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Abstract*

The potential of public policies and the services provided by any State are closely linked to the 
quality of its civil service. The ways in which the civil service is managed—in other words, the 
human resource planning policies, recruitment and selection, professional development, and 

the incentives for professionalization, among other factors—are critical conditioning factors when 
it comes to attracting, retaining, and motivating suitable staff to carry out these tasks. This report 
presents the main findings of Jamaica’s civil service diagnostic carried out in early 2018. It evaluates 
the efficacy of the human resource management (HRM) systems in the civil service. The analysis 
takes as reference the methodology used by the Inter-American Development Bank (IDB) in Latin 
American countries (Longo and Iacoviello, 2010) and the Charter for Caribbean Public Services led 
by the Caribbean Centre for Development Administration (CARICAD). This is the first evaluation for 
the country, and it contributed as an input to the series “Building State Capacity in the Caribbean: A 
Baseline Report of the Civil Service.”

JEL Codes: H10, H11, J45

Keywords: civil service, human resources, Jamaica, public employment, public management

* Mariano Lafuente (ICS/CPE) and Evelyn Molina (IFD/ICS) coordinated and edited this study. The IDB team would 
like to thank the Government of Jamaica for its support in the preparation of this report.
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Of the many factors that contribute to building 
state capacity, human resources are among the 
most important. The potential of public policies 
and the services provided by any State is closely 
linked to the quality of its civil service. It is civil 
servants whom we trust every day to carry out 
the tasks of public service in our countries.

The ways in which the civil service is man-
aged—in other words, human resource planning 
policies, recruitment and selection, professional 
development, and the incentives for profession-
alization, among other factors—are critical deter-
minants in attracting, retaining, and motivating 
suitable staff to carry out these tasks. Effective 
management of the State’s human resources is 
also important because of the amount of resources 
that taxpayers invest to finance this workforce.

In 2004, the Inter-American Development 
Bank (IDB) helped design and implement a 
methodology for measuring how the central gov-
ernment civil service operates in Latin American 
countries with respect to the reference points 
identified by the Ibero-American Charter. These 
assessments, implemented at different times 
in the last 14 years, helped generate a reform 
agenda and contributed to important progress in 
several countries (Cortazar, Lafuente, and Sang-
ines, 2014). 

Executive Summary

In 2017 the IDB, persuaded of the importance 
of this subject, started an initiative to replicate 
this work in the Caribbean. The process began 
with the adaptation of the original methodol-
ogy and analytical framework to align them with 
Caribbean realities and priorities.1 In this regard, 
the Charter for Caribbean Public Services served 
as an essential reference point.

This report analyzes the management of the 
civil service in Jamaica. It begins with an exam-
ination of the status of the civil service along the 
parameters detailed in the adapted methodol-
ogy. The analysis culminates in a report card on 
the level of efficacy of the HRM systems in the 
civil service of Jamaica. For this assessment, the 
definition of the Public Service2 is restricted to 
central government and specifically those offi-
cers appointed by the Public Service Commission 

1 Please see full details of the methodology in Lafuente 
and Molina (2018).
2 The term civil service is also used in the report and 
has the same meaning. In the Caribbean context, it tra-
ditionally refers to the group of individuals hired by the 
Public Service Commission and tends to exclude those 
government workers hired on contract or by the polit-
ical directorate.
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(PSC) and excludes those workers whose ser-
vices are retained via short-term contracts or 
those who are appointed by any of the other Ser-
vices Commissions. The term civil service is also 
used in the report and has the same meaning. In 
the Caribbean context, it traditionally refers to 
the group of individuals hired by the PSC and 
tends to exclude government workers hired on 
contract or by the political directorate.

Good management of the civil service entails 
having in place solid workforce planning routines; 
reliable data on staff and pay; adequate organi-
zational structures with updated and relevant 
job profiles; a merit-based system for recruit-
ment, selection, and promotion with a reason-
able level of flexibility; competitive and fair pay; 
a solid performance framework; career develop-
ment opportunities for staff; and good relations 
with staff associations, among others. In addition, 
having a high-performing organization in charge 
of the system is critical to make all this happen.

This report assesses 38 critical points to cal-
culate aggregate scores for the 8 HRM subsys-
tems3 and the 7 quality indices4 that are aligned 
with the practices described in the paragraph 
above. The maximum score for each HRM sub-
system and quality index is 100. Higher scores are 
indicative of greater maturity, as evidenced by 
the degree of instrumentality (i.e., the availability 
of technical rules and instruments that enable the 
management practice established in the critical 
point to be developed), coverage (i.e., the extent 
to which the practice exists in the various public 
organizations in the country), and implementa-
tion (i.e., the degree of effective implementation 
and ultimately institutionalization of the prac-
tice). The following table summarizes the main 
results for Jamaica.

The aggregated Civil Service Development 
Index enables both civil service development 
and degree of implementation of the CPS Char-
ter to be measured. Countries can be classified 
into three levels of civil service development: (i) 
low, with scores between 0 and 39 points; (ii) 
medium, with scores between 40 and 59; and (iii) 
high or professional systems levels, with scores 

above 60. A score of 54 out of 100 shows that 
Jamaica has significant room for improvement. 

The best-performing quality index was Diver-
sity Management, which provides information on 
the extent to which workers’ access to employ-
ment and/or advancement opportunities in the 
Civil Service may be curtailed due to differences 
associated with race, ethnicity, language, gender, 
or disability. The score on this index was 80. Of 
the six countries participating in the diagnostic, 
Jamaica tied with Barbados for the best perfor-
mance in this area. 

3 The subsystems in question are HR Planning, Work 
Organization, Employment Management, Performance 
Management, Compensation Management, Develop-
ment Management, Human and Social Relations Man-
agement and the Organization of the HRM Function.
4 The seven quality indices are Efficiency, Merit, Struc-
tural Consistency, Functional Consistency, Integra-
tive Capacity, Management Capabilities, and Diversity 
Management. 

TABLE 1
Quality Indices and HR Subsystems
QUALITY INDICES 2017
Civil Service Development (aggregated index) 54
Efficiency 44
Merit 73
Structural Consistency 40
Functional Capacity 46
Integrative Capacity 50
Management Capabilities 47
Diversity Management 80
HR Subsystems
Human Resources Planning 47
Work Organisation 47
Employment Management 63
Performance Management 60
Compensation Management 45
Development Management 40
Human and Social Relations Management 50
Organization of HRM Function 30

Source: Author’s elaboration.
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At the other end of the spectrum, the quality 
index with the lowest score was Structural Con-
sistency, which evaluates the systemic soundness 
and integration of the civil service, paying atten-
tion to the degree of strategic coherence and 
process consistency. The score on this index was 
40. This score is indicative of a need for greater 
coordination and coherence between the various 
HRM systems and management practices and 
is due, at least in part, to the existence of mul-
tiple public sector transformation initiatives that 
are at varying stages of implementation in the 
ministries, departments, and agencies (MDAs) 
throughout the Public Service.

Of the eight HRM subsystems, Jamaica 
recorded the highest score for Employment Man-
agement, which comprises the flow of staff hir-
ing, development, and dismissal. The aggregate 
score of 63 reflects good instrumentality as evi-
denced in a robust legal and regulatory frame-
work that protects the rights of workers and 
makes provisions for transparency as well as 
recourse for those who believe they have been 

aggrieved by the process. Clearly documented 
operating procedures complement the legal and 
regulatory framework.

Organization of the HRM Function, which 
focuses on the characteristics of the system’s 
institutional framework and authority, was identi-
fied as the least mature HRM subsystem, with an 
aggregate score of 30. This score is an indication 
that there is scope for improvement in the level 
of effectiveness, efficiency, and coordination of 
the centralized HRM entities within the service.

The report concludes with a series of rec-
ommendations designed to help strengthen the 
less mature HRM subsystems and quality indices. 
Significant gains could be achieved by strength-
ening the individual centralized HRM entities as 
well as the level of coordination between them. A 
concurrent focus on enhancing the level of com-
munication and engagement between SHRMD 
and the MDAs would also enhance the perceived 
value provided by that entity and improve imple-
mentation rates for the various public sector 
transformation initiatives within its purview. 





1

Background

“Out of diverse hardships we remain 
strong and deeply spiritual.”

—Jamaica Vision 2030

Jamaica became an independent nation on 
August 6, 1962. The supreme law of the land is 
the country’s constitution, which is modeled 
after the Westminster-Whitehall system of gov-
ernance. This system recognizes the British 
monarchy as the ceremonial head of state. The 
constitution further establishes a tripartite gov-
ernment consisting of the executive branch, the 
legislature, and the judiciary. The current prime 
minister is Andrew Holness, O.N, M.P., who took 
office in March 2016.

The Jamaican constitution states that the 
public sector consists of a central government 
and all public bodies that do not engage in com-
mercial functions. Approximately 100,000 of the 
country’s estimated population of 3 million earn 
a living as public sector employees5 (Johnson, 
2016). This figure includes people employed in 
a wide spectrum of over 200 public enterprises, 
including government ministries and depart-
ments (Ministry of Finance and Public Service, 
undated).

Context

Partial History of Public Sector 
Transformation Initiatives 
The Jamaican government has embarked upon 
several public sector reformation programs over 
the years. One such program is the Administrative 
reform program which was enforced between 
1984–1995. According to the Caribbean Policy 
Research Institute (2011) the program focused on 
human resources management addressing issues 
of compensation, pension, data management and 
training, restructuring line agencies and finan-
cial management. As a result of the implementa-
tion of this program, recruitment and promotions 
became the responsibility of line ministries and 
departments. Departments also became respon-
sible for disciplining staff while being guided by 
standards mandated by the public service com-
mission and ministry of public service. Ultimately, 
the World Bank (1995) reported that this pro-
gram was unsuccessful.

A subsequent attempt at reform came during 
the period 1996–2002 as documented by the 

5 For the purpose of this diagnostic, the definition of 
public service/civil service will be restricted to employ-
ees hired by the PSC. Therefore, the staff complement 
is just under 35,000.
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Caribbean Policy Research Institute (2011). The 
Public Sector Modernization Programme (PSMP) 
comprises several initiatives working in tandem 
with each other. Notably, one such initiative 
focused on Human Resource Management Infor-
mation Systems (HRMIS) which saw the comput-
erization of personnel data. This created avenues 
for analysis and forecasting human resource 
needs. Compensation was also reviewed, with 
the aim of having public sector staff compen-
sated within 80 percent of comparative posts in 
the private sector, however high debt levels hin-
dered accomplishing that task.6

In 2002, the Cabinet Office laid out the gov-
ernment’s new public sector reformation strat-
egy, which entailed 30 projects with aimed to 
enhance accountability, improve customer ser-
vice delivery, continue the rationalization of the 
sector, improve efficiency of government pro-
curement and improve financial and HR man-
agement through the deployment of ICT (The 
Cabinet Office, 2002).

Part of this initiative saw the establishment 
of the Public Sector Transformation Unit which 
reported that during the period of 2010–2012 
they worked on development of human resource 
strategies focusing on leadership, development, 
and talent and performance management. HRM 
software was poised to be implemented through-
out the public sector. 

Additionally, in 2014 the government also 
signed a five-year agreement with the Inter-Amer-
ican Development Bank (IDB) to gain funding for 
the Public Sector Efficiency Programme (PSEP)7 
which aims to focus on improvements in the areas 
of human resource management, information and 
communication technology management as well 
as control systems accountability mechanisms. 
One of the most significant HRM changes is the 
planned transition to a shared services model 
which is less transactional and more strategic. 

In January 2017 the Prime Minister delivered a 
speech addressing the necessity of public sector 
reformation to facilitate growth and expansion. 
The Governor General affirmed the government’s 
commitment to such during the 2017 throne 

speech, earmarking public sector transformation 
and modernization as an area for focus during 
the 2017/2018 fiscal year. To this end 887 million 
dollars has been allocated to the Public Sector 
Transformation and Implementation Unit within 
the Office of the Prime Minister which aims to 
strengthen public resource management and 
support public sector institutions to create envi-
ronments that foster countrywide growth and 
development. In February 2018, the government 
signed another five-year agreement with the IDB 
for the project “Support the Public Sector Trans-
formation Programme”, which focuses on policy 
reforms and key investments to enhance service 
delivery and the efficiency of public spending.8 
Further efforts at reform are supported through 
an agreement that Jamaica entered with the 
International Monetary Fund (IMF). 

Conclusively, Jamaica’s history of public sec-
tor transformation shows an interest and a com-
mitment in reformation, with a stronger emphasis 
in recent years. To date, efforts have achieved 
varying levels of success. 

Institutional Context

The HR functions within the Government of Jamaica 
(GoJ) are executed through a combination of cen-
tralized and decentralized entities. The centralized 
entities include the PSC, the Office of Services Com-
missions (OSC), the Cabinet Office, and the Minis-
try of Finance and the Public Service (MOFPS). The 
decentralized HRM functions are handled by Cor-
porate Services Divisions within the various minis-
tries, departments, and agencies (MDAs).

Public Service Commission 
The Jamaican constitution established the PSC, 
which consists of a chairman and no less than 

6 See Table 3 for data on actual performance against 
this aim.
7 For more information, see: Public Sector Efficiency 
Programme (3121/OC-JA).
8 For more information, see: Support to the Public Sec-
tor Transformation Programme (JA-L1073 & JA-L1078).

https://www.iadb.org/Document.cfm?id=38261715
https://www.iadb.org/Document.cfm?id=38261715
https://www.iadb.org/Document.cfm?id=EZSHARE-1847753636-105
https://www.iadb.org/Document.cfm?id=EZSHARE-1847753636-105
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three and no more than five members. The Gov-
ernor General appoints the PSC on the advice of 
the Prime Minister and Leader of the Opposition. 

In 2004, the Governor General, acting on the 
advice of the PSC, delegated most of the func-
tions under the Public Service Regulations (1961) 
to permanent secretaries.9,10 The delegation of 
functions was an integral part of GoJ’s Public Sec-
tor Modernization Programme (PSMP) and was 
accompanied by the provision of detailed guide-
lines. Subsequently, an accountability agreement 
and values framework were instituted.11 While the 
delegation was rolled out on a phased basis, the 
PSC indicated that all ministries have delegated 
authority as of January 2018.

Office of Services Commissions 
The OSC is the Administrative Secretariat for the 
PSC. In the wake of the delegation of authority 
to the permanent secretaries, the role of the OSC 
has changed significantly. This shift is reflected in 
the following vision statement:

To be recognized and respected as the key 
partner in ensuring that merit becomes the 
cornerstone for human resource manage-
ment decisions in the Jamaica Government 
Service

With this shift in its mandate, the OSC is 
expected to assume a more strategic role. Its day-
to-day operations focus on auditing and moni-
toring the ministries’ exercise of their delegated 
authority, dealing with matters related to recourse 
and redress, conducting research, training des-
ignated ministry personnel in the management 
of the delegated functions, development of job 
selection tools, and providing advice as needed. 

Cabinet Office
The Cabinet Secretary is the head of the Pub-
lic Service. His specific areas of responsibility 
include Public Sector Transformation and Mod-
ernization (PSTM), Public Service Training,12 and 

Whole-of-Government Performance Monitoring 
and Evaluation. In keeping with the latter respon-
sibility, the Cabinet Office manages the Perfor-
mance Management Appraisal System (PMAS).

The Cabinet Secretary also chairs a PS Board. 
Among the subcommittees of this Board is the 
Public Sector Transformation Committee (PSTC/
PSB), which is responsible for public sector 
transformation.

Ministry of Finance and Public Service 
The management of personnel within the pub-
lic sector falls under the Ministry of Finance and 
Public Service (MoFPS). Public sector staff is the 
responsibility of the Minister of Public Service as 
mandated by the Civil Service Establishment Act. 
The act empowers the minister to appoint posi-
tions or make them redundant, determine sal-
ary levels and pay scales, determine and appoint 
powers, duties, rights, and liabilities of people 
holding public office. 

According to the Cabinet’s March 2016 
Assignment of Subjects, MOFPS is responsi-
ble for benefits and assistance policy, classifica-
tion systems, compensation policy, conditions of 
service, establishment control, HR Management 
Information Systems (HRMIS), organizational 
design, pensions verification and payment, schol-
arships, staff orders, and strategic HRM. Within 
the MOFPS, the Strategic Human Resources Man-
agement Division (SHRMD) is expected to play a 
key role in public sector transformation activities 
within the field of HRM, supported by the Pub-
lic Sector Transformation Implementation Unit 
(PSTIU) within the Office of the Prime Minister.

9 OSC Delegation/Appendix 1 (2004.12.01).
10 See Legal Framework for details re the specific func-
tions covered by this Order.
11 See Organization of the HRM Function for further 
details on the accountability agreement and values 
framework.
12 A key partner in the execution of this function is the 
Management Institute for National Development, an 
Executive Agency which serves as the main public sec-
tor management training organization.
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Corporate Services Divisions in Line 
Ministries
HR units exist within each line ministry and are 
typically part of the Corporate Services Divi-
sion. The staff complement varies according to 
the size of the ministry. For example, the Ministry 
of Education, Youth and Information includes a 
Human Resource Management and Development 
(HRM&D) section with a staff complement of 192. 
At the other end of the spectrum, the Ministry of 
Tourism has an HR staff complement of three.

In addition to the HR personnel within the 
Corporate Services Divisions, supervisors and 
line ministries also have people management 

responsibilities. In 2006, the Public Sector 
Reform Unit (PSRU) outlined the role of man-
agers and supervisors as including, inter alia, 
ensuring that the objectives to be achieved are 
clearly understood, providing useful and regular 
feedback on performance, facilitating informal 
employee development via coaching, mentoring, 
and planned and managed work assignments.

Legal Framework

The most essential laws, regulations, and direc-
tives governing HRM in the public service are 
listed in Table 2 below.

TABLE 2
Relevant Legislation
LAW/REGULATION/DIRECTIVE SCOPE
The Constitution of Jamaica (1962) • Chapter 3 – Fundamental Rights and Freedoms

• Chapter 9 – Public Service 
Civil Service Establishment Act (1975) Confers on minister responsible for the Public Service the right to create and abol-

ish offices
Delegation of Functions (Public Service) Order 2004 • Permanent secretaries received delegated authority to deal with matters related 

to appointments, separation, discipline, and training where the subject matter is 
directly linked to the ministry’s mandate

Staff Orders for the Public Service (2004) • Governs the conditions of service for public officers
• Replaced the 1976 revisions and place greater emphasis on merit
• Prohibits discrimination on the basis of age, gender, national origin, race, 

colour, religious beliefs, political affiliation, disability and sexual orientation
The Caribbean Community (Establishment, Services, Cap-
ital and Movement of Community Nationals) Act (2008)

• Enshrines in national law the rights and privileges due to CARICOM nationals 
as a result of Jamaica’s obligations under the Revised Treaty of Chaguaramas 

The Disabilities Act (2014) • Stipulates than an employer is required to make reasonable arrangements to 
accommodate persons with disabilities

The Civil Service Establishment (General) Order (2016) • Lists established positions and associated classification and salaries
The Pensions Public Service Act (2017) • Establishes a contributory pensions scheme

• Makes provisions for the Special Early Retirement Programme (SERP)
• Removes the exception of public officers from eligibility for redundancy 

payments
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This diagnostic used 38 critical points organized 
under 8 HRM subsystems. This section presents 
a definition, the associated critical points, and a 
narrative on the status of each of the subsystem. 
The findings are based on secondary research as 
well as a series of one-on-one interviews, focus 
groups, and other consultations with both inter-
nal and external stakeholders.

Human Resource Planning

This HRM subsystem addresses the degree to 
which the organization has the necessary human 
capital—both quantitative and qualitative—in 
place to effectively implement its strategy. This 
extends to the existence of appropriate HRM pol-
icies and procedures as well as the availability 
of information systems to enable management 
to gather, store, retrieve, analyze, and interpret 
staff-related information and use it to inform 
effective decision making.

The Planning Institute of Jamaica (PIOJ) in 
the national development plan Jamaica Vision 
2030 documents the overarching goals of the 
Jamaican people. Four goals identified are:

1. Jamaicans are empowered to achieve their 

fullest potential

Analysis of HRM Subsystems

2. Jamaican society is secure, cohesive, and just

3. Jamaica’s economy is prosperous

4. Jamaica has a healthy natural environment

As the executive arm of the government, 
each ministry is expected to work independently 
and in tandem where necessary to accomplish 
these overarching goals.

Strategic Alignment
• Critical point 1: Staff planning needs usually 

result from the organization’s priorities and 

strategic orientation. The degree to which they 

are adjusted to one another tends to be high.

Each ministry is required to have a strate-
gic plan and to align it with Vision 2030. Mecha-
nisms exist for amending the established positions 
based on the organization’s priorities and strate-
gic objectives. These mechanisms provide for new 
positions to be created and obsolete ones abol-
ished. Representatives from the Planning Insti-
tute of Jamaica (PIOJ) opined that the alignment 
of budgets with ministry plans is not optimal and 
that, as a result, some ministries are not ade-
quately covering all the relevant thematic groups.

As the Head of the Public Service, the Cab-
inet Secretary is tasked with ensuring that the 
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appropriate level of coordination takes place 
between ministries. For its part, PIOJ indicated 
that there are thematic working groups which are 
responsible for monitoring the implementation 
of Vision 2030’s medium term framework.

In terms of the alignment of HRM policies, 
both internal and external stakeholders sug-
gested that there was room for improved collab-
oration between the MOFPS which is responsible 
for strategic human resource management and 
the Cabinet Office.

Information-based Decision Making
• Critical point 2: The HR information systems 

(HRIS) enable a reasonable awareness of the 

quantitative and qualitative resources avail-

able, now and in the future, in the different 

organizational areas and units.

The Government of Jamaica (2004) estab-
lished staff orders for the public service. They 
address the matter of employee records and stip-
ulate the required data for each file. The records 
are to be maintained by the Human Resource 
Division of the relevant ministry. Employees must 
be informed of any changes to their records and 
must also be given access to their own records 
including copying information found therein. 
The OSC indicated that an employee’s service 
record should travel with him/her and should be 
kept current. This record is used to calculate an 
employee’s terminal benefits. 

While there is a regulatory requirement to 
maintain centralized HR records, implementation 
has not yet been optimized. SHRMD has indi-
cated that by October 2018, MyHR+, the Human 
Capital Management Electronic System (HCMES) 
being financed by two IDB projects, should be 
fully deployed. This platform provides a user 
interface with varying layers of authority. Expe-
riences in other countries have shown that such 
centralization produces significant efficiency 
gains. Additional benefits known to be associ-
ated with the use of centralized HR management 
systems include faster information processing, 

improved employee communications, greater 
information accuracy, lower HR costs, and overall 
HR productivity improvements. Data entry to this 
system would be facilitated by the e-Census and 
other employment data being updated manually 
at least once a year by the MoFPS and the PSTIU.

Effectiveness of Planning
• Critical point 3: In general, there are neither 

significant staff shortages nor overages.

• Critical point 4: The overall costs of civil ser-

vice staff is maintained within reasonable 

parameters that are compatible with the 

country’s economic situation.

• Critical point 5: The technical level of the 

workforce is commensurate with a knowl-

edge-based society. Skilled labor represents 

a significant proportion of the workforce.

According to the Fiscal Policy Paper of the 
MoFPS, Jamaica’s public-sector wage bill as a 
percentage of GDP has trended downward, from 
10.0 percent in 2015/16 to 9.5 percent projected 
in 2017/18. The GOJ intends to achieve the tar-
geted 9.0 percent by the end of 2018/19 and com-
ply with its Stand-by Arrangement with the IMF. 
Salaries as a percentage of public expenditures 
and revenues are also expected to decrease from 
36.6 percent in 2015/16 to 33.1 percent in 2018/19 
and from 37 percent in 2015/16 to 32.2 percent in 
2018/19 respectively. The targeted decrease of the 
wage bill is also reinforced by the IDB’s Support to 
the Public-Sector Transformation program. How-
ever, the IMF staff’s concluding statement of the 
2018 Article IV indicates that structurally reducing 
the wage bill remains critical for the government 
to reprioritize spending toward growth-enhancing 
projects.

When compared with other countries of the 
Caribbean, Jamaica presents the highest ratio of 
wages and salaries to GDP, and similar ratios to 
revenues and expenditure as Bahamas (Figure 1).

The e-Census data collected between 2012 
and 2015 were used to create a single data plat-
form to house employee data for all public sector 
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employees. The data were said to be “informing the 
development policies that will support decisions on 
future recruitment into the Public Service as well as 
the knowledge base and range of skills that need to 
be at the entry level of the public sector” (Govern-
ment of Jamaica Cabinet Office, 2015).

Despite the foregoing, both internal and 
external stakeholders opined that as of January 
2018, some ministries were understaffed, while 
others were overstaffed. The Civil Service Estab-
lishment (General Order) 2016 indicates that the 
approved staff complement is 34,978. The pre-
cise breakdown is presented below.

The GoJ is currently engaged in public sec-
tor transformation and has a commitment to con-
tain the wage bill to 9 percent of GDP. One of 

the avenues through which this is expected to be 
accomplished is the Special Early Retirement Pro-
gramme (SERP). According to the government’s 
SERP fact sheet, the program is projected to be 
rolled out during the period April 2018 to 2019.

SERP is a voluntary program which is open 
to permanent employees—excluding health pro-
fessionals, security forces and teachers—aged 50 
to 59 who are fully vested in their pension plans. 
Only 15 percent of the value of those who exit 
through this system will be replaced. Addition-
ally, officers who leave the service through SERP 
are precluded from rejoining it within five years.

In terms of educational level, no statistics were 
available for public service workers. However, the 
Planning Research and Monitoring Unit, Ministry 

TABLE 3
Overall Cost of the Public Service in Jamaica

 2013 2014 2015 2016 2017 2018
Wages and salaries as % of GDP 10.7 10.2 10.0 9.3 9.5 9.0
Wages and salaries as % of revenues 39.4 38.6 37.0 33.3 33.1 32.2
Wages and salaries as % of expenditure 39.6 37.8 36.6 33.1 32.6 33.1

Source: Government of Jamaica (2017).
Note: Data for 2018 are projections.

FIGURE 1
Overall Cost of the Public Service in the Region, 2017
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Source: Elaborated by the IDB based on government data and IMF country-specific Article IV Consultations.
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of Labour and Social Security (2006) reported 
that in 2004 only 5.4 percent of the population 
had acquired a tertiary-level education. 

Strategic Human Resource Management
• Critical point 6: The staffing policies, deci-

sions, and practices in each area of HRM arise 

from intentions that are determined during 

the planning process.

• Critical point 35: Management proactively 

identifies mission-critical positions and builds 

capacity to fill those positions as incumbents 

transition out.

• Critical point 36: Senior civil servants go 

beyond managing day-to-day operations and 

craft strategies for taking the Service to the 

next level of performance and success.

• Critical point 38: Senior civil servants collab-

orate across ministries and sectors to secure 

coherence in policies and programs.

When asked to estimate the percentage of 
their time spent on strategic versus operational/
administrative tasks, the members of PSTC/PSB 
expressed concern that the volume of oper-
ational/administrative tasks significantly cur-
tailed the time available for strategic planning 
and management. Specific mention was made 
on their responsibilities related to procurement 
issues. However, they pointed out that the cor-
porate planning directorates in all line minis-
tries work very closely with the Cabinet Office 
to develop, streamline, monitor, and evaluate the 
ministerial strategic plans and ensure alignment 
with national priorities. 

TABLE 4
Operation of Posts in Ministries/Departments

ENTITY

POST

TOTAL ESTABLISHMENTOPERATIONAL NON- OPERATIONAL
Ministry/Department
Education, Youth, and Information 1,132 1,132
Finance & the Public Service 901 901
Health 747 747
Industry, Commerce, Agriculture, and Fisheries 1,098 1,098
Labor and Social Security 1,102 1,102
National Security 847 847
Others 2,375 2,375
Departments and other units
Bellevue Hospital 647 647
Correctional Services 2,960 2,960
Police Department 14,925 14,925
Post and Telecommunications 2,344 2,344
Tax Administration Directorate 4,004 4,004
Others 976 41 1,017
Courts
Resident Magistrates’ Courts 521 521
Supreme Court 219 219
Others 139 139
Total 34,290 688 34,978

Source: Civil Service General Service Order (2016).
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In terms of succession planning, the PSC, 
OSC, and PSTC/PSB all highlighted the impor-
tance of having a comprehensive succession 
plan. While some ministries have implemented 
programs designed to groom officers to fill their 
most critical senior roles, there is currently no 
plan that covers the entire public service. How-
ever, the creation of such a plan is currently on 
the agenda for both the OSC and MoFPS. The 
target date for submission of the proposed plan 
is March 31, 2018.

Work Organization

Work Organization establishes and specifies the 
contents of the tasks for each job and the char-
acteristics of the people who carry them out. This 
is reflected in the job design, that is, the descrip-
tion of activities, functions, responsibilities, and 
targets assigned to each position and the profile 
definition, that is, the competencies, skills, and 
aptitudes required for successful performance in 
the given role.

Quality of the Structure of Job Profiles
• Critical point 7: Job descriptions conform to 

managerial criteria rather than to legal consid-

erations or collective agreements. The legal 

framework and the employment agreements 

are limited to establishing a broad framework 

in which work is organized in accordance 

with organizational needs.

• Critical point 8: Grading arrangements and 

job hierarchies result from rational criteria, 

which are adapted to each organizational 

environment.

• Critical point 9: Job profiles include the 

selection of competencies that in each case 

are considered key for the success of the job 

holder’s performance.

According to the Cabinet Office (2007), job 
descriptions are required to contain informa-
tion on job titles, job grades, departments, lines 
of reporting, authorizing signatures, head(s) of 

department(s), the date, job purposes, key out-
puts, key areas of responsibility, performance 
standards, required competencies, education 
and experience requirements, and special condi-
tions associated with the job.

While competencies are generally included in 
job descriptions, internal stakeholders expressed 
concern that the competencies listed are some-
times too generic and that this becomes prob-
lematic when seeking to incorporate them into 
the performance management system. A similar 
concern was expressed about those job descrip-
tions which are not output-focused.

SHRMD within the MoFPS is responsible 
for determining where new positions should 
be placed within the overall job hierarchy. This 
determination is made after the OSC, in consul-
tation with the relevant line ministry, submits the 
new job description. If the MDA does not believe 
that the job has been placed in the appropriate 
category/level, they have the option of working 
with SHRMD to resolve the problem.

Employment Management

Employment management addresses the pol-
icies and procedures associated with an 
employee’s recruitment, selection, induction/
orientation, mobility, and separation from the 
organization. The most mature employment 
management subsystems help to ensure that 
the right talent is brought into the organization, 
effectively introduced to the organizational cul-
ture, provided with appropriate opportunities 
for upward mobility, reward and recognition 
and optimally supported through all phases of 
their tenure up to and including their transition 
out of the organization. Hallmarks of effective 
employment management include equity and 
transparency.

Recruitment, Transfers and 
Appointments 
• Critical point 10: Hiring to fill vacancies is 

open, by right and in fact, to all candidates 

possessing the required qualifications. These 
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are established according to suitability and 

technical considerations, not arbitrarily. 

• Critical point 11: The necessary safeguard 

mechanisms and procedures are in place 

against arbitrariness, politicization, patronage, 

and clientelism throughout the entire hiring 

process.

• Critical point 12: Staff selection is based on 

competency profiles for the potential job 

holders.

• Critical point 13: The mechanisms for func-

tional and geographic mobility respond flexibly 

to the demands of personnel redeployment.

Any Jamaican or CARICOM national is eli-
gible for appointment to the public service. As 
previously stated, all ministries now have del-
egated responsibility for staff appointments. 
The specific activities covered under delegated 
authority include recruitment, first appointment, 
promotion, transfer, and assignments (i.e., act-
ing, deployment, and secondment). In addition to 
appointments, line ministries now have responsi-
bility for separation and discipline.

Recruitment typically begins with the issu-
ing of circulars. Vacancies may also be published 
in the local media. This determination is at the 
ministry’s discretion. The interview panel typi-
cally consists of an HR representative, a subject 
matter expert in the field of the vacancy, and the 
head of the department. At least one member of 
the interview panel is likely to be external to the 
organization.

There is very little political pressure. While the 
political directorate may recommend the reten-
tion of certain individual under fixed-term con-
tracts, these recommendations must conform to 
regulations. None of the stakeholders who par-
ticipated in the diagnostic registered any con-
cerns about discrimination in decisions related 
to hiring, promotions, transfers, or awarding of 
benefits.

The OSC indicated that, while job specifica-
tions and descriptions exist, they are not always 
adhered to when ministries make appointments 

through their delegated authority. They also 
pointed out that ministries sometimes place 
more emphasis on qualifications than on job 
knowledge.

During the diagnostic, officials from the OSC 
indicated that the most typical violations are 
associated with the failure to follow due process 
regarding discipline and making promotion deci-
sions based on seniority rather than merit.

The Staff Orders make provisions for officers 
to be transferred to remote areas. Allowances are 
paid in such instances. If an officer feels aggrieved 
by the transfer decision, he or she has the right to 
appeal. No evidence was identified of the active 
use of career paths or other channels to pro-
mote professional mobility. Geographic mobility 
is reportedly hampered by the fact that officers 
are bonded to a specific region as opposed to 
the public service in general.

Terminations
• Critical point 14: Dismissals or terminations 

of employment that affect professional posi-

tions are not motivated by a change in the 

government’s political leanings.

• Critical point 15: There is the possibility of 

terminating the employment relationship due 

to objectively verified technical, economic, or 

organizational reasons that justify workforce 

reductions.

Regarding termination of staff, the Govern-
ment of Jamaica (2004) lists the following as 
separation for cause:

• Absence without permission

• Misconduct

• Conviction for criminal offense

• Retirement

There are also provisions for posts to be 
abolished for economic or organizational rea-
sons. The 2017 amendment to the Employment 
(Termination and Redundancy Payments) Act 
to remove the exemption of public officers from 
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eligibility for redundancy payment was a criti-
cal reform to enhance flexibility. A review of the 
2016 Civil Service Establishment Order revealed 
that some 140 posts had been abolished across 
all ministries. 

Safeguards against Discriminatory 
Practices
• Critical point 34: Men, women, minorities, 

and people from historically marginalized 

groups are treated fairly in the distribution of 

benefits and responsibilities.

• Critical point 35: Decisions related to hiring, 

promotion, compensation, discipline, and 

termination are free from institutional biases 

associated with variables such as gender, race, 

ethnicity, class, religion, or place of origin.

The 2004 Staff Orders prohibit discrimina-
tion on the basis of age, gender, national origin, 
race, color, religious beliefs, political affiliation, 
disability, or sexual orientation. Further, the coun-
try’s obligations under the Revised Treaty of Cha-
guaramas have been enshrined in law.

Internal stakeholders indicated that there 
have been instances where in the wake of a 
change in Administration, certain officers may 
be sent to “never-never land.” They further indi-
cated that such officers have the right to chal-
lenge the decision via the PSC, their trade union, 
or the courts.

Performance Management

Performance management is the process of plan-
ning and evaluating the employees’ contribution 
to the organization. Ideally individual as well as 
departmental performance should be cascaded 
down from the organization’s strategic priorities 
and associated goals and objectives. In practi-
cal terms, this means that each employee should 
have specific performance targets which are sys-
tematically monitored, and feedback should be 
provided to help ensure that all targets are met 
during each assessment period. 

Performance Planning and Monitoring
• Critical point 16: Management normally defines 

guidelines and standards regarding expected 

personnel performance in accordance with the 

organization’s priorities and strategy. Conse-

quently, employees are aware of the aspects of 

their performance for which they will be eval-

uated.

• Critical point 17: Throughout the manage-

ment cycle, management monitors, observes, 

and supports improvements in employee per-

formance, provides resources, and removes 

obstacles wherever necessary.

• Critical point 18: The organization evaluates 

employees’ performance against expected per-

formance standards.

The Cabinet Office (2002) set out a vision 
and strategy for the modernization and reforma-
tion of the Jamaican public sector for the period 
2002–2012. It envisioned a public sector driven 
by a performance culture that was client-focused 
and results-oriented.

The Cabinet Office spearheaded the introduc-
tion of the Performance Management Appraisal 
System (PMAS). While initially rolled out as a pilot, 
it has since been declared mandatory for all minis-
tries. The following diagram illustrates how PMAS 
aligns with key GoJ objectives.

Formal appraisals are to be conducted in the 
last month of each financial year (March) or at 
the latest during the first two weeks of the new 
financial year. Management is expected to mon-
itor job performance against established targets 
throughout the fiscal year. They are also required 
to provide guidance and assistance where 
needed. Under the IDB-funded SHRMD Capac-
ity Building Project, MoFPS has approved the use 
of performance coaching13 to complement the 
existing performance management system. The 

13 Whitmore’s GROW coaching model has been adopted 
for this purpose. https://www.performanceconsultants.
com/grow-model.

https://www.performanceconsultants.com/grow-model
https://www.performanceconsultants.com/grow-model
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training of HR practitioners to use performance 
coaching began in January 2018.

While conducting the appraisals, manage-
ment is required to have supporting documenta-
tion such as work plans and any revision made to 
them, the list of agreed upon assessment mech-
anisms and competencies, and any related notes. 
Completed assessments form the basis for deci-
sions related to rewarding, sanctioning, develop-
ing, and improving employees. Further, confirmed 
employees who receive two consecutive annual 
appraisals with a ‘below established performance 
standards’ rating may be terminated.

During a meeting with the members of the 
Public Sector Transformation Committee and 
the Permanent Secretaries’ Board, 60 percent 
of ministries represented in the meeting indi-
cated that they had fully implemented PMAS. 
However, they opined that the implementation 
rate throughout the Public Service might actu-
ally be a bit lower. In support of that argument, 
the representative from the Ministry of Educa-
tion conceded that fewer than 50 percent of its 
employees are evaluated annually. In a quest to 
rectify this problem, senior managers have been 
notified that their own salary increases would be 

linked to a target for the completion of perfor-
mance appraisals. 

Having taken into consideration the imple-
mentation challenges encountered with 
PMAS—including complaints about the volume 
of paperwork and misalignment of measures—
the Cabinet Secretary recently gave the Ministry 
of Foreign Affairs permission to develop its own 
system. It should also be noted that MyHR+, which 
is scheduled to be implemented in the final quar-
ter of 2018, includes a performance management 
module which is projected to improve the effi-
ciency and management of this HRM subsystem.

Compensation Management

This subsystem covers both cash and non-cash 
benefits. The goal is to achieve both internal and 
external equity. As such, there should be a clearly 
defined job classification system with rewards 
linked to either individual or group performance. 

Competitiveness and Efficiency of the 
Compensation Policy
• Critical point 19: The pay structure, including 

cash and non-cash components, is adequate 

FIGURE 2
PMAS Alignment with Key Government of Jamaica Objectives

GOVERNMENT PRIORITIES
(Key government objectives)

MINISTRY/DEPARTMENT’S STRATEGIC PLAN
(Longer term goals and objectives linked to the wider key government objectives)

BUDGET ALLOCATIONS
(Financial resources to be made available to the Ministry/Department based on key government objectives)

MINISTRY/DEPARTMENT’S OPERATION PLAN
(Goals and objectives for a given Financial Year)

DIVISION/UNIT’S ACTION PLAN
(How each Division or Unit of the Ministry/Department will contribute to the implementation of the operational plan)

INDIVIDUAL WORK PLAN
(How each individual will work towards helping their Division/Unit achieve its objectives)

Source: Government of Jamaica.
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for attracting, motivating, and retaining suit-

able people with the necessary competencies 

for the positions that the organization requires.

• Critical point 20: Pay levels, including cash 

and non-cash benefits, are not excessive 

compared with labor market costs for any 

similar sector or grade.

• Critical point 21: The compensation mecha-

nisms encourage people to make more effort 

and stimulate individual or group performance, 

learning, and competency development.

• Critical point 22: Compensation policy is set 

according to previously established criteria 

and consistent with the organization’s struc-

tural design parameters.

Ultimately, the goal is to provide compensa-
tion that attracts and motivates suitably qual-
ified workers and rewards them based on their 
actual performance. This must be done without 
introducing distortions into the labor market by 
exceeding salaries associated with comparable 
positions in the private sector. 

SHRMD in the Ministry of Finance and Pub-
lic Service is responsible for public sector wages 
policy. They are required to “maintain a ratio-
nal, equitable and competitive pay system and 
modern classification standards for govern-
ment employees” (Ministry of Finance and Pub-
lic Service, undated). MoFPS reported that there 
are currently over 320 salary scales. The situa-
tion with the numerous salary scales is further 
complicated by the existence of over 175 allow-
ances. In some instances, the value of allowances 
exceeds employees’ base pay.14

MoFPS has advised that an initiative based 
on an examination of the South Korean experi-
ence where reconstructed salary scales were 
used to improve productivity is currently under-
way. A second option being examined is the Gha-
naian experience with a single pay spine.

In those MDAs which have fully implemented 
PMAS, employees receive increments on their 
salaries when they have achieved an overall 
score of 75 percent or over on their evaluations. 

Those employees who have achieved scores of 
80 percent or higher are also eligible for an addi-
tional reward to be determined by the organiza-
tion’s Recognition and Reward Committee. Other 
financial and nonfinancial awards may be pay-
able for exceptional performance in accordance 
with established recognition and reward frame-
works. Scores below 75 percent are not rewarded 
with an increment.

In January 2018, SHRMD surveyed 16 min-
istries to determine what percentage of staff 
received annual increments. Twenty-five percent 
of the targeted ministries indicated that 100 per-
cent of staff receive increments. Another 31.25 
percent of respondents indicated that between 
90 and 99 percent of their staff received incre-
ments. The lowest reported percentage of staff 
receiving increments was 72 percent in the case 
of the Office of the Prime Minister/Cabinet.

In 2014, GoJ worked on a report on a com-
pensation survey conducted by Kitch Consult-
ing. The following table reveals how the salaries 
for certain benchmarked position compared in 
the central government versus the private sec-
tor. The central government salaries were consis-
tently lower than the private sector counterparts, 
with the differential varying from –36 percent in 
the case of legal counsel to –98 percent for HR 
Managers (Figure 3).

The study also examined compensation 
in executive agencies and public sector bod-
ies (PSBs). Both categories recorded salaries in 
excess of those paid to central government work-
ers. Because of this asymmetry, certain agencies 
are able to woo staff from the central govern-
ment.15 Further, permanent secretaries may be 
called to account for the actions of the heads of 
such entities despite earning less than the heads 
in question.

14 The allowances in question are neither taxable or 
pensionable.
15 Specific mention was made of the National Water 
Commission, which despite losing money is able to 
offer higher salaries which entice public servants to 
leave central government.
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In completing this diagnostic, secondary 
research was conducted using five benchmarked 
positions. The data presented was gleaned from 
the OSC and the Jamaica Employers Federation 
2014 salary survey. The results of that exercise 
are presented in the following table.

Members of the PSTC/PSC were a third 
source of information for salary comparisons. 
Those officials suggested that salaries for the 
more senior public sector positions are consid-
erably lower than for comparable private sector 
jobs. They singled out information and commu-
nication technology (ICT) as an area that was 

particularly affected by this issue. This is consis-
tent with the data in Table 3.

Despite the fact that the previously men-
tioned 2014 GoJ Compensation Report included 
a recommendation for a compensation philos-
ophy, this diagnostic did not reveal the exis-
tence or application of such an overarching 
philosophy.16

FIGURE 3
Technical/Professional – Public and Private Sectors 2014
(total compensation in US$)

Financial Controller
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Executive Agencies Public Sector Bodies Private Sector

Legal Counsel HR Director HR Managers

Source: Kitch Consulting for Deputy Financial Secretary Ministry of Finance and Planning (2014).

TABLE 5
Public and Private Sector Salary Comparison

POSITION
PUBLIC SECTOR MEANa 

JA$
AVERAGE PRIVATE SECTOR  

SALARY JA$
 PUBLIC SECTOR 

PREMIUM
High School Teacher $1,231,168 $1,155,000 6.2%
Accountant $2,681,822 $2,840,000 –5.9%
Administrative Assistant $1,022,288 $1,500,000 –46.7%
HR Manager $1,893,332 $2,600,000 –37%
IT Manager $2,382,190 $3,800,000 –60%

Source: Kitch Consulting for Deputy Financial Secretary Ministry of Finance and Planning (2014) with data from Jamaica Employers Federation. 
a The OSC selected the job grades used in calculating these figures.

16 The Compensation Review’s phases, which were pend-
ing at the time of this report, were expected to deliver 
this philosophy as well as a retention strategy and policy.
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Development Management

This subsystem covers promotion policies, career 
paths, training and development, and succession 
planning. At its best, it ensures that employee 
development aligns with organizational develop-
ment, thereby optimizing the likelihood of retain-
ing high-performing talent.

Effectiveness and Quality of Promotions
• Critical point 23: The promotion criteria and 

mechanisms link promotion to performance 

as well as to competency potential and devel-

opment.

• Critical point 24: There are alternatives to 

positions that are strictly hierarchical, such as 

horizontal career progress or remaining in the 

same position, based on recognition of profes-

sional excellence without necessarily increas-

ing the formal authority of those affected.

Section 1.8 of the 2004 Staff Orders of Jamaica 
addresses the matter of promotion. It stipulates 
that the selection process for promotion must be 
a fair process that considers all candidates equally. 
However, it also allows permanent secretaries and 
heads of departments to recommend individuals 
for promotion without consideration. This is per-
mitted in cases where there is a small talent pool 
or where the decision directly relates to develop-
ing human resource strategy management plans. 
In instances where this is done, it must be pub-
licized and other employees have the right to 
appeal. In cases where two candidates are equally 
qualified, seniority may be used as a means to 
select which candidate to promote.

All public sector employees should be eval-
uated at least once per financial year. Training 
needs may be derived from evaluation results. 
According to the GoJ (2004), the purpose of 
training is to empower employees to perform 
efficiently so that they can contribute to the 
achievement of organizational goals. SHRMD is 
responsible for establishing training policy and 
standards as well as administering scholarships 

and fellowships. However, permanent secretar-
ies and heads of departments are responsible for 
determining the training needs for the ministries 
and departments that fall under their purview. 

Stemming from this, employees are respon-
sible for their own personal growth and devel-
opment of skills and qualifications within their 
careers. Management bears the responsibility 
for supporting the ministerial, departmental, and 
employee developmental aspirations.

Effectiveness and Quality of Training
• Critical point 25: Training supports the 

development of collective learning, thereby 

building organizational capacity to tackle 

problems and provide effective responses.

• Critical point 26: Investment in training is 

made through plans based on a needs assess-

ment and designed to support the organiza-

tion’s stated priorities.

• Critical point 27: Training is subject to evalu-

ation, which extends to the satisfaction of all 

parties concerned, the cost-results relation-

ship, and the impact on the performance of 

people in the workplace.

The delegation of functions accountability 
agreement and values framework stipulates that 
all ministries should have a training plan in place, 
that each staff member should be exposed to at 
least three hours of training annually, and that 
there should be at least an 80 percent correlation 
between the needs identified in the performance 
evaluation reports and the ministry’s actual train-
ing decisions.

While current processes for the evaluation 
of training initiatives do not extend to measuring 
changes in behavior and organizational impact,17 
internal stakeholders indicated that the existing 
gap is being addressed in the Public Sector Learn-
ing Framework (PSLF). One of the stated objec-
tives of the PSLF, which is projected to be approved 
by Cabinet this year, is to develop a source of 

17 Reference Kirkpatrick’s Levels 3 and 4.
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evaluating or assessing investment in and impact 
of HR development in the public service.

Human Resources and Social 
Relations Management

This subsystem focuses on the relationship 
between the organization and its employees. It 
covers industrial relations, employee engage-
ment, the maintenance of organizational culture, 
and the overall impression of the HRM function.

Management of the Work Climate and 
Communication
• Critical point 28: The organization makes 

efforts to learn about its work climate, using 

reliable instruments for periodic evaluation.

• Critical point 29: The organization has spe-

cific communication instruments that serve 

to reinforce the sense of belonging and the 

commitment of employees to the overall 

organizational project.

• Critical point 30: Labor relations are prefera-

bly and habitually oriented toward agreement 

and consensus building rather than confron-

tation and denigration of adversaries.

• Critical point 31: The degree of labor conflict 

is not excessive in terms of either the number 

of conflicts, their effects, and the forcefulness 

of the means employed.

The minister with responsibility for commu-
nication is charged with developing the govern-
ment-wide communication policy. This policy is 
then used as a framework for communication 
policies within other ministries and departments 
by their respective permanent secretaries and 
heads of departments. Each ministry and depart-
ment is expected to have tools which are used to 
foster open communications across ministry and 
departmental lines. Newsletters and circulars are 
examples of tools used.

Moreover, permanent secretaries and heads of 
departments are mandated by the Staff Orders to 
conduct at least one general meeting per annum 

where strategic direction, major challenges, objec-
tives, and goals are expected to be discussed. Man-
agers are also expected to hold quarterly meetings 
with their teams in the same vein. During such quar-
terly meetings, management communicates orga-
nizational developments and reviews performance 
against the established goals and objectives.

Communication within ministries and depart-
ments is expected to be two-way. Permanent sec-
retaries and heads of departments are required 
to institute staff suggestion schemes. The sug-
gestion schemes are intended to encourage staff 
to share their views and foster teamwork and 
improvement. The manager with responsibility for 
communication is responsible for reviewing these 
suggestions and directing them to the appropriate 
channels for action. Another feedback channel is 
employee surveys. These surveys are administered 
to monitor staff perceptions and expectations of 
the organizational environment. Permanent sec-
retaries and heads of department in conjunction 
with management and staff determine the fre-
quency of administration of the surveys.

The OSC described the incidence of work dis-
ruptions as minimal and opined that this was, in 
part, due to the unions’ willingness to make use 
of the established grievance procedures. It is also 
noteworthy that the MoFPS, OSC, and trade unions 
meet quarterly to discuss the various transforma-
tion initiatives as well as other matters of interest. 
The Minister of the MoFPS chairs the meetings.

SHRMD indicated that there are currently 39 
bargaining agents representing all categories of 
government workers. However, the two that rep-
resent the employees in MDAs are the Jamaica 
Civil Service Association (JCSA) and the Jamaica 
Confederation of Trade Unions (JCTU). Regretta-
bly due to the delicate stage of the wage negoti-
ation process at the time of the country mission, 
the trade unions were not part of the exercise.

Organization of the HRM Function

This subsystem covers the centralized structure 
for the management of the HRM function as well 
as how the rest of the Public Service views them.
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• Critical point 32: Managers take responsibil-

ity and appropriately exercise their responsi-

bilities as managers of the personnel within 

their sphere of formal authority.

• Critical point 33: The central civil service 

agency responsible for the system is viewed by 

the rest of the organization as a department 

that adds value to the achievement of the com-

mon goals.

Members of the PSTC/PSB opined that while 
the various institutions responsible for HRM 
cooperate, there is a need for a higher level of 
collaboration. Under the new HRM model cur-
rently being rolled out, the Centers of Excellence/
Expertise are expressly designed to address the 
existing lack of synergy and collaboration.

Further, given the high level of devolution of 
authority to line ministries, it is imperative that 
the centralized HRM agencies ensure that the 
necessary expertise resides within the HRM Units 
in ministries, departments, and agencies. 

Public Service Commission 
While the accountability framework requires that 
ministries provide periodic reports on their exer-
cise of delegated authority, none of those reports 
were available to be examined as part of the diag-
nostic. Therefore, no definitive conclusions could 
be reached about the efficacy of the exercise of 
delegated authority. Further, unlike some other 
English-speaking CARICOM countries, the PSC in 
Jamaica is not required to formally report on its 
activities. Therefore, there was no documenta-
tion available for review. 

One of the areas of responsibility that has 
been retained by the PSC is the organization of 
service-wide training initiatives. The Commis-
sioner made specific reference to a compre-
hensive leadership development program for 
which the first cohort has been completed. They 
expressed satisfaction with the design and exe-
cution of the program. However, they admitted 
that no measures were in place to assess the 
application of lessons learnt or the overall impact 

of the program and pledged to consider rectify-
ing that situation for subsequent cohorts.

Office of Services Commissions 
The OSC’s primary role has shifted to one of mon-
itoring and audit. However, it was acknowledged 
that some line ministries still have expectations 
that the OSC will be more active in providing sup-
port for the execution of the delegated functions. 

The Chief Personnel Officer (CPO) who 
heads the OSC reported that approximately 80 
percent of ministries are audited within a year of 
commencing their exercise of delegated author-
ity. Thereafter, the OSC conducts monitoring vis-
its. None of the audit or monitoring reports were 
available for examination as part of the diagnos-
tic. However, OSC staff indicated that ministries 
are not always consistent or timely reporting on 
their exercise of delegated authority to hire staff.

Cabinet Office
While the Cabinet Office has issued a directive 
that the full implementation of PMAS is now man-
datory, compliance remains below par. Line min-
istries have cited the complexity of the system 
as well as suboptimal alignment as contributing 
factors. Inadequate change management is yet 
another factor that has been identified as con-
tributing to the failure to fully implement PMAS.

Stakeholders also opined that the Cabinet 
Office should place greater emphasis on engag-
ing stakeholders to explain the full gamut of the 
various public sector transformation initiatives 
and how they relate to each other. In the absence 
of such an explanation, there is a perception that 
the efforts are disjointed. 

Strategic Human Resource Management 
Division, MoFPS
Officials at the OSC reported that internal stake-
holders are still trying to understand the role 
of SHRMD. This is supported by the sugges-
tion from various internal stakeholders that 
SHRMD could do a better job of communicat-
ing about the various initiatives within its pur-
view and how they interrelate and contribute to 
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the larger public sector transformation agenda. 
Specific recommendations included consulting 
participants about the scheduling of training and 
other developmental interventions and soliciting 
input about the selection of participants in such 
interventions.

The foregoing feedback received during the 
diagnostic is consistent with a 2014 Compensa-
tion Review report which stated, inter alia, “while 
some Directors within the Strategic Human 
Resources Division (SHRMD) were cognizant of 
the government’s vision for the Public Service, 
few appeared to make any link between this and 
their daily work.”

Corporate Services Divisions in Line 
Ministries
One of the indicators used to assess how well the 
ministries are exercising their delegated author-
ity is the percentage of staff appeals which are 
upheld. The target is that less than 5 percent of 
appeals should be upheld. Data on the volume 
of appeals and the outcomes were not available 

during the diagnostic. Therefore, other than 
anecdotal accounts provided by the OSC, there 
is no definitive evidence on how effectively min-
istries are exercising their delegated authority.

According to the OSC, many HR depart-
ments are understaffed and lack essential com-
petencies. The OSC also expressed concern that 
the more experienced HR practitioners are retir-
ing while the new and upcoming officers are not 
familiar with staff orders. As the GoJ moves for-
ward with the implementation of the new shared 
services model, it is possible that some of the 
ministries with smaller HR units may transition 
to procuring HRM&D services rather than having 
in-house HR personnel. 

Line supervisors and managers also have peo-
ple management responsibilities. The reported 
PMAS compliance levels are evidence of less 
than optimal execution of such responsibilities. 
HR practitioners reported that, while some man-
agers embrace the system and view it as adding 
significant value, others view it as cumbersome 
and merely a source of extra work.
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This diagnostic uses the five quality indices of the 
methodology the IDB applied in Latin America, 
along with two additional indices, namely, Man-
agement Capabilities and Diversity Management, 
which have been developed specifically for the 
use in the IDB’s Caribbean Civil Service Diagnos-
tics. These seven quality indices contribute to the 
Civil Service Development Index (aggregated 
index).

Countries can be classified in three levels of 
civil service development according to their Civil 
Service Development Index: (i) low, with scores 
between 0 and 39 points out of 100; (ii) medium, 
with scores between 40 and 59; and (iii) high or 
professional systems levels, with scores higher 
than 60. A score of 54 points places Jamaica at 

the top of its peers in the Caribbean in the 2017 
diagnostics, although still at a medium level of 
development. Jamaica presents a high level of 
development on its Merit and Diversity Manage-
ment indices, and a medium level in the remain-
ing five quality indices (see Table 6).

The sections below describe each of the qual-
ity indices and present Jamaica’s scores per crit-
ical point under each of them. Scores of critical 
points go from 0 (lowest) to 5 (highest).18

Analysis of the Civil Service 
Quality Indices

18 See Lafuente and Molina (2018) for a detailed analy-
sis of the methodology and a description for each level 
per critical point.
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TABLE 6
Jamaica’s Civil Service Development Scores, by Quality Index (2017)
Civil Service Development (aggregated index)
Simple average of the following indices. Measures the overall development of HRM in the civil service 54 
1.  Efficiency 

Reflects the degree of optimization of the organization’s investment in its human capital 44 
2. Merit
Reflects the extent to which the organization has well-established policies designed to safeguard employees against arbitrary 
actions and favoritism in managerial decision making

73 

3.  Structural Consistency 
Reflects the level of strategic coherence, management, and process consistency existing in the organization’s HRM systems 40 

4.  Functional Capacity
Captures the degree of provision, development, and encouragement of relevant competencies in the organization along with 
the effectiveness of existing performance incentives and overall flexibility/adaptability in the face of changing organizational 
priorities

46 

5.  Integrative Capacity 
Measures the extent to which management, employees, and other key stakeholders experience a sense of belonging and 
the absence of conflict

50 

6.  Management Capabilities 
Covers the spectrum from Transactional Management to Transformational Leadership 47 

7.  Diversity Management 
Measures the extent to which opportunities in the Civil Service may be curtailed due to differences associated with race, eth-
nicity, language, gender, disability, and others

80 

Efficiency

This index measures the civil service system by 
considering the degree of optimization of invest-
ment in human capital, as well as the relationship 
of this investment to fiscal policy and its refer-
ence markets. It links the results obtained by the 

INDEX NO. CRITICAL POINT SCORE
Efficiency 3 In general, there are neither significant staff shortages nor overages. 1

4 The overall costs of civil service staff is maintained within reasonable parameters that are com-
patible with the country’s economic situation.

1

20 Salary levels, including cash and non-cash benefits, are not excessive compared with labor mar-
ket costs for any similar sector or grade.

4

27 Training is subject to evaluation, which extends to the satisfaction of all parties concerned, the 
cost-results relationship, and the impact on the performance of people in the workplace.

2

35 Management proactively identifies mission-critical positions and builds capacity to fill those posi-
tions as incumbents transition out.

3

civil service system with the resources invested 
in its operation, as well as other considerations, 
such as expenditure efficiency in decision-mak-
ing processes. 
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Merit

This index measures the guarantees of profes-
sionalism in the way that the civil service system 
works, placing a value on impartiality in deci-
sion making in each management subsystem. 

Specifically, it measures the degree of effective 
protection against arbitrariness, political capture 
or clientelism, and the different ways that inter-
ested groups or sectors engage in rent-seeking. 

Structural Consistency

This index measures the civil service’s systemic 
soundness and integrity, considering the basic 
structural elements of which it should be com-
posed. It includes the development of fundamental 

INDEX NO. CRITICAL POINT SCORE
Merit 10 Hiring to fill vacancies is open, by right and in fact, to all candidates possessing the required quali-

fications. These are established according to suitability and technical considerations, not arbitrarily.
4

11 The necessary safeguard mechanisms and procedures are in place against arbitrariness, politici-
zation, patronage, and clientelism throughout the hiring process.

4

14 Dismissals or terminations of employment that affect professional positions are not motivated by a 
change in the government’s political leanings.

3

management processes, their coherence with 
other management systems, and the development 
of senior management. 

INDEX NO. CRITICAL POINT SCORE
Structural 
consistency

1 Staff planning needs usually result from the organization’s priorities and strategic orientation. The 
degree to which they are adjusted to one another tends to be high.

3

2 The HR information systems enable a reasonable awareness of the quantitative and qualitative 
resources available, now and in the future, in the different organizational areas and units.

2

6 The staffing policies, decisions, and practices in each area of HRM arise from intentions that are 
determined during the planning process.

2

8 Grading arrangements and job hierarchies result from rational criteria, adapted to each organiza-
tional environment.

2

22 Compensation policy is set according to previously established criteria and consistent with the 
organization’s structural design parameters.

1

26 Investment in training is made via plans that are based on a needs assessment and designed to 
support the organization’s stated priorities.

3

32 Managers take responsibility and appropriately exercise their responsibilities as managers of the 
personnel within their sphere of formal authority.

1

33 The central civil service agency responsible for the system is viewed by the rest of the organization 
as a department that adds value to the achievement of the common goals.

2
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Functional Capacity

This index measures the system’s capacity to pos-
itively influence the behavior of public employees. 

INDEX NO. CRITICAL POINT SCORE
Functional 
capacity

5 The technical level of the workforce is commensurate with a knowledge-based society. Skilled 
labor represents a significant proportion of the workforce.

3

7 Job descriptions conform to managerial criteria rather than to legal considerations or collective 
agreements. The legal framework and the employment agreements are limited to establishing a 
broad framework in which work is organized in accordance with organizational needs.

2

9 Job profiles include the selection of competencies that in each case are considered key for the 
success of the job holder’s performance. 

3

12 Staff selection is based on competency profiles for the potential job holders. 2
13 The mechanisms for functional and geographic mobility respond flexibly to the demands of per-

sonnel redeployment.
0

15 There is the possibility of terminating the employment relationship due to objectively verified 
technical, economic, or organizational reasons that justify workforce reductions.

4

16 Management normally defines guidelines and standards regarding expected personnel per-
formance in accordance with the organization’s priorities and strategy. Consequently, employ-
ees are aware of the aspects of their performance for which they will be specifically evaluated.

3

17 Throughout the management cycle, management monitors, observes, and supports improvements 
in employee performance, provides resources, and removes obstacles wherever necessary.

3

18 Employees’ performance is evaluated by the organization and compared to the expected per-
formance standards.

3

19 The pay structure, including cash and non-cash components, is adequate for attracting, moti-
vating, and retaining suitable people with the necessary competencies for the positions that the 
organization requires.

1

21 The compensation mechanisms encourage people to make more effort and stimulate individual 
or group performance, learning, and competency development.

3

23 The promotion criteria and mechanisms link promotion to performance as well as to compe-
tency potential and development.

2

24 There are alternatives to positions that are strictly hierarchical, such as “horizontal” career prog-
ress or remaining in the same position, based on recognition of professional excellence without 
necessarily increasing the formal authority of those affected.

0

25 Training supports the development of collective learning, thereby building organizational capac-
ity to tackle problems and provide effective responses.

3

It includes professional qualifications, the qual-
ity of incentives for good performance, and pay 
flexibility. 
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INDEX NO. CRITICAL POINT SCORE
Integrative 
capacity

28 The organization makes efforts to learn about its work climate, using reliable instruments for 
periodic evaluation.

0

29 The organization has specific communication instruments that serve to reinforce the sense of 
belonging and the commitment of employees to the overall organizational project.

3

30 Labor relations are preferably and habitually oriented toward agreement and consensus build-
ing rather than confrontation and denigration of adversaries.

4

31 The degree of labor conflict is not excessive in terms of either the number of conflicts, their 
effects, or the forcefulness of the means employed.

3

Integrative Capacity

This index measures the effectiveness of the civil 
service system in harmonizing the expectations 

and interests of the different actors, increasing 
the sense of belonging, and reducing conflict. 

INDEX NO. CRITICAL POINT SCORE
Management 
capabilities

32 Managers take responsibility and appropriately exercise their responsibilities as managers of 
the personnel within their sphere of formal authority.

1

36 Senior civil servants go beyond managing day-to-day operations and craft strategies for tak-
ing the Civil Service to the next level of performance and success.

2

38 Senior civil servants collaborate across ministries and sectors to secure coherence in poli-
cies and programs.

4

Management Capabilities 

This index covers the spectrum from Transac-
tional Management to Transformational Lead-
ership. Transactional managers are concerned 
about the status quo and day-to-day progress 
toward goals. Transformational leaders operate 

at a more strategic level as they work to enhance 
the motivation and engagement of followers by 
directing their behavior toward a shared vision. 
The lower the score, the more transactional the 
nature of the current approach to management.
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INDEX NO. CRITICAL POINT SCORE
Diversity 
management

34 Men, women, minorities and people from historically marginalized groups are treated fairly in 
the distribution of benefits and responsibilities.

4

37 Decisions related to hiring, promotion, compensation, discipline and termination are free 
from institutional biases associated with variables such as gender, race, ethnicity, class, reli-
gion, or place of origin.

4

Diversity Management

This index provides information on the extent 
to which worker’s access to employment and/or 
advancement opportunities in the Civil Service 

may be curtailed due to differences associated 
with race, ethnicity, language, gender, disability, 
and others. 



4

The seven quality indices, along with the associated critical points and high-level recommendations, 
are presented in the following subsections.

Efficiency

# CRITICAL POINTS COMMENTS AND RECOMMENDATIONS 
3 In general, there are neither significant staff shortages nor 

overages.
The efficiency index reflects the degree of optimization of the orga-
nization’s investment in its human capital. The primary areas for 
improvement relate to:
• Compensation – The initiative to streamline and simplify the salary 

scales should be given priority attention. In doing so, GoJ should 
seek to articulate and adhere to a clear compensation philosophy. 
These initiatives should prevent further increases in the wage bill 
to allow for better alignment between personnel costs and fiscal 
capacity of the State to finance them.

• Training Evaluation – More rigorous evaluation of the efficacy of 
government-sponsored training and development interventions is 
warranted and should include exploration of transfer of learning and 
business impact.

• Succession Planning – The centralized HRM agencies should 
work in collaboration with the PS Board to design and implement a 
comprehensive succession planning program.

4 The overall cost of civil service staff is maintained within rea-
sonable parameters that are compatible with the country’s 
economic situation.

20 Pay levels, including cash and non-cash benefits, are not 
excessive compared with labor market costs for any similar 
sector or grade.

27 Training is subject to evaluation, which extends to the satisfac-
tion of all parties concerned, the cost-results relationship, and 
the impact on the performance of employees in the workplace.

35 Management proactively identifies mission-critical positions 
and builds capacity to fill those positions as incumbents tran-
sition out.

Recommendations
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Merit

# CRITICAL POINTS COMMENTS AND RECOMMENDATIONS
10 Hiring to fill vacancies is open, by right and in fact, to all candidates pos-

sessing the required qualifications. These are established according to suit-
ability and technical considerations, not arbitrarily.

The merit index reflects the extent to which the orga-
nization has well established policies designed to 
safeguard employees against arbitrary actions and 
favoritism in managerial decision making. 

Based on the information gleaned during the diagnos-
tic, it appears that merit is given due consideration in 
the exercise of HRM functions.

11 The necessary safeguard mechanisms and procedures are in place against 
arbitrariness, politicization, patronage, and clientelism throughout the entire 
hiring process.

14 Dismissals or terminations of employment that affect professional positions 
are not motivated by a change in the government’s political leanings.

Structural Consistency

# CRITICAL POINTS COMMENTS AND RECOMMENDATIONS
1 Staff planning needs usually result from the organization’s priorities 

and strategic orientation. The degree to which they are adjusted to 
one another tends to be high.

This indicator reflects the level of strategic coherence, man-
agement, and process consistency existing in the organiza-
tion’s HRM systems. 
• HRIS – The current initiative to fully deploy My HR+ should 

be emphasized along with an active change management 
and communication plan to secure buy-in and avoid com-
pliance problems like those that have been associated with 
the implementation of PMAS.

• Job Classification – In tandem with streamlining the sal-
ary scales, due care should be given to ensuring that exist-
ing job classifications are rationalized to secure internal 
equity.

• Performance Management – The transition to a per-
formance coaching culture initiated by SHRMD for HR 
practitioners should be rolled out to all supervisory and 
managerial staff to improve overall productivity.

• Training – The outcomes of the performance management 
system should inform the government’s training agenda to 
close existing knowledge and skill gaps.

• SHRMD – More emphasis should be placed on improving 
this entity’s capacity and visibility and its engagement with 
internal stakeholders as part of the process for promoting 
the new HR model that is currently being operationalized.

2 The HRIS enable a reasonable awareness of the quantitative and 
qualitative resources available, now and in the future, in the different 
organizational areas and units.

6 The staffing policies, decisions, and practices in each area of 
HRM arise from intentions that are determined during the planning 
process.

8 Grading arrangements and job hierarchies result from rational crite-
ria, which are adapted to each organizational environment.

22 Compensation policy is set according to previously established 
criteria and consistent with the organization’s structural design 
parameters.

26 Investment in training is made via plans that are based on a needs 
assessment and designed to support the organization’s stated 
priorities.

32 Managers take responsibility and appropriately exercise their 
responsibilities as managers of the personnel within their sphere of 
formal authority.

33 The central civil service agency responsible for the system is viewed 
by the rest of the organization as a department that adds value to the 
achievement of the common goals.
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Functional Capacity

# CRITICAL POINTS COMMENTS AND RECOMMENDATIONS
5 The technical level of the workforce is commensurate with a knowledge-based 

society. Skilled labor represents a significant proportion of the workforce.
This index captures the degree of provision, 
development, and encouragement of relevant 
competencies in the organization along with the 
effectiveness of existing performance incentives 
and overall flexibility/adaptability in the face of 
changing organizational priorities.
Recommended interventions include:
• Job Profiles – Ongoing initiatives to create 

competency frameworks should be pursued to 
completion and the new competencies incor-
porated into PMAS as well as all staff appoint-
ment processes.

• Performance Management – All heads of 
department should be held accountable for full 
compliance of the implementation of PMAS or 
other approved performance management sys-
tems. To facilitate this, supervisors and manag-
ers should be adequately trained to engage in 
performance coaching.

• Pay Structure – To resolve the existing chal-
lenges associated with recruiting and retain-
ing required talent (e.g,, IT), a comprehensive 
compensation philosophy should be adopted 
with due consideration for both internal and 
external equity.

7 Job descriptions conform to managerial criteria rather than legal considerations 
or collective agreements. The legal framework and the employment agreements 
are limited to establishing a broad framework in which work is organized in 
accordance with organizational needs.

9 Job profiles include the selection of competencies that in each case are consid-
ered key for the success of the job holder’s performance.

12 Staff selection is based on competency profiles for the potential job holders.
13 The mechanisms for functional and geographic mobility respond flexibly to the 

demands of personnel redeployment.
15 There is the possibility of terminating the employment relationship due to objec-

tively verified technical, economic, or organizational reasons that justify work-
force reductions.

16 Management normally defines guidelines and standards regarding expected 
personnel performance in accordance with the organization’s priorities and strat-
egy. Consequently, employees are aware of the aspects of their performance for 
which they will be evaluated.

17 Throughout the management cycle, management monitors, observes, and sup-
ports improvements in employee performance, provides resources, and removes 
obstacles wherever necessary.

18 Employees’ performance is evaluated by the organization and compared to the 
expected performance standards.

19 The compensation structure, including cash and non-cash components, is ade-
quate for attracting, motivating, and retaining suitable people with the necessary 
competencies for the positions that the organization requires.

21 The compensation mechanisms encourage people to make more effort and stim-
ulate individual or group performance, learning, and competency development.

23 The promotion criteria and mechanisms link promotion to performance as well as 
to competency potential and development.

24 There are alternatives to positions that are strictly hierarchical, such as “hori-
zontal” career progress or remaining in the same position, based on recognition 
of professional excellence without necessarily increasing the formal authority of 
those affected.

25 Training supports the development of collective learning, thereby building orga-
nizational capacity to tackle problems and provide effective responses.
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Integrative Capacity

# CRITICAL POINTS COMMENTS AND RECOMMENDATIONS
28 The organization makes efforts to learn about its work climate, 

using reliable instruments for periodic evaluation.
Integrative Capacity measures the extent to which manage-
ment, employees, and other key stakeholders experience a 
sense of belonging and the absence of conflict.

Existing measures seem to be fit for purpose, and the full 
implementation of the OSC’s monitoring of the accountability 
agreement values framework with attendant corrective inter-
ventions should help to ensure optimal performance of this 
HRM subsystem.

29 The organization has specific communication instruments that 
serve to reinforce the sense of belonging and the commitment of 
employees to the overall organizational project.

30 Labor relations are preferably and habitually oriented toward agree-
ment and consensus building rather than confrontation and deni-
gration of adversaries.

31 The degree of labor conflict is not excessive in terms of either the 
number of conflicts, their effects, or the forcefulness of the means 
employed.

Management Capabilities

# CRITICAL POINTS COMMENTS AND RECOMMENDATIONS
32 Managers take responsibility and appropriately exer-

cise their responsibilities as managers of the person-
nel within their sphere of formal authority.

This index covers the spectrum from Transactional Management to Transfor-
mational Leadership. Transactional managers are concerned about the status 
quo and day-to-day progress toward goals. Transformational leaders operate 
at a more strategic level as they work to enhance the motivation and engage-
ment of followers by directing their behavior toward a shared vision.
• People Management – A plan of action to transition from the traditional 

command and control culture to a performance coaching culture should be 
developed and executed with either the Cabinet Office or MoFPS serving 
as the Sponsor and all MDAs being required to engage.

• Strategic Orientation and Alignment –The accountability framework for 
permanent secretaries and other senior leaders should include the relevant 
outcome measures from the Vision 2030 medium-term framework.

36 Senior civil servants go beyond managing day-to-
day operations and craft strategies for taking the Civil 
Service to the next level of performance and success.

38 Senior civil servants collaborate across ministries 
and sectors in order to secure coherence in policies 
and programs.

Diversity Management

# CRITICAL POINTS COMMENTS AND RECOMMENDATIONS
34 Men, women, minorities, and people from historically 

marginalized groups are treated fairly in the distribution 
of benefits and responsibilities.

This index provides information on the extent to which workers’ access to 
employment and/or advancement opportunities in the Civil Service may be 
curtailed due to differences associated with race, ethnicity, language, gen-
der, disability, and others. 

Based on the information collected during the diagnostic, there are no rec-
ommendations for improving this quality index.
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Workshops and Interviews

1. Office of Services Commissions: Jacque-
line Mendez – Acting Chief Personnel Officer 

(CPO); Margaret Greene – Secretary Local 
Government Service Commission; Rose 
Case-Cochrane, Deputy CPO; Sonia Ingrid 
James – Deputy CPO; Nickesha Walters – 
Director, Recruitment and Placement; Merle 
Tam – Acting Senior Deputy CPO; Georgia 
Morris-Josephs – Director, Human Resource 
Development and Acting Deputy CPO; Ald-
ene Wynter-Williamson – Secretary Police and 
Judicial Services Commission; Sophia John-
son-Mason – Personnel & Records Manager

2. Planning Institute of Jamaica (PIOJ)
3. Mr . Dennis Chung – CEO Private Sector 

Organization of Jamaica (PSOJ)
4. Mrs . Brenda Cuthbert – CEO Jamaica 

Employers Federation
5. Internal Stakeholder Consultation – Ministry 

of Finance and Public Service: Shauna Trow-
ers – Director Policy Unit, Taxation; Sand-
rene Young – Acting Policy Analyst, Taxation; 
Lelieth Farquharson – Monitoring and Dis-
bursement Officer, Economic Management; 
Kaydian Knight – Senior HR Officer, Corpo-
rate Services; Sandra Fairclough – Financial 
Analyst, Finance and Accounts; Marcia Clarke 
– Legal Officer, Legal Services; Dahlia Taylor 
– Director Performance Management, Corpo-
rate Services; Floyd Corrie – Principal Director 
CMEB, SHRMD; Mark Davis – Senior Man-
agement and Operations Analyst, SHRMD; 
Nadine Rush-Williams – Director Informa-
tion Systems, Corporate Services; Marjorie 
Johnson – Inspector, Public Accountability 
Inspectorate; Yolanda Dixon – Senior Super-
annuation Officer, SHRMD; Kelli-Ann Garrick – 
Director Workforce Planning, SHRMD; Elaine 
Weir – Senior Director Pensions Administra-
tion, SHRMD; Sylvia Shirley-Sterling – Direc-
tor Special Projects, SHRMD

6. SHRMD and Public Sector Modernization 
and Transformation Unit: Wayne Jones, 
Deputy Financial Secretary; Kelli-Ann Gar-
rick; Sherona King; Maria Thompson Walters; 
Lorna A. Phillips; Floyd Corrie

7. Public Sector Transformation Committee of 
the Permanent Secretaries’ Board (PSTC/
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PSB): Dr Alwin Hales, JP –Chairman – Per-
manent Secretary, Ministry of Transport and 
Mining; Mrs Jennifer Griffith, JP – Perma-
nent Secretary, Ministry of Tourism; Mrs Jac-
queline Mendez, JP – Chief Personnel Officer 
(Acting), OSC; Mrs Colette Roberts Risden – 
Permanent Secretary, Ministry of Labour and 
Social Security; Mr Denzil Thorpe – Perma-
nent Secretary, Ministry of Culture, Gender 
Entertainment and Sport; Mr Dean Roy Ber-
nard – Permanent Secretary, Ministry of Edu-
cation, Youth and Information; Mrs. Marsha 

Henry Martin – Permanent Secretary (Act-
ing), Ministry of Local Government and Com-
munity Development.

8. Members of the PSTM: Mrs Veniece Pottinger 
Scott – Director General, PSTM; Mrs Marjorie 
Johnson – CTD, PSTMD; Miss Dionne Forbes 
– Chief Standards Officer, MPIU; Mr. Canute 
Bushay – Project Modernization Coordinator, 
MPIU

9. In Attendance: Ms. Kayla Sewell Mills, JP – 
Cabinet Office; Miss Nordia Johnson – Cabi-
net Office; Miss Sasha-Gay Williams – Cabinet 
Office; Natalia Crooks – Rapporteur






