.19 3,762.52 4,248.67 33,376.52
TOTAL $ 745,420.55 | $ 37,625.19 | $ -| $ 783,045.74 | $ 57,446.21 $ 329,309.35 $ 453,736.39
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STOCK COUNT AS OF 30 JUNE 2022

= Cleaning Items.
Covid- 19 Tools

= Kitchen Tools
Office Supplies
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Figure 13: Schedule 1 Employees List
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Figure 14: Percentage (%) Growth by Ministry
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Figure 15: Number of Staff by Ministry FY2021/2022
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