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GLOSSARY OF ABBREVIATIONS AND ACRONYMS
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-
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GBAA

-
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–
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-
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-
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-
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-
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-
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-
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MSWGCA

-
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-
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NaCSA

-

National Commission on Social Action

NASSIT

-

National Social Security and Insurance Trust

PRSP

-

Poverty Reduction Strategy Paper

PS

-

Permanent Secretary

PSRU

-

Public Sector Reform Unit

RMT

-

Records Management Team

SL

-

Sierra Leone
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EXECUTIVE SUMMARY
1. As part of the Government of Sierra Leone’s (GoSL) commitment to strengthening the
performance of public institutions for efficient service delivery, a Public Sector Reform
Programme has been developed with help from development partners.
2. The primary objectives of the Reform programme include the restructuring and
capacitating of Ministries. The process includes conducting Management and Functional
Reviews, which examine the structures, mission, vision, mandate, and processes used in
each Ministry and make recommendations on the way forward.
3. The Ministry of Employment and Social Security is one of the key Ministries in Sierra
Leone in view of its strategic role of ensuring full employment and resolving labour
disputes between employers and workers. Indeed, the Ministry is considered vital to
sustained recovery from civil conflict to long-term development.
4. However the regulatory framework of the Ministry of Employment and Social Security
includes long-outdated laws from as early as the 1970s which have little bearing to
modern day labour patterns and needs. Successive changes in the structure and mandate
of the Ministry over the years have resulted in confusion and erosion of the Ministry’s
core responsibilities. The productivity of the Ministry has been further undermined by
lack of strategic leadership and guidance.
5. Although there are functional overlaps with some other institutions, the Ministry is
responsible for achieving its core mandate. Guidance on this core function can be found
in the Poverty Reduction Strategy Papers I and II, which clearly state that the Ministry is
responsible for policy development on employment and labour issues. In performing
these tasks, the Ministry is expected to develop innovative programmes for employment
promotion and, more significantly, to collect and collate data on the labour market.
5

6. The Ministry has not been able to function effectively even in light of the strategic
responsibility it carries. Recently however, it has taken the bold step of undergoing a
Strategic Planning Session with assistance from the International Labour Organization
(ILO). During this three- day retreat the Ministers and top management of the Ministry,
representatives from its social partners the Sierra Leone Labour Congress and the
Employers Federation, development partners GTZ, and governance institutions the PSRU
and HRMO, participated in management review and developed a guiding document on
the functions, mission, vision, and constraints of the Ministry. This MFR builds on this
exercise, taking into account the concerns raised by the Ministry as well as its function
within the Civil Service structure.
7. The present organizational structure of the MOESS is based on the traditional Civil
Service structures, procedures, and conditions of service. There are severe capacity
challenges in the Ministry and planning is ad hoc, reactive and uncoordinated.
8. As with other Ministries, roles of staff, including those at the senior level, are not
clarified. An appropriate organization structure has been recommended for adoption by
the Ministry. This is a compromise between the structure envisaged by the Architecture
of Government Review Blueprint conducted in 2006 and that developed by the ILO
Consultant during the Strategic Planning Session.

The recommended structure moves

the MOESS to a Directorate system, effectively clarifying the roles of the PS as the
Administrative Head and the Commissioner of Labour as the technical/professional head.
9. The Ministry requires an immediate injection of qualified staff to jump-start a renaissance
in employment promotion and labour policy development. This would entail renewing
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its commitments to the international system including paying its outstanding dues to the
ILO and other international organizations.
10. The MOESS will require substantial support from the HRMO in developing and
strengthening its manpower.
11. We believe that the measures recommended in this report will revitalize the MOESS to
enable it to fulfil its role of strategic policy development in the employment sector and to
be a leading force in employment promotion and labour dispute resolution.
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SUMMARY OF RECOMMENDATIONS
1. It is recommended that the Ministry be considered as priority in national reform
initiatives, especially with regards to national and development partner support under the
Public Sector Reform Programme.
2. We recommend that the Ministry collaborates with the Law Reform Commission and the
Ministry of Justice in developing relevant and proactive legislation that responds to our
present environment.
3. We recommend that the Ministry pursues its mandate as a policy-making institution
capable of developing relevant and creative solutions to unemployment, poverty, and
labour matters including disputes and engagement at the regional and international levels.
4. We recommend that the Ministry immediately adopts the vision developed during the
Strategic Planning Session.
5. We recommend that the Ministry adopts the new mission statement developed by
consensus with its partners at the Strategic Planning session.
6. We recommend that the Ministry moves to a structure to cover two primary areas:


Policy Development and Strategic Planning (Technical)



Administration Support and Finance and Human Resource Management
(Administrative)

7. We recommend that the divisions be headed by technical and management professionals,
including the Commissioner of Labour.
8. We recommend that the technical divisions of the Ministry are subdivided to provide for
the following functions :
i. Policy and Planning
8



Policy formulation and planning



Research, and statistics, and information management



Monitoring and Evaluation

ii. Employment Promotion and Services


Work permits



Employment centres



SMEs and Informal Economy



Employment promotion schemes and projects

iii. Industrial Relations


Labour standards



Trade unions and employers



Industrial court and labour laws



International relations (ILO, ARLAC, etc) and Legal Affairs

iv. Factory Inspectorate


Factory registration and inspection



Industrial health and safety

v. Social Protection


Safety net

9. We support and recommend the ceding of the functions earmarked for decentralization
to the appropriate local institutions.
10. We recommend that the Ministry works with DECSEC in developing a strategy for
devolution of its functions to Local Councils.
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11. We recommend the adoption of the Organogram in Appendix 5 which is a compromise
between that developed from the Strategic Planning session and the concerns raised by
the Ministry.
12. We recommend that an Internal Audit Unit is created, to operate in compliance with
Section 6 of the GBAA 2005.
13. We recommend that the Procurement Committee actively fulfils its duties in compliance
with the Procurement Act and endeavour to foster an environment of fairness and
transparency in its activities.
14. We recommend that the Ministry create a Change Management Team which should
include the Minister, Deputy Minister, Permanent Secretary, Commissioner of Labour,
and representatives of the various departments, particularly the legal, human resource/
personnel, and finance units.
15. We recommend that the MOESS create a Working Group on Employment which should
include the MEYS, MSWGCA, NaCSA, Labour Congress, Employers Federation, and
GTZ amongst its members.
16. We recommend the development of a communications strategy by the Communications
Unit or Officer within the Ministry.
17. We recommend that MOESS should seek the assistance of the HRMO to prepare a
human resource plan to determine the requirements for recruitment/placement of suitably
qualified staff for the new structure.
18. We recommend that the Ministry should seek assistance of the HRMO to restructure,
reorganize the personnel function and provide a focus on Human Resource Management
and Development issues.
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19. It is recommended that the Ministry seeks the assistance of the Public Service
Commission in addressing the challenges associated with HR Management.
20. We recommend that the MOESS adheres to central policy guidelines on access and
management of personnel records and ensure all relevant personnel information is
secured in the Administration Directorate.
21. We recommend that schemes of service and job descriptions are prepared for all
positions in the Ministry.
22. We recommend that the Ministry prepares and operationalizes a Training Policy.
23. We recommend that the Ministry prepares a comprehensive career development
programme for both professional and support categories of staff.
24. We recommend that an Assets Record be maintained.
25. We recommend that a more conducive work environment be provided for the Ministry.
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MANAGEMENT AND FUNCTIONAL REVIEW OF THE MINISTRY OF
EMPLOYMENT AND SOCIAL SECURITY

INTRODUCTION
1.01

As part of the GoSL’s efforts to promote good governance in the management of the
public services in order to restore efficiency and improve service delivery, the Public
Sector Reform Unit has undertaken Management and Functional Reviews (MFRs) of the
Ministries.

1.02

The MFR of the Ministry of Employment and Social Security builds on the recent
Strategic Planning Session undertaken by the Ministry with support from the
International Labour Organization.

TERMS OF REFERENCE
2.01 The following terms of reference were agreed for the study:
1.

Review and Redefine the Ministry’s Mandate
Objective: Review and redefine the mandate and role of the Ministry to ensure that it
directly relates to, and is consistent with the development objectives of Government,
including the consequences of decentralization, the devolution plans of the Ministry,
budget reforms and its role in the Poverty Reduction Strategy.
Output: - Redefined mandate of Ministry, vision and mission statement, functions of
Ministry.

12

2.

Review of Organizational Structure
Objective:

Review organizational structure to determine how the functions and

responsibilities of the various units relate to the achievement of the mandate and mission
of the Ministry.
Output:

Reviewed, and redefined organizational structure setting out functions,

responsibilities and priority areas of the units within the Ministry.
3.

Review of Administrative Procedures
Objective:

Review administrative procedures, processes and facilities to determine

efficiency and effectiveness in delivering mandate and mission.
Output: Recommendations on changes required to administrative procedures to enhance
decision making and delivery.
4.

Existing Staff Inventory and Staff Requirements for the Ministry
Objective: To document existing staff inventory, qualifications and skills, undertake any
sample job inspections, additional job analysis and evaluations, develop selected job
descriptions and establish the future staffing requirement with necessary skills to achieve
the mandate and perform the functions identified.
Output:

Detailed existing staff inventory, job descriptions and detailed staff

requirements which can be used for manpower planning.
5.
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Staff Rationalization

Objective: Determine the “fit” between existing and future staff requirements of the
Ministry.
Output: Detailed information on the rationalization of staff to be retained, retired,
devolved to Local Government and retrenched.
6.

Communication
Objective: To review the pattern of communications between the Ministry and the
public to assess whether their interests are being satisfactorily communicated to the
Ministry and whether Ministry’s decisions and policies are being satisfactorily
communicated and understood.
Output: Recommendations on improvements in communications.

7.

Equipment Estimates
Objective: To support the ministry in the preparation of estimates of equipment required
for supply from the Essential Equipment Fund.
Output: Equipment estimates.
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3.0
3.01

APPROACH TO THE STUDY
The main tool employed was the process consulting approach which entailed the
involvement of the staff of the Ministry, particularly top management, in the
identification of the problems, finding solutions to them and decisions on implementation
of the necessary changes/recommendations.

3.02

Prior to the commencement of the assignment, the Minister and top management were
briefed about the review, the parameters and the expected roles they were to play in the
process, particularly the setting up of the Change Management Team/Contact Group.
This was to ensure acceptance, ownership, transfer of skills and smooth implementation
of the recommendations.

3.03

Structured Interview protocols as well as questionnaires (Appendix 1) were used as the
basis for data collection. Completed questionnaires and the follow up interviews gave a
picture of the existing situation with regards to mandate, vision, mission, functions, and
organizational structures, staffing and working arrangements including policy
formulation processes as well as internal and external relationships.

3.04

Interviews were held with selected officials from the Ministry. The names of those
interviewed/ consulted are listed in (Appendix 2).

3.05

In addition to the interviews and meetings, information on workloads, staffing numbers,
skills mix and vacancies, where available, was collected and analyzed. Relevant reports
and documents e.g. MOESS reports, Poverty Reduction Strategy Papers and the
Horizontal Review Reports were studied.
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3.06

Contentious issues identified during the review were discussed thoroughly with the
Permanent Secretary (PS) for his views.
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5.0 OVERVIEW OF PRESENT ARRANGEMENTS
Background
5.01 The Ministry of Employment and Social Security is one of the key Ministries in the
country in view of its assigned role of promoting employment. At this present time of
economic challenges and population expansion, employment promotion has assumed
greater importance in the governance of the country. Following a civil war which lasted
from 1991 to 2002, Sierra Leone is gradually rebuilding institutions. Democracy is being
re-established with a peaceful transition from one elected government to another in 2007
and high civic participation in government. However, the socio-economic conditions
require improvement. Literacy levels are quite low at 35 %, and are even lower for
women at 24%. According to 2009 estimates, life expectancy at birth is a mere 39 years
for women and 44 for men. Unemployment, particularly youth unemployment, is
widespread and very high, with the informal economy accounting for the largest share of
total employment. Statistics provided by the Ministry of Education, Youths and Sports
places youth unemployment at 65 percent.

Statutory Framework
5.02

The legal instruments governing the work of the Ministry are, to a large extent, obsolete.
The most important of these include:
The Industrial Relations Act 1971
The Factory Act of 1974
Employer/Employee Act, CAP.212
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Trade Unions Act
Registration of Employees Act
Workmen’s Compensation Act
A review process of legislation, including the Workers Compensation Act, Employment
Act, and a revised draft of the Industrial Relations Act which has been underway for
years within the Joint Consultative Committee (JCC) comprising the Ministry, Employers
Federation and Labour Congress, has recently concluded and the documents have been
forwarded to the Attorney General and Ministry of Justice for finalization. It is important
that this process is concluded as soon as possible to facilitate the activities from the
Ministry’s strategic plan.

Mandate
5. 03 The Ministry is responsible for employment and labour-related activities, social security
and industrial relations on behalf of the Government. Its primary responsibilities include:


Labour, manpower planning and human resource development



Macro-economic policies and institutional constraints on employment



Sectoral emphasis on the needs of disadvantaged groups



Employment and labour market policies



Promotion of self-employment and income generating activities for youths in
Sierra Leone
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Work Permit Bureau



Workers’ compensation



Wages and labour inspection



Industrial Court



Relations with industrial and trade organizations



Promotion of competitive and efficient labour market



Occupational safety and health



Factory inspections



Factory Inspectorate, Factories Appeal Board



Industrial training and trade testing



Social security and safety net scheme

Vision
5.04 The vision of the Ministry is, “Creation of decent and productive employment
opportunities for all including disadvantaged groups, youths, women, ex-combatants,
displaced, returnees, etc’’.
A draft vision statement decided on during the Strategic Planning session is, “ High
employment, workplace harmony, and an effective social security system including a
functioning social safety net for the most vulnerable’’.

Mission
5.05 The current mission statement of the Ministry is as follows: “to administer labour and
social security , maintain cordial industrial relations, ensure occupational health and safety
at work places and to create employment opportunities to reduce poverty’’.
The new mission statement developed as a result of the Strategic Planning session is as
follows: “ To develop and administer policies and programmes relating to employment,
social protections and industrial relations’’.
20

Functions
5.06

Core Functions
The Ministry provided the following as its core functions:


Advisory services on industrial relations



Social protection



Social Safety Net



Social Security



Enforcement of labour laws



Labour inspections



Employment and job skills creation



Collaboration with social partners especially the Labour Congress and Employers
Federation



Factory registration and inspection



Management support services

The Ministry also indicated that its functions extend to:
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Income generating activities such as micro-credit



Small scale enterprises



Labour intensive projects such as construction and maintenance of feeder roads



Labour farms



Fish ponds



Reconstruction of labour exchanges nationwide

Decentralisation
5.07

As part of the on-going decentralisation process, the MOESS is to devolve a range of
activities to the Local Councils. These are as follows:
- Manpower planning
- Enterprise Development
- Trust fund-based and Safety Net Schemes
The Ministry maintains a presence in the provinces, but this is compromised by
inadequate resources and staff. The Ministry mans Labour Offices in the Districts, but
only three, in Bo, Makeni and Kono, are currently active. There are no professional staffs
in the District offices, and this puts any devolution plans at risk of failure.

Organisational Structure
5.08

The MOESS, like other MDAs, is led by the Minister who is the political head, with the
Permanent Secretary serving as his Principal Assistant and the Administrative Head.
The Minister is held responsible for the success or failure of the administration in
effecting policy. This situation could, among other reasons, explain the politicization of
Ministries in particular and the Sierra Leonean Civil Service in general. Functionally,
the Ministry is divided into two main wings, the Administrative and Professional wings.
The former is under the purview of the Permanent Secretary and includes units
dedicated to financial management, personnel management and staff development, and
administrative support. The Professional wing is headed by the Commissioner of
Labour. As with other Ministries, MOESS maintains oversight of a semi-autonomous

22

agency, the National Social Security and Insurance Trust (NASSIT), which is
responsible for establishing a comprehensive social security system.
The professional wing of the Ministry includes two core divisions, Labour and Factory
Inspectorate. There is a third division, the Safety Net Programme, which is directly
managed by the Minister.
5.09 Labour Division
The Labour Division comprises the following sections:
- Industrial Relations
-Employment Services
- Wages and Labour Inspections
- International Labour Standards and Statistics
- Work Permit Bureau
- Workmen’s Compensation
- Social Security Administration
The Functions of the Division include:
Labour, manpower and human resources development
Macro-economic policies and constraints for development
Sectoral emphasis on needs for disadvantaged group
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Employment and labour market policies
Promotion of self-employment and income-generating activities for youths in Sierra
Leone
Work permit issuance
Strengthening the capacity of government and non-governmental organizations which
focus on employment issues
Organize labour conferences and seminars
The range of activities undertaken by this Division includes the following:
i.

The servicing of the Trade Group Negotiating Councils established in Sierra
Leone

ii.

Conciliation in trade disputes and disputes between workers and employers

iii.

Advising trade unions on trade union organization and practice

iv.

The operation of Employment Exchanges

v.

Advising employers on workmen’s compensation and settlement of claims arising
under the Workmen’s Act

vi.

Issuance of work permits to alien workers

vii.

Advising the Government on labour issues

viii.

Attestation contract of employment

ix.

Enforcement of labour laws

x.

Collection of monthly labour statistics and other information on wage rates,
industrial accidents, employment and unemployment,
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xi.

Supervision of payment of pension benefits

xii.

Supervision of the social security system

5.10 Factory Inspectorate
This Division includes the following units:
Industrial Safety
Occupational Health and Safety
Trade Testing
Industrial Hygiene (proposed)
The mandate of this Division is provided for in the Factories Act (Act No.3 of 1974) and
other related regulations, including Machinery (Safe Working and Inspection) (Fees)
Rules 2000. Its mandate extends to all places of business including, inter alia, bakeries,
vehicle garages, petroleum filling stations, carpentry workshops, welding workshops,
manufacturing plants cinemas, laundries, printing presses, beauty salons, tailoring
boutiques, pharmacies and drug stores , engineering and construction plants.
Duties:
To enforce the Factories Act of 1974
To ascertain whether the prevailing conditions of work could be improved to meet the
legitimate expectations of workers
To generate revenue
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The Division engages in the following activities, inter alia:
To register and renew the ‘Certificate Registration of a Factory’ of all factories
nationwide
Up-date registry of factories nationwide
Campaign for the promotion of a safe working environment especially with relation to
preventing HIV/ AIDS
Inspect factories with special reference to safety and health
Identify, evaluate, and control occupational hazards at all workplaces
Testing of industrial equipment and machinery to ensure safety and compliance with
international and national standards
A third functional division in the Ministry is the Safety Net Programme which is a noncontributory scheme aimed at providing support in the form of food rations or the money
equivalent to vulnerable populations over the age of 60. The funding from the programme
is separate from the Ministry’s budget and its officers report directly to the Minister. This
programme employs 24 staff.
5.11 Functional Groups
Joint Consultative Committee (JCC)
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The JCC is a tri-partirate committee comprising representatives from the Ministry, SL
Employers Federation and the SL Labour Congress. The Committee advises on matters of
labour and social policy including laws, trade union activity and collective bargaining,
international relations, industrial relations, employment, and enterprise development.
Joint National Negotiating Board
This a body created by the Industrial Relations Act with the mandate of negotiating the
national minimum wage for workers below supervisory level. It consults with the Trade
Group Councils and Employers Industrial Committee. Unfortunately, the JNNB has been
dormant and inoperative for over 20 years and is no longer performing its mandate.
5.12 The existing organisational chart for the Ministry as represented in Appendix 4 depicts a
long and complex structure with about 11 hierarchies.

Working Arrangements
5.13

The Permanent Secretary is the Vote Controller and Chairman of the Budget and
Procurement Committees of the Ministry. He is supervised by the Minister. As the VoteController of the Ministry, the Permanent Secretary supervises the Accounts Section and is
part of the approval process for budgets and procurements. The Government Budget and
Accountability Act (GBAA) of 2005 Section 20 (2) requires each Ministry to establish a
Budget Committee, which has responsibility for budget planning, and an Internal Audit
Unit. Section 23 (b) of the GBAA requires the adoption of a Medium Term Expenditure
Framework (MTEF) process for budget planning which calls for the development of a
strategic plan by each Ministry. Until the advent of this directive, the process of budget
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planning was the sole preserve of the Permanent Secretary who assents the Ministry of
Finance’s Budget Circulars.
5.14 The Permanent Secretary is also the Manager responsible for the day-to-day running of the
Ministry as well as allocating work to administrative and support staff.

The PS has

instituted regular management meetings, but these have not been institutionalised in the
Ministry.
In line with the provisions of the Procurement Act, the Ministry has set up a Procurement
Committee. This Committee is made chaired by the PS, and includes heads of divisions
and senior administrative officers.

Relationship with MDAs
5.15 The Ministry has a functional relationship with a number of institutions, though the
coordinating mechanisms are weak. Over the years, it’s nomenclature and functions have
been modified several times resulting in confusion about its core functions. Interministerial and stakeholder meetings are rarely held. These meetings are imperative for the
development of strategies and action plans on employment and labour matters and serve as
conduits for information dissemination both within and outside of the Ministry. Most of
the institutional heads have direct access to the Minister which places the PS in an
invidious position in the exercise of his duties.

Communication with the Public
5.16 The Ministry does have a communication strategy whereby it uses the print and news media
to inform the public. It also has a website under construction. However, as in most other
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government institutions, there appears to be no discernable mechanism in place for a meaningful
dialogue with the public on matters relating to its work or to obtain feedback. There is also no
Complaints Unit within the Ministry to manage public complaints. The Ministry is one of those
with a direct link to the public and it is important that they have a mechanism for addressing
issues that arise.

Records Management
5.17 The Ministry has one main records office manned by Third Grade Clerks.

The stock of

files in the Ministry is not substantial although the Ministry is an old one. The lack of a
professional cadre of Records Officers throughout the Service is one of the reasons for the
poor quality of data management. This is an unfortunate circumstance because the Ministry
is expected to collect, collate, analyse, and share data on labour market, employment, and
social security.
5.18 Office equipment is lacking and there are inadequate storage facilities, no trays or card
indexes to record the movement of files from the registry to action officers. Staffs rely on
memory since the records are not well kept. IT facilities are poor, further exacerbating the
problem.

Human Resource Management
5.19 The current staff strength of the Ministry includes seventy-seven (77) core staff, spanning
Administrative and Professional (technical) staff; and twenty-four (24) within the Social
Safety Net programme. Capacity is very weak both in terms of number of technical staff
and qualifications, with the Junior level staff between Grades 1-5 comprising the bulk of
staff. Vacancies for the administrative, industrial relations, and factory inspectorate
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divisions are 58, 35, and 38 respectively. The breakdown of current staff is illustrated in
Figure 1.
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Staff inventory
5.20 The current staff list is provided in Appendix 3.
Qualifications- Skills Mix
5.21 Of the seventy-seven (77) people in the Ministry, eighteen (18) have a first degree, of
which three (3) people also have a post graduate qualification. The rest have a Higher
Diploma, GCE ‘O’ Levels or did not graduate from Secondary School.
Age Profile and Succession Planning
5.22 The age profile of staff ranges from 36 -62 years. Sixty-one percent (61%) of the seventyseven people are 46 years and older, evidence of the need for strategic HR planning to
replace these workers and transfer knowledge to those incoming. The 2009 Manpower
Budgeting for Fiscal Year 2010 indicates that sixteen (16) members of staff, including the
Permanent Secretary, are due retirement between 2009 and 2012. Of these a total of nine
(9) are due retirement by the end of this year. The document also indicates that a majority
of the administrative (15) and technical/professional staff (31) are due for promotion to a
higher grade. The Manpower Budgeting provides ample information for developing a
succession plan for the Ministry, but this process has not begun yet.

Appendix 3b

provides details on the retirement profile for 2009-2014.
Scheme of Service
5.23 The Ministry has a Scheme of Service for all categories of staff, but this needs to be further
developed according to best practice. One of the recommendations from the Strategic
Planning session was that job descriptions and a Scheme of Service should be developed
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for all categories of staff, both technical and administrative, and for this to be submitted to
the HRMO for review.
Training
5.24 Although the Ministry has a budget line for training, there is no comprehensive training
programme.

Ministry staffs feel they have little knowledge of recent innovations in

industrial health and safety as well as labour issues. As a technical Ministry, it is important
that those serving in the Labour and Factory Inspectorate Divisions are exposed to the
latest technological and intellectual developments in their field. The Ministry has also
identified training needs in the areas of Computer Literacy, Administration, and Records
Management for its administrative staff.

Essential Equipment
5.25 Office equipment in the Ministry appears grossly inadequate. A few of the computers and
printers are in good order. Although some Senior Officers in the Ministry have access to
computers, accessories, especially printers, are few. The majority of the clerks who are
computer literate cannot use the skills due to inadequate computers. Electricity remains a
problem and outages are a frequent occurrence. The only Ministry staff who have access
to official vehicles are the Ministers and PS. The situation is dismal in the regional offices,
which lack typewriters or bicycles to facilitate their work.

Accommodation
5.26 The office accommodation of the Ministry is inadequate. The Ministry is housed in four
dilapidated structures at New England, which are very dark, and flood during the rainy
season. Staff members have to shuttle regularly between the offices in order to get work
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done. The premises have no intercom facilities to facilitate communication and movement.
Working in the current environment is basically demoralizing, frustrating and undermines
the dignity of staff.
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ANALYSIS AND RECOMMENDATIONS
Introduction
6.01 It is evident that the MOESS is in urgent need of a major renaissance of its structure and
operations to bring together a radical refocusing of its role in formulating policies and
leading a coordinated response to the delivery of operational service delivery through its
Regional offices, Local Councils, and its social partners. There is a need to raise the
Ministry’s profile in national development; certainly all over the globe, the mandate of
ensuring employment and facilitating industrial development would make it amongst the
most prominent. With the high rates of unemployment, youth marginalization, and
desperate need for investment in Sierra Leone, all of which have serious implications for
security and peace, logic dictates that this Ministry must be supported so that it executes its
functions effectively. Strategies for national development have always articulated the
significance of the Ministry. The Poverty Reduction Strategy Paper 1 identified the
MOESS as the ‘lead agency for the policy area for job creation’ and linked it clearly to
Pillar 2- Promoting pro-poor sustainable growth for Food Security. In the recent PSRP II
“Agenda for Change”, the Ministry is expected to perform the following important tasks
necessary for sustained national development:
i.

Ensure the collection and dissemination of gender and age disaggregated
employment statistics and other labour market information needs;

ii.

Establish a Labour Market Information System in the Ministry of Employment and
Social Security to monitor the regular collection, analysis and appropriate
dissemination of required information;
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iii.

Formulation of a National Employment Policy that will form the basis for the
effective regulation of labour laws which should be revised to meet international
standards.

6.02 There is need for the MOESS to gain prominence in national dialogue on employment,
enterprise development, and social welfare policies. It is therefore recommended that the
Ministry be prioritized in national reform initiatives, especially with regards to national and
development partner support under the Civil Service Reform component of the Public
Sector Reform Programme.
Statutory Framework
6.03 The various laws establishing the functions of the Ministry and the activities of its
divisions have been on the books for quite a long time. The most important of these, the
Industrial Relations Act and the Factory Act, were both developed in the 1970s in response
to a very different environment than what occurs now.

Both of these laws and most of

those relating to the Ministry do not respond to the needs of a growing economy. The call
for review of the Labour legislation has been a recurring theme in the Ministry. Documents
developed by previous and current Labour Commissioners and Permanent Secretaries have
all emphasized the need for a review of the laws and creation of laws linked to
international standards and practice, especially those developed by the International Labour
Organization (ILO).
6.04 For the past two years the JCC has undertaken a review of the Labour legislation and has
completed drafts of the Industrial Relations Act, Workmen’s Compensation Act, and the
Employment Act. However progress has been slow and minimal support has been
received from the Ministry of Justice, which is supposed to lead the legal review process,
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but itself is struggling with limited capacity.

If at all the Ministry is to function

effectively and take advantage of the open window created by the Public Sector Reform
Programme currently being implemented, and if Government is to successfully respond
to national unemployment, these Acts must be urgently considered by Parliament. Having
relevant legislation providing guidance will create the impetus for the development of
clear policies on issues within the Ministry’s purview. During discussions with
stakeholders it came to our attention that the Law Reform Commission has approached
Ministries in need of legal support in the area of legal review of obsolete laws. We
regard this move as a positive step and recommend that the Ministry takes advantage of
this opportunity and work diligently with the Law Reform Commission and the Ministry
of Justice in developing relevant and proactive legislation that responds to our present
environment.
Mandate
6.05

The mandate of the Ministry while explicit, does overlap in some areas with those of
several other MDAs including the Ministry of Social Welfare, Gender, and Children’s
Affairs (MSWGCA); Ministry of Education, Youths and Sports (MEYS); and the
National Commission for Social Action (NaCSA). In terms of the first, both have the
functional mandate to address the needs of disadvantaged groups. The Safety Net
Programme administered by the MOESS is in response to this mandate. The overlap with
the Ministry of Education, Youths and Sports stems from the fact that both institutions
have mandates relating to youth employment. According to the diagnostic study of
Ministries conducted in 2006, the MOESS should take the lead on developing policies on
employment for all sectors and sections of society. Similarly, both the MOESS and
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NaCSA have a statutory mandate for the promotion of self-employment and incomegenerating activities for youths. In this case, the most effective resolution is for the
MOESS to function as the lead policy and oversight agency, and the Commission to be
the implementing agency. Certainly, the confusion in mandates and functions has not
been effectively addressed in the MOESS, as was apparent during the Strategic Planning
session, when staff suggested functions that are clearly outside their purview. More
importantly, the Ministry has focused its attentions on administrative functions, much to
the disadvantage of the technical policy related activities which should be its primary
concern.
6.06

Development issues are cross-cutting and instructions created to respond to them must
also be designed as such. The afore-mentioned diagnostic review of Ministries conducted
in 2006 clearly illuminated these problems associated with the overlaps and provided
logical solutions to the effect that, if implemented, will reduce any confusion in terms of
strategic focus. These notwithstanding, there is no confusion regarding the need to refocus the Ministry as a policy-making entity and repository on labour data. We therefore
recommend that the Ministry embrace its mandate as a policy-making institution capable
of developing relevant and creative solutions to unemployment, poverty, and labour
matters including disputes and engagement at the regional and international levels. This
would entail, as the PRSP II indicates, collection and maintenance of data on labour
market issues.
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Vision
6.07

We support the vision developed during the Strategic Planning session and believe it
projects a strength and commitment to purpose, while indicating the optimum situation in
the country the MOESS aims toward. We recommend that the Ministry immediately
adopts this as its permanent vision.
Mission

6.08 Mission Statements serve a very important function. They provide the justification for the
existence of an organization or institution. They also provide focal points to which
organizations gravitate as well as serve as yardsticks by which stakeholders and
beneficiaries of the service provided measure/assess the performance of the
organization/institution. Furthermore, if properly formulated, mission statements help in
the design of the work agenda, the organizational structure, (which will be performance
based) and also facilitate the determination of the skills mix required to deliver the
expected outputs/deliverables.
6.09 In assessing the current Mission Statements, the issues stated above were considered
alongside the following:

The purpose of setting up or establishing the Ministry of Employment and Social
Security, which must be unique and applicable only to the Ministry and to no
other institution (Ministry, Department, Agency etc.);



How does the Ministry intend to carry out this purpose i.e. the means of achieving
the purpose/mission;
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Who are the stakeholders, clients, beneficiaries, etc. who must be satisfied and
who can in turn assess the performance of the Ministry?



What are the core values of the Ministry?

6.10 Reviewing the present Mission Statements against the above, we find that the two (2)
Mission statements address all the above conditions. However, the old version does not
adequately indicate the policy-making functions of the Ministry.
6.11 We therefore recommend that the Ministry adopts the new mission statement developed
by consensus with its social partners at the Strategic Planning session, which is
comprehensive yet succinct.
Functions
6.12

In the analysis of the functions, we considered the mandate listed in Gazette No.4 Vol.
CXXXIII of 30th July 2002, both the PRSP I and PRSP II (Agenda for Change), the Local
Government Act 2004, and internal Ministry documents. We also considered new
functions necessary for the attainment of the mandate.

6.13 The functions provided in the Gazette, if implemented, will ensure delivery of the mandate
of the Ministry. They explicitly relate to the national development priorities and place the
Ministry in a strategic position of developing policies that contribute to achieving the
MDGs and provide direction to implementing agencies and local authorities. Such
activities would ensure achievement of the mandate and be a guide in the development/
design of an organizational structure that is performance based.

They could also

effectively form the basis of determining appropriate staffing levels and skills mix
necessary for the attainment of outputs/deliverables across the employment sector.
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6.14

While the directives are there, the Ministry has not been able to respond to them. What
are missing are the relevant technical and administrative units in the organisational
structure, as well as effective management processes to ensure high productivity and
service delivery.

6.15

Some of the key missing functions noted are policy formulation, monitoring and
evaluation and research activities. There was no evidence of a comprehensive policy
covering the sector. A study of available documentation reveals that a draft Policy on
National Employment has been developed, but this needs to be re-visited in light of the
Ministry’s renewed zeal and to ensure full participation by all stakeholders.

6.16

A key, if not fundamental, aspect of the senior management role, is the briefing of the
Ministers, who in turn need to be in possession of a clearly independent view of the
effectiveness of policy and service delivery and the performance of the Ministry and its
operational agencies, in their reporting to the Office of the President, Cabinet and
Parliament and to be able to address the concerns of external stakeholders.

6.17

The present lack of capacity and conduits for information gathering and dissemination
inevitably result in the annulment of the value of the MOESS contribution to national
development. The Minister relies on either outdated and incomplete Government data
that does not illustrate an accurate portrayal of present environment, or on
incomprehensive data collected from a variety of development agencies operating
specific programmes.

6.18

The absence of monitoring and evaluation activities in the Ministry does not provide
systematic feedback for measurement of the implementation or the development of
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corrective measures/actions. Indeed, the Ministry lacks the capability for accomplishing
this task.
6.19

Furthermore, research activities to support policy formulation are also non-existent.
There is also no arrangement in place for consulting or liaising with appropriate research
institutions for their assistance with policy formulation.

The absence of research

activities is affecting policy formulation, particularly the quality of policies that are made.
The policy formulation function is very important and must therefore feature prominently
in the activities/functions of the Ministry.
6.20

We accordingly recommend that the Ministry moves to a structure based on
two primary areas:


Policy Development and Strategic Planning (Technical)



Administration Support and Finance and Human Resource Management
(Administrative)

The former will provide for a focal point for policy formulation, and encompass all the
technical units in the Ministry. We recommend that these divisions be headed by a
technical professionals supervised by the Commissioner of Labour.
6.21 We recommend the technical divisions of the Ministry are subdivided to provide for the
following functions:
i. Policy and Planning Unit
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Policy formulation and planning



Research, and statistics, and information management



Monitoring and Evaluation

ii. Employment Promotion and Services


Work permits



Employment centres



SMEs and Informal Economy



Employment promotion schemes and projects

iii. Labour


Labour standards and Int’l Relations



Trade unions and employers



Industrial Court and labour laws



International Relations and Legal Affairs

iv. Factory Inspectorate


Factory Registration and Inspection



Industrial health and safety

v. Social Protection


Safety net

The above divisions are based on those recommended in the report from the Strategic
Planning session.
Decentralization
6.22 We understand the importance of devolving certain functions to ensure greater access and
efficiency in service delivery. We however believe that the Local Government Act 2004
must be reviewed, and that Decentralisation Secretariat (DECSEC) must develop a policy
and strategies for each Ministry to guide them along the process and to ensure the capacity
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of the Local Councils to absorb the new responsibilities. We support and recommend the
ceding of the functions earmarked for decentralization to the appropriate local institutions.
In relation, we further recommend that the Ministry work with DECSEC in developing a
strategy for devolution of its functions to Local Councils.
Organizational Structure and Working Arrangements
6.23

As outlined in paragraphs 5.08 and 5.09 the organizational structure presented by the
Ministry (Appendix 4) illustrates manning levels/positions and not functions. The
structure is skewed towards career progression than functional capacity. It is primarily
linear in nature and does not provide a breadth of expertise at the policy level. It is not
obvious how the structure provides for a clear demarcation of duties and responsibility
especially of junior staff which is reflected in the absence of job description and
schedules of duty. The structure cannot therefore in anyway be said to be effective or
efficient. The reporting line is extremely long and the structure does not facilitate
effective communication epseically in the absence of functioning ICT.

6.24

We recommend the adoption of the Organogram shown in Appendix 5. It is a
compromise between that developed from the Strategic Planning session and the concerns
raised by the Ministry.

6.25 The MOESS has identified an officer currently undergoing training to serve as an Internal
Auditor. We recommend that an Internal Audit Unit is created, to operate in compliance
with GBAA 2005 Section 6.
6.26 We recommend that the Procurement Committee actively fulfils its duties in compliance
with the Procurement Act and endeavour to foster an environment of fairness and
transparency in its activities.
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6.27 It is important the MOESS adopts practical working arrangements that enable it to respond
to its clients and stakeholders to ensure effective service delivery. It must respond to its
operating environment which includes political, economic/financial, and legal
environments. Even more relevant is the alignment of processes and systems with those
identified in the Public/Civil Service Reform Programme which aims to improve service
delivery and increase productivity. A variety of reform initiatives have been identified
under the following thematic areas:
- Strategic and structural alignment
- Staff pay and incentives
- Improvements in systems and tools
- Improvements in service delivery
- Capacity building
- Gender and Anti-corruption mainstreaming
We therefore recommend that the Ministry studies the Public/ Civil Service Reform
Programme and diligently endeavour to work with the PSRU and HRMO in
implementing the components.
6.27 In anticipation of the need for coordination, guidance, and commitment by all partners in
implementation of good management structures, systems, and processes, we recommend
that the Ministry creates a Change Management Team, which should include the Minister,
Deputy Minister, Permanent Secretary, Commissioner of Labour, and representatives of
the various departments, particularly the legal, human resource/ personnel, and finance
units. The PSRU will provide the Ministry with guidance on creating such a structure. We
further recommend that regular management meetings be held on at a bi-weekly basis
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between the Ministers, PS, Commissioner of Labour, and heads of units to create the
Ministerial work plan, report on implementation, and discuss all pertinent administrative
and technical issues.
Relationships with MDAs
6.28

The overlaps in terms of functions and mandate of the MOESS with other Ministries such
as MSWGCA and MEYS, as well as with NaCSA, and its close ties with its social
partners, the Labour Congress and Employer’s Federation, make it necessary for the
Ministry to strengthen its coordinating mechanisms.

6.29 We have mentioned the poor communication and coordination mechanisms between the
Ministry and other Departments/Institutions.

Apart from meetings with the JCC and

development partners, and attendance by the Commissioner of Labour at NASSIT
meetings, there are no regular scheduled meetings on policy and implementation with other
Ministries performing similar or overlapping functions. As the Ministry lacks capacity, it
has tended to be reactive rather than being proactive to issues. This position should change
when the Ministry assumes its policy formulation, monitoring and evaluation and oversight
role. We recommend that the MOESS creates a Working Group on Employment which
should include the MEYS, MSWGCA, NaCSA, Labour Congress, Employers Federation,
and GTZ, amongst its members and that this Committee meets on a regular basis to
consider issues relating to employment policies and social protection. This will create an
opportunity to address cross-cutting issues, and for collaboration in policy development
and implementation.
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Communication with the Public
6.30 Although the Ministry is privileged to have a variety of stakeholders, it has not been able to
strategically engage all of them. Communication between the Ministry and the public is
limited because the Ministry lacks the capacity to carry out this task. There is no formal or
laid down procedure for consulting the public or for receiving feedback on the impact of
delivery of services/policies.
6.31

The Ministry should therefore strengthen its relationship with its stakeholders. We
recommend the development of an external communications strategy by the
Communications Unit or Officer inclusive for example of ‘Meet-the-Press’ sessions to be
organized by the Ministry on a regular basis to discuss pertinent issues and to enhance
relationship with the public. Certainly proactive analysis of press coverage and decisions
on responses should be handled sensitively by the Permanent Secretary in conjunction
with the Ministers and the Commissioner of Labour. The MOESS may wish to discuss
with its social partners the possibility of holding joint press sessions on issues relating to
employment, trade disputes, factory inspections, work permit issuance, or when the need
arises.
Human Resource Management

6.32

Human Resource is the most valued asset for the achievement of the mandate of any
organization, be it a public institution or a private enterprise. This is also true of the
Ministry.

6.33

However, a review of the staffing position reveals that the divisions lack qualified
professional staff for the delivery of policies and for planning. Labour officers are spread
thinly, and non-existent in the provincial offices.
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6.34

We therefore recommend that MOESS should seek the assistance of the HRMO /PSRU
to

prepare

a

human

resource

plan

to

determine

the

requirements

for

recruitment/placement of suitably qualified staff for the new structure.
6.35

We recommend that the Ministry should seek assistance from the HRMO to restructure,
reorganize the personnel function and provide for a focus on Human Resource
Management and Development issues.

6.36

We observed with grave concern that an overwhelming percentage of the staff are due for
promotion and that most top professionals are still in an acting capacity. Conversations
with top management indicate that the HRMO has been informed about this situation but
has not responded. We believe that this contributes to instability and less than optimal
performance. It is therefore recommended that the Ministry seeks the assistance of the
HRMO and the Public Service Commission in ensuring that this situation is rectified.

6.37

We recommend that the MOESS adheres to central policy guidelines on access and
management of personnel records and ensure all relevant personnel information is
secured in the Administration Directorate. This process will no doubt have been made
easier with the creation of complete personnel records at the HRMO as part of the
continuing activity of the Records Management Programme.

6.38

We recommend that the PS identifies surplus staff and seek assistance from the HRMO
to retain or reallocate them accordingly.

6.39

The age profile indicates a significant number of staff proceeding to retirement in the
next few years. The most recent Manpower Budget Plan submitted by the Ministry to the
HRMO provides ample information on these staff. There is need therefore for immediate
action to be taken to find appropriate or possible successors. There is the need for a
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succession plan to be put in place. We recommend that the Ministry seeks assistance
from the HRMO to prepare a succession plan.
Scheme of Service
6.40 The Ministry lacks a comprehensive modern scheme of service. As a result of this staff
members are unable to plan their career path and stand the risk of being captured by other
sectors.
6.41

We recommend that the Ministry should seek the assistance of the HRMO in preparing a
Scheme of Service / Job Descriptions to meet the needs of the Ministry in its two
Directorates.
Training

64.2 Capacity building is necessary for modernizing and sharpening the skills of staff and this
must be systematic and sustained. The Ministry has no training policy and programme in
place. Therefore, training has been sporadic and knowledge has not been effectively
transferred.

This situation must not be allowed to continue. The MOESS requires

specialised skills and these must be developed, epseically in light of functions to be
devolved to Local Councils.
6.43 We therefore recommend that the Ministry should prepare training needs documents and
seek assistance from the HRMO to prepare a comprehensive and targeted training policy
and plan.
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6.44 We recommend that the Ministry should seek assistance from the HRMO to prepare a
comprehensive career development programme for both professional and support
categories of staff.
Essential Equipment
6.45 The Ministry lacks basic office equipment, notably computers, photocopiers and filing
cabinets. The new Civil Service Reform Programme has an Essential Equipment Fund
component. The Ministry can liaise with PSRU/HRMO to access some funds to meet its
most essential equipment needs. This is contingent upon the Ministry taking steps to
implement the recommendations stated in this review. Alternatively, the Ministry can
approach its development partners for help in this area. We recommend that the Ministry
discusses with PSRU guidelines for accessing the Essential Equipment Fund under the
Civil Service Reform Programme.
6.46

The Ministry also requires highly technical equipment for carrying out its duties relating
to factory and labour inspections. We therefore recommend that the heads of these
units provide the PS with a list of essential technical equipment necessary for inclusion
into the Budget and for presentation to the Government and development partners.

6.47

We recommend that provision for running and repair cost of equipment and vehicles
should be placed on priority by the Ministry and funds provided for them when available.
Accommodation

6.48 The Ministry is faced with an acute office accommodation problem. The current office
space is grossly inadequate. Staff members are crammed in rooms/offices and this does
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not promote/constitute a good working environment. This situation does not only affect
morale and dignity of staff members but undermines the institutional /organization
culture as well.
6.49 We recommend that as a priority, the Ministry should make efforts to house staff in more
conducive/suitable office accommodation for its gradual expansion.
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APPENDIX 1

COPY OF QUESTIONNAIRE

FUNCTIONAL AND MANAGEMENT REVIEW OF MINISTRIES
MANAGEMENT AND STRATEGY QUESTIONNAIRE
The purpose of this questionnaire is to determine the nature of the overall strategy and
structure of the ministry / department/ division/ agency/ unit to enable the MFR team to
identify key issues and determine the approach to further research and interview. Please
complete all 10 questions and table 1 and 2 as far as you can. A member of the team will be
pleased to assist with any difficulty.
MINISTRY: ……………………………………………………………………………………….
NAME OF POST HOLDER: …………………………………………………………………….
DEPT/ DIV/ AGENCY/ UNIT: …………………………………………………………………
JOB TITLE:
……………………………………………………………………………………….
LOCATION:
………………………………………………………………………………………
DATE: ………………………………….

TEL (MOB/ LAND……………………

Please answer the following questions as comprehensively as possible. If there is insufficient
space to answer fully any question, please record your name and relevant additional
comments on page 4 or on a separate sheet of paper and attach it with you name and
contact number.
SECTION A: FUNCTIONS/ STRUCTURE
1. Please list the main functions of the ministry/ department/ division/ agency/ unit for
which you are responsible.
2. Are there agreed work plans to implement the functions/ activities of your ministry/
department/ division/ agency/ unit? If not, how is work organised, coordinated and
monitored?
3. Please state any problem (s) encountered in carrying out these functions. What
procedures/processes could be improved?
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4. Does your ministry/ department/ division/ agency/ unit collaborate with other ministries/
departments/ divisions/ agencies/ units in the performance of functions? If any, please
indicate.
SECTION B: ORGANISATION/ OPERATIONAL STRUCTURE
5.

Please indicate the number of staff for whom you have managerial/ supervisory
responsibility within the ministry/ department/ division/ agency/ unit. Do you have
responsibility for staff elsewhere?

6.

Are you in charge of any donor-supported programme? ( Yes / No ).
If yes, what are the programmes and outline the budget, purpose and your own or /
department/ division/ agency/ unit role.

SECTION C: PERFORMANCE MANAGEMENT AND TRAINING
7a.

Are staff provided with job descriptions?

(

Yes

b.

Is a staff performance appraisal scheme in place and operating? ( Yes/No )

8.

Are training opportunities available for staff?

(Yes

/

/

No

No

)

)

If yes, what type and how frequent do they take place?
9.

What skills and competencies are lacking in your ministry/ department/ division/ agency/
unit?

SECTION D: COMMUNICATION
10.

What are the methods of communication between your ministry/ department/ division/
agency/ unit and the following:
(i)

Staff:

(ii)

Departments:

(iii)
(iv)
(v)

Provincial offices:
Public:
Other MDAs:

What difficulties arise in these communications?
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Please complete Table 1 and 2 with any information you hold
Table 1. Please complete for staff under your command
NO. OF STAFF
in min/ dept/ DIV
agency/ unit

*(by grade)

STATUS

PERMANENT

TEMPORARY

CASUAL

NO. OF
VACANCIES

Table 2 Please fill in the following information on equipment in the table below:
AVAILABLE EQUIPMENT

Type
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Number

STATUS ( TICK
APPROPRIATE)

Good

Comment
Requiring Obsolete (NUMBER
REQUIRED)
service

If there is any additional information which you would like to draw to the Review Team’s
attention please make a note here or discuss it with the Review Team directly during the
research and interview phase.
ADDITIONAL COMMENTS
Thank you very much for your cooperation
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Appendix 2
CONSULTATIONS

MINISTRY OF EMPLOYMENT AND SOCIAL SECURITY
Mr. A.T.M. Navo- Permanent Secretary
Mr. Ahmed F. Musa- Commissioner of Labour
Mr. Mohamed A. Koroma- Ag. Chief Inspector of Factories
Mr. Sidie M. Sesay- Senior Asst. Secretary
Mrs. Hawa Kailey- Executive Officer

Sierra Leone Labour Congress
Mr. Kandeh Yillah- Secretary-General
Mr. Max K. Conteh- Director of Education

Sierra Leone Employers Federation
Mr. L E. Johnson- Executive Secretary

German Technical Cooperation (gtz)
Ms. Ada Habobyan- Peace and Recon Advisor
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Appendix 3
STAFF LIST SEPTEMBER 2009
No

NAME

DESIGINATION

PIN CODE

GRADES

REMARKS

1

A.T. M. Navo

Permanent Secretary

170373

G13

In post

2

Mohamed A. Koroma

Ag. Chief Insp. of Factories

108609

G8

In post (Acting)

3

Mrs. Rhoda Kargobai

Deputy Secretary

125355

G9

In post

4

Sidie M. Sesay

Senior Asst. Secretary

108623

G8

..

5

Ahmed F. Musa

Ag. Commissioner of
Labour

108515

G8

In post (Acting)

6

John Kallon

Senior Labour Officer

108607

G8

..

7

Victoria Fraser-Davies

Senior Labour Officer

108537

G8

..

8

Sahr S. Foday

Senior Inspector of Factories 108598

G8

..

9

Chiblee F. Kamara

Senior Inspector of Factories 108516

G8

..

10

Alhaji B. Gogra

Inspector of Factories

108634

G7

In post; study with leave

11

Alimany Amara Kargbo

Labour Officer

108626

G7

In post; study with leave

12

Emmanuel K. Lansana

Labour Officer

108629

G7

In post

13

Mohamed L. Momoh

Labour Officer

108628

G7

..
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14

Abdul Kamara

Asst. Inspector of Factories

108590

G6

..

15

H. S. Z. Smith

Senior Labour Inspector

108623

G6

..

16

Borbor A. Brima

Inspector of Factories

108632

G7

..

17

Abdul K. Conteh

Inspector of Factories

108635

G7

..

18

Max Alie

Senior Labour Inspector

108567

G6

..

19

Kabiesatu Shyllon

Senior Labour Inspector

108558

G6

In post; study with leave

20

Edmond Y. Kamara

Senior Labour Inspector

108524

G6

In post

21

Mohamed Tejan

Sr. Asst. Inspector of
Factories

108568

G5

..

22

Hawa L. Kailey

Executive Officer

108535

G4

..

23

Marian K. Woode

1st Grade clerk

108592

G3

..

24

Marie Siafa

2nd Grade clerk

108566

G3

..

25

Aziza Tejan Jalloh

2nd Grade clerk

108541

G3

..

26

Ruby M. Leigh

2nd Grade clerk

108529

G3

..

27

Kenneth K. Turay

2nd Grade clerk

108605

G3

..

28

James A. Pontis

2nd Grade clerk

108618

G3

..

29

Michael Patewa

Principal Employment
Officer

108557

G4

..

30

Ibrahim T. Konteh

Principal Employment

108573

G4

..
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Officer
31

Osman Kargbo

Principal Employment
Officer

108538

G4

..

32

Sheika A. Koroma

3rd Grade Clerk

108581

G2

..

33

Fomba D. Doeka

3rd Grade Clerk

108507

G2

..

34

Mohamed S. Dumbuya

3rd Grade Clerk

108528

G2

..

35

Allie Koroma

3rd Grade Clerk

108512

G2

..

36

Moira A. E. Mammah

3rd Grade Clerk

108591

G2

..

37

Modupeh C. Roberts

3rd Grade Clerk

108586

G2

..

38

Henrietta Stober-Taylor

3rd Grade Clerk

108517

G2

..

39

Josephine Nicol

3rd Grade Clerk

108615

G2

..

40

Janet Gita Saffa

3rd Grade Clerk

108511

G2

..

41

Marian M. George

3rd Grade Clerk

108565

G2

..

42

Alusius Vandi

3rd Grade Clerk

108637

G2

..

43

Doreen Dixon

3rd Grade Clerk

108543

G2

..

44

Constance N. Strasser-King

Employment Clerk

108563

G2

..

45

Marion Coker

Employment Clerk

108520

G1

..

46

Jonathan Kai

Employment Clerk

108574

G2

..
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47

Brima Smart

Employment Clerk

108569

G2

..

48

Abdul L. Jobe

3rd Grade Clerk

108603

G2

..

49

Habib T. Kappia

Employment Officer

108502

G3

..

50

Mohamed L. Kamara

Employment Officer

108531

G3

..

51

Frank Sesay

Artisan Mechanic Grade II

108562

G3

..

52

William Browne

Artisan Mechanic Grade II

108602

G3

..

53

Elvis Sesay

Labour W/Shop Technician

108601

G3

..

54

Osman B. Sawi

Temporary Clerical Asst

108578

G3

..

55

Julius Buck

Temporary Clerical Asst

108597

G1

..

56

James Foday

Labour W/Shop Technician

108599

G1

..

57

Cornelius Caulker

Temporary Clerical
Technician

108561

G1

..

58

Michael Turay

T. C. Assistant

108547

G1

..

59

Margaret K. Tarawaley

T. C. Assistant

108571

1

..

60

Marionette Kargbo

T. C. Assistant

108555

G1

..

61

Regina Cole

T. C. Assistant

108553

G1

..

62

Samuel Nicolls

T. C. Assistant

108604

G1

..

63

Isatu Cole

T. C. Assistant

108612

G1

..

59

64

Mohamed S. Sesay

T. C. Assistant

108559

G1

..

65

Bockarie H. Mabey

Temp. Employment Clerk

108614

G1

..

66

Aiah P. Morsay

Temp. Employment Clerk

108508

G1

..

67

Marian Kargbo

Telephonist

108572

G1

..

68

Santigie Kamara

Driver

108539

G1

..

69

Alimamy Kargbo

Messenger

108580

G1

..

70

Alusine Koroma

Cleaner

108577

G1

..

71

Mohamed Koroma

Messenger

108600

G1

..

72

Lamina Bangura

Cleaner

108550

G1

..

73

Assana Sesay

Watchman

108536

74

Sembu Mansaray

Watchman

108595

G1

..

75

Borbor D. Turay

Daily wage watchman

108527

G1

..

76

Umaru Brima

Daily wage watchman

108503

G1

..

77

Kalilu Kallon

Daily wage messenger

08509

G1

..

60

..

Appendix 3b
RETIREMENT PROFILE 2009-2014
2009
NO.

NAME

DESIGNATION

DATE OF
BIRTH

PINCODE

1

Regina Cole

T. C. Assistant

6/11/49

108553

2

Isatu Cole

T. C. Assistant

25/10/49

108612

3.

Santigie Kamara

Driver

10/3/47

108539

4.

Lamina Bangura

Cleaner

12/5/47

108550

5.

Assana Sesay

Watchman

6/9/49

108536

6.

Sembu Mansaray

Watchman

1/8/49

108595

7.

Borbor D. Turay

Daily wage watchman

1/1/49

108527

8.

Kalilu Kallon

Daily wage watchman

13/8/48

108509 ? Pincode to be verified

Umaru Brima

Daily watchman

5/7/50

108503

2010
1.
2011
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2012
1.

A. T. M. Navo

Permanent Secretary

19/9/52

170373

2.

Marie Siafa

2nd Grade Clerk

29/10/52

108566

3.

Moira A. E. Mammah

3rd Grade Clerk

7/6/52

108591

4.

Mohamed L. Kamara

Employment Officer

19/4/52

108531

5.

William Browne

Artisan Mechanic Grade II

5/10/52

108602

6.

Alimamy Kargbo

Messenger

1/8/52

108580

7.

Mohamed Koroma

Messenger

18/5/52

108600

1.

Modupeh C. Roberts

3rd Grade Clerk

7/8/53

108586

2.

Alusius Vandi

3rd Grade Clerk

1/6/53

108637

3.

Brima Smart

Employment Clerk

1/11/53

108569

4.

Margaret K. Tarawaley

T. C. Assistant

12/12/53

108571

5.

Marian Kargbo

Telephonist

1/6/53

108572

1.

Max Alie

Senior Labour Inspector

15/12/54

108567

2.

Aziza Tejan Jalloh

2nd Grade Clerk

11/18/54

DOB on manpower list is

2013

2014

62

incorrect
108541
3.

Ruby M. Leigh

2nd Grade Clerk

18/11/54

108529

4.

Ibrahim T. Konteh

Principal Employment Officer

6/30/54

DOB incorrect
108573

5.

Frank Sesay

Artisan Mechanic Grade II

6/8/54

108562

6.

Cornelius Caulker

Temporary Clerical Assistant

15/5/54

108561

63

64

Appendix 5: Proposed Organogram for the Ministry
MINISTER
JCC
Deputy Minister

Permanent Secretary

Internal Audit

Commissioner
of Labour

Director – Policy and
Planning

DirectorEmployment
Promotion

Policy
planning
Unit
POLICY
PLANNING

Work Permits Bureau

Research and Stats
Unit

Employment Centre
Coordination Unit

Monitoring and
Evaluation Unit

Informal Economy
Unit

Employment
Promotion Unit
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Director- Labour
Division

Labour Standards and
Int’l Relations Unit

Trade unions and
employers Unit

Legal Unit- Industrial
Court and Labour
Laws

Director- Factory
Inspectorate and OHS

Director- Social
Protection

Director- HR, Finance,
and Administration

Industrial/Occupation
-al Health and Safety
Unit

Safety Net Unit

Finance Unit
(procurement, a/c)

Factory Registration
and Inspection Unit

HR Management Unit

Records, Education,
Comm. Unit

