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This is the second edition in the series of Question & Answers with ECA’s Executive 

Secretary about issues that concern and impact the organisation and staff. It also 

includes the questions that were raised by staff members in the last town hall and the 

responses offered by the ES.  

 

1. You have been holding Town Hall meetings with staff members at regular and 

frequent intervals. We released the first Q&A on the ECA Reform to all staff 

members during the Town Hall meeting of 20 September 2018. Since then, what 

are the specific actions that have been taken towards implementing the reform? 

 

After the Town Hall meeting on 20 September 2018, several decisions were put into 

implementation: 

 

 Clarified reporting lines – but for a few exceptional cases, the current reporting 

lines would continue till the new structure is implemented from January 2019;  

 

 For exceptional cases, where transfers to new organisation units or supervisors 

were envisaged, the necessary communication to staff members has been done 

with all stakeholders i.e. the staff member, the releasing Director and the 

receiving Director consenting to the movements.  

 

Based on the consent letters, I have approved the transfers of the 37 staff members and 

the movements are currently underway. There are two cases, where staff members have not 

consented, we have advised alternate arrangements. I met with the members of the Advisory 

Committee on Administrative & Budgetary Questions (ACABQ) on 3 October 2018 at HQ, 

New York to present ECA’s case for reform and restructuring. The meeting with the ACABQ 

was fruitful and the members had encouraging words for ECA’s revised strategic framework 

and approach to reform. 
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On 5 October 2018, we organized a Town Hall primarily to address the concerns raised 

by the Staff Union in their letter to me and the house. I am thankful to the staff members for 

having written this letter highlighting their concerns in the spirit of openness and transparency. 

I personally felt the discussions during this meeting were beneficial and helped clarify many 

important points: 

 

 As an outcome of the Town Hall meeting on 5 October 2018, I have advised the 

Director of Administration to constitute a Task Force with representatives from a 

cross-section of staff and including the Staff Union to review recruitment related 

concerns with the aim of enhancing transparency; 

 

 Staff have been encouraged to complete their mid-point appraisals in line with 

the reporting lines. We have also put out communications to all staff members 

regarding this and provided guidance on what needs to be done in the INSPIRA 

system; 

 

 We had also spoken about the proposals to have a staff union representative on 

the assessment panels. The current rules do not provide for this and therefore it 

cannot be implemented. I hope the Staff Union will continue to play its effective 

role as key stakeholders in the Central Review Bodies that review and endorse/ 

provide recommendations about the recruitment cases. However, in line with the 

Staff Engagement Action Plan, Divisions Directors are expected to hold 

Divisional meetings under the “Ubuntu” framework - covering standing items 

and minute the actions arising out of these meetings; 

 

 The word “Ubuntu” is part of the Zulu phrase “Umuntu ngumuntu ngabantu” 

which translates to “a person is a person through other people.” It has also been 

translated to mean “I am, because you are.” The main premise behind the idea is 

that humanity should be based in community. Though it is important to recognize 

individuality, it is more important to understand that individuals are part of a 

greater whole and are collectively responsible for each other, and in doing so, 

embrace qualities such as the spirit of willing participation, cooperation, and 

openness. 

 

On 6 December 2018, I met with all GS staff members. This was my first meeting 

exclusively with the local staff members. It was an open exchange of ideas, concerns and 

clarifications on the reform process, on the impact of GSDM and what ECA was doing to 

mitigate its impact on staff members, and discussion on ECA’s staff engagement action plan. 

Staff members also raised queries about their career progression and aspirations: 

 

 Some GS staff members expressed the view that there was a lack of respect for 

GS staff by the P staff. Now this is a matter of concern because the ECA’s 

contribution to its stakeholders and to Africa is impossible without the active 

support, involvement and contribution of the GS staff members, who form the 

foundation upon which the organisation rests. Every working relationship must 

be based on a mutual sense of respect and respectful interactions; 

 

 Another important sentiment that was aired was the lack of engagement of GS 

staff members in the overall activities of the ECA, in a sense arising out of a gap 

between GS staff and professional staff. We must recognize that our renewed 

vision and focus cannot succeed with a strong “Espirit de Corps”. It is therefore 
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important for supervisors, team leaders and managers to proactively engage with 

their team members to build great teams. It is only when we work together, that 

we will be able to deliver much more than what we can as individuals. As 

mentioned above, Directors will begin monthly Divisional meetings under the 

“Ubuntu” umbrella to get together all members of their teams; 

 

 Staff members also raised the issue of their career aspirations, and the G to P 

career ladder. through support services by way of trainings for G to P 

examinations and career counselling sessions. The G to P examination is a 

difficult threshold to cross and requires sustained efforts. We are committed to 

helping staff members realize their aspirations. 

 

Overall, I felt the discussions were fruitful and I hope to continue these meetings at 

regular intervals. I am hopeful that these steps will bring individuals and groups together and 

help foster greater team spirit. I have repeatedly emphasized the need for continuous dialogue 

and communication and I am confident that we will continue to strengthen communication at 

all levels within the organisation in keeping with this spirit. 

 

2. When does the reform kick in? 

 

The proposal for ECA restructuring including its impact on posts was sent to HQ after 

endorsement of the COM in May 2018. After ECOSOC’s endorsement of the revised strategic 

framework, the restructuring proposals were sent to HQ. We have had productive discussion 

with the ACABQ and the Fifth Committee. We are hopeful of receiving the final approvals of 

the General Assembly before we begin to implement the new structure from 1 January 2019. 

Communications to this effect will be shared by the Directors with their teams shortly. 

 

3. In the past few weeks, ECA saw its first Annual Business Plan (ABP) Retreat 

session organized where all Professional staff members were invited. What was 

the idea behind this initiative? 

 

The Annual Business Plan is the logical next step in the ECA reform process. ECA’s 

reform saw the articulation of its three core functions and five strategic directions. If we are to 

see these key elements of ECA’s strategic framework as a matrix we would have the three core 

functions on the x-axis, and the five strategic directions on the y-axis providing us a 3X5 matrix 

of initiatives and action plans. Each Division that handles one or more sub programmes is 

expected to horizontally align its work plan along the five strategic directions whilst vertically 

aligning with the three core functions of the ECA. All the elements roll up into the Senior 

Management Compact that I sign with the UN Secretary General on behalf of ECA. This 

process has enabled develop: 

 

 A clear alignment of ECA’s mandate, vision, core functions, strategic directions 

and work plans; 

 

 A clear linkage of corporate vision, goals with Divisional outputs; 

 

 A line of sight of how divisional outputs can be disaggregated into sectional 

outputs and further into individual work plans and deliverables. 
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It is also important that we begin the year with an understanding of how we propose to 

deliver on our commitments. The ABP elements should eventually translate into the work plans 

of each staff member. The idea of organizing an open ABP communication and cascade process 

was to: 

 

 Ensure that staff members were aware of how the ECA Business Plan was shaping 

up; 

 

 Understand what each organisation unit is expected to deliver during the year; 

 

 Provide staff members the opportunity to exchange views, ideas and to contribute 

to the building of the plan. 

 

Because of this retreat, the ABP has been enriched with great inputs from participants 

from across Divisions, SROs, and levels. This was only the first cut of the plan and the 

Divisions will iterate their respective plans in time for finalisation at the Senior Management 

retreat that is planned in January 2019. This is also an important step towards building 

transparency and ensuring greater communication about our body of work. 

 

4. There have been questions about opportunities for staff mobility. Could you 

provide with the latest UN position on global mobility? 

 

As you are aware, within the context of the Management Reform, the Secretary-General 

has decided to stop the implementation of the mobility framework in 2018 – this will allow 

time to conduct a comprehensive review and assessment of the new system. The filling of 

vacant positions and the placement under managed mobility of eligible staff members in the 

Professional and higher categories up to the D-2 level, shall be administered through a new 

staff selection and managed mobility system, which is currently being worked out. 

 

 The new system has been designed to meet the following objectives: 

 

 To select staff based on merit, demonstrated competencies and prior performance, 

through a competitive process in which the paramount consideration is the 

necessity of securing the highest standards of efficiency, competence and 

integrity; 

 

 Due regard being paid to the importance of recruiting staff on as wide a 

geographical basis as possible and to the gender distribution goals set by the 

General Assembly; 

 

 To promote greater mobility of staff members between Headquarters, offices 

away from Headquarters, including regional commissions, and field duty stations, 

and greater movement of staff among functions and job families, across 

organizational units of the Secretariat; 

 

 To mobilize and retain a dynamic, adaptable and global workforce that will 

effectively meet current and future mandates and evolving operational needs; 

 

 To provide staff with increased opportunities for career development and enable 

the further acquisition of new skills, knowledge and experience within and across 

organizational units, functions and duty stations of the Secretariat. 
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As there will be no new vacancy or managed mobility exercises in 2018, all future 

vacancies will be governed by the staff selection system outlined in ST/AI/2010/3. Heads of 

Department will have the authority to make selection decisions and to laterally reassign staff 

members within their Department.  

 

5. Therefore, what are the implications of the pause on the global mobility for ECA, 

especially when reforms are being implemented? 

 

The objectives of mobility remain relevant to ECA in the context of ECA’s aspiration 

to position itself as a premier think tank. Whilst recognising that mobility is a key enabler for 

effective talent management, it is important to bear in mind the need to balance organisational 

imperatives (from a talent and skills perspective) with individual staff aspirations (from a 

mobility perspective).  

 

Pending the implementation of the new global mobility system, the opportunities for 

global mobility for staff members would be limited. Within ECA, we would endeavour to 

promote staff mobility options -this could also take the shape of an ECA-wide mobility 

programme for certain levels next year. 

 

6. Can staff ask for lateral movement? If staff members desire to move within HQ 

or between HQ and SROs/ IDEP and vice-versa what is the process to be 

followed? 

 

We all know that that lateral movements are very well defined by the Staff Selection 

System as: 

 

 Movement of a staff member to a different position at the same level for the 

duration of at least one year. The new position may be in the same or a different 

department or office, in the same or a different duty station and in the same or a 

different occupational group; 

 

 Within the same department or office, a lateral move will normally involve a 

change in functions with or without a change of supervisor; 

 

 When the supervisor remains the same, there will be a lateral move if the 

responsibilities are substantially different, for example, if there is a different area 

of responsibilities or a change in the departments/offices serviced by the staff 

member; 

 

 A change in supervisor without a change in functions does not represent a lateral 

move.  

 

As part of the current restructuring exercise, some staff members have been offered 

lateral transfers across sub programmes/ divisions and between HQ and SROs, based on an 

evaluation of their profiles and skill sets. Upon the implementation of the new structure 

effective January 2019, further movements may be possible. 
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All staff movements will be based on matching needs and skills of staff and divisions. 

Based on an assessment of the staff member’s skills sets and fit for the role, lateral movements 

are normally advised by the Head of the Office: 

 

(a) Generally, into vacant posts at the same level, based on the requirements of the 

organisation;  

 

(b) Into vacant posts at the same level, based on requests by staff member. 

 

Lateral movements also offer a great development opportunity for the institution and 

the individual staff member. Unless there is a planned internal mobility exercise, invariably 

lateral movement requests from staff members would require a vacant post to move into or a 

mutual transfer between two consenting staff members. 

 

Under the ECA Staff Engagement Action Plan, Division directors and supervisors are 

now required to organise quarterly career conversations with their team members – to take 

stock of performance, development and career aspirations. Staff members who wish to apply 

for lateral movements are advised to initiate discussions with their Division directors/ 

supervisors to plan this transition. This should be followed up with a communication to ECA-

Human Resources with the request and a copy of the staff member’s updated PHP. HR will 

facilitate the evaluation of such requests between the two Divisions and the staff member. If at 

a given point in time, a lateral movement is not possible, due communication will be provided 

to the staff member with reasons for the same. 

 

It is also important to understand that the SROs have under the revised strategic 

framework, moved towards areas of specialisation (thematic cluster). Therefore, staff 

possessing experience and skills sets relevant to the areas of specialisation would be better 

positioned to take up opportunities that open up in the thematic clusters. The Sub Regional 

Initiatives clusters of the SROs would however continue to support the priority issues of 

concern and development challenges faced by member States in their respective sub-regions.  

 

7. In the town hall meetings, you have spoken about the restructuring of the Centres 

to ensure greater oversight and accountability as well as the review of cases where 

staff with permanent/ continuing appointments continued to be on XB posts with 

limited funding. Could you elaborate on these cases and how they are being 

addressed? 

 

 Over the years, some staff members holding permanent and continuing 

appointments had moved to posts that were non-established (non-RB), such as 

extra-budgetary (XB) funded or Overhead (OH) funded posts. Whilst some of 

these staff members holding permanent/ continuing appointments had voluntarily 

applied to the non-RB posts in the Centres, others had been laterally reassigned 

by the management to these posts. When these posts ran out of funding, ECA 

faced difficulties in extending appointment contracts of the staff on these posts.  

 

 In the event of post abolishment due to lack of funding, the organisation is 

expected to explore opportunities for retention of staff based on their appointment 

type, subject to the availability of suitable posts in which their services can be 

effectively utilized, and provided that due regard is given in all cases to relative 

competence, integrity and length of service. ECA has around 44 such cases 

including 13 in the “P & Above” category; 4 in the “NO” category and 25 in the 



December 2018 
Q&A – No.2 

7 

“GS & Related” category (this included 10 staff members who are potentially 

impacted due to post abolishment because of GSDM). 

 

 The SMT reviewed possible solutions to rectify these cases, including 

redeployment of such staff to other vacant RB posts at the same level in line with 

their skills and competence, and in some cases redeploying vacant RB posts to 

these centres with the aim of assimilating some of the Centres and posts into the 

regular programme of work of the ECA. 

 

 To address some irregularities, the SMT reviewed staff members with permanent 

and continuing appointments encumbering XB/OH posts and re-assigned them to 

identified vacant RB posts wherever possible. This process will continue. The 

objective is to ensure that such staff members were provided established posts 

and any right sizing of the extra budgetary projects would not impact their 

acquired rights in addition to providing stability of funding for this category of 

staff, especially when they are performing core functions. We are hopeful that 

these actions will provide stability and predictability to the staff contracts and 

appointments and help sustain staff morale. Simultaneously, efforts are underway 

to secure funding for these posts. Our latest estimate is that we have Programme 

Support Costs (PSC) income to support Over Head (OH) posts till the end of next 

year. We are hopeful of supplementing this income through generation of XB 

resources in the near future. 

 

 Out of the cases reviewed, 13 staff members with permanent/ continuing 

appointments encumbering non-RB posts will be moved to RB posts. A quick 

summary of such staff (at the indicated level) moving from a non-RB post to 

established posts (including RPTC and RPTC Support) is as provided below: 

 

o African Minerals Development Centre (AMDC): 1 P5, 1 G6 

o Land Policy Initiative (LPI): 1 P5 

o African Centre for Gender (ACG): 1 P5, 1 P4 

o African Climate Policy Centre (ACPC): 1 P5, 1 P3, 1 G7, 1 G5 

o Public Information & Knowledge management Division (PIKMD): 1 P3 

o Strategic Planning & Operational Quality Division (SPOQD): 1 G4 

o Division of Administration (DoA): 2 G5 

 

We continue to explore options to accommodate other staff with permanent/ continuing 

appointments.  

 

8. As part of the recruitment going forward, what will be our approach to gender 

parity and on time recruitments? 

 

With the finalisation of the structure, the recruitment process has now been restarted, 

beginning with the vacancies in the D1 level. Over the course of the past few days and weeks, 

more “P” vacancies have been advertised, providing staff members the opportunity to apply to 

the positions that match their skill sets and profile. Given our commitment to gender parity and 

the roll out of ECA’s Gender Parity Strategy, I would like to particularly encourage female 

staff members and eligible candidates to apply to these positions. 
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Achieving gender parity is a major goal for the UN and the ECA. We have put in place 

ECA’s gender parity Strategy earlier this year and the strategy has clearly developed annual 

targets for the next five years. The gender parity targets for the next two years (on 31 December 

of the year) is provided in the following table: 

 

Level 2019 2020 

D-2 50% 50% 

D-1 44% 48% 

P-5 30% 34% 

P-4 46% 50% 

P-3 45% 49% 

P-2 47% 50% 

 

To help with the process of outreach and to encourage a larger pool of female applicants, 

we are working closely with the Outreach Unit of OHRM and through identified online 

platforms and publications. Where we are unable to attract a critical mass of female applicants, 

we may be compelled to seek a cancellation of the JO followed by re-advertisement with 

sustained outreach. We would be monitoring the recruitment process closely. Our goal is to 

achieve full gender parity at all levels by 2023. 

 

On ensuring timely recruitments, some recruitment processes are being re-engineered 

within the framework of the rules, to facilitate processes running parallelly as against 

sequentially so that we can aim to meet the target 120 days of recruitment cycle time.  

 

9. What are the capacity building interventions? 

 
Effective change management will require that we assess the gap between our 

capabilities in our “current state” and the desired “future state” and work towards bridging that 

gap through sustained capability building interventions. These could be by way of learning and 

development initiatives, development project assignments etc. Whilst the learning and 

development calendar for this year is already in motion, we have identified certain areas where 

we would like to supplement our capability: 

 

 ECA-HR and IDEP are closely involved in identifying the areas that need focus. 

Very recently we have organized training programmes on Econometric/ statistical 

software programmes such as Stata and EViews. We have also organized 

Technical Report Writing Workshops both in English and French to further 

enhance the quality of our report writing; 

 

 Recently the Programme Planning Workshop was organized in Addis Ababa 

involving all substantive divisions and SROs/ IDEP. The objective was to – (i) 

present the new results framework that respond to some of the management 

reform based on “Responsiveness” (Nimble and agile planning, closer to the 

implementation period) and “Accountability” (Closing the loop), and (ii) Produce 

semifinal 2020 plans; 

 

 In January 2019, we will start another batch of training for supervisions in 

“Coaching and mentoring skills” in collaboration with the UN system Staff 

College. The idea is to ensure that supervisors and team leaders have the requisite 

skill to manage and develop talent in the organisation. Then there would be the 

Knowledge Management Workshop to build and sustain capability of the ECA - 
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which is a knowledge organisation and which aspires to position itself as a 

premier think tank – in managing the vast body of knowledge, both tacit and 

explicit with the aim of institutionalizing processes. 

 

We would be working towards planning more interventions in this direction. One of the 

key areas of concern that was highlighted through the Staff Engagement Survey results was 

the need to enhance communication across the organisation. Directors of divisions would be 

working to put in place mechanisms to ensure regular communications and interactions with 

their team members to ensure alignment with plans and to provide information on outputs, 

achievements and challenges. 

 

10. What are the tenets of respect? 
 

This is a timely question. This year’s Leadership Dialogue includes “respectful dissent” 

as a topic for discussion. Respectfully dissenting means recognizing the need for civility and 

constructiveness in speaking up when management has discretion. 
 

ST/SGB/2008/5 has been promulgated with the objective of ensuring that all staff 

members of the Secretariat are treated with dignity and respect and are aware of their role and 

responsibilities in maintaining a workplace free of any form of discrimination, harassment, 

including sexual harassment, and abuse of authority, Managers and supervisors have the duty 

to take all appropriate measures to promote a harmonious work environment, free of 

intimidation, hostility, offence and any form of prohibited conduct. They must act as role 

models by upholding the highest standards of conduct. Managers and supervisors have the 

obligation to ensure that complaints of prohibited conduct are promptly addressed in a fair and 

impartial manner. 
 

In the reading material provided by the Ethics office, this has been articulated this 

beautifully - When we talk about respectful dissent, we mean voicing disagreement with a 

supervisor’s or colleague’s position respectfully – in a way that maintains civility and 

collegiality in the workplace. We should feel comfortable expressing our views and opinions, 

even when they differ from those expressed by our supervisors or colleagues. We should also 

feel confident that our ideas will be heard, considered and recognized. We all have a duty to 

work together to maintain a respectful atmosphere at work, one that is free from harassment. 

In doing so, we must exercise good judgment in our relationships with co-workers and others 

in the workplace and treat all employees, contract workers, clients, vendors, and visitors with 

respect, courtesy, and dignity. 

 

On this festive occasion, we took the liberty of posing three additional questions to the ES, 

which she readily responded to: 

 

11. What is ECA doing on sexual harassment and violence? 

 

The Secretary-General has placed combating sexual exploitation and abuse at the top 

of his agenda. In that connection, the Report of the Secretary-General of 28 February 2017 

entitled “Special measures for protection from sexual exploitation and abuse: a new approach” 

(A/71/818) outlines four main areas of action to address these issues: 

 

- Putting the victims first; 

- Ending impunity; 

- Engaging civil society and external partners; 

- Improving strategic communications for education and transparency.  
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In line with that approach and the zero-tolerance policy being implemented by the 

United Nations, I want to reiterate the zero-tolerance policy of the Economic Commission for 

Africa on sexual harassment and abuse of authority within the organization. Every one of us 

has a duty to ensure that we are all able to work together in an environment that is free from 

harassment and discrimination. ECA takes the issue very seriously. I would like to encourage 

all staff members who feel they have been a victim or a witness to sexual harassment or 

exploitation and abuse of authority to report this directly to my office. Investigations will be 

conducted accordingly. 

 

Further, as part of our compliance with the Secretary-General’s bulletin entitled 

“United Nations mandatory learning programmes” of 11 July 2018 (ST/SGB/2018/4), we sent 

out a communication to all staff members to complete the mandatory course on the prevention 

of sexual harassment and abuse by United Nations personnel on 23 October 2018. I have also 

directed that Staff members who have not completed the mandatory course by the deadline will 

be prohibited from travelling on official mission. (This refers to the six-month deadline 

specified in ST/SGB/2018/4 which, for most staff members, would mean that the course must 

be completed by 11 January 2019). 

 

12. During your discussions with some sections of staff members, a question was 

raised about the selection of staff members from the roster to provide career 

growth opportunities to staff members. What is ECA’s position on this issue? 

 

This is an important question and I would like to draw the attention of staff to Article 

101 of the Staff Regulations and Rules which states that – “The paramount consideration in 

the employment of the staff and in the determination of the conditions of service shall be the 

necessity of securing the highest standards of efficiency, competence, and integrity. Due regard 

shall be paid to the importance of recruiting the staff on as wide a geographical basis as 

possible.” It is important to stress that the rules of the organisation do not permit differentiation 

or discrimination between internal and external candidates. 

 

During my interactions with staff across levels, there was a recurrent complaint that 

Hiring Managers did not give due consideration to staff members who were rostered. However, 

it was interesting to note that available data shows that very few of the staff members were 

rostered for higher level jobs. So, the issue is probably not as widespread as it was believed to 

be. The next question then is why staff members are not on the roster, because in order to be 

rostered, one has to clear the recruitment process and be recommended for selection.  

 

This is an important paradigm that needs to be understood as the basis of our talent 

management efforts. Now staff have raised two issues – (1) that some staff members keep 

applying, however they are not afforded the opportunity of selection of getting rostered; (2) 

rostered staff members do not get considered for selection to higher level posts to which they 

apply. 

 

We must be alive to the fact that we all have at some point entered the organisation as 

external candidates. We also understand that in the absence of a structured promotion system, 

there is no alternative for staff but to apply to higher level positions and compete with external 

candidates. Being alive to these realities, it is important to state that we would approach talent 

acquisition, keeping the need for merit, gender parity and geographic representation, but using 

a mix of both external candidates as well as selection from the roster. Staff also highlighted the 

need for support in terms of building capability to approach competency-based interviews 
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(CBI). We are working towards designing an online and a classroom training to help aspiring 

staff members prepare for CBI. 

 

13. Finally, as we close the year and herald a new one, is there any message that you 

would like to send out to Team ECA? 

 

Yes, I take this opportunity to wish each member of Team ECA at HQ, SROs and IDEP, 

including our extended organisation of Consultants, Individual Contractors, gratis personnel, 

fellows and interns, a very happy holiday season. I look forward to working with the entire 

team with renewed vigour and commitment to our Vision. Happy New Year 2019! 

 

 

 

 

 

 

 

  



December 2018 
Q&A – No.2 

12 

Annex 

List of positions vacant 
 

S.No. Division Section Level Type Post Title 

1 OES OES G7 RB Personal Assistant to the ES 

2 OES 
OES/DES Programme 

Support 
P5 RB 

Senior Programme 

Management Officer 

3 OES 
Resource Mobilization & 

Partnership Section 
P4 RB 

Programme Management 

Officer 

4 OES 
Resource Mobilization & 

Partnership Section 
P4 RB 

Technical Advisor, Joint 

Support Secretariat Office 

to AUC, AfDB, and ECA 

(JSSO) 

5 OES 
Resource Mobilization & 

Partnership Section 
G6 RB 

Programme Management 

Assistant 

6 OES 
Communication & 

Media Relations Section 
P4 RB Communication Officer 

7 SPORD 

Strategic Planning, 

Oversight & Results 

Division 

G6 RB Senior Staff Assistant 

8 SPORD 

Corporate Policy, 

Planning, Monitoring & 

Reporting Section 

P5 RB Chief of Section 

9 RITD 
African Trade Policy 

Centre (ATPC) 
P4 RB 

Economic Affairs Officer 

(Trade) 

10 RITD         

11 RITD NEPAD (Section 11) P4 RB Economic Affairs Officer 

12 MGD 
Macroeconomic 

Analysis Section 
P4 RB 

Economic Affairs Officer 

(Forecasting) 

13 MGD 
Macroeconomic 

Analysis Section 
P3 RB 

Economic Affairs Officer 

(Macroeconomic Policy) 

14 ACS 

Economic, Infrastructure 

& Agriculture Statistics 

Section 

P3 

Temp 

Post 

(RB) 

Statistician (Economic 

Affairs) 

15 ACS 
Demographic and Social 

Statistics Section 
P3 XB Statistician 

16 ACS 

Statistical Development, 

Data Innovation & 

Outreach Section 

P4 XB Statistician 

17 GPSPD 
Gender, Poverty and 

Social Policy Division 
P3 RB 

Economic Affairs Officer 

(Gender and Economy) 

18 GPSPD Social Policy Section P3 RB Social Affairs Officer 

19 GPSPD 
Urbanisation & 

Development Section 
NOD 

Temp 

Post 

(RB) 

National Officer (Urban 

Expert) 

20 PSDFD Office of the Director D1 RB Director 

21 PSDFD 
Energy Infrastructure & 

Services Section 
P3 RB Economic Affairs Officer 
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S.No. Division Section Level Type Post Title 

22 PSDFD 
Innovative Finance & 

Capital Markets Section 
P5 RB Chief of Section 

23 PSDFD 
Innovative Finance & 

Capital Markets Section 
P4 RB Economic Affairs Officer 

24 PSDFD 
Innovative Finance & 

Capital Markets Section 
P3 RB Economic Affairs Officer 

25 CEND Office of the Director G6 RB Senior Staff Assistant 

26 CEND 

Green Economy 

Innovation and 

Technologies Section 

P5 RB To be determined 

27 CEND 

Green Economy 

Innovation and 

Technologies Section 

P3 RB Economic Affairs Officer 

28 CEND 

Natural Resource 

Management Section 

(NRM) 

P4 RB Economic Affairs Officer 

29 
SRO-

NA 

Administration & 

Finance Unit 
G6 RB 

Senior Information 

Management Assistant 

30 
SRO-

NA 

Employment and Skills 

for balanced 

Development Section 

P5 RPTC To be determined 

31 
SRO-

NA 

Sub Regional Initiatives 

Section 
P5 RB Chief of Section 

32 
SRO-

WA 
Office of the Director D1 RB Director 

33 
SRO-

WA 
Office of the Director D1 RB Director 

34 
SRO-

WA 

Demographic Dynamics 

for Development Section 
P3 RB Economic Affairs Officer 

35 
SRO-

WA 

Sub Regional Initiatives 

Section 
P4 RB Economic Affairs Officer 

36 
SRO-

CA 

Administration & 

Finance Unit 
G5 RB Procurement Assistant 

37 
SRO-

CA 

Economic 

Diversification Policy 

and Reforms Section 

P4 RB Economic Affairs Officer 

38 
SRO-

CA 

Economic 

Diversification Policy 

and Reforms Section 

P3 RB 
Economic Affairs Officer 

(Econometrics) 

39 
SRO-

EA 
Office of the Director D1 RB Director 

40 
SRO-

EA 

Eastern Africa Regional 

Integration & AfCFTA 
P5 RB Chief of Section 

41 
SRO-

EA 

Eastern Africa Regional 

Integration & AfCFTA 
P4 RB Economic Affairs Officer 

42 SRO-SA Office of the Director NOC RB Communication Officer 

43 SRO-SA 
Inclusive 

Industrialization Section 
P3 RB Economic Affairs Officer 
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44 SRO-SA 
Sub Regional Initiatives 

Section 
P4 RB Economic Affairs Officer 

45 IDEP 
Training and Research 

Section 
P3 UNG Research Officer 

46 PCKMD Office of the Director D1 RB Director 

47 PCKMD Office of the Director D1 RB Director 

48 PCKMD 
Conference Management 

Section 
G6 RB 

Meeting Plan Assistant, 

Planning & Servicing Unit 

49 PCKMD Publications Section G7 RB 

EDP Supervisor, Doc 

Planning and Monitoring 

Unit 

50 PCKMD Publications Section G6 RB 

Doc Reference Assistant, 

Doc Planning and 

Monitoring Unit 

51 PCKMD Publications Section P3 RB 
Editor, English Translation 

& Editing Unit 

52 PCKMD Publications Section P3 RB 
Translator, French 

Translation & Editing Unit 

53 PCKMD 
Knowledge Management 

Services Section 
P5 RB Chief of Section 

54 PCKMD 
Knowledge Management 

Services Section 
P3 RB Information Systems Officer 

55 PCKMD 
Knowledge Management 

Services Section 
G7 RB Senior Assist. Librarian 

56 PCKMD 
Knowledge Management 

Services Section 
G5 RB Assistant Librarian 

57 PCKMD 
Knowledge Management 

Services Section 
G5 RB Staff Assistant 

58 PCKMD ECA Registry G7 RB Senior Mail Assistant 

59 DOA 
Finance & Budget 

Section 
P3 RB 

Finance Officer, Accounts 

Unit 

60 DOA 
Finance & Budget 

Section 
G7 RB Senior Finance Assistant 

61 DOA 
Finance & Budget 

Section 
G6 RB Finance Assistant 

62 DOA Human Resources G5 RB Staff Assistant 

63 DOA Human Resources P4 RB 
Chief, Organizational 

Development Unit 

64 DOA Human Resources P4 RB 
Chief, Recruitment and 

Benefit Unit 

65 DOA Human Resources G5 GTA HR Assistant 

66 DOA Human Resources G7 RB Senior HR Assistant 

67 DOA 
Facilities Management 

Section 
G5 RB Staff Assistant 

68 DOA 
Facilities Management 

Section 
G5 RB 

Facilities Management 

Assistant 

69 DOA 
Supply Chain 

Management Section 
G5 RB Staff Assistant 
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70 DOA 
Supply Chain 

Management Section 
G6 RB Procurement Assistant 

71 DOA 
Supply Chain 

Management Section 
G6 RB 

Property Control and 

Inventory Assistant 

72 DOA 
Supply Chain 

Management Section 
G6 RB Shipping Assistant 

73 SSS Security IT Tech. G6 RB 
Telecommunication Tech. 

Assistant 

74 SSS 
Special Services and 

Safety 
P2 RB Associate Security Officer 

75 SSS 
Special Services and 

Safety 
G4 RB 

Security Officer, Canine 

Unit 

76 SSS Conference Operations G5 RB 
Sergeant, Visitor 

Management 

77 SSS Tour Operations G5 RB 
Sergeant, Control Centre 

and CCTV 

78 SSS B squad G6 RB Security Lieutenant 

79 SSS B squad G5 RB Sergeant 

80 SSS C squad G5 RB Sergeant 

81 SSS D squad G4 RB Security Officer 

 

 

 


