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ABBREVIATIONS
CSOs

–

Civil Society Organisations

DISEC

-

District Security Committee

EU

–
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FGD

–

Focus Group Discussion

HRMO

–

Human Resource Management Office

HRCSL

-

Human Rights Commission Sierra Leone

ICT

–

Information Communication Technology

IFES

-
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–

International Non-Governmental Organizations

JDs

–
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–

Key Informant Interviews

MoF

-

Ministry of Finance

M&E

–

Monitoring and Evaluation

MFR

-

Management and Functional Review

NASSIT

–

National Social Security Insurance Trust

NPPA

–

National Public Procurement Authority

NCD

-

National Commission for Democracy

NEC

-

National Electoral Commission

NEW

-

National Elections Watch

NGOs

–

Non Governmental Organizations

NPRC

-

National Provisional Ruling Council

ONS

-

Office of National Security

PROSEC

-

Provincial Security Committee

PPRC

-

Political Parties Registration Commission

PSRU

-

Public Sector Reform Unit
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PWDs

–

Persons With Disability

SLP

-

Sierra Leone Police

UNDP

-

United Nations Development Programme

UNIPSIL

-

United Nations Integrated Peace building Office in Sierra Leone
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EXECUTIVE SUMMARY
Restructuring of the Political Parties Registration Commission (PPRC) is long overdue, considering
it was created over sixteen years ago in 2005 when it became operable by an Act of Parliament,
during the reorganization of the National Electoral Commission (NEC). At the time of its establishment
very little was done to ensure that the Commission had an effective structure and systems. Although
the initial Act No 3 of 2002 specified the structure and functions, it was the duty of the pioneers to
have established robust systems and processes to facilitate the work of the Commission. The primary
mandate of the Commission, namely, to “register and supervise the conduct of political parties in
accordance with the established laws”, is a very significant issue for a country like Sierra Leone, with
a fledgling democracy. The Commission seeks to re-position itself in order to be able to succeed in
achieving this mandate.
The PPRC has embarked on a restructuring process, in order to improve service delivery. This
management and functional review is part of the process to create an efficient and highly effective
Commission in Sierra Leone. The review of the Political Parties Registration Commission focused
primarily on management structures and systems, as well as an assessment of the human resource
capacity. The Review team assessed the existing positions, organizational structure, activities
undertaken, as well as the relationship between the Commission and other governance institutions
such as the National Electoral Commission (NEC), National Commission for Democracy (NCD),
Human Right Commission for Sierra Leone (HRCSL) to name but a few. One of the issues of concern
that immediately came to light is the existing gaps of the statutory framework through which the
Commission operates. There is an urgent need for the statutory instrument which relates to the
registration and conduct of political parties to be reviewed and made effective.
Furthermore, PPRC as part of efforts to reposition itself and deliver effectively on its mandate needs
to address the following issues identified: develop a comprehensive structure for both Headquarters
and provincial offices, realigning its staffing nomenclature and functions to modified structure, recruit
for its middle and senior cadres, and improve its financial management practices and Strategic
Planning processes. The review further revealed poor conditions of service with an attendant low
staff morale, lack of basic/essential equipment and accessories, especially in the regional offices,
lack of mobility for regional offices and irregular/unreliable power supply.
The MFR process identified critical gaps in the Commission’s operations and its Management and
Functional competence, unveils the findings and proffers recommendations that will be noted in
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subsequent sections. The most mentionable recommendation is the need for the Commission to
establish and operationalize a new structure with additional Directorates that will enhance its ability
to effectively and efficiently deliver services.
The analysis revealed that though measured progressed has been made over the years, critical gaps
persist due to resource constraints, which are undermining the Commission’s ability to deliver on its
mandates. The Review Team recommends that the PPRC engages the Human Resource
Management Office (HRMO) and Ministry of Finance (MoF) on matters relating to modernisation and
restructuring.
The MFR processes employed a mixed method including Key Informant Interviews (KIIs), Focus
Group Discussions (FGDs) amongst others. Consistent with practice, the MFR process kicked off
with an inception meeting with PPRC during which the two institutions discussed and agreed on the
scope, road map, timelines and key focal person.
As a core outcome of the review and deep-dive analysis done on the Commission’s management
and functional competencies to deliver optimally on its mandate, the Review Team has identified the
undermentioned as the most mentionable findings and recommendations.
Summary of Findings:
 The 1991 Constitution and a number of laws provide the statutory framework and mandate
for the Political Parties Registration Commission. Some provisions in these laws are obsolete
and need revision particularly in view of recent changes in the political climate and the
conducts of political parties in deepening democracy to make them relevant to the present
day needs of the Commission and the country as a whole.
 The core mandate of the Commission does not overlap or conflict with any function of any
other Ministry, Department, Agency or Commission. However, there is the need to strengthen
the existing collaboration and coordination between the Commission and its relevant
stakeholders to ensure a synergy.
 A number of critical functions which are beneficial to the work of the Commission are missing
from the statutory instrument which provides the legal framework and mandate of the PPRC.
Notably Policy Planning and Research, Monitoring and Evaluation, Mediation among others.
These functions are central to the operations of the Commission
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 The present organization structure of the Commission needs reviewing to enable it to
discharge its mandate and functions effectively and efficiently. This is because it lacks the
machinery for effective policy development. Where planning and policy making exists it is ad
hoc, reactive and does not provide direction or support for the senior management and
Chairman of the Commission. This omission has rendered the PPRC incapable of delivering
the required services.
 The PPRC is currently understaffed in every department and lacks the appropriate number
of technical staff mix to carry out the mandate of the Commission. The lack of programme
staff was attributed to high attrition rate as staff serving in acting positions for a very long time
without being paid acting allowances, or giving substantive status becomes demotivated and
leave for a more lucrative employment elsewhere.
 We make recommendations to address the need for additional staff and to obtain critical skills
and competencies to enable the PPRC to carry out its mandate and functions.
 The Commission has reduced to such an extent that policies and practices in human
resource and records management have fallen into disrepair. We have stressed that records
and information management are critical issues that cut across the Commission. We have
recommended the need for revamping records keeping systems with assistance from the
HRMO; and the introduction of a data collection and central information management
strategy; as part of the Policy Planning and Research Directorate, and the ICT Unit
respectively, to assist in coordinating and drawing together an integrated strategy for the
sector.
Summary of Recommendations
For ease of reference recommendations are grouped under the broad headings and each is cross
referenced to the main body of the report containing the relevant analysis as follows:
Statutory and Mandate
 We recommend that all the obsolete laws and regulations governing the operations of the
Commission be reviewed, updated and made relevant to the needs of the Commission. The
Review Team believes that the review of obsolete laws and regulations by the Commission
should not be done in isolation, but rather to be done with the full participation of key
stakeholders.
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 We also recommend that the Commission should develop a comprehensive policy on the
registration and conducts of political parties. This should articulate the national requirements,
and should also provide guidance as to the institutional arrangements within the Commission.
Organizational Structure
 We recommend that the Commission should move to a structure based on an integrated
directorate format to cover:
Policy Planning and Research
Complaints and Mediation
Legal Affairs
Training and External Relations
Youths and Gender Affairs
Regional Services
Human Resource/Administration
Finance
Procurement and Logistics
 We also recommend that each Directorate is headed by a Director and assisted by a Deputy
Director. However, each regional office should be headed by an Assistant Director known as
Assistant Director Regional Services.
Staffing
 We therefore recommend the recruitment of additional staff specifically for the professional
and technical positions for the proposed new structure in order to strengthen staff capacity
at the Headquarter as well as the provincial and district offices in the regions.
Condition of Service
 We recommend that the institution develop an incentive scheme for hard-to-reach areas
when staff are relocated to the regions; and the negotiation of new conditions of service in
order to attract and retain the best staff.
Job Description/Scheme of Service

 We recommend that base on the proposed new structure PPRC in collaboration with HRMO
should review the job descriptions for each positions to include the qualifications and years
of experience.
 We also recommend the preparation of a Scheme of Service for the respective positions
that will ensure upward mobility for staff.
 We also recommend to the Commission for a review of the HR Staff Manual to bring the
grading structure in line with the Civil Service grading structure. We are also stating that the
Staff Manual should be distributed to all staff and ensure that they are sensitised on its
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content. This is very important as the absence of it affects staff retention as staff members
are always looking out for job opportunities
Misplacement of Staff
 We recommend that the Commission solicit the expertise of HRMO to conduct a thorough
staff audit and assessment for a better placement of personnel within the institution.
 We further recommend the re-designation of the officers mentioned above into their
appropriate positions base on their qualifications where they could function properly and
pursue their career progressions.
Staff Training
 We recommend that capacity development should remain a key priority for the leadership
of the Commission, and it should be done through the development of a training policy.
 We recommend that base on the new structure the Admin/Human Resource Directorate in
collaboration with the HRMO conduct an annual Institutional Capacity Needs Assessment
base on the felt needs of all staff.
 We further recommend that capacity-strengthening be conducted around specific needs,
and training be tailored towards addressing those needs to ensure the skills being built
directly address the institutional weakness and foster productivity.
 We further recommend that the Commission should be included in training programmes
organized for the public service.
Staff Promotion
 We recommend that the Commission through its Chairman pay critical attention to the issues
of promotion and succession planning particularly for those who claimed to have served for
more than five years in the same positions without any form of promotion. In line with this
recommendation the Commission should ensure that those who are acting as heads of Units
or regions with the requisite qualifications for the position should become a substantive holder
of that position.
 We also recommend that the Commission implement a policy of staff rotation to ensure
personnel are given the opportunity to serve in other capacity or other Directorates
Age profile and Succession Planning
We recommend that the Commission develop a succession plan for the replacement of those staff
who are at the verge of retirement.
Records and Information Management
 We recommend that a Registry and records keeping systems be established with the
recruitment of a dedicated records officer to manned the day to-day operations of the
Registry, this should be in collaboration with HRMO.
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 We also recommend that the Policy Planning and Research Directorate effectively
collaborates with HRMO and other key players developing effective/modernized records
and information management policies. This should not be limited only to the initial steps of
establishing records management system of the Commission based on non-automated
system but should systematically move towards the establishment of IT-based or automated
systems.
 We also recommend the need the Commission to strengthen its capacity in records
management and prioritize records management trainings for all staff.
Logistics and Equipment
 We therefore recommend that the Commission seek to provide computers, printers, and
other essential working tools for all offices. These should be clearly stated in the annual
budget, justified in the Procurement Plan, and reflected in the Government’s allocation and
disbursements to the Commission.
 We further recommend that all regional offices be supplied with sufficient fuel and lubricants
so that their generators will effectively provide alternate source of power and mitigate
disruptions in service provision.
Accommodation
 We recommend that as a matter of priority, the Commission engages the Ministry of Works
and Public Assets to address the office space issue, as the status quo is that the office
accommodation at the Headquarter is unconducive. This recommendation is made in view
of the fact that adequate office space enhances the Commission’s ability to carry out its
primary functions and aligns with its ambition to expand.
 We also recommend that the Commission on the one hand provides office furniture, fittings
and equipment and repairs/maintenance those that are faulty to ensure the regional offices
are fully functional and conducive to work which will translate into optimal staff productivity.
Communication with Stakeholders
 We therefore recommend the development of a comprehensive Communication Strategy
which should be revised annually to keep pace with emerging internal and external
communications realities.
 We also recommend that the Commission develops a Memorandum of Understanding
(MOU) with local radio and TV stations to air out its activities for the benefit of the general
public.
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SECTION ONE
1.1 INTRODUCTION
The Public Sector Reform Unit (PSRU) provides leadership, co-ordination and strategic guidance in
the design, implementation and monitoring of Public Sector Reform initiatives. Its Mission is to
facilitate the creation of a lean, performance-oriented, highly motivated, modern and efficient Public
Service that delivers high quality services to the people of Sierra Leone in a timely and cost-effective
manner.
PSRU undertakes Management and Functional Reviews (MFRs) as an entry point to identify
capacity, systems and process challenges affecting the performance of MDAs. The key objective of
the MFR is to ensure that systems and organizational structures are aligned with the National
Development agenda. Since its inception, PSRU has undertaken MFRs for all MDAs, which can be
viewed at www.psru.gov.sl.
The Public Sector Reform Unit (PSRU) commenced the MFR on the 22nd of January 2021 with an
inception meeting at the Conference Hall of the PPRC, during which the review team discussed the
scope, methodology and timelines of the MFR process. Amongst other critical issues discussed with
the leadership, the need to create a modern and responsive structure that will be staffed with
competent and qualified professionals was the most compelling. Other mentionable discussion points
were that: PSRU review the functions of the Commission in conjunction with the other governance
institutions that perform similar roles to mitigate duplicity and wastages; examines its human resource
development needs and mechanisms for an effective data management system.
As is typically the case, the PPRC will require technical backstopping support from PSRU to be able
to effectively address both its internal challenges and those related to its key stakeholders, with
particular reference been made to NEC, NCD and HRCSL. As a matter of full disclosure and to
manage expectation, not all recommendations could be immediately implemented. The reality is that
the implementation of recommendations is staggered with those over which PPRC has direct control
and do not require extra-budgetary financial implications being immediately addressed, while others,
particularly those with financial implications, may be addressed over time.
Whilst the reality is that this MFR was triggered by the Chairman of PPRC, PSRU takes full
responsibility for the views expressed and ensuing recommendations entailed herein.
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1.2 METHODOLOGY
It was agreed at the inception meeting with the Chairman and Senior Management of the Commission
that the operating methodology would be structured and semi-structured interviews with staff across
cadre and the review of relevant/authoritative documents. Since the Commission’s staff strength is
lean, questionnaires were circulated across cadre to ensure organization-wide participation and buyin. The said inception meeting also provided the space for the clarification of the scope of work;
nomination of focal person, in this instance the Acting Registrar, identification of key/strategic
documents required for the desk review; and administration of questionnaires (attached in Appendix
1 & 2) to a representative sample of staff across cadre.
Whilst appreciating the fact that key operations of the Commission are conducted from the
Headquarters in Freetown, nevertheless, field visits were also undertaken to the three (3) regional
offices, namely: Bo, Kenema, Makeni; and the district office in Kono, to underscore their critical
importance to the process. Interviews were held with selected officials from the Headquarter and
regional offices. The names of those interviewed are listed in (Appendix 3)
Once the draft report is submitted to the Commission for their review and concurrence, it is the
responsibility of the senior management team to ensure it is methodically reviewed by all relevant
staff and their comments and clarifications synchronized and sent back to PSRU for finalization after
final bilateral meetings.

1.3 SCOPE OF THE MFR
The scope of this MFR is limited to doing a holistic and invasive diagnosis of PPRC’s Management
and functional capabilities to deliver on its mandate and deliver services in an efficient and timely
manner. It is worth noticing that the scope also extends to regional engagements, after which
recommendations are proffered, as-needed technical backstopping provided and strategies for
effectively implementing same devised. To be specific, the review team assessed the following areas:
 The Mandate, role, responsibilities and functions of the Political Parties Registration Commission
(PPRC).
 Organizational structure and staffing of the institution to determine whether or not they reflect the
current functions and responsibilities of the institution.
 Functional overlap with other related institutions for the avoidance of duplicity and wastages.
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 The Commission’s administrative procedures, processes, facilities and reporting relationships to
determine efficiency and effectiveness in delivering on its Mandate and Mission and its relations
with other institutions.

1.4 LIMITATIONS
The review has been constrained by a number of factors:
 The urgent nature of the review has had implications for thorough planning and detailed analysis.
Normally, Management and Functional Reviews are conducted for a minimum period of not less
than three months. Unlike this, the team was given a time line of just four weeks to conduct this
review. The limited timing has had implications due to the fact that the Review Team was unable
to undertake extensive interviews with the other governance institutions such as the National
Electoral Commission (NEC), National Commission for Democracy (NCD) and the Human Right
Commission for Sierra Leone (HRCSL) to get their own by-in to the process. Hence, interview
sessions were only limited to staff at Headquarters and regional offices. Ensure the MFR process
was concluded within a reasonable timeframe.

1.5 DOCUMENTS REVIEWED
 The PPRC Act 2002
 Current approved Strategic Plan June 2019 – June 2023
 Staff List with Pay and Grading 2020
 PPRC Proposed Job Description Manual 2020
 PPRC Staff Manual Regulations 2016
 PPRC Current Organogram
 Final Management Letter on the Audit of the PPRC 2018

13

SECTION 2
LEGAL FRAMEWORK, MANDATE, VISION AND MISSION
2.1 Background – Political Parties Registration Commission (PPRC)
The constitutional provision that established the Political Parties Registration Commission (PPRC) is
enshrined in sections 34 and 35 of the 1991 Constitution of Sierra Leone. The PPRC became
operational in 2005 after the re-constitution of the National Electoral Commission (NEC) which saw
the latter remitting its oversight responsibilities of political parties to the PPRC.
The Commission was not just established only to register political parties, but also to superintend
what political parties do by way of supervision, monitoring, and mediation in times of intra and inter
political party conflicts.
However, in 2011, efforts were made to amend the Act under which the Commission operates in
order to give it a more robust outlook. After final compilation of the reform bill by the Law Reform
Commission, it however, failed to receive parliamentary approval. Therefore, a further amendment
of this Act is now being considered.
The operational independence of the Commission is drawn from section 34 (5) of the 1991
Constitution of Sierra Leone that, the Commission shall not be subject to the direction or control of
any person or authority except in the circumstance where political parties are aggrieved with a
decision of the Commission. In such a case, the party concerned may appeal to the Supreme Court
of Sierra Leone and the decision of the Court shall be final.
2.1.1 Mandate - The mandate of the Political Parties Registration Commission as provided for in
PPRC Act 2002 is “for the registration and regulation of the conduct of political parties in accordance
with sections 34 and 35 of the Constitution and to provide for related matters”.
2.1.2 Vision – To ensure peaceful and long-term democratic political representation of the people of
Sierra Leone through independent registration and providing balanced monitoring and technical
development for political parties.
2.1.3 Mission – To engender among political parties in Sierra Leone, a spirit of accountable political
pluralism, as well as strong democratic principles. A forum will be provided to facilitate conflict
resolution and foster political reconciliation, national cohesion and Political Education.
2.2 Legal Framework
The 1991 Constitution and diverse legal/legislative/regulatory instruments provide the normative
grounding for the establishment of Political Parties Registration Commission. The most mentionable
of them have been inventoried below:
 The Constitution of Sierra Leone 1991
 The Constitution of Sierra Leone (Amendment Act) 2001-15
 Electoral laws Act 2002-2
14










Electoral Laws (Amendment Act) 2002-5
The National Electoral Commission Act 2002-1
The Political Parties Act 2002-3
The Political Parties (Amendment Act) 2002-6
The Human Rights Commission of Sierra Leone Act 2004-9
The Public Order Act 1965
The Local Government Act 2004-1p
The Public Elections Act 2012 (Abridgement)1

Some of these Acts and instruments are over twenty (20) years old however, most of these laws and
regulations are currently under review to make them relevant to present day especially in the context
of promoting political pluralism and the spirit of constitutionalism among political parties.
2.3 Functions and Operational Powers of PPRC
2.3.1 Functions:
The Political Parties Registration Commission achieves its mandates through the following functions
set out in the Sierra Leone Gazette, PPRC Act No. 3 of 2002:
 Register and supervise the conduct of political parties in accordance with the 1991
Constitution and the Political Parties Act of 2002;
 To monitor the affairs/conduct of political parties in order to ensure their compliance with the
Constitution;
 To monitor the accountability of political parties and their membership to the electorate of
Sierra Leone;
 To promote political pluralism and the spirit of constitutionalism among political parties;
 To mediate any conflict or disputes between or among the leadership of any political party or
between or among political parties;
 To do all such things as will contribute to the attainment of good conduct of political parties.
2.3.2 Operational Independence of PPRC
Pursuant to Section 34 (5) of the 1991 Constitution of Sierra Leone, the Commission shall not be
subject to the direction or control of any person or authority except in the circumstance where political
parties are aggrieved with a decision of the Commission. In such a case, the party concerned may
appeal to the Supreme Court of Sierra Leone and the decision of the Court shall be final.
2.3.3 Powers of the Commission
The commission reserves the right to refuse to register political parties if they fail to meet the
provisions stated in section 35 subsection (5) of the 1991 Constitution, to de-register a political party
if it is deemed dormant or fails to meet other provisions stated in Section 27 of the Political Parties
1

https://pprc.gov.sl/index.php/documents/legal-documents (retrieved 21/3/2021)
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Act of 2002. Additionally, pursuant to Section 10 of the Political Parties Act, any person who willfully
obstructs or otherwise interferes with the Commission or its members or officers in the discharge of
the functions of the Commission commits an offence and shall be liable on conviction to a fine.
2.4 Collaboration with Key Institutions
The Commission has a wide range of stakeholders in the public, private, and third2 sectors who share
a common goal of promoting democracy and building a culture of peace within and among political
parties.
These stakeholders include:











Sierra Leone Police (SLP)
Office of National Security (ONS)
Political Parties
National Commission for Democracy (NCD)
National Electoral Commission (NEC)
Human Right Commission Sierra Leone (HRCSL)
Republic of Sierra Leone Arm Forces (RSLAF)
Civil Society Organizations (CSOs)
Inter Religious Council
Councils of Paramount Chiefs
Local Councils

The review revealed that the relationship with stakeholders and donor partners was strong with good
communication and information flows. In spite of the Commission’s wide range of stakeholders, the
Review Team noted that the Commission has a close functional relationship with NEC and NCD with
regards to political education aimed at sensitizing the membership of political parties and the public
at large about positive attitudes, knowledge and skills for effective multi-party governance in Sierra
Leone. This review therefore extends to an assessment of the relevance of PPRC and its relationship
with NEC and NCD to ascertain whether there are any functional overlaps between them. These
three Commissions along with HRCSL are commonly regarded as the four democratic institutions in
Sierra Leone. Their mandates directly involve, among other things, upholding democratic rights and
responsibilities of Sierra Leoneans. The areas of convergence amongst the PPRC, NEC, and NCD
are even stronger, as the work of each directly affects that of the others. Figure 1 below is an
illustration of this relationship.

2

NGOs, parastatals and other similar organisations
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Electoral Process

NCD

PPRC

Educate the
Public on Civil
Rights and
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Register and
Regulate the
Conduct of
Political Parties

NEC
Conduct Free and Fair
Elections

Figure 1: Convergence of PPRC, NEC and NCD in election process

The review noted a cyclical relationship among the PPRC, NEC and NCD which are key to the
electoral process in promoting free, fair and an election free from political violence. Whilst PPRC
provides the mechanism of monitoring the activities and conduct of political parties; NCD on the other
hand, educates the public on their Constitutional rights and responsibilities, which includes the right
to vote. This mandate extends to sensitizing people on what to expect as citizens, including the
responsibilities a government has to its people. If this mandate is effectively carried out, the NEC and
PPRC will be in a better position to register, monitor the political parties, and conduct free and fair
elections. In fact, the Commission believes that having an institution like NCD holding discussions
with the public on their right to vote, and their responsibility to do so in accordance with the law, and
not resort to unfair means and violence. Similarly, the HRCSL expressed concerns about the need
to intensify efforts at public education on the Constitutional rights afforded to persons with disability.
They regard PPRC as a key player in this process.
The review further noted that there is commitment for increased collaboration and coordination
among sister institutions. Alluding to this, a respondent from the regions stated “We see our functions
as complementary instead of overlapping or duplicitous”.
The challenge facing PPRC vis-à-vis its sister institutions (NEC, HRCSL and NCD) has nothing to
do with conflicting mandates or similarities in their roles and functions, rather it is with how the
Commission can enhance mechanisms for effective collaboration and partnership. Further analysis
of PPRC’s partnerships and relationships with its sister agencies revealed it was devoid of any
adverse impacts. However, the review revealed the need to further strengthen those partnerships
and recalibrate them to be even more strategic, collaborative and specialized. This model which
mimics the economies of scale model, will enhance joint implementation and resource pooling and
sharing. Consistent with the aforesaid, the Review Team makes the following recommendations:
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The Review Team recommend that the Commission continues to strengthen its collaboration and
coordination functions with its sister institutions and stakeholders, through meetings and outreach
programmes.
The Review Team further recommends the establishment of a permanent Steering Committee on
Democracy and Good Governance, comprising of PPRC, NEC, NCD, and HRCSL, representatives
of political parties, NGOs and co-opted members of Civil Society Organisations. This Committee
would be a learning and review forum focused on developing and progress tracking of initiatives
relating to democratic processes and civic education in Sierra Leone. This forum will also provide the
space for: 1. real-time donor engagement on range of crosscutting issues especially those related to
the elections and electioneering processes 2. pooling and sharing of resources, which mitigates
duplication and waste, and 3. robust resource mobilization.
Based on the preceding recommendations, the Team proses that the TOR of the Steering Committee
on Democracy and Good Governance serves as the mechanism for:





The development of joint action plans in improving civic values and democratic rights
The provision of a space for donor engagement and Resource Mobilization
Discussing/ reviewing strategies for formulation of programmes by the various institutions
Engaging with community-based organizations and NGOs working in the sector to ensure
effective collaboration, coordination, and coherence
 The Monitoring and Evaluation of implementation progress and the provision of competent
advisory services to the government
 The provision of a space for experience and best practice sharing, Learning and Review and
the development of smart and durable solutions to sectoral challenges
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SECTION 3
ORGANISATIONAL STRUCTURE OF PPRC
3.1 Current Organizational Structures
3.1.1 Headquarter Level
The Commission is headed by a Chairman and assisted by three other Commissioners referred to in
sub-section (1) of section 34 of the Constitution. Their key function is to uphold the PPRC Act 2002
and protect the integrity of the Commission. The Chairman and the three Commissioners are directly
responsible for the overall success or failure of the Commission. They provide strategic leadership
in undertaking the activities of the Commission such as the development of policy and the general
supervision.
The Chairman and Commissioners are assisted by the Registrar who is the technical and
administrative Head of the Commission, and also supervises the day-to-day operational affairs of the
institution. The Registrar is assisted by support staff in each of the regional offices, including
Mediation and Program officers, administrative/office assistants, drivers and messengers.
3.1.2 Regional/District Level
The Commission has a few offices in the provinces with a small number of staff in each office. There
is no clear–cut definition of the type of structure(s) that exist at the regional level. There are three
regional offices, one for each Province, located in Bo, Kenema and Makeni; and a district office in
Kono, which is under the direct supervision of the Kenema regional office. The regional offices are
headed by the Mediation and Programs Officers.
The Review Team examined both the current structure (figure 2 below) and a proposed draft
organogram (figure 3 below) presented to PSRU by the Commission.
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Organogram - Political Parties Registration Commission (PPRC)
Chairman

Commissioner
Secretary to the
Commission

Manager Admin &
Human Resources (G7)

Commissioner

Commissioner
Internal Auditor
(G7)

Registrar (G8)

Manager,
Finance (G7)

Manager, Programs
& Mediation (G7)
r

Information
Technology Officer
(G6)
Information
Technology Assistant
(G5)
Secretary to the
Chairman (G5)

Political Finance
Officer (G6)
Procurement &
Logistics Officer
(G6)
Finance Officer (G6)

Gender Affairs
Officer (G6)
Outreach Officers
(G6)
Outreach
Assistant (G6)

Librarian (G5)

Admin/Finance
Assistant North (G5)

Training Officer
(G6)

Assistant Librarian
(G4)

Admin/Finance
Assistant East (G5)

Youth Affairs
Officers (G6)

Admin/Human
Resources Assistant
(G5)

Admin/Finance
Assistant South (G5)

Office Assistant
(G4) (7 Staff)

Drivers (16 Staff)
(G3)

Mediation and
Programs Officer
(Eastern) (G6)

Assistant and Mediation
Programs Officer
(Easterrn) (G5)
Mediation and
Programs Officer
(Northern) (G6)
Assistant and Mediation
Programs Officer
(Northern) (G5)

Mediation and
Programs Officer
(Southern) (G6)
Assistant and Mediation
and Programs Officer
(Southern) (G5)

Dispatch Clerk
(G2) (2 Staff)
Security
(G2) (6 Staff)

Mediation and
Programs Officer
(Western) (G6)
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Organogram – Political Parties Registration Commission (PPRC)
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3.2 Proposed Organisational Structure
An analysis of both the current structure above and proposed structure below, revealed a number of
weaknesses, especially the lack of integration of work activities, reporting relationships and managerial
inefficiencies. The review also revealed lack of clear career growth pathways and an over concentration
of junior and middle level positions, with officers having unclear and sometimes conflicting roles. This
situation permeates the entire organizational structure of the Commission.
The review revealed that while the Commission has made considerable progress in carrying out its
statutory functions, it lacks programme staff with the specialised competencies that will enable the
Commission to carry out its mandate effectively. In addition, a relatively high percentage of senior officers
have been serving in acting positions for a very long time without being paid acting allowances or given
substantive status, which has resulted in staff having limited authority to take critical decisions.
To resolve these identified structural and operational weaknesses and in supporting the Commission to
address them, the Review Team has developed a proposed organizational structure which was shared
with the Commission for its consideration. The proposed structure is based on a directorate system as
indicated in figure 4 below.

23

Figure 4: The Proposed Organizational Structure of PPRC
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The Review Team believes that the new (proposed) structure will bring professionalism into the
Commission and facilitate efficient division of labour and specialisation. It will also promote
transparency and accountability. However, the team cautions that, critical as having a good structure
is, it should not be considered a panacea to the Commission’s challenges. The team therefore
underscores the importance of having effective policies, revamped job descriptions that emphasize
functions rather than nomenclature and address the range of HR and system issues earlier on
catalogued.
3.3 Functions of the Proposed Directorates and Units
3.3.1

Directorate of HR/Admin

This directorate shall be headed by a Director designated as Director of HR/Admin and assisted by a
Deputy Director of HR/Admin. It comprised of the following units:
I.

Human Resource Unit

Functions:
 Ensure the transparent and competitive appointment of staff following the PPRC's human
resource recruitment policy.
 Coordinates the activities of the recruitment committee.
 Ensure that the capacity building plan is developed and implemented for PPRC staff,
including standardized nationwide training of ad hoc and temporary staff members and
BRIDGE training for permanent staff members.
 Organize induction programs for new staff and ensures they have a thorough understanding
of the PPRC's organizational structure, and how to access personnel information
 Provide day to day Human Resource Management tasks following the PPRC's Human
Resource Management policy; including creating open and confidential personnel files as
prescribed in Personnel Manual
 Calculate and monitor entitlements, sick, vacation, leave, benefits, etc.;
 Initiate personnel Performance Appraisal (including probationary assessment) process;
prepare appropriate forms and distribute them accordingly;
 Ensure that staff members including District Officers have access to all PPRC Standing
Orders;
 Assist in appraising personnel in various Units of the PPRC and making necessary
recommendations to the Director of Administration/Human Resources and the Registrar;
 Develop and implement procedures for conflict management and grievances;
 Establish adequate control measures to manage staff postings, and movement within the
PPRC; ensuring that appropriate disciplinary measures are taken on all issues of misconduct;
 Coordinate in-house Training programs;
 Prepare periodic HR activity report for the Director of Administration and Human Resources
for onward conveyance to the Registrar;
 Perform miscellaneous job-related duties as assigned by the Departmental Head
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II.

Administration Unit

Functions
 Ensure that all administrative tasks are carried out following established policies, rules and
regulations of the commission;
 Ensure that administrative documents are developed and orderly presented to the Director of
Administration /Human Resources, capture and retain PPRC’s credibility and transparency;
 Assist in supervising, arrangements for the preparation of annual work plan for all Units and
also submit proposals for the consideration of the Director of Administration/Human
Resources; ensuring that procedures are put in place to involve all key staff in the process;
 Work in concert with Departmental Heads, ensuring that appropriate management reports
are prepared analytically for the perusal of the Director;
 Work with Administrative Officers for the development and implementation of strategies and
action plans to ensure that PPRC's administrative, policies, programs, and practices fully
meet the needs of PPRC;
 Assist in ensuring the provision of efficient administrative and logistical services to support
the operations of other departments in the Commission;
 Performs miscellaneous job-related duties assigned by the appropriate authority
III. Information and Communications Technology (ICT) Unit Functions:
 Securely install, configure and commission databases and servers
 Research, plan, install, configure, troubleshoot, maintain and upgrade operating systems,
hardware and local area networks (LANs)
 Provide technical specifications for the acquisition of hardware, software and all IT
requirements for the Commission
 In consultation with the Director Training and External Relations oversee the creation of social
media platforms for the dissemination of the Commission activities
 Troubleshoot and resolve hardware, software, and connectivity problems, including user
access and component configuration
 Record and maintain hardware and software inventories, site and / or server licensing, and
user access and security
 Set up new users, train and provide prompt desktop support as required
 Conduct technical research on system upgrades to determine feasibility, cost, the time
required and compatibility with the current system
 Maintain confidentiality with information being processed, stored or accessed by the network
 Document system problems and resolutions for future reference
 Ability to work with minimum supervision
 Perform other duties as assigned by the Administration and Human Resources Manager.
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3.3.2 Directorate of Finance
Functions:
 Ensure that all PPRC financial activities comply with statutory requirements of the
Government of Sierra Leone
 Institute adequate financial management systems by implementing and maintaining effective
internal control policies and procedures, including budgetary monitoring and controls, and
cash flow management following the PPRC Financial Policies and Procedures
 Prepare PPRC’s financial statements for audits and oversee the annual audit exercise
 Assist the Registrar in the development and implementation of strategic plans, monitor and
report on progress towards implementation in conjunction with the Senior Management Team
 Develop an appropriate operational manual - PPRC Financial Policies and Procedures
 Maintain accurate balances of PPRC’s receivables and payables and prepare weekly
departmental activity reports for the Registrar
 Prepare realistic cash flow forecasts/budgets and ensure PPRC’s funds are used for their
intended purposes
 With the assistance of the External Relations and Training Department institute an effective
financial management information System
 Responsible for the accuracy of payroll by managing salary payments, supervising timely and
accurate issuance of salary slips and cheques
 Manage all NASSIT and tax liabilities, including PAYE and advice how best to minimize
PRRC's tax burden
 Ensure that each transaction submitted for payment has valid supporting documents
 Supervise daily the financial, budgetary and accounting data entry and book-keeping of all
transactions including their effect on the cash flow
 Supervise the preparation of Monthly Bank Reconciliation Statements, follow up on
reconciling items and update records of cheque books (bank and stubs) and other relevant
accounting records
 Review the financial statements of political parties and ensure their compliance with the Laws
of Sierra Leone
3.3.3 Directorate of Procurement
Functions
 Administer the PPRC’s procurement operations and guidelines and coordinate all
procurement
 Ensure operational compliance with NPPA and other applicable regulations and seek
guidance when necessary
 Prepare PPRC’s Annual Procurement Plan in close liaison with the Finance Manager and
other departmental heads
 Advise senior officers on the most appropriate procurement and bid evaluation strategy to be
adopted
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 Facilitate the production of appropriate tender and contract documentation, ensure their
compliance with the NPPA requirements and that they are maintained for reference purposes
 Advise on the appraisal and evaluation of bids based on financial and non-financial criteria;
coordinate and document the process to maintain transparent records following NPPA and
other applicable regulations
 Responsible for logistics, inventory management, storage and distribution of the supplies to
required destinations
 Oversee the day-to-day relationships with all service providers to PPRC (e.g. cleaning
services, security services, courier, telephone services, etc.)
 Supervise PPRC drivers and logistics staff and establish appropriate controls and procedures
 Prepare weekly activity reports for the Director of Finance
 Perform other duties as assigned by the Director of Finance.
3.3.4 Directorate of Mediation
Functions
 Assist the Registrar in monitoring the code of political parties at the national level, prepare
monthly reports and analyses of political developments in the country as it relates to the
Commission's mandate
 Weekly compile a conflict assessment report between and among political parties for the
attention of the Registrar
 Assist the Registrar with the mediation of disputes between and among political parties and
engage the latter to promote political tolerance and non-violence
 In consultation with the Registrar, foster sustained dialogue with senior levels of the political
parties to achieve the goals of the Commission
 Develop and prepare project proposals for the consideration of the Registrar on mediation
 Organize forums, workshops, seminars, and meetings to promote dialogue among
stakeholders
 Prepare weekly departmental activity reports for the Registrar
 Participate in joint stakeholders' meetings to review and plan the implementation of activities
 Supervise Mediation department
 Liaise with the Police, the National Electoral Commission and other stakeholders in the
promotion of political tolerance and non-violence and develop and maintain constructive
relationships with other actors at district and regional levels
 Oversee the mobilization of other stakeholders, traditional leaders, youth and women's
groups, religious leaders, etc. and facilitate community forums, workshops and meetings to
promote dialogue among these groups and involvement in the work of PPRC
 Liaise with the Deputy Directors in the regions
 Perform other duties as assigned by the Registrar.
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3.3.5 Directorate of Training and External Relations
Functions:
 Collaborate with the Directorate of Administration and Human Resources to develop training
policies for staff and stakeholders development
 Oversee the operations of the Information Technology Manager, Training and External
Relations Manager, Training and External Relations Officer, Information and Technology
Officer
 Maintain and update training records of staff and other stakeholders
 Establish criteria for research related to training objectives to improve effectiveness and
efficiency
 Ensure a training plan is developed and implemented at the Headquarters, including
standardized nationwide training of ad-hoc and temporary staff members
 Coordinate all training workshops and seminars for staff and stakeholders, and PPRC’s
partners in the political process
 Monitor and evaluate the training programs
 Establish a small library for training and research materials
 Organize all briefings and workshops and develop briefing packs for new arrivals and recruits
 Produce training materials and user-friendly briefing and training packages
 Design and implement operational training programs
 Lead in the planning of public information activities and implementation of sensitization
campaigns nationwide to maximize public awareness of PPRC activities
 Generate regular, professional media coverage about PPRC for radio, television internet and
in print media
 Act as one of the spokespersons for the Commission, give interviews, draft press releases,
organize press conferences, media briefings, and special events, prepare briefing materials
in advance, facilitate media coverage of PPRC activities and events nationwide
 Maintain contact with field staff to obtain timely updates of field activities and events for
publication
 Act as a focal point with the press, implement activities to develop more cooperative working
relationships with press and more effective media coverage on PPRC
 Maintain and update files, extracts, articles, photographs and other relevant information about
the PPRC
3.3.6

Directorate of Policy, Research, Monitoring and Evaluation

Functions
 Establish and coordinate research, monitoring and evaluation systems including data
collection, analysis, and review
 Work closely with the Director of Training and External Relations to prepare specific data
collection methods and tools
 Coordinate monitoring activities and inputs required of other team members
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 Anticipate, plan and support reporting requirements
 Ensure information gathered through monitoring activities are shared in real-time and in an
appropriate format with management so that they can address issues as immediately as
possible
 Study the relevant project documents (including but not limited to the project document,
provisional work plan, first annual work plan, budget), review and revise the log frame and
results from the matrix, and revise the indicators if necessary.
 Review the M&E needs and plans of the project, and extract relevant indicators to monitor
the project outputs listed above.
 Establish data collection and reporting forms for capturing quantitative and qualitative
information.
 Based on the relevant indicators developed, help design baseline for the surveys to avoid
collecting redundant information.
 Identify sources of verification that the project can use. As much as possible, use existing
data sources embedded in existing systems.
 Design simple means of registering information.
 Design simple ways and means to store such information and the pathways for the
dissemination of that information.
 Produce a manual that includes the above and guides project coordination in processing and
evaluating the information
 Perform other duties as assigned by the Registrar.
3.3.7 Directorate of Youth, Gender and Disability
Functions:
 Design, strategies with specific deliverables to effectively engage the participation of women
and PWD’s in politics
 In consultation with the Registrar develop and supervise activities aimed at fostering the goals
of the Commission and enhancing the role of women, PWD’s and youth in politics
 In consultation with the Registrar engage the women, PWD and youth branches of political
parties, women’s groups, PWD groups, youth group, government and non-governmental
entities in furthering the activities of the Commission
 In consultation with the Registrar develop advocacy activities to mainstream gender issues
and promote women’s empowerment and participation in politics
 In consultation with the Registrar develop activities to mainstream PWD issues and promote
PWD’s empowerment and participation in politics
 In consultation with the Registrar develop activities to mainstream youth issues and promote
youth empowerment and participation in politics
 Quarterly prepare for the Registrar a situational analysis of women, PWD’s and youth in
politics
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 In concert with the political parties and other stakeholders build consensus among national
and international stakeholders to overcome challenges faced by the minority group by
establishing specific action items and goals
 Prepare weekly activity reports for the Registrar
 Perform other duties as assigned by the Registrar
3.3.8 Directorate of Legal Affairs
3.3.9 Directorate of Regional services
3.4 Review of the Current Job Descriptions (JDs)
The Review Team acknowledges the fact that standard Job Descriptions (JDs) for current positions
were submitted with qualifications and the years of experience for each job category. However, with
the creation of the new structure some functions have expanded and for that reason there is a need
to review the current JDs to take cognizant of the new functions.
We therefore recommend that following the establishment of the new structure, the Commission
should consult HRMO to review the current JDs in other to incorporate some of the functions of the
expanded positions.
3.5 New Grading Structure
A matrix of the proposed professional positions including their proposed grades is provided below:
Table.1: Proposed Grading for the New Structure
No.

Proposed Position

Proposed Grade

1

Director

11

2

Deputy Director

10

3

Assistant Director

9

4

Senior Officer

8

5

Officer

7

6

Assistant Officer

6
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SECTION 4
ANALYSIS AND RECOMMENDATIONS
4.1 Statutory Framework
The fragmentation of the legal framework into numerous Acts and Instruments pose a serious
challenge to the Commission to carry out it functional responsibilities and as such, political parties
are finding it difficult to comprehend the legal requirements within which they operate. The review
revealed that some provisions of the PPRC Act 2002 are not comprehensive enough, and the
absence of a policy makes it difficult for the Commission to grow and stand the test of time. For
instance, the Review Team noted that the Commission which has the mandate to register and
regulate the conduct of political parties, does not have equivalent powers to de-register them once
they infringe on provisions of the Act, except through the Supreme Court. Other issues raised by
respondents are the meager registration fees for political parties, and paltry penalties imposed on
them for infractions on rules and regulations governing elections.
Recommendation(s):
Given the above scenarios we recommend as follows:  We recommend that all the obsolete laws and regulations governing the operations of the
Commission be reviewed, updated and made relevant to the needs of the Commission. The
Review Team believes that the review of obsolete laws and regulations by the Commission
should not be done in isolation, but rather to be done with the full participation of key
stakeholders.
 We also recommend that the Commission should develop a comprehensive policy on the
registration and conducts of political parties. This should articulate the national requirements,
and should also provide guidance as to the institutional arrangements within the Commission.
4.3 Organizational Structure
We applaud the Commission for the existence of a structure which to a large extent is accepted by
the Review Team. However, the Review Team noted fusing of roles and responsibilities, and no
clearly defined mandates for the existing units. The units do not have well established mandates and
functions, as well as not properly documented. The key functions of most units do not speak to what
they are currently engaged in. Furthermore, the review revealed that the current structure has left out
policy formulation, planning, research, monitoring and evaluation which are strategic to the success
of every organisation. Therefore, omitting these functions would create a vacuum for the Commission
to jointly collaborate with stakeholders and political parties in identifying problems and finding lasting
solutions to those problems. The Review Team considers these functions as key to the survival of the
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Commission and leaving them out from the structure as serious and therefore recommend that they
are included.
In the re-design of the organizational structure the following factors were considered:
 Need for clear reporting lines to ensure effective supervision and enforcement of
accountabilities.
 Efficiency and cost effectiveness i.e. the structure to be determined by outputs which in turn
will generate and relate staff to specific tasks so as to avoid underutilization of
staff/manpower.
 Ensuring homogeneous grouping of functions to provide logical execution of functions,
effective supervision and co-ordination.
 Distinction between core and non-core functions – core functions accorded more prominence
over non-core functions
The proposed organizational structure is informed by the ‘Architecture of Government Review’
blueprint which condenses the present system into a realistic number of relevant Directorates. Based
on the above criteria, we recommend the adoption of the horizontal review report proposed
architecture of government blueprint for a Ministry. The organizational structure in figure 4 above
encapsulates the components of the Horizontal Review report proposed architecture of the
Government.
Recommendation(s)
 We recommend that the Commission should move to a structure based on an integrated
directorate system to cover:
Policy Planning and Research
Mediation
Legal Affairs
Training and External Relations
Youth and Gender Affairs
Regional Services
Human Resource/Administration
Finance
Procurement and Logistics
 We also recommend that each Directorate is headed by a Director and assisted by a Deputy
Director. However, each regional office should be headed by an Assistant Director known as
Assistant Director Regional Services.
This format is based on the Commission’s mandate and specialized and unique nature.
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4.4 Human Resource Management
4.4.1 Staffing
The total number of staff in post according to the Staff List provided to the Review Team is thirty-three
(33) including regional staff. The staff categories are made up of:





Thirteen (13) Technical Staff;
Four (4) Administrative and Finance Staff;
Nine (9) Drivers and
Seven (7) Cleaners.

A graphical representation of the above breakdown is shown in figure 5 below.
Figure 5: Distribution of Staff across Disciplines
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Figure 5 above indicates that the ratio of Professional Staff to Support Staff is 1:1. The review revealed
that this is caused by: high attrition rates due to lack of promotions, poor conditions of service and
challenges in attracting and retaining professional staff with the right skills and competencies. The
2021 Manpower Plan for the Commission indicates that there are twenty (20) existing vacancies. The
Review further revealed that all the existing Units including those in the regions do not have the
required staff complement and as such the existing staff are overburdened and stressed. The review
further noted that instead of the Commission addressing staffing needs it resorts to recruiting ad hoc
staff on each elections cycle to adequately monitor the activities of political parties.
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Recommendation(s)
 We therefore recommend the recruitment of additional staff specifically for the professional
and technical positions for the proposed new structure in order to strengthen staff capacity at
the Headquarter as well as the provincial and district offices in the regions.
4.4.2 Condition of Service
The review revealed poor conditions of service and high staff turnover which affects staff morale and
productivity. Comparatively, the Review Team noted that the NEC of which the PPRC became
operable in 2002 and also its sister institution has a better condition of service than PPRC. Given this
situation and the fact that the PPRC and other institutions are competing for the best staff, the contest
has become intensive and the ability to offer attractive conditions of service based on the principles
of demand and supply cannot be discounted.
Recommendation(s)
 We recommend that the institution develop an incentive scheme for hard-to-reach areas
when staff are relocated to the regions; and the negotiation of new conditions of service in
order to attract and retain the best staff.
4.4.3 Job Description and Scheme of Service
The Review Team noted that Job Descriptions have been developed for all the positions in the
Commission, but observed that the JDs are not complete as the qualifications and years of experience
for most positions are not clearly stated. These gaps in the JDs have the tendency to undermine fair
and transparent future recruitment processes.
The Review Team also noted the lack of Schemes of Service for the respective positions. A scheme
of service establishes standards for recruitment, training and development, and advancement within
the organisation on the basis of qualifications, knowledge, merit and ability as reflected in work
performance and results. It provides a clearly defined career structure which will attract, motivate and
facilitate retention of suitably qualified persons in an organisation and ensures appropriate career
planning and succession. The team is happy to note that there is an existing Human Resource
Manual that provides guidelines on Manpower planning, training, and conditions of service. However,
we noted that the grading structure (Grade 1-8) stated in the Staff Manual has not been duly followed
to pay staff emoluments, rather the Civil Service grading structure is being applied in the payment of
staff emolument. We believe that if this is not rectify as quick as possible, it would cause confusion in
the payment of staff entitlements and retirees’ benefits.
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Recommendation(s):
 We recommend that base on the proposed new structure PPRC in collaboration with HRMO
should review the job descriptions for each positions to include the qualifications and years
of experience.
 We also recommend the preparation of a Scheme of Service for the respective positions
that will ensure upward mobility for staff.
 We also recommend to the Commission for a review of the HR Staff Manual to bring the
grading structure in line with the Civil Service grading structure. We are also stating that the
Staff Manual should be distributed to all staff and ensure that they are sensitised on its
content. This is very important as the absence of it affects staff retention as staff members
are always looking out for job opportunities
4.4.4 Staff Qualifications
The Review Team observed that the management structure of the Commission is classified into three
levels namely: senior, intermediate and junior; and we also noted that PPRC is not critically short of
qualified and experienced staff. All Professional staff members presently at post do possess the
requisite educational qualifications to perform their respective roles and responsibilities. This is
reflected in the fact that all staff interviewed at the senior level had at least a first degree or higher
qualification. However, the rest of the other staff members only possess a variety of lower certificates,
some of which are not directly relevant to the job being performed at the Commission. The following
is a synopsis of staff qualifications:








Eight (8) Master’s Degree,
Eight (8) Bachelor’s Degree,
Four (4) Diploma Certificate,
Two (2) BECE Certificate,
One (1) Certificate Basic Engineering,
Eight (8) Others,
Two (2) Not Declared.

The data provided above excludes the Chairman and the three Commissioners who are appointed
by the President and approved by Parliament. Figure 6 below provides a vivid picture of the variety
of staff qualifications at the PPRC.
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Figure 6: PPRC Staff Qualification
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4.4.5 Misplacement of Staff
From the analysis of the Commission’s Staff List, the Review Team notes that some staff are not
properly placed as they are in positions for which they lack the requisite degree, with particular
reference being made to a Senior Officer with a B.Ed. degree acting as a Mediation and Programmes
Manager, which is a position to be occupied by a Master’s Degree holder. Similarly, another Officer
with a Diploma in Human Resource Management is also acting as Admin and Human Resource
Manager, again, a position that should be occupied by a Master’s Degree holder. Furthermore, our
investigation revealed that there are lot of staff who have the required educational qualifications to
occupy the senior level positions but are being stagnated at the lower end of the grading structure.
The ultimate result for this type of arrangement if not put on check will lead to staff demotivation and
high attrition rates.
Recommendation(s)
 We recommend that the Commission solicits the expertise of HRMO to conduct a thorough
staff audit and assessment for a better placement of personnel within the institution.
 We further recommend the re-designation of the officers mentioned above into their
appropriate positions base on their qualifications where they could function properly and
pursue their career progressions.
4.4.6 Staff Training:
The Review Team is of the view that, capacity development should remain a key priority for the
leadership of the Commission. However, the review revealed that there is a range of capacity
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challenges including administrative underperformance. It also emerged that there is no training policy;
and staff training are often tailored and conducted towards addressing some specific needs, rather
than being informed by wider Institutional Capacity Needs Assessment. In some cases, trainings are
more supply driven rather than demand driven as most of these trainings are provided by donors or
partners without recourse to the actual needs of the Commission. As a result, the trainings are not
coordinated and hence, do not address the felt need of the Commission as a whole. Though the
Commission has benefited from some training programs over the past years, the impact is not largely
felt as there continue to be capacity gaps in areas such as elections management, gender, youth and
conflict mediation. A list of trainings undertaken by senior and intermediate level officers for FY2018,
FY2019 and FY2020 is shown in Appendix 4.
Recommendation(s)
 We recommend that capacity development should remain a key priority for the leadership of
the Commission, and it should be done through the development of a training policy.
 We recommend that base on the new structure the Admin/Human Resource Directorate in
collaboration with the HRMO conduct an annual Institutional Capacity Needs Assessment
base on the felt needs of all staff.
 We further recommend that capacity-strengthening be conducted around specific needs,
and training be tailored towards addressing those needs to ensure the skills being built directly
address the institutional weakness and foster productivity.
 We further recommend that the Commission should be included in training programmes
organized for the public service.
4.4.7 Staff Promotion
The review revealed that several senior and middle level staff have not been promoted for a very long
time a situation which according to them have seriously affected their morale and productivity. In fact,
it emerged that a cross section of officers who are in acting positions have spent over five years in
that position without any form of promotion or making them substantive holders of the positions. This
has led to low morale and loss of complete confidence in the institution. It has also created huge
number of vacancies across all Units in the Commission. Other related factors such as performance
appraisal and training that will subsequently enhanced promotion are not well coordinated.
Recommendation(s)
 We recommend that the Commission through its Chairman pay critical attention to the issues
of promotion and succession planning particularly for those who claimed to have served for
more than five years in the same positions without any form of promotion. In line with this
recommendation the Commission should ensure that those who are acting as heads of Units
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or regions with the requisite qualifications for the position should become a substantive holder
of that position.
 We also recommend that the Commission implement a policy of staff rotation to ensure
personnel are given the opportunity to serve in other capacity or other Directorates.
4.4.8 Age Profile and Succession Planning
Primarily in every institution there are two main categories of staff that can be found namely:
Professional/Technical Staff, and Support Staff.
 The Professional/Technical Staff consist of the administrative and human resource officers,
finance officers, mediation and programmes officers, etc. and
 The Support Staff are mainly clerks of various grades, drivers of various grades, messengers
and cleaners.
On that note the age profile of staff of the Commission has been examined within these two strands
of compositions. This is significant to show a clear picture of those staff who are going to be retired
and the succession plan which the Commission has in placed to replace the impending retirees.
I.

Professional/Technical Staff

Figure 7 shows the age profiles of the 17 Professional/Technical Staff members. The ages range
between thirty-five (35) and fifty-four (54) years.
Figure 7 - Age Ranges of Professional/Technical Officers
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The normal age for retirement of public servants is fixed at sixty (60) years. However, Section 34 (1)
of the 1991 Constitution of Sierra Leone categorically states that the Chairman of this Commission
“shall be a person who has held judicial office or is qualified to be appointed a Judge of the Superior
Court of Judicature nominated by the Judicial and Legal Service Commission”. According to this
provision and considering the age of a retired Judge, the Chairman is most likely going to be over six
years of age, and it automatically become an exception to the rule or policy. As far as the position of
Chairman is concerned s/he would be over sixty (60) years. On that note, the ages depicted in Figure
7 therefore, are appropriate and fall within the band approved under section 34 (1) of the Constitution.
II.

Support Staff

The age profile of the Support Staff ranges between 30 and 54 years is graphically shown below.
Figure 8: Age Ranges of Support Staff
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Figure 8 provides a graphic picture of the age profile of the 16 staff in the support staff category. In
particular Figure 8 shows that:






Three (3) staff members have ages between 30-34 years.
Six (6) have ages between 35-39 years.
Three (3) have ages between 40-44 years
Two (2) have ages between 45-49 years
Two (2) have ages between 50-54 years
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Thus two (2) staff members representing approximately thirteen percent (12.5%) are between the
ages of 50-54 years. That is in six-year time these staff are expected to retire. As stated earlier
there is no succession plan in place at the Commission.
Recommendation(s)
We recommend that the Commission develops a succession plan for the replacement of those staff
who are at the verge of retirement.
Overall the two figures (7 and 8) above indicates that about seven-nine percent (79%) of the staff of
the Commission are aged between 30 and 49 years. This is an indication that there is potential for
succession planning and the development of young staff.
4.5 Records and Information Management
Records is the life blood of any institution and its management is important to the survival of the
organization. Records management cuts across all directorates and units and is central to the efficient
and effective functioning of the Commission. The Review Team noted that Records Management in
the Commission at both central and regional levels is very poor. There is no central registry at the
headquarters where files are kept for easy access. The Review Team’s initial findings are that no
records management policy and procedures that link records management and administration.
Currently, there is hardly any existing IT capacity especially in the regions as internet connectivity is
poor and sometimes not in existence. Also in the regions, computers are not readily available and
where they are available, lack of electricity prevent their effective use.
Recommendation
 We recommend that a Registry and records keeping systems be established and a dedicated
records officer be recruited in collaboration with HRMO to perform the duties and functions of
that unit.
 We also recommend that the Policy Planning and Research Directorate liaise with HRMO
and other key players in determining policies on records and information management. This
should not be limited only to the initial steps of establishing records management system of
the Commission based on non-automated system but should systematically move towards
the establishment of IT-based system or automated system
 We also recommend the need to priorities records management training for all staff of the
Commission..
4.6 Logistics and Equipment
The lack of office equipment and tools pose a major challenge for staff. The Review Team noted that
with the exception of Headquarters, our visits to the various offices in the regions noted the lack of
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operational computers, printers, scanners, and copiers. These are all essential tools for the work
performed by these offices, and their absence has hampered productivity. In the regions especially,
officers have to use their own resources to access these equipment at nearby Internet cafes, and it
has led to inefficiencies in performance. In cases where the offices do have some equipment, they
are not used because of the absence of electricity. Of all the regional offices visited, only the office at
Makeni had constant electricity, though the few available computers do not work. The team also notes
that the overreliance on generator or power supply disrupts the smooth functioning of the regional
offices. The team further notes that financial support to regional offices is minimal especially as it
relates to funding for fuel and lubricants. The team is of the view that these challenges could be
mitigated with better coordination and planning.
The Review Team also noted that the conditions in the regions have been worsened by the lack of
transportation including vehicles and motor-bikes, and a public address (PA) system, which are
required for travelling nationwide and to performing their public education and monitoring of elections.
In most cases vehicles had to be sent from the Headquarter in Freetown to convey officers to their
areas of operations during elections period.
Recommendation(s)
 We therefore recommend that the Commission seek to provide computers, printers, and
other essential working tools for all offices. These should be clearly stated in the annual
budget, justified in the Procurement Plan, and reflected in the Government’s allocation and
disbursements to the Commission.
 We further recommend that all regional offices be supplied with enough fuel for the use of
their generators and fuel to enable them to perform their work in the absence of electricity.
4.7 Accommodation
At the Headquarter, the Commission is faced with an acute office accommodation challenge. The
current office spaces are grossly inadequate and in poor condition. Staff members are crammed in
offices and this does not promote a good working environment. However, the situation is quite the
opposite in the regional offices, where the offices though rented are spacious and well ventilated.
Furnishing is not only poor but inadequate, as most part visited the offices contain rickety chairs and
tables with no air conditions making the working environment uncomfortable for staff. This situation
does not only affect morale and dignity of staff members but it also undermines the institutional or
organization culture as well.
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Recommendations
 We recommend that as a priority the Commission should make efforts to liaise with the
Ministry of Works and Public Assets for a more spacious and conducive office
accommodation for the Headquarters. As a modern infrastructure with state-of-the-art
facilities, adequate office space is necessary for the Commission to carry out its primary
mission. Planning for growth in the Commission and programs must go hand-in-hand with
planning for adequate space.
 We also recommend that the Commission provides office furniture and fittings for the
regional offices and also repair/maintenance the dilapidated air conditions to create the
enabling and conducive working environment to enhance staff performance.
4.8 Communications with Stakeholders
Lack of coordination and collaboration in an organization can decrease productivity, complicate
processes and delay the completion of tasks. The team did not observe any major issue with internal
coordination and collaboration among the various Units of the Commission, as it is clearly showed on
the organizational structure presented to the Review Team. Collaboration on capacity building and
elections management with Donor Partners is also good. The team noted that PPRC collaborates a
lot with the UNDP, Irish Aid, UK Aid, EU and the International Foundation for Electoral Systems (IFES)
on financial support, institutional capacity and support for training. Nationally, the Review Team also
noted high level of collaboration and coordination with the following institutions: ONS, SLP, NEC,
NCD, HRCSL, CSOs, INGOs and Local Councils. The level of collaboration and coordination between
the Commission and these institutions is being strengthened on the District Security Committee
(DISEC) and Provincial Security Committee (PROSEC) meetings which are held weekly and
fortnightly respectively. Thus, during these meetings issues around security and election’s
management are normally discussed, solutions, and recommendations proffered. However, we also
noted the absence of a comprehensive communication strategy that articulates the goals and
outreach activities of the Commission to the general public.
Recommendation
 We therefore recommend the development of a comprehensive Communication Strategy
which is modified/updated annually to keep pace with emerging internal and external
communications realities and trends.
 We also recommend that the Commission develops a Memorandum of Understanding
(MOU) with local radio and TV stations to air out its activities for the benefit of the general
public.
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Appendix 1
MANAGEMENT AND FUNCTIONAL REVIEW
QUESTIONNAIRE
Senior Management Officers
The purpose of this questionnaire is to determine the nature of the overall strategy and structure of
the MDA to enable the MFR team to identify key issues and determine the approach to further
research and interview. Please complete questions as thoroughly as possible. A member of the
Review Team will be available to answer questions and assist as necessary. Please use additional
paper to provide answers if necessary.
NAME OF MDA:………………………………………………………………………………………………..
NAME OF POST HOLDER: …………………………………………………………………………………..
DEPT/ UNIT: …………………………………………………………………………………………………..
JOB TITLE:…………………………………………………….…………………………………… ………….
LOCATION:………………………………………………………………………………………… ………….
DATE: …………………………………………………………………………………………………………..
TEL (MOB/LAND): ………………………………………………………...........................................……
EMAIL……………………………………………………………………………………………………………
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 the last
page or on a separate sheet of paper and attach it with you name and number.
SECTION A: MANDATE, MISSION AND VISION
1. How is your mandate helping to address the current and foreseeable challenges with respect to
service delivery?
____________________________________________________________________________
____________________________________________________________________________
2. To what extent is your mandate in line with the development priorities of the GoSL?
____________________________________________________________________________
____________________________________________________________________________
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3. What are the issues and concerns that requires urgent attention with respect to your mandate?
____________________________________________________________________________
____________________________________________________________________________
SECTION B: FUNCTIONS
4. Please list the main functions of the department, division or unit within the MDA for which you are
responsible. (Add additional sheets if necessary).

5.

a.

__________________________________________________________________

b.

__________________________________________________________________

c.

__________________________________________________________________

d.

__________________________________________________________________

e.

__________________________________________________________________

f.

__________________________________________________________________

g.

__________________________________________________________________

How is the annual work plan developed and monitored? (Please use additional sheets if
necessary)
_________________________________________________________________________
_________________________________________________________________________

6.

Please state any operational problem(s) encountered in carrying out the functions of your
department, division or unit within the MDA.
_________________________________________________________________________
_________________________________________________________________________

7.

How could procedures, processes and systems be improved upon to address these problems
and improve performance and service delivery?
_________________________________________________________________________
_________________________________________________________________________
SECTION C: COORDINATION AND INTERNAL RELATIONS

8.

Which other departments/divisions/units within the MDA you collaborate with in the performance
of your functions?
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_________________________________________________________________________
_________________________________________________________________________
9.

What is/are the difficulties (if any) do you experience (including overlaps or duplications of effort).
_________________________________________________________________________
_________________________________________________________________________

10. What can be done to improve areas of collaboration with other
departments/divisions/agencies/units:
_________________________________________________________________________
_________________________________________________________________________
11. Do you/or your department/agency have regional offices? Yes /No
If yes, please indicate?
_________________________________________________________________________
_________________________________________________________________________
12. Please explain your recruitment process.
_________________________________________________________________________
_________________________________________________________________________
13. What are the general human resource issues or problems your dept/unit is experiencing?
(staff strength, retention, turnover, capacity etc).
_________________________________________________________________________
_________________________________________________________________________
14.

Do you have grievance reporting Mechanism? If yes/no, please explain…..
_________________________________________________________________________
_________________________________________________________________________

Staff Training, Promotion and Career Development
15.

What mechanism do you have in place for promotions and career development?
___________________________________________________________________________
___________________________________________________________________________
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16.
Do you have a training and capacity building policy? If yes; please briefly state what the policy
says about staff training and capacity development,
____________________________________________________________________________
____________________________________________________________________________
17. How do you identify employee training and development needs?
____________________________________________________________________________
____________________________________________________________________________
18. Please provide a list of training(s) you or staff within your dept/unit or the institution in the past 3
years
____________________________________________________________________________
____________________________________________________________________________
19. How do you appraise the performance of staff?
____________________________________________________________________________
____________________________________________________________________________
20. How many people have gone on retirement since the past twelve months? (Aggregate by gender)
_____________________________________________________________________________
_____________________________________________________________________________
21. How many people have been recently promoted in line with your career development plan?
_____________________________________________________________________________
_____________________________________________________________________________
Records Management
22. What system do you have in place for Records’ Management?
_____________________________________________________________________________
_____________________________________________________________________________
23. How is this system helping to ensure institutional productivity?
____________________________________________________________________________
_____________________________________________________________________________
24. What other challenges are you experiencing with respect to Records Management?
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____________________________________________________________________________
____________________________________________________________________________
25. What do you think should be done to ensure effective Records’ Management system contribute
to institutional productivity and service delivery?
____________________________________________________________________________
____________________________________________________________________________
SECTION F: ICT, AND STAKEHOLDER/CITIZEN ENGAGEMENT
26. Current IT Equipment Capacity in your unit/dept
Essential Equipment
Type

Available

Current Condition
Good

Needs Repair Obsolete

Not Available Number
Needed

27. What IT facilities do you need to ensure operational efficiency?
___________________________________________________________________________
___________________________________________________________________________
28. Please provide a justification for additional IT facilities?
____________________________________________________________________________
____________________________________________________________________________
29. Do you have an effective communication strategy? If yes, please provide…
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_____________________________________________________________________________
_____________________________________________________________________________
30. Do you perform oversight function to other Agencies? If yes, explain…
____________________________________________________________________________
____________________________________________________________________________
31. Please provide the list of the Agencies under your supervision…..
_____________________________________________________________________________
_____________________________________________________________________________
32. How can communication be improved upon to enhance service delivery?
a. Internally
________________________________________________________________________
________________________________________________________________________
b. With other MDAs
_________________________________________________________________________
_________________________________________________________________________
c. With your key clients/ primary beneficiaries
___________________________________________________________________________
___________________________________________________________________________
d. With the general public?
___________________________________________________________________________
___________________________________________________________________________
33. How does the public communicate their interest and/or concerns to your MDA?
__________________________________________________________________________
__________________________________________________________________________
34. Please state any challenges in your interaction with any of your
stakeholders/partners/clients/general public.
______________________________________________________________________________
______________________________________________________________________________
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35. How can communication be improved upon to enhance service delivery?
a. Internally
______________________________________________________________________
______________________________________________________________________
b. With other MDAs
_____________________________________________________________________
_____________________________________________________________________
c. With your key clients/ primary beneficiaries
_______________________________________________________________________
_______________________________________________________________________
d. With the general public
_____________________________________________________________________
_____________________________________________________________________
SECTION G: FINANCE, BUDGETING AND PROCUREMENT
a.

Please state any sources of revenue generation by your unit/dept
__________________________________________________________________
__________________________________________________________________

b.

Do you set annual revenue target? Yes/no (if yes, please state).
__________________________________________________________________
__________________________________________________________________

c.

If yes, how much have you been able to generate for the past three (3) years?
__________________________________________________________________
__________________________________________________________________

d.

How do you normally account for the revenue generated?
__________________________________________________________________
__________________________________________________________________
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e. Is your Agency/Commission part of the Annual Budgetary process organized by Ministry of
Finance? Yes/no
____________________________________________________________________________
____________________________________________________________________________
f. If no, explain the budget formulation process including any challenges your unit/dept have
experienced in the past?
____________________________________________________________________________
____________________________________________________________________________
g. Explain the processes used for procuring goods, equipment, and services in your unit/dept
_____________________________________________________________________________
_____________________________________________________________________________
SECTION H: ACCOMMODATION AND OFFICE SPACE
a. How spacious is the Office?
_____________________________________________________________________________
_____________________________________________________________________________
b. How many officers to an office?
_____________________________________________________________________________
_____________________________________________________________________________
c. What other general issues and challenges with respect to accommodation do you have?
_____________________________________________________________________________
_____________________________________________________________________________
PLEASE PROVIDE ANY ADDITIONAL INFORMATION THAT COULD HELP THE REVIEW
TEAM TO UNDERSTANDYOUR MANAGEMENT AND OPERATIONAL FUNCTIONS

Thank you very much for your cooperation
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Appendix 2
MANAGEMENT AND FUNCTIONAL REVIEW
QUESTIONNAIRE
Junior Management Officers
The purpose of this questionnaire is to determine the nature of the overall strategy and structure of
the MDA to enable the MFR team to identify key issues and determine the approach to further
research and interview. Please complete questions as thoroughly as possible. A member of the
Review Team will be available to answer questions and assist as necessary. Please use additional
paper to provide answers if necessary.
NAME OF MDA:………………………………………………………………………………………………..
NAME OF POST HOLDER: ………………….……………………………………………………………..
DEPT/ UNIT: ……………………………………………………………………………………….…………..
JOB TITLE:……………………………………………………….…………………………………. …………
LOCATION:…………………………………………………………………………………………. …………
DATE: ………………………………………………………………………………………………..………….
TEL (MOB/LAND): ………………………………………………………….......................................……
EMAIL……………………………………………………………………………………………………………
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 the last
page or on a separate sheet of paper and attach it with you name and number.
SECTION A: FUNCTIONS
1. Please state your job description/job roles and responsibilities.
_________________________________________________________________________
_________________________________________________________________________
2. Please state any operational problem(s) you often encounter in carrying out the functions of
your department, division or unit within the MDA.
_________________________________________________________________________
_________________________________________________________________________
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3. How could procedures, processes and systems be improved upon to address these problems
and improve performance and service delivery?
_________________________________________________________________________
_________________________________________________________________________
_________________________________________________________________________
SECTION B: COORDINATION AND INTERNAL RELATIONS
4. What is/are the difficulties (if any) do you experience (including overlaps or duplications of effort)
with other division or units within the MDA.
_________________________________________________________________________
_______________________________________________________________________
5. What can be done to improve areas of collaboration with other departments/divisions/agencies/
units:
_________________________________________________________________________
_________________________________________________________________________
SECTION C: ORGANISATION/ OPERATIONAL STRUCTURE
6. In terms of supervision, who do you report to?
______________________________________________________________________________
______________________________________________________________________________
7. Who report to you? If there is any?
_____________________________________________________________________________
_____________________________________________________________________________
SECTION D: STAFF PROMOTION AND CAREER DEVELOPMENT
8. What are the opportunities offered to you in the past three years?
___________________________________________________________________________
___________________________________________________________________________
9. How many trainings have you undergone in the last three years?
____________________________________________________________________________
____________________________________________________________________________
10. How were your capacity development needs identified?
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____________________________________________________________________________
____________________________________________________________________________
11. How was your performance over the year/years appraised?
____________________________________________________________________________
__________________________________________________________________________
12. How many years have you spent in your current position?
____________________________________________________________________________
____________________________________________________________________________
13. Have you had any promotion since the past five-ten years? If no, please explain…
____________________________________________________________________________
____________________________________________________________________________
14. Have you benefited from any grievance reporting mechanism? If yes/no, please explain….
SECTION E: RECORDS MANAGEMENT
15. What system do you have in place for Records’ Management?
___________________________________________________________________________
___________________________________________________________________________
16. How is this system helping/enhancing your productivity?
____________________________________________________________________________
____________________________________________________________________________
17. What other challenges are you experiencing with respect to Records Management?
____________________________________________________________________________
____________________________________________________________________________
18. What do you think should be done to ensure effective Records’ Management system contribute
to institutional productivity and service delivery?
_____________________________________________________________________________
_____________________________________________________________________________
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SECTION F: ICT
19.

What IT facilities do you need to perform effectively?

________________________________________________________________________________
________________________________________________________________________________
20. How effective is your internet connectivity?
_______________________________________________________________________________
_______________________________________________________________________________
SECTION H: ACCOMMODATION AND OFFICE SPACE
21. How spacious is your Office?
_____________________________________________________________________________
_____________________________________________________________________________
22. How many of you to an office?
_____________________________________________________________________________
_____________________________________________________________________________
23. What other general issues and challenges with respect to accommodation do you have?
_____________________________________________________________________________
_____________________________________________________________________________
PLEASE PROVIDE ANY ADDITIONAL INFORMATION THAT COULD HELP THE REVIEW
TEAM TO UNDERSTANDYOUR MANAGEMENT AND OPERATIONAL FUNCTIONS

Thank you very much for your cooperation
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APPENDIX 3

LIST OF PEOPLE INTERVIEWED

PPRC HEADQUARTERS
1.
2.
3.
4.
5.
6.

Abdulai M. Bangura (Esq)
Alhaji M.B. Williams
Edmund S. Alpha
Christian Sawyer
Zainab Umu Moseray
Hawa M. Davies

Chairman
Commissioner
Commissioner, NEC
Commissioner
Acting Registrar
Acting Admin/HR Manager

PPRC BO OFFICE
1. Mrs. Jenneh J.H. Amadu
2. Francisco Nero Tuker
3. Lansana Turay

Mediation and Programme Officer
Admin/Finance Assistance
Driver

PPRC KENEMA OFFICE
1. Ruth K. Thomas

Assistant Gender Officer

PPRC KONO OFFICE
1. Karifa Tarawalie
2. Alimamy M. Jalloh
3. Saidu Koroma

Assistant Mediation and Programme Officer
Gender Affairs Assistant
Cleaner

PPRC MAKENI OFFICE
1. Musa Amara Kamara

Regional Mediation and Programme Officer
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Appendix 4 - LIST OF TRAININGS FOR FY2018 – FY2020

TRAINING FOR FY 2018
Name

Title/Designation

Purpose of Travel

Destination

Zainab Umu Moseray

Acting Registrar

Training on Negotiation and

Clingendale Institute in

Mediation as an Instrument for

the Hague,

Conflict Resolutions

Netherlands

Specialised training on ICT

Seoul, South Korea

Lucien H.L. Momoh

Outreach Officer

Based Elections Management
for Policy making Authorities
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TRAINING FOR FY 2019
Name

Title/ Designation

Purpose of Travel

Destination

Jenneh Amadu

Mediation and

To attend UNITA Regional

Addis Ababa, Ethopia

Programmes Officer –

Training Programe to Enhance

South

Conflict Prevention and Peace
Making in Africa

Zainab Umu Moseray

Acting Registrar

To attend the European Union

Brussels, Belgium and

Visitors Programme - World

Strasbourg, France

(Young) Leaders Empowerment
Program
Olushogo A. David

Mediation and

To attend a Sub-Regional

Programmes Officer –

Experience-sharing Workshop

West

on Building and Sustaining

Accra, Ghana

National Dialogue and Peace
Structures
Jonathan Browne

Finance Officer

Training on Transparency in

Incheon, South Korea

Political Finance
Abdulia M. Bangurah

Chairman

(Esq)
Lucien H.L. Momoh

To attend the Annual General

India

Assembly of A-WEB in India
Outreach Officer

To attend the Annaul General

India

Assembly of A-WEB in India
Zainab Umu Moseray

Acting Registrar

To attend the International

United State of

Visitors Programme on

America

Transparency and
Accountability in Government
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TRAINING FOR FY 2020

Name

Title/Designation

Purpose of Travel

Destination

Elizabeth Yeabu

Gender Officer

Attend Women Leadership

Liberia

Kamara

Programme
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