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FOREWORD 

Last year, as Minister for the Public Service, I welcomed the recommencement of publication of 

annual reports by the Public Service Commission (PSC) following a two-decade hiatus. Entitled 

Reforming the Public Service Commission of Sierra Leone: Report of Five Years of 

Activities, last year‟s was a composite report of vibrant reform and change activities 

undertaken by the Commission between 2008 and 2013. In that report the PSC, Sierra Leone‟s 

oldest Commission, focused largely on internal developments and reforms, detailing an array of 

accomplishments over the period: the revival and streamlining of practices and processes that 

were characteristic of the Commission but which had become defunct over the years; the 

creation of new structures, systems, processes and approaches in line with the requirements 

and expectations of a modern Public Service Commission; the definition of its Vision, Mission 

and Values; the extensive corporate rebranding it undertook; the commencement of the process 

of building the required internal capacity to advance the work of the Commission; the 

development of a Service Delivery Charter; and its interactions with a wide range of local and 

external agencies in furtherance of its aims and objectives as encapsulated in its Strategic Plan 

2012 - 2015. 

This year, the Commission has moved the revival process a step further with the resuscitation of 

its time-honoured tradition of publishing Annual Reports that have a sector-wide focus. This 

means reporting on developments in the Public Service as a whole, the jurisdiction over which 

the Commission has a clear and unequivocal constitutional mandate. While this mandate may 

now be shared with other agencies in the light of more recent developments, constitutional 

responsibility for oversight and supervision of the sector still rests squarely with the 

Commission. In this sense then, The State of the Public Service in Sierra Leone 2014 is only 

the first in the Commission‟s new series of annual reports. 

The report reiterates the Commission‟s mandate, reaffirms its corporate ideals and crystallizes 

new developments within the Commission. However, it goes beyond that to providing an 

account of the Commission‟s role in enhancing the capacity of the Public Service, the strides it 

continues to make in public service reform, and its close collaborative working relationships with 

other agencies that have critical roles in the overall management of the Service. The support it 

receives from various quarters in pursuit of its aims and objectives and the key challenges in 

this endeavour are all adequately captured in this year‟s report. 

It is my hope that subsequent reports will do more justice to the subject by ensuring that the 

performance of the full panoply of public service entities over which the Commission has 

oversight and regulatory responsibility is adequately reflected in its annual reports. This will 

ensure that policy makers, our Development Partners and the general public at large have a 

holistic view of the progress we are making as a sector in improving service delivery to the 

people of Sierra Leone.  

 

Dr. Ernest Bai Koroma, GCRSL 
PRESIDENT OF THE REPUBLIC OF SIERRA LEONE 
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MESSAGE FROM CHAIRMAN 

It gives me great honour and exceptional delight to be able to deliver my first message as 

Chairman of a Commission that is deeply rooted in history and has an established position in 

the overall management of the human resource assets of the Government of Sierra Leone. The 

Public Service Commission (PSC) has no mean responsibility in supporting the achievement of 

the vision of His Excellency the President, Dr Ernest Bai Koroma, of ensuring that services 

delivered by the public sector to the people of Sierra Leone are of a consistently highly quality. 

This was espoused first in his Agenda for Change and now in his Agenda for Prosperity. 

On 22nd May 2014, I was sworn into office as the new Chairman of the PSC with the unenviable 

task of succeeding the indefatigable, seasoned and awesome public administrator, Mr. 

Valentine T. Collier. The latter is credited with the revitalization of an important institution of 

state that went near dormant for years. Between 2008 and 2013, Mr. Collier and his team of 

Commissioners commenced the process of restoring to the oldest Commission in Sierra Leone 

the glory it once possessed as the concourse for the management of the human resources of 

the Government of Sierra Leone.  

Critical for my chairmanship, therefore, is the ability to provide the leadership that will take the 

PSC to the next level. This requires a clear strategic direction, visioning and a determination to 

work constructively with the leaderships of other entities that have a role in the human resource 

management of the Public Service. What is abundantly clear to me is the reality that the 

strategies I will adopt, and the choices and decisions I will make in this position, in the context of 

the results-oriented Presidency of Dr. Ernest Bai Koroma and the momentous constitutional 

change underway, will be pivotal in determining the direction of the PSC and the Public Service 

at large. This is captured in my Concept Note on maximising PSC impact (Annex One). 

What no one envisaged was that on 25th May 2014, barely three days after my swearing in as 

the new Chairman of the PSC, Sierra Leone will be struck by the relatively unknown, highly 

communicable and socially devastating disease known as the Ebola Virus Disease (EVD). The 

rest of 2014 turned out to be the most challenging period yet in the history of Sierra Leone as a 

nation. The work of the PSC, like that of most other public institutions, practically ground to a 

halt. Improvisations in recruitment methods to fill critical vacancies in the “missing middle” 

grades in the Civil Service had to be made to avoid near collapse of the work of the PSC. 

My message, however, is that this EVD debacle notwithstanding, our voracious appetite for 

continuous institutional reform both of the PSC and the broader public service remains 

undiminished. In 2014, and despite the change at the helm, the PSC continued its internal 

reform and capacity building activities. As part of the new strategic direction, the PSC took 

advantage of the work of the Constitutional Review Committee to galvanize the process of 

revisiting the statutory role of the PSC and to help refocus interest in broader legislative reform 

of the Public Service. It is my hope that the momentum generated by these moves in 2014 

would gradually garner support for greater sector coordination and collaboration.  

Dr. Max Ahmadu Sesay 
CHAIRMAN 
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EXECUTIVE SUMMARY 

The Public Service of Sierra Leone has over the years experienced progressive depletion of 

skilled manpower and deterioration in performance and ethical standards. This situation 

necessitated various policy reforms by the Government of Sierra Leone, with the support of its 

Development Partners, to initiate a range of reform measures with the overall objective of 

transforming the Public Service into an effective, efficient and service-oriented organization. 

The first phase of reforms at the Commission centered around internal restructuring of 

processes, procedures and systems; institutional strengthening; and capacity building to enable 

the PSC carry out its constitutional mandate effectively. 

On the other hand, the current phase of reform by PSC is to provide leadership, direction and 

support in the process of transforming the rest of the Public Service into a performance oriented 

and disciplined organization. 

The lessons learnt from the ongoing Public Sector Reform programme being coordinated by the 

Public Sector Reform Unit (PSRU) in the Office of the President indicate the need for greater 

synergy, cooperation, coordination and collaboration in service delivery and accountable Human 

Resource Management.  

Given that the Public Service has evolved in structure, composition and orientation consistent 

with national development priorities and that the regulatory and operating environment in HR 

management has evolved significantly, there is now the need to consolidate the scope and 

jurisdiction of the PSC to perform an explicitly regulatory and oversight role in the management 

of HR issues across the Public Service. Hence the strong case for harmonization and 

standardization of personnel management approaches and the broadening and strengthening of 

the constitutional mandate of the PSC. 

Against this background, the Government of Sierra Leone sought and in 2014 received 

technical assistance from the European Union to support Civil Service Reforms, including 

support to strengthen the institutional capacity of the PSC in order to enhance the professional 

capacity of staff of the Commission. 

During the period under review, the Commission further provided leadership to undertake a 

review of Public Service legislation, procedural rules and regulations with a view to clarifying 

institutional roles and responsibilities between the PSC and other Service Commissions and 

public sector entities that are performing HR functions; sought to revitalize and strengthen 

discipline across the Public Service; and adopted a corporate and modern approach to the 

execution of its mandate.  
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THE PUBLIC SERVICE COMMISSION AT A GLANCE 

 Members 

The Commission is currently made up of a Chairman and four (4) Members, each of whom 

represents one of the four Regions of Sierra Leone: 

1. Dr. Max Ahmadu Sesay - Chairman 

2. P.C. Charles Caulker  - Member (South) 

3. Ms. Mabel M. M‟bayo  - Member (East) 

4. Mr. Alex Sorie Konteh  - Member (North) 

5. Mrs. Lucy Nicol  - Member (West) 

 

 Secretary to the Commission 

Mr. Mohamed Jusu 

 Staff 

The day-to-day work of the Commission is supported by a Secretariat headed by the Secretary. 

The Secretary to the Commission, as head of administration, is also the Accounting Officer of 

the Commission. By the end of 2014, the Commission had a total staff compliment of 33 

technical, administrative and support officers (Annex Two).  

 Directorates & Units 

The revised structure of the PSC gives a corporate feel to its organization as an entity and 

charts a clear career pathway for every employee. There are four Directorates in total, each of 

which has three Units focusing on specific thematic aspects of the work of the PSC. In total, 

therefore, the PSC has 12 Units: 

i) Recruitment & Career Development Directorate 

a) Appointments & Selection 

b) Examinations 

c) Training & Career Development  

ii) Policy & Research Directorate 

a) Recruitment  

b) Institutional Reform 

c) Employment Policies 

iii) Performance Management Directorate 

a) Performance Audit 

b) Grievances & Complaints Handling 

c) Monitoring & Evaluation 

iv) Corporate Services Directorate 

a) Administration & Human Resources 

b) Finance & Procurement  

c) Communications & ICT 
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SECTION ONE: 

WHAT IS THE PUBLIC SERVICE COMMISSION? 

1.1 Brief Historical Background 

The Public Service Commission (PSC) of Sierra Leone was established in 1948 by publication 

in the Sierra Leone Royal Gazette No. 4112 of 16th September, 1948. It assumed the functions 

of two committees which were then in existence: the Promotions & Transfers Committee and 

the Appointments Committee. The then PSC was a non-executive entity with limited executive 

powers, serving primarily as an advisory body to the then Governor on matters of appointment, 

promotions and transfers until Independence in April 1961 when it gained Executive status. It is 

the oldest Commission in Sierra Leone and one of only four Constitutional Commissions as at 

1991. The others are the National Electoral Commission (NEC), the Judicial & Legal Service 

Commission (JLSC), and the Political Parties Registration Commission (PPRC). An 

independent entity with similar status is the Audit Service. 

1.2 Mandate, Powers & Functions of the PSC 

The PSC derives its current mandate, including the parameters of its jurisdiction, autonomy and 

independence, from the provisions made in Sections 151-154 and 159-164 of the 1991 

Constitution. The jurisdiction of the PSC expanded progressively after Independence up until 

1991, when limitations on its scope were introduced. 

Specifically, sub-section (1) of Section 152 of the 1991 Constitution vests in the PSC “the 

power to appoint persons to hold or act in offices in the public service (including power 

to make appointments on promotion and to confirm appointments) and to dismiss and to 

exercise disciplinary control over persons holding or acting in such offices…”Under the 

provisions of sub-section (2) of Section 152, the PSC can perform Executive appointment 

functions delegated to it by His Excellency the President as the Chief Executive of Sierra Leone 

and Minister for the Public Service. 

In sub-section (5) of Section 152, the Constitution, with some exceptions, also empowers the 

PSC “to transfer persons holding or acting in offices in the public service from one 

department of Government to another, where such transfer does not involve 

promotion…”.Section 152 (10) empowers the PSC to delegate its functions to any other 

authority or body. A good example of this occurred in 2008 when the PSC delegated the 

appointment to Grade 1-5 positions in the Civil Service to the Human Resource Management 

Office (HRMO), the successor organ to the Establishment Secretary‟s Office. 

Finally, the PSC is consulted by His Excellency the President in the exercise of his powers of 

Executive appointment to superior State Offices. This includes appointment to the positions of 

Cabinet Secretary (who is also Head of the Civil Service), Secretary to the Vice President, the 

Financial Secretary, Auditor General, Director General in the Ministry of Foreign Affairs, Director 

General of HRMO (formerly Establishment Secretary), Development Secretary, Provincial 

Secretary, and Permanent Secretary.  Significantly, this excludes appointment to the sensitive 

positions of Secretary to President, Ambassador and High Commissioner, Inspector General of 



4 
 

Police, Chief of Defence Staff, Judge of the Superior Court of Judicature, and the Director of 

Public Prosecutions. 

Put in the modern context, the PSC develops systems, standards and procedures for the 

management of the Public Service; has responsibility for performance improvement of the 

Public Service; holds regular consultation with the President on the performance of the Public 

Service; acts as adviser to government on public service management; and advises on and 

monitors the implementation of employment policies across government. 

1.3 Composition and Tenure 

Sub-section (1) of Section 151 of the Constitution of Sierra Leone 1991 (Act No.6 of 1991) 

stipulates that the Commission shall consist of a Chairman, a minimum of two and a maximum 

of four other Members, all appointed by the President subject to the approval of Parliament. The 

Chairman and members of the Commission shall hold office for a period of five years or such 

shorter period not being less than three years from the time of appointment. While it is not clear 

whether or not this term is renewable, the Constitution prescribes the retirement age of 65 for 

members of the Commission. 

1.4 Mission, Vision and Core Values 

In addition to the Constitution, the Commission in the performance of its statutory functions is 

guided by its Vision, Mission and Core Values. 

1.4.1 Vision: Our vision is to be outstanding, effective and efficient in the execution of our 

constitutional mandate of merit-based recruitment and retention of the best skills into the public 

service, and in the institution of the highest ethical and performance standards in the public 

service of Sierra Leone. 

1.4.2 Mission: Our Mission is to provide leadership, supervision, oversight and guidance to the 

development and management of the human resources of the public service with a view to 

ensuring effective and efficient service delivery to the people of Sierra Leone. 

1.4.3 Core Values: The Commission is guided by the following core values in carrying out its 

functions: 

 Independence 

 Political neutrality 

 Transparency 

 Accountability 

 Integrity 

 Responsiveness 

 Equal Opportunity 
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SECTION TWO: 

WHAT WAS NEW AT THE PSC IN 2014? 

While the mood for corporate consolidation of reforms was undiminished at the PSC in 2014, 

the penchant for more change was also pervasive and even dominant. This was galvanized by 

the arrival of a new Chairman. 

2.1 New Chairman 

In early 2014, it pleased His Excellency the President, Dr Ernest Bai Koroma, to announce the 

appointment of a new Chairman of the PSC six years after the assumption of that office by Mr. 

Valentine Collier, who subsequently became Chairman of the Independent Police Complaints 

Board. Dr. Max Ahmadu Sesay assumed his chairmanship after subscribing to the Oath of office 

before His Excellency the President on 22nd May 2014.  

Prior to his appointment as PSC Chairman, Dr. Sesay was for five years Chief Registrar of the 

National Registration Secretariat, where he pioneered the introduction into the Civil Service of a 

registration cadre with a clear career pathway. This laid the basis for the transformation of what 

was hitherto considered a moribund agency into an important state institution that will soon 

become the National Civil Registration Authority.  

In 2008, the case for focusing like a laser beam on the internal transformation of the PSC was 

unmistakable. This was eloquently made and vigorously pursued by the Collier team. That task 

is successfully being accomplished, inspired to a great extent by the “tunnel vision” approach of 

the erstwhile Chairman. Therefore, in 2014, the pressing concern was no longer the internal 

state of the PSC, important though this still is. Rather, it was the challenge of the complex 

environment in which the PSC operates that deserved premium attention if the PSC is to have 

the overall impact it strives to achieve in the field of management of the human resources of the 

Public Service. The new Chairman of the PSC has thus made the streamlining of institutional 

relationships and processes, and reform of public service legislation, his immediate concerns. 

2.2 Functional Re-orientation 

The emergence in recent years of other administrative and Acts-based human resource 

management agencies in the public sector has resulted in the greatest contention for the sphere 

of operation the 1991 Constitution accords the PSC. These are principally the Parliamentary 

Service Commission, the Human Resource Management Office (HRMO) of the civil service, the 

Local Government Service Commission, the Health Service Commission and the Teaching 

Service Commission. The establishment of these Commissions may well be in place. It is 

consistent with modern human resource management thinking that the most effective human 

resource management is that carried out closest to the business and the workforce.  

What is missing is the explicit recognition of the supervisory role of a central coordinating 

agency like the PSC, especially when most of these Commissions may have limited experience 

in the area of merit-based recruitment. The absence of an overarching regulatory mechanism 

has resulted in the lines of authority, of reporting and accountability, of coordination and 
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collaboration, and of directionality becoming complex, blurred and confused. It is no longer clear 

who has ultimate say and authority on a large number of issues, and what should be done to 

enforce administrative compliance when one player reneges on its responsibility. The PSC still 

retains the Constitutional mandate but its hegemonic position is contested, having little or no 

power to enforce its will or guidance on the new players in the human resource management 

arena of the public service. 

The 2010 MFR of the PSC painfully laments this policy omission and makes unequivocal 

recommendations on the need to streamline institutional relationships in the public sector. In 

view of its constitutional mandate, the report recommends that the PSC should be the central 

agency with responsibility for human resource policy as well as the monitoring and evaluation 

across the public sector of this policy. This responsibility includes policy control over all other 

Commissions in the sector and a policy advisory role to Security Sector agencies. This means 

the PSC should be the body to set, monitor and report on human resource policy 

implementation across a properly defined range of the public sector. All other Commissions or 

agencies in the sector will then respond to the PSC‟s broad policy framework in accordance with 

their primary functions of policy implementation. 

The PSC now has to re-orient its focus, resources and capacities to respond to this new 

strategic expectation while pushing for greater reforms of the public service. With specific 

reference to the Civil Service, which constitutes the core of the public service, there is a Big 

Debate on how to maximize its impact on public service delivery. The reform programme 

underway seeks to address a number of issues, all of which are inter-linked: processes, 

capacity, pay and performance. The new PSC Chairman, however, has particular interest in 

enhancing fairness and competitiveness in progression in the service. The PSC now conducts 

exams for sub-graduate and graduate entrants (Grades 6 - 8) into the service. It is the 

introduction of standard exams for every cadre and grade to help determine promotion across 

the service that is lacking and remains a matter of interest to the new Chairman. Key 

stakeholders, especially the Secretary to the Cabinet& Head of the Civil Service, the Director 

General of HRMO, and the Civil Service Training College will be integral to a PSC process 

geared towards the introduction, implementation and management of promotional exams in the 

Civil Service.  

Given this current complex public sector environment, the need for the first-ever Public Service 

Act in Sierra Leone is acute, and some will say long overdue. Such an Act will elaborate on the 

PSC‟s mandate; deal effectively with all issues relating to the civil service, including a 

cleardefinition of the functions of HRMO; clarify roles, relationships and powers; standardize 

human resource practice across government; and prescribe enforceable measures to ensure 

compliance. Such an Act will also determine the jurisdiction of the PSC‟s strategic and 

regulatory role – MDAs, parastatals, and old and new Commissions? Only such an Act, 

accompanied by revised, new or updated Public Service Regulations, will tidy the muddy waters 

of the public service environment in which the PSC operates. This will complement the internal 

strengthening and reorganization process and increase considerably the chances of taking the 

PSC to the next level. 
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The enactment of a Public Service Act has already secured Executive Clearance from His 

Excellency the President and zero drafts of studies conducted by an indigenous consultancy 

firm, Pennarth Greene, with funds provided by the European Union, are currently being 

reviewed in readiness for consultation with key stakeholders. The Constitutional Review 

Committee (CRC) has also been requested in a Position Paper submitted by PSC to reference 

the need for a Public Service Act in the new Constitution. 

Further re-orientation strides by the PSC in 2014 included the publication of the PSC 

(Disciplinary Procedure) Regulations, 2014, setting out clear guidelines on the handing of 

Departmental Inquiries by all public entities. The Public Service Commission is empowered by 

the provisions of Section 152 of the Constitution of Sierra Leone 1991 (Act No.6 of 1991), 

among other things, to exercise disciplinary control over officers holding or acting in offices in 

the Public Service. In the absence of a clearly spelt out procedure in the Public Service 

Regulations of 1982 for handling grievances and complaints, the Commission was constrained 

in exercising this mandate.  

 

The Commission, with the approval of His Excellency the President in his capacity as Minister 

for the Public Service and in collaboration with the Law Officers Department, developed these 

supplementary Regulations to guide the Commission in instituting disciplinary standards and 

enforcing administrative discipline that is credible and in conformity with the principles of natural 

justice and procedural fairness across the Public Service. This Constitutional Instrument was 

laid before Parliament on Thursday, 30th October 2014 for a period of 21 days as required by 

the Standing Orders of Parliament and subsequently became law. Copies of the Instrument 

have been widely circulated to MDAs, other service Commissions and Public Sector institutions 

for their information, retention and application.  

2.3 New Strategic Priorities  

In 2014, in line with the gradual re-positioning of the PSC, an early version of a revised 

organisational structure was developed to enable the Commission implement its key policy 

objectives and strategic priorities. These priorities, which will form the focus of a three-year PSC 

Strategic Plan commencing in Financial Year 2015, have clear performance indicators: 

 Strengthen the capacity of the PSC to effectively and efficiently carry out its Constitutional 

mandate, including its oversight role of the Public Service 

 Institutionalise the culture of open, competitive and merit-based recruitment and selection of 

competent personnel and an objective and fair staff progression system in the Public 

Service 

 Clarify institutional roles and responsibilities between the PSC and other service 

commissions in the development and implementation of human resource policies in the 

Public Service 

 Improve Public Service integrity by instituting discipline, grievance redress, complaints 

handling and enforcing a credible Code of Conduct in line with the supplementary 

Disciplinary Procedures set out in the 2014 Constitutional Instrument 
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 Support change and reform across the Public Service through the enactment of relevant 

public service legislations, the review of the PSC Regulations of 1982 and associated 

instruments, and the mainstreaming of Anti-Corruption issues into public sector reform 

 Undertake a robust Outreach Programme with a view to acquainting job seekers, young 

people and other stakeholders with the new focus of the PSC and its reform initiatives 

2.4 A New Corporate Outlook 

The PSC‟s overall goal is to build its institutional capacity to implement a system of transparent 

and merit-based recruitment of competent personnel with appropriate skills mix into the Public 

Service; the development, monitoring and enforcement of professional standards; and ensuring 

merit-based progression of Public Servants.     

Accordingly, in 2014 the PSC developed a Manpower & Budgetary Plan intended to support the 

achievement of its Strategic Priorities and to chart out a clear career pathway for staff of the 

Commission. The Plan sets out a new organisational structure that establishes Directorates and 

Units in line with the PSC‟s strategic goals and the new oversight role envisaged for the 

Commission. This experimental structure will be reviewed in 2015 as part of the process of 

updating the Commission‟s MFR of 2010: 

i) Recruitment and Career Development Directorate: serves as the main link 

between the Commission and other service commissions on all matters relating 

recruitment, placement, promotion and staff development. This Directorate 

consists of three Units: Appointments & Selection; Examinations; and Training & 

Career Development 

ii) Policy and Research Directorate: provides research input into the analysis 

required for the development, implementation, monitoring and evaluation of new 

and existing human resource policies. The Directorate consists of three units: 

Recruitment; Institutional Reform; and Employment Policies 

iii) Performance Management Directorate: ensures the establishment and 

implementation of a robust Performance Management System in all public 

service entities that emphasizes responsibility, accountability and productivity. 

This Directorate similarly houses three Units: Performance Audit; Monitoring& 

Evaluation; and Grievances& Complaints Handling. 

iv) Corporate Services Directorate: provides administrative support to the 

Commission, including human resource management, financial management, 

communications, ICT and procurement functions. These are also grouped into 

three Units: Administration & Human Resources; Finance & Procurement; and 

Communications & ICT. 

The overall objective of the revised structure is to ensure a clear career pathway for PSC staff, 

establish a scheme of service to guide staff progression, and enable the Commission deliver on 

its mandate as expected, including the decentralisation of its activities to the Regions. The new 

structure makes provision for the appointment in each Directorate of a Director, Deputy Director, 

Manager, Senior Officer and Officer in the professional cadre and according to specialism. 
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This new corporate outlook is complemented by a new management approach. The 

Commission has revived and broadened the range of mandatory and regular corporate 

meetings across the board, and these are properly documented, organized and verifiable: 

 Commission Meetings (Exclusively Strategy/Policy) – held monthly; provide overall 

strategic direction to the work of the Commission; deal with HR matters; evaluate 

performance; share information on external representation 

 Plenary Team Meetings – 1 (Combined Strategy and Technical) – held quarterly; ensure 

corporate coordination between strategy/policy and operations; information sharing  

 Senior Management Team Meetings (Exclusively Technical and Operational) –held 

monthly; provide corporate coordination at operational level; oversee corporate performance 

management; provide peer support; share information. 

 Departmental Team Meetings (Technical & Semi-Technical) – held twice monthly; 

provide direction to departmental work; ensure departmental coordination and team work; 

provide peer support; share information and collaborate. 

 One-to-One Meetings (Technical, semi-technical & non-technical)–held periodically as 

agreed; ensure regular review of performance, including factors impacting on performance; 

provide opportunity for mentoring and counseling  

 Plenary Team Meetings - 2 (Combined Strategy, Technical, Non-technical & generic)–

held once every six months or twice a year; discuss general staff welfare; share information 

on generic PSC issues; nurture Team PSC spirit 

Chart 1: PSC Organizational Structure 
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2.5 New Staff  

As part of its drive to increase its professional capacity, the PSC enhanced its staff strength by 

recruiting through direct entry additional Officers to fill critical vacancies across its Directorates: 

 Graduate Accountant (1) 

 Appointments& Selection Officer (4) 

 Records Officer (1) 

 ICT Officer (1) 

 Administrative Officer (1) 

 Office Assistant (2) 

The plan is to fill additional critical vacancies in 2015 through a mixture of promotion and direct 

entry. The priority positions are: 

 Director of Performance Management 

 Director of Corporate Services 

 Communications Officer 

 Grievances& Complaints Handling Officer  

 Career Development Officer 

 Human Resource Officer 

 

 

2.6 New engagement methods with the Public  

PSC continues to deepen its reform activities by modernising its business processes and 

procedures to save cost, time and embrace innovation. Against this background, the Commission 

developed: 

2.6.1 PSC Website (www.psc.gov.sl): Launched in 2014, our website is visually appealing, 

easy to navigate and user-friendly. It is an additional tool to the conventional methods of 

communicating our activities, reaching out to our stakeholders (tertiary institutions, job 

seekers and young people) and help in the re-branding of the PSC.  

The website guarantees security by allowing users to register prior to getting access to 

useful information, such as online job application forms, PSC newsletter and important 

notifications from the Commission. 

2.6.2 Regional Offices: 

Since 2010, some aspects of PSC‟s operations had been decentralised. Job Adverts and 

Application Forms were made available to interested applicants in the three regions of the 

North, South and East in addition to the historical West. In 2014, with the cooperation and 

support of the Ministry of Local Government & Rural Development, these developments 

culminated in the establishment of PSC regional offices within the Provincial Secretaries‟ 

offices in Bo, Kenema and Makeni to enable the handling of advertisements, job applications 

and outreach programmes by resident PSC staff. This expansion is increasingly bringing 

PSC services closer to more and more of its clientele.  

http://www.psc.gov.sl/
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2.6.3 Outreach and Sensitisation 

In the course of 2014, PSC embarked on a number of sensitisation visits to the regional headquarter 

towns of Bo, Kenema and Makeni to acquaint the communities, particularly job seekers, young 

people and other stakeholders, with the operations of the Commission and the reform activities it  
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has initiated. This method of engagement is now one the PSC‟s Strategic Priorities for the next 

three years. 
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2.7 New Records Management Approach 

Over the years, record keeping at the PSC was in a less than desirable state. Record keeping 

standards and guidelines were not institutionalised and their application not standardised. There 
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were no coherent documentation, retrieval and storage systems in place to manage the volume of 

information created and received by the Commission.  

In 2014, the Commission recruited a qualified and experienced records practitioner to lead the 

process of mitigating the challenges faced in managing the records of the organisation. By year‟s 

end, we were able to accomplish the following: 

 Developed a Concept Note for an improved records keeping infrastructure/registry to 

complement the coordinated efforts at achieving the PSC‟s overall goal of ensuring the 

effective and efficient management of the recruitment and selection process, and the 

regulation and oversight of the Public Service 

 Developed an Annual Work Plan to serve as a platform for addressing the challenges 

faced in records management 

 A Draft Policy on Records Management was produced and is currently being reviewed to 

reflect best practice  

 A Project proposal on the need to „Revamp Records Management Practices‟ at PSC 

was drafted and now also being reviewed for onward submission to Development 

Partners to support the development of a records infrastructure/registry with a view to 

accelerating and consolidating the gains already made 

 Commenced work on a new key classification scheme that will aid file referencing 

 

2.8 New Accounting Status 

In 2014, the PSC rectified a historic anomaly: being an extension of the Civil Service, an institution 

the PSC was establish to regulate and manage. PSC is now a Subvented Agency, which means 

that it now receives its statutory financial allocations in bulk, manages its financial affairs with 

support from accounting staff not drawn from the Accountant General‟s Department (AGD), and 

accounts for those allocations differently from Ministries, Departments & Agencies (MDAs). The 

PSC can now also source, manage and account for funds from other sources without the 

involvement of the AGD or Ministry of Finance & Economic Development. 
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SECTION THREE:  

ENHANCING PUBLIC SERVICE CAPACITY 

Against the background of its mandate, the PSC has a proportionately high focus on ensuring that 

the public service has the right size of personnel and the appropriate skills mix required to deliver 

good quality services to the people of Sierra Leone. It remains the responsibility of the PSC to 

ensure that other agencies now executing aspects of that mandate attach similar premium to this 

undertaking. 

3.1 Appointments to Critical Vacancies in the Civil Service (Grades 6 - 14) 

During the period under review, the Commission filled a total of 442 vacancies in various MDAs in 

the Civil Service. Out of this figure, a total of 389 critical vacancies in Grades 7 & 8 („the missing 

middle‟) were filled. 

The Commission received a total of 2,965 applications. A total of 2,551 applicants for Grades 6, 7 

and 8were shortlisted to take the Civil Service Entrance Examination. Of this number, only 20% (a 

total of 552) applicants passed the Examination for the reporting period and were shortlisted for 

interview. In the case of Grades 9 and above, a total of 48 applicants were shortlisted for interview. 

This is illustrated in Table 1, which is an analysis of applicants by Grades and in Charts 1 and 2, 

which is an analysis of appointments by Grades and Gender respectively. Chart 3 is an analysis of 

total percentage of appointments by gender. 

Table 1: Analysis of Applicants by Grades 

Grades Total Applications 

Received 

Total Shortlisted 

for Examination 

Total Shortlisted 

for interview 

6 57 50 32 

7 2,614 2,334 400 

8 205 167 120 

9 42 - 23 

10 21 - 16 

11 10 - 9 

13 0 - - 

Others 16 - 7 

TOTAL 2,965 2,551 607 
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Chart 2: Analysis of Appointments by Grades 

 

 

Chart 3: Analysis of Appointments by Gender 

 

 

A key observation by the PSC in the recruitment exercise for 2014 is the persistence of the 

disturbing trend of disparity in the gender balance between men and women appointed to critical 

vacancies in the Civil Service. This is instructive for policy and decision makers in the context of 

broader Government policies on both gender empowerment and gender mainstreaming. An 
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inconclusive debate at the PSC currently rages around the imperative to strike a balance between 

affirmative action for women and keeping strictly to one of the PSC‟s values of Equal Opportunity in 

the Commission‟s endeavour to recruit the best skills for the Public Service. 

Chart 4: Total Percentage of Appointments by Gender 

 

 

3.2 Appointments under Delegation Direction (Grades 1 – 5) 

In 2008, in line with a Cabinet Directive dating back to 2006 and the provisions of sub-section (10) 

of Section 152 of the Constitution of Sierra Leone 1991 (Act No. 6 of 1991), the PSC delegated to 

the HRMO the mandate for appointing to positions in Grades 1 to 5 of the Civil Service. HRMO, 

which is the successor organ to the Establishment Secretary‟s Office and charged with the day-to-

day management of the Civil Service, now submits Quarterly Reports to the PSC on the execution 

of this mandate. At this stage, the reports are almost entirely quantitative. It is hoped, however, that 

from 2015 onwards, HRMO Reports to the PSC will also encompass qualitative data detailing 

compliance with PSC policies, processes and procedures. 

Table 2: Analysis of Appointments and Promotions to Grades 1 – 5 (Data from January 2014 

to September 2014  

Grades Appointments Promotions 

1 85 - 

2 181 1 

3 28 5 

4 25 51 

5 21 4 

Total 340 61 

 

Female 
17% 

Male 
83% 

Gender  
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3.3 Confirmation of Appointments 

During the period under review, a total of 154 officers were confirmed in their positions in various 

MDAs (Annex Three). 

 

3.4 Promotions 

A total of 223 officers were promoted from one post to another across all MDAs (Annex Four). This 

figure includes 58 in Grades 1 – 5. 

 

3.5 Capacity Building 

As part of its commitment to institute good practice in capacity building and staff development, the 

Commission collaborated with HRMO and CSTC to administer induction training for new Officers 

employed in the Administrative and Professional cadres of the Civil Service. 
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SECTION FOUR 

REFORMING THE PUBLIC SERVICE OF SIERRA LEONE 

A key function of the PSC in the context of the New Public Service Management paradigm is, 

among other things,the responsibility to prescribe policies and technical guidance for the rest of the 

Public Service. This means developing and reviewing systems, standards and procedures first, in 

open, competitive and merit-based recruitment; second, in human resource management; third, in 

performance management, staff audit and discipline; and fourth, in staff development and capacity 

building. A new institution, the Public Sector Reform Unit (PSRU), now exists in the Office of the 

President to coordinate reforms in the Public Service. The PSC, therefore, recognizes the critical 

need to work in tandem with the PSRU in this area. 

In 2014 and for the next couple of years, the focus of our work will centre on legislative reform of the 

Public Service. This process entails: 

 Effecting amendments to the national Constitution 

 Leading on the enactment of a Public Service Act 

 Reviewing the Public Service Regulations of 1982 

 Modernizing business processes, procedures and guidelines of the PSC to reflect best 

practice 

 Introducing new operational manuals and administrative guidelines to enhance the 

effectiveness of public administration 

4.1 Complex State of Human Resource Management in the Public Service 

The concept and mandate of the PSC embedded in the national Constitution were intended to 

provide overall direction to state management of Public Service personnel, and this predates 

Independence in 1961. That spirit has been kept alive throughout Sierra Leone‟s post-

Independence period, with only slight variations from one to the other of the country‟s successive 

Constitutions. 

However, it is generally agreed that for an unacceptable length of time the PSC, which has been in 

existence since 1948, failed to execute its Constitutional mandate effectively. Consequently, that 

mandate has suffered considerable erosion, resulting in the loss of its overall control of the Public 

Service. This formally commenced in 1991 with the exclusion of Public Corporations and the Police 

Force from PSC jurisdiction. Further erosion of its jurisdiction subsequently occurred with the 

enactment of the Local Government Act 2004, the Parliamentary Service Act 2007, the 

transformation in 2008 of the Establishment Secretary‟s Office intoHRMO(and the subsequent 

delegation to it by the PSC of its recruitment mandate for Grades 1-5), the Health Service 

Commission Act 2011 and the Teaching Service Commission Act 2011.  

It is the emergence in recent years of these human resource management agencies in the Public 

sector that has resulted in the greatest shrinkage of the operational sphere of influence of the PSC. 

From a Human Resource Management perspective, therefore, these developments have had the 

cumulative effect of institutionalizing the balkanisation of the Public Service. With the focus of its 

work now largely limited to regulation of the Civil Service, the PSC has essentially and unfortunately 

been reduced to a Civil Service Commission focusing almost exclusively on recruitment. 
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4.2The PSC and the Constitutional Review Committee  

Against this background of considerable erosion of the constitutional mandate of the PSC over the 

years, there is now a need to revisit the statutory role of the PSC. The emergence of the new 

players has resulted in inconsistencies in standards, processes and procedures within the Public 

Service in the absence of an explicit overarching and regulatory authority. 

The PSC recognizes the roles played by all of these Agencies/Commissions. However, the PSC 

sees the need for greater clarity of institutional roles and responsibilities between the PSC and 

these Agencies/Commissions and for strengthening the PSC‟s oversight role as the concourse for 

managing and superintending the Public Service of Sierra Leone. This will help Sierra Leone travel 

the path of other Commonwealth and peer African nations. However, this can only be achieved 

through effecting change to the existing Legislation. There is an urgent need, therefore, to 

consolidate the Public Service to establish synergy and efficiency in public service delivery, with the 

PSC playing a central coordinating role. 

As part of the endeavour to achieve this, the Commission in July 2014 submitted a Position Paper 

to the CRC aimed at revisiting the Commission's statutory role to avoid role conflicts with other 

institutions and enable the PSC assume its rightful leadership role over the rest of the Public 

Service. This constructive move was reinforced with a presentation by the PSC Chairman to the 

Local Government Sub-committee of the CRC, entitled the “Functions and Challenges of the Public 

Service Commission”. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The Position Paper encapsulates the current fragmented structure and management of the Public 

Service; analyses the crisis of leadership that currently afflicts the sector; provides an overview of 

the reform process at the PSC; and proffers a set of recommendations for consideration by the 

Constitutional Review  
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Committee (CRC) in its task of reviewing and modernising the twenty-year old national governing 

instrument.  

4.3 Recommendations for Legislative Reform 

Following a careful analysis and distillation of the major challenges in the current public service 

legislation, the PSC has advanced a number of recommendations for reform: 

 The need to properly define and consolidate the Public Service to enable PSC resume its 

leadership role of the sector and become the concourse for managing and superintending 

the burgeoning Public Service. Ghana represents an excellent model in this respect 

 The need to revise and strengthen the mandate of the PSC by including regulatory and 

oversight roles in the new Constitution. Kenya represents an excellent model in relation to 

this aspect 

 The need to reference in the new national Constitution the imperative of enacting a Public 

Service Act, for which the PSC already has Executive Clearance. This Act will address the 

entire gamut of issues relating to the needs of a modern Public service. 

 The need for greater clarity in the new Constitution of the position of Head of the Public 

Service. Currently, the jurisdiction of the Public Service is overseen by the PSC which has a 

Chairman. However, the Secretary to the President is constitutionally the Principal Adviser to 

the President on all public service matters 

 The need to ensure consistency in the use of the words “civil” and “public” service, which 

may be similar and related but may mean different things. This is the case in Section 

(68)(3)(c) of the 1991 Constitution, which provides that the Secretary to the Cabinet, who is 

Head of the Civil (not Public) Service, manages and supervises all heads of MDAs in the 

“public service” (instead of civil service) 

 The need for clarity on the tenure of the Chairman and members of the PSC 

4.4 Towards a Public Service Act and Revised Public Service Regulations 

Clarifying the institutional relationships between the PSC and the new Agencies/ Commissions 

requires proper consultation and fairly elaborate definitions of roles and responsibilities, which 

cannot possibly be encompassed in a national Constitution but rather through the enactment of 

an Act of Parliament.  

The Commission has secured an Executive Directive by His Excellency the President for the 

enactment of a Public Service Act (Annex Five). However, it is necessary that the need for 

this Act to exist is reflected in the new national Constitution. The objective is to ensure that it 

addresses the major contentious issues relating to Public Service management. 

The Act will define the scope of the Public Service and address issues pertaining to reporting, 

coordination, collaboration, monitoring & evaluation, compliance, sanctions for failure to comply, 

etc. for all implementing Agencies and Commissions of public sector Human Resource 

Management.  

The Act will also address a raft of issues in relation to the performance of public servants. The 

Act will make provision for an explicit role for the PSC in setting and regulating performance 

standards. Such provision will enable the PSC introduce robust competency-based 

assessments with a view to tackling the bane of low performance in the Public Service. This is in 
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sync with and will reinforce current reforms initiated by the PSC, where entrance exams into the 

Civil Service are now mandatory for sub-graduates and graduates.  

Provision could be made in the Act for the introduction of exams for progression across the 

Public Service. The Act will make provision to expand the category of officers that qualify to be 

managers of MDAs to include senior professional staff that pass the requisite competency 

assessments. 

Moreover, a Public Service Act would provide an opportunity to consult on and, if need be, 

review comprehensively the nomenclature of colonial categories of public officers, an issue 

repeatedly referenced by politicians and the wider society. Some of the titles still being used in 

the Civil Service, for example, are archaic and need to be replaced to reflect modern corporate 

management aspirations.  

To sustain competitiveness and performance in the Public Service, the process of promulgation 

of the Act will provide an opportunity to consult on and revisit the issue of permanent tenure for 

public servants. What is permanent is the existence of a Public Service to implement the work 

of the Government of the day. There is a groundswell of opinion that the tenure and progression 

of Public Servants should, in principle, be linked to performance.  

Provisions of this nature, and as anticipated in a Public Service Act, should preempt 

amendments to relevant Sections of the 1991 Constitution that relate to the Public Service. 

Similarly, the Public Service Regulations of 1982 have long become obsolete but have never 

been revised or updated.  

4.5 New Disciplinary Procedures 

In accordance with Section 152 sub-section (10) of the 1991 Constitution of Sierra Leone the 

Commission, in collaboration with the Law Officers‟ Department, developed the PSC 

(Disciplinary Procedure) Regulations 2014. This was enacted as a Constitutional Instrument 

after it had been laid before Parliament for the statutory period of 21 days. 

The regulations set out mechanisms to deal with inappropriate behaviour in the workplace 

wherein an officer shall become liable to proceedings under these Regulations for conduct that 

brings the public service into disrepute, or for misconduct, or for any breach of discipline or code 

of ethics, or for unsatisfactory work and without prejudice to the generality of any other existing 

law. The regulations will enable such behaviour to be addressed in an efficient and consistent 

manner and assist in maintaining public confidence and trust in the operations of the Public 

Service of Sierra Leone. 
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SECTION FIVE: 

FUNDING CORPORATE ACTIVITIES 

In the course of 2014, a number of funding institutions provided financial, logistical and other forms 

of in-kind support to the PSC in its efforts at implementing its programmes of work. 

5.1 Enhancing Operational Capacity: Government of Sierra Leone 

In 2014, the PSC received funding from GoSL, its major funder, to cover the cost of operational 

expenses amounting to Le611.9 million (See Annex Six for Budget Analysis) and a total amount 

of Le1,831,985,000 for personnel expenditures. While the PSC remains immensely grateful for the 

support, it is nevertheless noteworthy that the allocation for operational expenses was far below the 

budgeted cost. This makes it very difficult for the Commission to fully accomplish its annual 

activities. Provision for development expenditure for the Commission is still a challenge and over the 

years has been non-existent.  

5.2 Strengthening Institutional Capacity: The European Union 

PSC thankfully received as a grant the total sum of €600,000 to rebuild its institutional capacity over 

a two-year period as part of the European Union (EU) Programme of Support to Civil Service 

Reform. Of this amount, €398,601 was received in 2014. (See Annex Seven for Expenditure 

Analysis) 

The implementation of the programme of activities for the grant was smooth and progressive up to 

June, 2014. However, the President‟s declaration of a State of Public Health Emergency due to the 

outbreak of the Ebola Virus Disease (EVD) in the country slowed down operations, especially the 

outreach programme (sensitization activities) in the regions. Local and external trainings, scheduled 

for July to September 2014, were also severely affected.  

Nonetheless, programme implementation has started meeting the capacity needs of the 

Commission in the area of training and skills acquisition, provision of equipment and logistical 

support. Also, there have been changes in the management and execution of the Commission's 

mandate and affairs: 

 A new Organisational structure of the PSC with distinct financial management, internal audit 

and procurement functions and clear career pathways for all staff is now in place;  

 Commission Members and staff now have basic equipment and logistical support to perform 

their roles and responsibilities;  

 There is now a marked improvement in the professional skills of PSC staff as a result of both 

internal and external trainings; 

 Civil Servants are now being recruited through a competitive and merit- based process to fill 

critical vacancies and are being deployed in the various MDAs  

 Job Vacancies for civil service now advertised in the PSC website, from which job seekers 

can apply and obtain information on the operations of the Commission;   
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 Job adverts and application forms (PSC FORM 3) for non-computer users  accessible in the 

PSC Freetown office and regional headquarter town offices (Bo, Kenema and Makeni) free 

of any cost;  

 A Handbook on Open, Competitive and Merit-Based Recruitment and Selection Procedures 

produced in collaboration with HRMO for the public service has been published; 

 Citizens obligations communicated through the PSC Citizen's Service Delivery Charter; 

 The actions of PSC staff are now guided by the Code of Conduct and Ethics. 

In view of the above, the number of applicants for civil service jobs has increased over the past year 

and the queues to collect application forms have reduced at the Commission's office. Secondly, the 

public is now more knowledgeable about the new recruitment procedures and guidelines, and the 

overall staff efficiency at the Commission is improving. In short, the PSC is making steady progress 

in relation to the specific and overall objectives of the grant.  

 

Some office equipment purchased with EU grant 

 

 

Training 

Between March and May 2014, 10 senior professional staff and managers were trained locally by 

Pennarth Greene & Company Limited. Professional-level short courses, ranging from managing 

change and organizational culture to policy formulation and management and Human Resource  
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Management and Development policies, were effectively delivered. 

 

 

 

 

 

 

Moreover, the Chairman and three senior managers received external training leading to  the award 

of Diplomas in different professional areas: Human Resource Management; Advanced Management 

and Policy Development; Remuneration, Pension and Employment Benefit; and Management of 

Internal Audit Functions. These were delivered at the Regional Centre for Training and 

Development (RCTD) in Swaziland, the African Institute of Management Science (AIMS) in Ghana, 

and the UK.  

Furthermore, a consultant (Technical Assistant) was contracted to review public service legislation 

with a view to mainstreaming anti-corruption issues as part of Civil Service reform, clarify 

institutional relationships, update rules and administrative guidelines, prepare operational manuals, 

and review PSC Regulations, procedures and business processes governing recruitment, 
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promotions and discipline to reflect best practices. Zero drafts of the various pieces of work have 

already been submitted to the PSC. 

5.3 The World Bank and Public Sector Reform  

Under the World Bank Pay & Performance Project support to the Government of Sierra Leone‟s 

Public Sector Reform programme, the PSC received a total amount of Le227.8 million to enable 

the Commission meet Disbursement Linked Indicators (DLIs) for Years 1 & 2 under the Recruitment 

& Staffing component. (See Annex Eight for Expenditure Analysis) 

In addition, six senior staff of PSC benefited from a Leadership and Managerial Skills training 

course at the Kenya School of Government (KSG) to enhance their capacity and build team spirit 

amongst the Implementation Agencies of the Pay & Performance Project. 

Training Sessions at the KSG 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

5.4 Coaching & Mentoring with UNDP Support 

PSC also benefited from a six-week UNDP Consultancy support for Coaching and Mentoring of 

Members of the Commission and Senior Management. The focus was on understanding the 



28 
 

constitutional mandate of the PSC and developing the relevant alliances and strategies on how to 

achieve corporate success. 

 

Coaching & Mentoring sessions with UNDP Consultant 
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5.5 National Authorizing Office as Facilitator  

Between January and February 2014, four staff of the Commission participated in training on the 

10th EDF Procedures organized by the National Authorizing Office (NAO) of the Ministry of Finance 
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and Economic Development. The NAO continues to provide technical support to the PSC on the 

implementation of the EU Grant Contract signed in October, 2013 by the Commission, NAO and the 

European Delegation. 

Certification ceremony 
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SECTION SIX: 

SECTOR COLLABORATION AND COORDINATION 

A cardinal plank in the work ethos of the PSC, and as anticipated in its constitutional mandate, is 

constructive engagement with stakeholders in its superintendence of the Public Service. The PSC 

continues to constructively engage HRMO, PRSU, the Office of the President, the Cabinet 

Secretariat, other Service Commissions (principally the Judicial and Legal Service Commission, the 

Health Service Commission, the Local Government Service Commission, the Police Council and 

more recently the Correctional Service Council), Independent Agencies (such as Audit Service 

Sierra Leone and the Anti-Corruption Commission), the Civil Service Training College and the 

MDAs. 

6.1 Human Resource Management Office (HRMO) 

In addition to performing its routine functions as a Clearing House for the PSC and executor of PSC 

Orders as the environment manager of the Civil Service, the HRMO continues to collaborate with 

the PSC in the areas of implementing the latter‟s Delegated Authority in respect of appointment of 

civil servants to Grades 1 – 5; the implementation of the joint World Bank and Government of Sierra 

Leone Pay & Performance Project; and in the competency-based recruitment and selection process 

of personnel to fill critical vacancies the Civil Service. 

6.2 Public Sector Reform Unit (PSRU) 

The PSRU continues to play a coordinating role  in the design and implementation of all public 

sector reforms, a function performed by PSCs in other jurisdictions. Specifically, it supports the PSC 

in the implementation of the Recruitment and Selection component of the Pay & Performance 

Project under which the PSC has specific responsibilities to fill critical vacancies in the „missing 

middle‟ (the technical, managerial and professional cadres of the Civil Service), which have suffered 

progressive depletion of skilled manpower over the years. The project has Disbursement Linked 

Indicators (DLIs) and during the period under review (DLI Years 2 & 3 spanning March 2013  to April 

2014), a total of 595 priorities vacancies were filled in eight MDAs. This includes Serving Officers 

who, over the years, have acquired University degrees whilst in the service and thus meriting 

appointment to Grade 7 positions in the Civil Service.  

 

The PSC also collaborates with the PSRU on a number of public sector reform issues such as the 

EU-funded Job Evaluation and Labour Market Survey, Management and Functional Reviews of 

MDAs, the development of a Communications Strategy and Plan for the Pay & Performance Project, 

and mutual participation in a number of sensitization meetings of both entities. 

6.3 Office of the President 

The PSC operates directly under the Office of the President. The latter issues policy directives, sets 

performance targets, and monitors and evaluates the achievements of these targets by all public 

service entities, including the PSC. 
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By the provisions of the 1991 Constitution the Chairman and Members of the PSC are appointed by 

the President. The Commission is also regularly consulted by the President on Executive 

appointments to Superior State Offices set out in Section 154 (1) & (2) of the Constitution.  

 

Time has shown that there is now the need for the PSC to adopt better ways to perform its 

constitutional responsibilities. Against this background, HE the President, in his capacity as Minister 

for the Public Service, initiated a range of reforms to transform the Public Service into an effective, 

efficient and service-oriented organization. As part of this transformation, a case was made for the 

PSC to adopt a more strategic and leadership role, while concentrating on its constitutional 

responsibilities of developing and monitoring the application of policy frameworks and set 

performance standards across the Public Service consistent with the policy objectives articulated in 

Pillar 7 (Governance and Public Sector Reform) in the Agenda for Prosperity.  

 

6.4 Cabinet Secretariat 

The PSC and the Cabinet Secretariat collaborate in the formulation and implementation of public 

policies with particular reference to public sector Human Resources Management policies and the 

implementation of reform programmes in the Civil Service. The two institutions work closely in the 

implementation of the EU Support to the Civil Service Reform Programme and the Pay & 

Performance Project. Significantly, the two institutions, along with HRMO and the Civil Service 

Training College, are currently collaborating in the introduction of promotional exams in the Sierra 

Leone Civil Service.  

 

6.5 Other Service Commissions 

With the unfortunate exception of the Parliamentary Service Commission (PaSC), the PSC has 

collaborative working relationships with almost all of the other public service Commissions: 

6.5.1 Judicial and Legal Service Commission (JLSC)  

The Chairman of the PSC is a statutory member of the JLSC by virtue of the provisions of 

Section 140 of the Constitution of Sierra Leone 1991 (Act No. 6 of 1991). The JLSC, chaired 

by the Chief Justice, appoints, promotes, transfers and disciplines members of the Judiciary. 

The JLSC is also consulted by the President in the execution of his Executive appointment 

powers relating to offices in the Judiciary. By the provisions of sub-section (2) of Section 142 

of the Constitution, the JLSC specifically consults the PSC in the promulgation of statutory 

instruments relating to the terms and conditions of service of officers and other employees of 

the Courts and of the Judicial and Legal Services. 

 

6.5.2 Health Service Commission (HSC) 

The Health Service Commission assists the Ministry responsible for health in the delivery of 

affordable and improved healthcare services to the people of Sierra Leone and for other 

related matters. While the PSC is not formally a member of the HSC, both institutions have 

collaborated extensively in the recruitment of health personnel and in the development of 

related human resources policies. 

 

 



33 
 

6.5.3 Local Government Service Commission (LGSC) 

This LGSC was set up by the Local Government Act 2004 to provide human resource 

management support to the process of decentralization and devolution of functions, powers 

and services to the Local Councils. The PSC is formally represented on the LGSC and 

consulted on issues of Human Resources Management Policies and good governance at the 

local level. 

 

6.5.4 Police Council 

In line with the provisions of sub-section (1) of section 156 of the Constitution, the Chairman 

of the PSC is also a statutory member of the Police Council. Chaired by the Vice President, 

the Police Council appoints, promotes, transfers and disciplines senior officers of the Police 

Force of Sierra Leone; advises the President on the appointment of the Inspector General of 

Police (IGP); and is consulted by the IGP in the appointment, promotion, transfer and 

disciplining of junior and middle ranking Police officers. 

 

 6.5.5 Sierra Leone Correctional Service Council 

Similarly, the PSC chairman is a statutory member of the Sierra Leone Correctional Service 

Council. This Council performs functions similar to those of the Police Council and has 

responsibility for the Sierra Leone Correctional Service, the successor agency to the Sierra 

Leone Prisons Department.  

 

6.6 Independent Agencies 

Some of the other institutions with which the PSC has collaborative working relationships are 

broadly classified as Independent in nature. They include: 

6.6.1 Anti-Corruption Commission (ACC) 

While the ACC has the mandate to investigate and prosecute criminal behavior of public 

servants, the mandate for administrative discipline resides with the PSC. The effective 

implementation of the mandates of both institutions requires a close working relationship. 

Currently, the PSC works closely with ACC in propagating and executing the National Anti-

Corruption Strategy (NAS). In addition to that, the two institutions under the EU Support to 

the Civil Service are collaborating in the mainstreaming of anti - corruption issues into Civil 

Service reforms. The two agencies are also currently reviewing and seeking to harmonize 

their respective legislation frameworks and the associated procedures and processes. The 

objective is to ensure greater clarity in their respective roles and responsibilities. 

 

6.6.2 Audit Service Sierra Leone (ASSL) 

The Audit Service is established as an independent agency of Government under Section 

119 of the 1991 Constitution and the Audit Service Act 1998 (amended in 2014). The 

Chairman of the PSC is also a statutory member of the Board of ASSL in similar efforts at 

creating synergy between ASSL and the rest of the Public Service.  

The PSC Chairman currently chairs the Administration & Human Resource Sub-committee 

of the Board of ASSL. 
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6.6.3 Independent Police Complaints Board (IPCB) 

The Independent Police Complaints Board (IPCB) is a non-departmental public body 

established under Section 158 of the Constitution of Sierra Leone 1991 (Act No. 6 of 1991).  

The functions of the „Board‟ are set out in Section 3 of The Independent Police Complaints 

Board Regulations, 2013. It is the first attempt to institutionalize Police accountability in 

Sierra Leone by ensuring that the Police are responsive to the concerns of citizens. Much 

like the role of the PSC in relation to the Public Service, the IPBC has the powers to 

investigate complaints against the Police. The powers of the IPCB also derive from the 

Police Council of which PSC is a statutory member. The mandates of both institutions are 

also firmly anchored in the realm of Governance and Public Sector Reform, which is Pillar 7 

of the Agenda for Prosperity, the Government‟s national development programme. The PSC 

is thus a member of the group of stakeholders established to support the work of the IPCB. 

6.7 Civil Service Training College (CSTC) 

The PSC and the Civil Service Training College have agreed on strategic collaboration in four broad 

areas with a view to supporting and complementing the efforts of both institutions to carry out their 

respective mandate: 

 

1. Introduction of Promotional Examinations against the background that the current system 

of promotion in the Civil Service is highly subjective. There is now the need to introduce 

a more objective, rigorous and fairer system of assessment for promotions to enhance 

performance standards of Civil Servants. The first set of such examinations for 

promotion to the rank of Permanent Secretary was conducted at the CSTC in March 

2015. 

 

2. The need for a separate Examinations Unit to be set up at the Public Service 

Commission, with technical support from the Civil Service Training College (CSTC) in the 

development of the requisite structures and processes. 

 

3. Introduction and development of E-Learning that can serve as a virtual resource centre 

accessible to Civil Servants and other public sector institutions. 

 

4. Introduction of a mandatory Induction Training Programme for all categories of Civil 

Servants, modelled along the lines of the Kenya School of Government approach but 

with a programme suitable to the needs of the Civil Service in Sierra Leone.  

 

6.8 Ministries, Departments & Agencies (MDAs) 

The delegation of some powers and functions of the PSC to the HRMO has also allowed greater 

involvement of MDAs in the recruitment of their staff to the maximum possible extent. HR units and 

cadres of emerging professions like Procurement have been established in MDAs to provide 

technical backstopping to management and staff. PSC will continue to exercise oversight functions 

over MDAs through the HRMO to ensure compliance with the principles, rules and where 

appropriate processes set out in the PSC Regulations.  MDAs are also routinely represented on 

PSC interviews panels set up for recruitment to positions in MDAs. 
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SECTION SEVEN: 

KEY CHALLENGES 

Despite the impressive reform strides it continues to make, the PSC still has to contend with a 

number of key challenges that impact on the work of the institution: 

7.1 Obsolete and Antiquated Legislation 

There is a lot of contradictions and inconsistencies in existing legislations and the 1982 Regulations 

of the PSC which require urgent review and updating to bring them in line with modern trends in HR 

management. The PSC Regulations 1982 and public service legislation are either outdated or 

incomplete and, therefore, cannot adequately respond to the more complex HR management issues 

in the current Public Sector environment. In view of the emergence of multiple agencies, 

Commissions and other public sector institutions established by Acts of Parliament that are 

performing HR functions, coupled with the complex and ever changing environment in HR 

management, it is now imperative to revise the statutory role of PSC.  This will empower the 

Commission to exercise an oversight and regulatory role over the rest of the Public Service and 

streamline institutional and functional relationships between the PSC and the other public service 

agencies. The enactment of a Public Service Act remains the panacea to this challenge. 

 

7.2 Antiquated Processes 

The Public Service Regulations date back to 1982, making them antiquated in nature and a 

hindrance to the work of the PSC. In the area of recruitment, for example, the Commission is 

hampered by bureaucratic and convoluted processes that are inherently time consuming. As a 

result even with the development of a merit–based recruitment handbook by the PSC, the average 

turn-around time for filling of vacancies is at least three months. 

 

7.3 Institutional Capacity Issues 

With the increasing pool of staff drawn from both the private and public sectors, the Commission is 

more than ever before better placed to execute its constitutional mandate. However, bearing in mind 

the new oversight and regulatory roles envisaged for the PSC, the inadequacy of the present staff 

strength is conspicuous. Going forward, therefore, and given the evolving nature of the public sector 

in terms of modern models of service delivery, measures should be put in place to ensure the 

Commission's staffing needs are gradually but reasonably met.  

 

7.4 Acute need for new and better accommodation 

The current building housing the Commission was designed as a dwelling house and not an office. 

Its usage as an office space without any significant reconstruction or transformation poses 

tremendous challenges. With a staff strength of 37, excluding the Chairman and Commissioners, all 

of whom perform executive functions, the current accommodation has become grossly inadequate. 
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This current predicament does not only have a negative impact on the present workforce, but 

significantly hinders the recruitment of more staff to fill critical vacancies established in the 

Commission's restructured organogram. At some point in the course of the year, the work of staff 

had to be punctuated to allow technicians carry out repairs on the present old fashioned building 

with a view to rationalising the space.  

PSC recruitment staff at work 

 

 

7.5 Need for enhanced logistical support 

Whilst expressing our thanks to donor partners for their support in this regard, the fact is that in view 

of the Commission's reformation drive,  much more logistical support is required for staff to be more 

efficient and effective. Allocations received from the Government of Sierra Leone (GoSL) are more 

often than not inadequate and come in late. At some points the Commission was constrained by the 

unavailability of basic supplies, while some items are so old that they are gradually breaking down 

and need replacement. 

7.6 Sector coordination and leadership 

The operating environment in HR management practices is evolving due to, among other factors, 

the new public sector institutions and other service Commissions that are performing personnel 

management functions. There is now an urgent need to clarify the roles and functional relationships 

between the PSC and these new agencies. 

 

Furthermore, the poor definition of the public service jurisdiction, the absence of an explicit Head of 

Public Service, and confusing interchanges in the use of the terms “civil service” and “public service” 

have all combined to create a leadership crisis in the sector. This problem is often compounded by 

personality rivalries at the top. It is the hope of the PSC, however, that these issues will be 

addressed through legislative reform. 

. 
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ANNEXURES 

ANNEX ONE:  

CONCEPT NOTE 2014 

CRITICAL PATHWAYS FOR ENHANCED IMPACT AND EFFECTIVENESS BY THE NEW 

PUBLIC SERVICE COMMISSION: A CONCEPT NOTE 

 
 
INTRODUCTION 

 
1. On 22nd May 2014, His Excellency the President, Dr Ernest Bai Koroma, swore into office Dr 

Max Ahmadu Sesay as the new Chairman of the Public Service Commission (PSC) of the 

Republic of Sierra Leone. Dr Sesay replaces the indefatigable, seasoned and awesome 

public service administrator, Mr. Valentine Collier. The latter is credited with the revitalization 

of an institution of state that has an entrenched Constitutional mandate but which went 

dormant for years. In a space of five years, between 2008 and 2013, Mr. Collier and his 

team did for the PSC what several of his predecessors failed to do in decades, and 

commenced the process of restoring to the oldest Commission in Sierra Leone the glory it 

once possessed. Critical for the Chairmanship of Dr. Sesay, therefore, is the ability to 

provide the leadership that will take the PSC to the next level. This requires a clear strategic 

direction, visioning and a determination to make difficult decisions. The choices that Dr 

Sesay and his team will make in the context of the results-oriented Presidency of Dr Ernest 

Bai Koroma, and the momentous constitutional change underway, will be critical for the 

future of the PSC and the public service of Sierra Leone. This paper is a distilled conjecture 

of efficacious strategic options that the Sesay Chairmanship proposes to pursue in the next 

five years. 

BACKGROUND AND CONTEXT 

2. The Collier-led PSC Commissioners, sworn into office on 14th August 2008, made a spirited 

response to the clarion call of the President for reform of the public service as part of his 

Agenda for Change. There was, and still is, little disagreement about the necessity of public 

sector reform as a means of ensuring that Government‟s delivery of services to the people of 

Sierra Leone is both effective and efficient. However, the public sector reform process that 

commenced in the immediate post-war period did not initially regard the PSC as a major 

player, principally because this important institution was, at the time, in what has aptly been 

described as “a state of self-induced comma”. In order to merit consideration as a significant, 

not to talk of being a pivotal, player in any public sector reform process, the PSC needed to 

be awakened from its prolonged slumber. This task was akin to that of putting the 

legendary Humpty Dumpty back together again after the great fall. Collier and his 

Commissioners endeavoured, against tremendous odds, to accomplish exactly that in their 

five-year tenure. This laid the foundation for a PSC that can now take its rightful leadership 

place in the human resource management of the public service. The swearing in of a new 
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Chairman provides an excellent opportunity to bolster these efforts and chart a new direction 

for the PSC.  

3. Acutely aware that unless the PSC revitalised its business processes it stood no chance of 

meaningful participation in any public sector reform and re-organisation process, Collier and 

his colleagues assumed their mandate with singular focus, gusto and a sense of urgency. 

Their immediate priority was thus the transformation of the PSC, both in terms of its state 

and image. This ushered in what is now widely known as a period of reform and change in 

the history of the institution. The task was enormous and consisted of internal re-

organisation and restructuring, of systems and processes development, and of capacity 

building guided by a management and functional review (MFR) exercise undertaken in 2010. 

4. The emphasis was to ensure that the PSC had the capacity to deliver on its Constitutional 

mandate. Corporate transformation eventually crystallised itself in the PSC developing a 

Strategic Plan and adopting a motto, vision, mission, core values, a service delivery charter, 

new recruitment procedures and a new logo, all of which have given the institution visibility 

and a brand. This strong will to achieve the purpose for which the PSC was established has 

resulted in a massive turn-around for the institution, a position adequately captured in the 

PSC‟s first report of its activities in over 20 years, entitled Reforming the Public Service 

Commission of Sierra Leone: Report of Five Years of Activities. These spectacular 

achievements have altered the landscape considerably and constitute a new baseline for 

Sesay‟s Chairmanship. 

THE CHALLENGES OF A COMPLEX PUBLIC SECTOR ENVIRONMENT 

5. In 2008, the case for focusing like a laser beam on the internal transformation of the PSC 

was unmistakable. This was eloquently made and vigorously pursued by the Collier team. 

That task is now largely being accomplished, inspired to a great extent by the “tunnel vision” 

approach of the erstwhile Chairman. Therefore, in 2014, the pressing concern is no longer 

the internal state of the PSC, important though this still is. Rather, it is the challenges of the 

complex environment in which the PSC operates that now deserve premium attention if the 

institution is to have the overall impact it strives to achieve in the area of management of the 

human resource of the public service.  

6. The Constitution of Sierra Leone 1991 (Act No. 6 of 1991) vests in the PSC “the power to 

appoint persons to hold or act in offices in the public service (including the power to make 

appointments on promotion and to confirm appointments) and to dismiss and to exercise 

disciplinary control over persons holding or acting in such offices…” While the PSC was in its 

state of comma, its mandate suffered considerable erosion and the institution lost the overall 

control the Constitution bestows on it. It is the case that the Constitution makes exceptions in 

terms of appointments to named public offices, with a number of senior, strategic and 

sensitive appointments to be made directly by the President (who is also Minister for the 

Public Service) rather than the PSC. In some cases, the Constitution requires the President 

to do so in consultation with the PSC. Both the President and the PSC can also delegate 

their functions on condition. In the case of parastatals and the judiciary, appointments are to 

be made by their respective Boards or commissions. 

7. However, it is the emergence in recent years of other administrative and Parliamentary Acts-

based human resource management agencies in the public sector that has resulted in the 

greatest shrinkage of the sphere of operational influence the Constitution accords the PSC. 

These are principally the Human Resource Management Office (HRMO) of the civil service, 
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the Local Government Service Commission for Local Councils, the Health Service 

Commission and the Teaching Service Commission. The establishment of these 

Commissions may well be in place. It is consistent with modern human resource 

management thinking that the most effective human resource management is that carried 

out closest to the business and the workforce.  

8. What is missing, in my view, is the explicit recognition of the supervisory role of a central 

coordinating agency like the PSC, especially when these new Commissions may have 

limited experience in the area of merit-based recruitment. The absence of an overarching 

regulatory mechanism has resulted in the lines of authority, of reporting and accountability, 

of coordination and collaboration, and of directionality becoming complex, blurred and 

confused. It is no longer clear who has ultimate say and authority on a large number of 

issues, and what should be done to enforce administrative compliance when one player 

reneges on its responsibility. The PSC still retains the Constitutional mandate but its 

hegemonic position has tumbled. It is now the archetypal “toothless bull-dog” with little or no 

power to enforce its will or guidance on the new players in the human resource management 

arena of the public service. 

9. The 2010 MFR of the PSC painfully laments this policy omission and makes unequivocal 

recommendations on the issue of institutional relationships in the public sector. In view of its 

Constitutional mandate, it is recommended in that report that the PSC should be the central 

agency with responsibility for human resource policy as well as the monitoring and 

evaluation across the public sector of this policy. This responsibility includes policy control 

over all other Commissions in the sector and a policy advisory role to Security Sector 

agencies. This means the PSC should be the body to set, monitor and report on human 

resource policy implementation across a defined range of the public sector. All other 

Commissions or agencies in the sector will then respond to the PSC‟s broad policy 

framework in accordance with their primary functions of policy implementation. 

10. What will happen to the current mandate of the PSC in the aftermath of the on-going 

constitutional review process is yet unclear. What is clear is that the mandate as it stands 

has been truncated, putting the hegemonic role of the PSC in question. However, there has 

so far been little or no appetite to revert to the status quo ante. There appears to be lingering 

concern, rightly or wrongly, that any move to reclaim lost PSC territory would be regarded as 

retrogressive and atavistic, and perhaps even premature against the backdrop of the on-

going review of the national Constitution.  

WHICH WAY SESAY‟S PSC? 

11. Against this background, the first and immediate preoccupation of the new Chairman should 

be to consolidate and deepen the gains and internal reforms initiated by the Collier regime. 

To all intents and purposes, this situation warrants a revised or updated PSC MFR, 

particularly because some tinkering with the systems, structures and processes may be 

necessary to reflect growth and new thinking with the passage of time. PSC‟s organizational 

structure, staff composition and capacity building, the decentralization of its activities, and a 

review of its regulations, guidelines and other business processes will all require revisiting. 

Fortunately, a European Union Grant Contract with the PSC and a joint World Bank and 

Government of Sierra Leone funded Pay & Performance Project are currently providing 

pump priming funds in this respect. For purposes of sustainability, however, the capacity 
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building activities of the PSC would need to be mainstreamed into Government of Sierra 

Leone funding. 

12. With specific reference to the Civil Service, which constitutes the core of the public service, 

there is a Big Debate on how to maximize its impact on public service delivery. The reform 

programme underway seeks to address a number of issues, all of which are inter-linked: 

processes, capacity, pay and performance. The new PSC Chairman, however, has particular 

interest in the absence of competitiveness in progression in the service. The PSC now 

conducts exams for graduate entrants (Grades 6 - 8) into the service. It is the introduction of 

exams for promotion for identified cadres that is lacking and remains a concern to the new 

Chairman. Key stakeholders, especially the Secretary to the Cabinet & Head of the Civil 

Service and the Director General of HRMO, will be invited to join the PSC in exploring the 

feasibility and management of introducing promotional exams. This competitive culture is 

now being reflected at the level of appointment of managers (Permanent Secretaries) of 

Ministries, Departments and Agencies (MDAs). However, even this needs to be intensified 

and broadened, for example, through the use of competency-based exams and the inclusion 

of Professional personnel (as opposed to purely Administrative Officers) in the competition to 

manage MDAs. Some review of nomenclature and tenure of office as well as a review of the 

handling processes of disciplinary matters in the service will be part of the reform. 

13. In terms of a strategic direction, and using the PSC‟s enhanced internal capacity as a 

pedestal, two major optional scenarios present themselves as prime candidates for choice 

by Sesay‟s Chairmanship: 

i) Scenario One: The current mandate of the PSC is retained in the new national 

Constitution.  If this happens, then the current reformed and more confident PSC 

would have no choice but to re-assert its mandate and reclaim lost territory. This 

would be achieved through a process of dialogue, consultation and cooperation with 

key players in the sector, among them the Secretary to the President, the Chief of 

Staff in the Office of the President, the Secretary to Cabinet and Head of the Civil 

Service, the Director General of HRMO, the Director of the Public Sector Reform Unit 

(PSRU) and Board Chairmen of the new Commissions in question. Mechanisms 

would be put in place to ensure that those agencies that now implement aspects of 

PSC‟s Constitutional mandate receive proper policy support but also held to proper 

account. The PSC would, furthermore, initiate action to ensure that all measures, 

practices, policies, systems and arrangements that have the effect of impeding the 

effective implementation of its mandate are identified and reviewed and, where 

necessary, rescinded. In all of this, the PSC will be guided by a spirit of cooperation 

and collaboration with key stakeholders. 

ii) Scenario Two: The PSC is given a new mandate in the new national Constitution.  

The public sector reform programme initiated in 2009 and coordinated by the PSRU 

envisaged a new role for the PSC as a policy agency. This is reinforced in the MFR 

of the PSC and emphasizes a preference for strategic guidance over management. 

The PSC will be expected to perform an oversight and regulatory role by engaging in 

the development and application of policy frameworks and the monitoring and 

evaluation of the implementation of these policies. It is hoped that this new mandate 

will be clearly reflected in the new Constitution. Again, through dialogue, consultation 

and collaborative processes, mechanisms will be agreed and developed on how best 

to implement the new mandate. 
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14. In either scenario and against the background of what is now a complex public sector 

environment, the need for the first-ever Public Service Act in Sierra Leone is acute, and 

some will say long overdue. Such an Act will elaborate on the PSC‟s mandate; deal 

effectively with all issues relating to the civil service, including the legalisation of HRMO; 

clarify roles, relationships and powers; standardize human resource practice across 

government; and prescribe enforceable measures to ensure compliance. Such an Act will 

also determine whether or not the PSC‟s strategic and regulatory role will cover the whole 

gamut of Government agencies – MDAs, parastatals, and old and new Commissions. Only 

such an Act, accompanied by revised, new or updated public service regulations, will tidy the 

muddy waters of the public service environment in which the PSC operates. This will 

complement the internal strengthening and reorganization process and increase 

considerably the chances of taking the PSC to the next level. 

15. The need to enhance PSC capacity for the effective delivery of either the current or new 

mandate, in line with the provisions and requirements of a new Act, cannot be over-

emphasised. The most critical component in this capacity building is the need to expand 

PSC‟s staff compliment. However, this would be impossible even in the medium term if the 

issue of the current office accommodation of the PSC is not addressed. Despite the laudable 

efforts of the Collier team at alleviating the situation by reclaiming every inch of usable space 

in the building, the unsuitable and constricted office accommodation continues to impose 

severe limitations on the capacity of the PSC. Emphasizing the urgency of the situation in his 

handing-over notes, Mr. Collier himself admits the seriousness of the problem when he 

reminisces that “with the myriad problems to be addressed, out of sheer necessity, I had to 

trade in infrastructure for other winnable targets at reform and change. Forgive me therefore 

for leaving you with „the loaded hand‟ of infrastructural development”.  

16. The way forward is the rationalization of the grounds of the PSC, and the first step is to 

demolish the current building. With support from development partners and other friendly 

donors, His Excellency‟s Government should undertake the construction of a purpose-built 

multi-storey PSC House in the same location. This will accommodate an expanded PSC and 

in the end, add another feather to the legacy cap of the “Infrastructure President”, His 

Excellency Dr Ernest Bai Koroma. It will also bring Sierra Leone in line with African countries 

like Ghana, Kenya, Botswana, and The Gambia, all of whom can boast of befitting and 

modern edifices housing their respective public service commissions.  

17. This, along with PSC participation and collaboration in other broader public sector initiatives, 

will form the hub of the Commission‟s programme of work in the next few years, thereby 

supporting the delivery of His Excellency‟s Agenda for Prosperity. 

 

Dr. Max Ahmadu Sesay 

Chairman, Public Service Commission 
26th May 2014 
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ANNEX TWO: 

PSC STAFF LIST 

O. NAME SEX DESIGNATION  DIRECTORATE 

  1. Mohamed Jusu M Secretary to the Commission Head of Administration 

  2. Daphne Young F Director Recruitment and Career 
Development Directorate 

  3. Amara I. Bangura M Director Research and Policy Directorate 

  4. Augustine T. Mansaray M Director Corporate Services Directorate 

  5. Sheku A. Koroma M Performance Management, Audit & 
Discipline Manager 

Performance Management 
Directorate 

  6. Amadu Juana- Kamanda M Communications Manager Corporate Services Directorate 

  7. Daniel B. Braima M Monitoring &Evaluation Manager Performance Management 
Directorate 

  8. Festor P. Gbongboto M ICT Manager Corporate Services Directorate 

9. Donicia H. Kamara F Procurement Manager Corporate Services Directorate 

10. Brima Queta M Selection, Appointment& Promotions 
Manager 

Recruitment and Career 
Development Directorate 

11. Emmanuel K. Kamara M Internal Audit Manager Internal Audit Unit 

12. John P. Lebbie M Finance Manager Corporate Services Directorate 

13. Steven M. Saidu M Selection, Appointments and 
Promotions Officer  

Recruitment and Career 
Development Directorate 

14. Gabriel Kamara M Selection, Appointments and Recruitment and Career 
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Promotions Officer Development Directorate 
 

15. Joseph B. Moiwo M Selection, Appointments and 
Promotions Officer 

Recruitment and Career 
Development Directorate 

16. Edwin S.B. Koroma M Selection, Appointments and 
Promotions Officer 

Recruitment and Career 
Development Directorate 

17. Andrew M. Aruna M Records Officer Corporate Services Directorate 

18. Bashiru B. Kalokoh M ICT Officer Corporate Services Directorate 

19. Amadu Wurie Jalloh M Assistant Accountant Corporate Services Directorate  

20. Mariatu Kamara F Administrative Assistant Level 1/ 
Office Manager 

Corporate Services Directorate 

21. Hawanatu M. Koroma F Administrative Assistant Level 1 Corporate Services Directorate 

22. Elizabeth B. Jacobs F Administrative Assistant Level 1 Corporate Services Directorate 

23. Virginia A. Conteh F Administrative Assistant Level 1 Corporate Services Directorate 

24. Sarah Kallon F Administrative Assistant Level 1 Corporate Services Directorate 

25. Rebecca O. Wilson F Administrative Assistant Level 2 Corporate Services Directorate 

26. Samuel Kargbo M Office Assistant Level 1 Corporate Services Directorate 

27. Martha Margai F Office Assistant Level 1 Corporate Services Directorate 

28. Simeon Kargbo M Office Assistant Level 1 (Driver) Corporate Services Directorate 

29. Yusifu Koroma M Office Assistant Level 1 (Driver) Corporate Services Directorate 

30 Alhaji Sesay M Office Assistant Level 2 (Messenger) Corporate Services Directorate 
31. Alimamy Kamara M Office Assistant Level 2 (Messenger) Corporate Services Directorate 

32. Mohamed Conteh M Office Assistant Level 2 (Cleaner) Corporate Services Directorate 

33. Kapri Kanu M Office Assistant Level 2 (Cleaner) Corporate Services Directorate 
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ANNEX THREE: 

CONFIRMATION OF APPOINTMENTS  IN 2014 

 
MDA 
 

 
POSITION 

 
NUMBER OF OFFICERS 

Ministry of Finance and Economic 
Dev. 

Senior Records Officer 1 

 Auditor 5 

 Audit Assistant 8 

 Senior Procurement Officer 1 

 Accountants 18 

 Assistant Accountants 15 

Accountant General‟s Department Procurement Officer 1 

 Human Resource Officer 1 

 Senior Records Officer 1 

Ministry of Information& 
Communication  

Assistant ICT Officer 1 

 Information Officer 6 

 Procurement Officer 1 

 Assistant Secretary 2 

 Chief Technology Officer 1 

 Human Resource Officer 1 

 News Editor 1 

 Assistant News Editor  1 

Ministry of Agriculture, Forestry & 
Food Security(MAFFS) 

Assistant Director of 
Extension 

1 

 Administrative Officer 2 

Ministry of Trade and Industry Director – Domestic 
Commerce 

1 

 Deputy Directors 3 

 Assistant Secretary 1 

 Procurement Officer 1 

 Human Resource Officer 1 

 Monitoring& Evaluation 
Officer 

1 

 Internal Auditor 1 

Human Resource Management Office Human Resource Manager 1 

 Human Resource Officers 3 

 Technical Coordinators 2 

 Policy Management Analyst 1 

 Administrative Officers 3 

 Monitoring& Evaluation 
Officer 

1 

 Senior Records Officers 5 

 Procurement Officer 1 

 Assistant Records Officers 2 

 ICT Officer 1 
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Ministry of Energy Policy & Management 
Analyst 

1 

 Assistant Secretary 1 

 Information Officer 1 

 Procurement Officer 1 

Ministry of Transport and Aviation Human Resource Officer 1 

 Assistant Secretary 2 

 Assistant Accountant 1 

Ministry of Mineral Resources Internal Auditor 1 

 Assistant Secretary 1 

 Procurement Officer 1 

 Geologist 4 

 Human Resource Officer 1 

Ministry of Internal Affairs Administrative Secretary 2 

National Registration 
Secretariat(MIA) 

Regional Registration Officer 2 

 District Registration Officer 6 

 Human Resource Officer 1 

Ministry of Local Government& 
Rural Development 

Policy and Management 
Analyst 

1 

 Administrative Office 9 

Cabinet Secretariat Policy and Management 
Analyst 

1 

Ministry of Fisheries & Marines 
Resources 

Human Resource Officer 1 

 Monitoring & Evaluation 
Officer 

1 

Ministry of Defence Librarian 1 

Ministry of Labour& Social Security Administrative Officer 3 

 Senior Records Officer 1 

 Audit Assistant 2 

Ministry of Tourism & Culture Assistant Secretary 3 

 Human Resource Officer 1 

 Internal Auditor 1 

Ministry of Health and Sanitation Human Resource Officer 1 

 Assistant Secretary 1 

 Monitoring & Evaluation 
Officer 

1 

Ministry of Works & Infrastructure Policy and Management 
Analyst 

1 

 Assistant Secretary 2 

 Procurement Officer 1 

Total  154 
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ANNEX FOUR: 

PROMOTIONS MADE FROM  OCTOBER 2013- TO DECEMBER 2014 

MDA POSITION NUMBER OF OFFICERS 
 
 

Ministry of Agriculture, Forestry & 
Food Security(MAFFS) 

 
Chief Agriculturist 

 
1 

 
 
Deputy Director Crops 

 
1 

 
 
Director of Extension 

 
1 

Ministry of Works, Housing & 
Infrastructure 

 
Professional Head 

 
1 

Ministry of Finance and Economic 
Development 

 
Stock Verifiers 

 
5 

Office of the President 
Senior 
Secretary/Stenographer 

1 

Human Resource Management Office Secretary/ Stenographer 1 

National Fire Force Station Officers          13 

 Sub Officers 33 

Ministry of Foreign Affairs & 
International Cooperation  

Supervisor of 
Communications 

1 

Meteorological Department Director 1 

Government Printing Department Government Printer 1 

Accountant General‟s Department Accountants 9 

 Stores Controller 1 

 Assistant Stores Controller 1 

Ministry of Lands, Country Planning & 
the Environment 

Senior Lands Officer 1 

Prisons(Min. of Internal Affairs) Chief Superintendent of 
Prisons 

19 

 Superintendent of Prisons 66 

 Assistant Superintendent 
of Prisons 

66 

Total  223 
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ANNEX FIVE: 

 

EXECUTIVE CLEARANCE FOR ENACTMENT OF PUBLIC SERVICE ACT 
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ANNEX SIX: 

GOSL FUNDING BUDGET ANALYSIS 

Operational Expenses 

 

 

 

 

 

 

 

 

ANNEX SEVEN: 

EU FUNDING EXPENDITURE ANALYSIS 

 
 
 
 
 
 
 

 
 
 
 
 
 
 

BUDGET FOR 
THE ACTION. 

 
 
 
 
 

BUDGET FOR 
YEAR 1 

(Oct. 2013 to 
Sept. 2014) 

 
 
 

ACTUAL 
EXPENDITURES 

(Oct.2013 to 
Sept. 2014) 

 
 
 

BALANCE 
REMAINING 
FOR YEAR 1. 

 
 
 
 

 

BUDGET  LINE 

 

AMOUNT 

        Le 

Vehicle Maintenance   11,408,000 

Building Maintenance   26,290,000 

Equipment Repairs  

Fuel 117,274,500 

Overseas Travel       - 

Local Travel   11,100,000 

Stationeries 316,645,380 

Utilities         - 

Furniture & Equipment   93,677,250 

Office  and General supplies   35,504,870 

  

GRAND TOTAL  611,900,00 
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No. EXPENDITURES Euros Euros Euros 
 

Euros 

 
1 

 
Human Resources 

 
31,500.00 

 
22,500.00 

 
5,192.29 

 
17,307.71 

2 Travel - - -  

 
3 

 
Equipment & Supplies 

 
46,700.00 

46,700.00  
36,023.18 

 
10,676.82 

 
 
4 

Other 
Services(Tel/Fax/Electricity 
etc) 

 
 

12,600.00 

 
 

7,200.00 

 
 

7,067.57 

 
 

132.43 

 
5 

 
Other Costs, Services 

175,000.00 163,000.00  
68,143.06 

 
94,856.94 

 
6 

 
Other (Training Costs) 

 
286,475.00 

140,220.00  
138,493.35 

 
1,726.65 

 
 
7 

 
Sub-Total- (Direct eligible 
costs for the Action . (1-6) ) 

 
 

552,275.00 

 
 

379,620.00 

 
 

254,919.45 

 
 

124,700.55 

 
 
 
8 

Provision for contingency 
reserve (Maximum 5% of 7, 
subtotal of direct eligible 
costs of the Action) 

 
 

19,153.57 

 
 
 
- 

 
 
 
- 

 
 
 
- 

 
9 

Total  Direct eligible costs of 
the action (7+8) 

 
571,428.57 

 
379,620.00 

 

 
254,919.45 

 
124,700.55 

 
 
10 

Indirect Costs( Maximum 7% 
of 9, Total direct eligible 
costs of the Action) 

 
 

28,571.43 

 
 

18,981.00 

 
 

18,665.65 

 
 

315.35 

 
11 

 
Total eligible costs (7+8) 

 
600,000.00 

 
398,601.00 

 
273,585.10 

 
125,015.90 

 
12 

Taxes, Contributions in kind. - - - - 

 
 
13 

Total accepted costs of the 
Action (11+12) 

 
 

600,000.00 

 
 

398,601.00 

 
 

273,585.10 

 
 

125,015.90 
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ANNEX EIGHT 

WORLD BANK FUNDING EXPENDITURE ANALYSIS 

 
NO 

 
ITEMS/ACTIVITY 

 
TOTAL 

BUDGETED 
COST FOR THE 

QUARTER  
(Le) 

 
ACTUAL 

EXPENDITURE 
FOR THE 
QUARTER  

(Le) 

 
VARIANCE 

 
(Le) 

1 Printing PSC FORM 3 5,850,000 5,850,000 - 

2 Advertisement 20,000,000 20,000,000 - 

3 Distribution and retrieval of 
PSC Application form 3 

6,700,000 6,700,000 - 

4 Short listing 
Lunch/Refreshment 

 

7,000,000 7,000,000 - 

5 Service Entrance Exams 
Stationeries 

Printing of Exams questions 
Photocopy of Invitation letter 

Setting questions 
Invigilation 

Script marking and collating 

 
25,000,000 

 
25,000,000 

 
- 

 
7 

Honorarium for Independent 
Adjudicator 

10,000,000 10,000,000 - 

8  
Hiring of hall 

 
1, 200,000 

1,200,000 - 

9 Transport/Victual Allowance for 
regional candidates 
Shortlisted to take 

examinations 

 
12,000,000 

 
12,000,000 

 
- 

10 Transport/Victual Allowance for 
regional candidates 

Shortlisted for Interview 
 

 
6,000,000 

 
6,000,000 

 
- 

11 Top up cards for call out to 
candidates 

 

 
1,000,000 

1,000,000 - 

12 Interviews 
Lunch/Refreshment 

1,000,000 1,000,000  

13 Sundries 111,340,909.09 111,340,909.09 - 

14 Total cost 
 

 
207,709,090.91 

 
207,709,090.91 

- 

15 Contingencies (10%)  
20,709,090.91 

 

 
20,657,600 

 
51,490.91 

  
TOTAL RECRUITMENT 

COSTS  

 
227,800,000 

 
227,748.509.09 

 
51,490.91 
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