H

BREAKING NEWS
is Excellency the President, Dr. Ernest Bai Koroma, who is also Minister for the Public
Service, on Monday 19th August 2013, gave his kind consent for the Public Service
Commission to adopt and use a newly designed Logo which will give an
‘identity’ (branding) to the Commission.

The design of the Logo which was the joint effort of Commission Members and Staff depicts the
following:
i.

the map of Sierra Leone representing the national spread of the Commission’s responsibilities and activities

ii.

the Lion which is an integral part of the nation’s coat of arms, has been used to carry the
lighted torch representing the transparent and accountable nature of the Commission’s
activities

iii. the Commission has adopted as its Motto - “A Purpose Driven Will,” which throughout the
past five years had provided the Commission with the impetus to relentlessly work on its
programme for reform and change.
The Logo will also be used as the Official Seal for the Commission and as its mark to authenticate
all official documentation by and from the Commission.
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Foreword

T

he present membership of the Public Service Commission of Sierra Leone in August
this year completes its fifth year in office having been sworn into Office on 14 th August
2008 by His Excellency the President Dr Ernest Bai Koroma.

The structure and procedural arrangements inherited in August 2008 by the present membership
were generally considered to lack coherence, thereby undermining confidence in the integrity of
decisions taken by the Commission.
Commission Members since their first day in Office, were therefore confronted with the daunting
challenge of redefining the Commission’s role and charting out a new direction to enable it fulfill
its Constitutional Mandate of recruitment, selection and strategic deployment of competent personnel to meet human resource needs of the Public Service of Sierra Leone.
Members also recognized that good governance and effective service delivery could only be realized when the right mix of qualified and experienced personnel were recruited into the Public Service.
With the above uppermost in mind, members then set themselves the task of transforming the
PSC by first of all internally reorganizing and strengthening itself, redefine its mandate, articulate
its vision, mission and strategies, and clarify its relationships with the broader public sector. The
extent to which the above endeavour was achieved, is for readers of this report to assess.
The extent to which the reforming activities of the Commission has impacted on the overall programme of Reform and Change is again open for assessment by readers of this Report.
The PSC sees the compilation and publication of this Report as an epoch- making event since
according to records, it is over 25 years ago that the last known reporting was done.
Reforming activities spanning the past five years were of an amorphous form and would have
proved an exercise in futility to do any form of meaningful reporting.
The PSC therefore sees the end of its five years in office as an appropriate watershed in its quest
at reform to tell a comprehensive ‘story’. It would be safe to say that a good foundation has been
laid providing a platform for further efforts at deeper reforms within the context of the Agenda for
Prosperity as inscribed under Pillar 7: Governance and Public Sector Reform.
The PSC, in the course of writing this report, did entertain the idea of a chronological presentation, but the fluid nature of circumstance has caused overlaps in sequencing. The PSC has also
tried as much as humanly possible to acknowledge sources in footnotes. All references made to
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PSC publications can be accessed from the Commission’s newly created website at
www.psc.gov.sl
The collective gratitude of Members of the Commission and staff go to first and foremost, His Excellency the President Dr Ernest Bai Koroma who as Minister for the Public Service did challenge
Commission Members on 14th August 2008, to make good on his November 2007 Inauguration
Pledge that ‘… my Government will be at the helm of a substantial reform agenda…[and will]…
reform our civil service to ensure that it is better able to deliver services to our citizens, rooting out
inefficiencies, eliminating rent seeking behaviour and rewarding top performance…’

The Com-

mission could at this stage say ‘so far so good’. I must hasten to add that the writing of this report
is not a finality but a continuum. The quest at reform continues.
Our thanks also go to those who from the very start in August 2008, without hesitation decided to
invest their faith and trust in the new membership who only brought to the table their verbal commitments to the cause of Reform and Change. I refer to the GIDD trio in the Commonwealth Secretariat in the persons of Mr John Wilkins, former Director, GIDD, Mr now Dr Kaifala Marah, former Adviser (Public Expenditure Management), GIDD, and Mrs Oluwatoyin A. Job, Adviser (West
African Region), GIDD, whose collective and striking insights into the many problems plaguing
efforts at reform, and the invaluable guidance offered, which was of benefit to the reform effort; Mr
now Dr Henry M’bawa with whose help we found a direction as laid out in the Concept Paper at
annex 1, he helped designed for the Commission; the Secretary to the President Mr Osho Coker,
who like ‘…Aeneas did from the flames of Troy upon his shoulder the old Anchises bear…’and
with patience, guided our first faltering steps; Mr. Ousman Barrie of Saadia Consulting (SL) Ltd
who over the years has been a mentor, guide and intellectual friend of the Commission; and, Dr
Max Sesay, Chief Registrar, National Registration Secretariat whose urbanity I must confess I
tested to the limits in the course of reviewing this document. How can I ever forget the wise counsels of Dr Julius Sandy, former Director PSRU and another friend and confidant Mr Cleophas
Torori, former UNDP Chief Technical Adviser who sojourned here to help move the reform process forward. I personally consider myself privileged to have been influenced by such a noble
band of personalities.
My eternal gratitude to members of the Commission in the persons of Paramount Chief Charles
B. Caulker, Mr. Alex Sorie Conteh and Ms Mabel Ekama Kumba M’bayo who, through their support and counsel, have made our collective efforts at Reform a reality.
Lastly, and by no means the least, the Commission expresses its profound gratitude to the Chairman and Board Members of NATCOM for their generous help towards the printing of this report.
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We continue to mourn the passing of Mrs. Lovetta Christiana Forna, a trusted and respected
friend and member of the Commission.
Whatever faults, errors, omissions and any other shortcomings there are in this publication, are
entirely mine.

Valentine T. Collier
Chairman, PSC.
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THIS DOCUMENT IS DEDICATED
TO THE MEMORY OF

THE LATE LOVETTA CHRISTIANA FORNA
MEMBER OF THE PUBLIC SERVICE COMMISSION
AUGUST 2008 – APRIL 2012.

MEMORIES OF YOUR ARDENT BELIEF IN REFORM AND CHANGE,
AND THE UNCONDITIONAL COMMITMENT YOU SHARED SO FREELY
AND WITHOUT COMPROMISE, WILL ALWAYS LINGER.
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1.0 Introduction
1.1 Background

T

he Public Service Commission of Sierra Leone was set up in 1948 by publication in the
Sierra Leone Royal Gazette No. 4112 of 16th September, 1948. It then assumed the
functions of the Promotions and Transfer Committee, and Appointments Committee.

The then PSC was non-executive and, though it gained executive status with limited powers in
1963, it remained only an advisory body to the then Governor on appointments, promotions and
transfers until Independence in April, 1961.

1.2 The Transition to Independence

A

n Order in Council contained in Public Notice No. 26 of 1953, gave the then Governor
the power to appoint a Public Service Commission for Sierra Leone (Public Notice
No.28 of 1954) and to which body he may refer for advice on issues regarding appoint-

ments, promotions or transfers of public officer (s) or any matter that, “in his opinion”, affected the
public service or public officer (s). The first task assigned by the Governor to the newly
“strengthened” PSC was to follow up on the Africanization of the Senior Service of the Public Service. This included reporting annually to the Governor on progress of the process, both in terms of
appointing Sierra Leoneans to senior positions and the provision of training schemes for new recruits and those in clerical posts in the public service that have shown some potentials of rising to
higher grades.
The Public Service Commission of Sierra Leone derives its current mandate from Sections
151,152, and 154, of the 1991 Constitution of Sierra Leone.

1.3 PSC Regulations

T

he PSC Regulations of 1982 pre-date the 1991 Constitution. These Regulations deal
with procedures to be followed by the PSC in executing its functions and those to be
followed by responsible Officers in the pursuit of their duties.

It is worth noting that since 1982, and even after the enactment of the 1991 Constitution, no action was taken to update or rewrite these Regulations which should have reflected changing circumstances in terms of Reform and Change.
There is therefore the pressing need to review and update these Regulations in order to incorporate the relevant provisions made in line with Sections 151,152, 154, 163 and 164 of the Constitution and other matters related to the functioning of a reformed PSC.
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1.4 The Mandate

S

ection 152 sub-section 1 of the Constitution of Sierra Leone, empowers the PSC,
‘… to appoint persons to hold or act in offices in the public service
(including power to make appointments on promotion and to confirm ap-

pointments) and to dismiss and to exercise disciplinary control over persons holding or acting such in offices shall vest in the Public Service Commission’.
In addition to the above, Section 152 (2) provides for the delegation by the President of
some of his appointments functions to the PSC by stipulating that :
‘The President may, subject to such conditions as he may think fit delegate any of
his functions relating to the making of appointments, including the power to make
appointments or promotion and to confirm appointments, by direction in writing to
the Public Service Commission or to a Committee thereof or to any member of the
Commission or to any public officer’.
At the same time, Section 152 sub-section (10) authorizes the PSC to delegate any of its
functions or parts/sections of itself or of the public service, while at the same time having
the authority to determine by legal and regulatory instruments, how best it can effectively
and efficiently perform its functions as follows:
‘The Public Service Commission may, with the prior approval of the President,
make regulations by Constitutional instrument for the effective performance of its
functions under this Constitution or any other law, and may, with such prior approval and subject to such conditions as it may think fit, delegate any of its powers
under this section by directions in writing to any of its membership or to any public
officer’.

1.5 Composition of the PSC

T

he composition of the PSC as provided in the 1991 Constitution Section 151 (1), consist of the Chairman, and not less than two and not more than four other members appointed by the President, subject to the approval of Parliament.

1.6 The Changing Jurisdiction of the PSC

T

he jurisdiction and legal status of the PSC widened progressively after Independence up
until the 1991 Constitution, following which this jurisdiction was limited by the exclusion
of Public Corporations and the Police Force. Further limitations included the passing of
the Local Government Act, 2004, The Parliamentary Service Act, 2007 and Health Service Commission Act, 2011.
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2.0 Status of The PSC in 2008

U

p to 2008, the PSC was assisted in its work by a 25-man staff made up of c.20 clerks,
messengers and cleaners. Average annual budget for the PSC in the previous 5-7
years was the equivalent of roughly US$ 100,000. Emoluments amounted to less than

20% of the provision. The PSC thus found itself in an invidious situation of becoming irrelevant
within an environment of increasing reform and change, apparently unable from within to instigate
actions that would have extricated it from the miasma of decline.
Ideally, a public service commission should have at its service the best skills in human resource
management, employment and labor relations. On the contrary, the PSC as at 2008 had in post
only a Secretary assisted by three administrative officers.
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3.0 Challenges and constraints
3.1

I

Conditions of Service
nternal factors for decline were compounded by the institutional erosion and derogation of
the PSC, during a pay and grading revision exercise done in 1998, during which somehow
( and for some unexplained reason), the position of the Chairman (and Members) of the

PSC was derogated to the same level as that of the Secretary! Prior to 1998, the Chairman, PSC
was (constitutionally) accorded the rank (both in status and pay) of an Appeal Court Judge, and
equivalent in rank and pay to the Chief Electoral Commissioner. Unfortunately, and still for some
unexplained reason, both the positions of Chairman, PSC and Chief Electoral Commissioner
were derogated. Happily for the Chief Electoral Commissioner, good reason has prevailed, and
the situation has been reversed. The issue at the PSC needs therefore to be addressed to shore
up the new image of the PSC, thereby assuring the sustained integrity of the Commission.

3.2

Staffing and Organizational Structure

T

able1 demonstrates a PSC Secretariat that has been perennially understaffed. The
staffing situation has been static over the years, while at the same time no review has
been undertaken to re-evaluate its personnel requirements and sense of direction and

purpose. Historically, the pre-2010 structure has remained unchanged over the past three to four
decades. An examination of the staffing situation as far back as the 1970s and 1980s shows the
same positions and the same staffing levels, despite the fact of an expanding public service.

Table 1 : Staffing of the Secretariat of the PSC against Established (as at 1992) Positions
(1994-2009)
Established Current
Staffing
Positions
Grade/
Rank
1992
1994
2002
2004
2008 2009
Secretary
1
11
1
1
1
1
1
Deputy Secretary
1
9
0
2
2
2
1
Senior Assistant
Secretary
1
8
2
0
0
0
0
Assistant Secretary
1
7
0
1
1
1
1
Higher Executive
Officer
1
5
1
1
1
1
1
Confidential Secretary
1
6
0
0
0
0
0
Executive Officer
2
4
0
1
1
1
1
Executive Officer
In-Training
1
3
0
0
0
0
0
Staff Superintendent
1
4
1
0
0
1
1
Stenographers
4
6
3
2
2
2
2
Sub-Accountant
1
4
1
1
1
1
1
First Grade Clerk
4
3
3
3
3
3
3
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Table 1 : Staffing of the Secretariat of the PSC against Established (as at 1992) Positions (19942009)
Established Current
Staffing
Positions
Grade/
Rank
1992
1994 2002 2004 2008
2009
Second Grade Clerk
4
3
4
1
1
1
1
Third Grade Clerk
5
2
5
3
3
3
3
Temporary Clerical Assistant
0
1
0
3
3
3
3
Messengers
4
1
4
2
2
2
2
Chauffeur
1
1
0
1
1
1
1
Driver
1
1
1
1
1
1
1
Watchman
1
1
1
1
1
1
1
Cleaner
2
1
2
3
3
3
3
Total
36
N/A
28
26
26
28
27
Source: HRMO, PSC, and Ministry of Finance and Economic Development

Table 2 below demonstrates the fact that the PSC has been a centralized institution. This situation may be changed by either the rationalization of the relationship between the PSC and the Local Government Service Commission, or by decentralization of the PSC itself or both.
Table 2 : Regional Deployment of the PSC Workforce (1994-2009)
Western Area
Northern
Southern
Eastern ProvYear
Freetown
Province
Province
ince

1994
2002
2006
2009

28
27
28
28

28
27
28
28

0
0
0
0

0
0
0
0

0
0
0
0

Source: PSC MFR 2010

3.3

I

Budgetary Allocations 2001-2009
n Table 3 below is an analysis of the evolution, over time, of the PSC as a public budget
institution – specifically during the period 2001 – 2009. What is clear from the analysis is
that the PSC’s importance as a public spending institution has been shrinking over the

years, which bears testimony to the public sector perception of the institution itself, as well as the
effectiveness of the institution in the public sector. It is particularly noteworthy that the PSC’s
share in public resources, while minimal from the onset, has been dwindling over the years. Provision for the development of the PSC was non-existent, while even the share of the personnel
budget has remained relatively constant, even though the organization has been historically and
perpetually understaffed. The share of the PSC’s operating budget as a proportion of the total
public sector operational budget has dwindled to about two-thirds its 2001 share, and even that
share was minimal compared to the operational requirements of a Public Service Commission.
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Table 3 : Evolution of the PSC Budget in the Context of the National Budget [2001-2009, selected periods] (figures in
million Leones unless otherwise indicated)

Total Recurrent and Development Budget
PSC
Total Recurrent Budget
PSC
Govt. Personnel Budget
PSC
National Development Budget

2001

2002

2003

2004

2007

2008

2009

448,754

605,970

693,259

739,267

835,456

1,261,874

229

249

261

275

331

346

354,627

394,527

403,609

439,617

658,766

909,970

229

249

261

275

331

346

111,583

132,002

146,922

163,524

304,602

340,210

28

38

40

42

78

58

93

91,053

229,227

288,650

298,651

176,690

351,904

485,790

0

0

0

0

0

0

0

0.051

0.041

0.038

0.037

0.040

0.027

0.027

79.0

65.1

58.2

59.5

78.9

72.1

67.3

0.065

0.063

0.065

0.062

0.050

0.038

0.041

31.5

33.5

36.4

37.2

46.2

37.4

40.0

0.025

0.029

0.027

0.026

0.026

0.017

0.023

0

0

0

0

0

0

0

1,486,678
408
1,000,887
408
400,202
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PSC

PSC Budget to National Budget (%)
Recurrent Budget to Total (%)
PSC Recurrent Budget to Total Recurrent (%)
Govt Personnel Budget to Recurrent Budget
(%)
PSC Personnel Budget to Govt Personnel
Budget (%)
PSC Development Budget to National Dev
Budget (%)
Source: Ministry of Finance and Economic Development 2009

Challenges and Constraints

3.4 Logistical and Physical Capacity

T

able 4 below is a summary of the logistical capacity (or the serious lack of such a capacity) of the PSC. It focuses only on the equipment and logistics required to enhance
the efficiency and effectiveness of the institution in carrying out its functions, including

information processing, management, storage and retrieval facilities, communications facilities
and transportation facilities. There was also the problem of inadequate office accommodation and
other poor work environment aspects, which continue to plague the PSC up to the present.
The operating environment of the PSC in a declining manner has therefore evolved over time.
The rules of engagement saw changes in a perverse way, with the regulatory instruments at the
disposal of the Commission becoming obsolete and in many cases redundant.
This therefore left the present PSC membership with huge challenges if the PSC were to resume
its leadership role in the public service of Sierra Leone amongst which are:

A considerably dwindled human resource base, partly as a result of a severe brain drain
caused by both the eleven years of conflict and poor conditions of service, and partly as a
consequence of decades of poor human resource development policies and strategies, with
little public service oriented education and training; as a result, the PSC was restricted to a
limited pool of skills to recruit from



The existing lack of competitiveness of the civil service for the limited skills in the domestic
labour market because of poor conditions of service



Deterioration of standards, depletion of skills and growing inefficiencies in the Service, with
several sections and sectors of the civil service hived out of the Service to create new and
presumably more efficient autonomous public sector institutions. The PSC is now faced with
the challenge of redefining its relationships with these institutions and other such agencies

Inconsistencies and conflicts between the legal environment and some of the proposed changes
in the governance environment and public sector reforms, including the public sector management structures.
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Table 4: Logistical and Equipment Endowment of the Sierra Leone PSC as at October 2009
Access to

1.

Desktop
Computer/
Laptop

Other
Transport
Facility

Photocopier

Official
Motor
Vehicles

1

0

0

0

0

0

0

0

0

0

0

0

0

0

0

Member 3

0

0

0

0

0

0

Member 4

0

0

0

0

0

0

Secretary

1

0

0

0

0

0

Deputy Secretary

0

0

0

0

0

0

Assistant Secretary

0

0

0

0

0

0

Executive Officers'

0

0

0

0

0

0

Printers

Category of Staff

Officer

Executive/
Administrative

Chairman

1

1

Member 1

0

Member 2

Internet
facility

8
2.

Professional

Accounts

0

0

0

0

0

0

3.

Secretarial Staff

Chairman's Office

1

1

0

0

0

0

Members' Office 1

0

0

0

0

0

0

Members' Office 2

0

0

0

0

0

0

Members' Office 3

0

0

0

0

0

0

Members' Office 4

0

0

0

0

0

0

Secretary's office

1

1

0

0

0

0

Remarks
Laptop and printer personal

Apart from the above staff
and the sub-accountant,
there is no specialized professional staff at PSC

2 computers, one unusable,
9 years old

Access to

Category of Staff

Officer

Desktop
Computer/
Laptop

Other Secretarial Staff
4.

5.

Other Support Staff

Pooled Equipment
Total, All
Equipment

Printers

Internet
facility

Photocopier

Official
Motor
Vehicles

Other
Transport
Facility

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

0

2

0

4

3

1

0

2

0

9
Memorandum Items:
Ratio of Executive/Administrative/Professional Officers per Computer - 1/6
Ratio of Secretarial/Admin Support Staff per Computer - 2/5
Ratio of Other Clerical/Support Staff per Computer - 0
Ratio of Drivers to Serviceable Vehicles – 0
Source: Public Service Commission 2009

Remarks

Both Vehicles run-down
and unserviceable, one of
them a 4-Runner donated
used to GoSL by UNAMSIL
as far back as 2005

4.0 Critical Challenges to Rebuilding the Public Service

T

he Public Service of Sierra Leone in the colonial era was established and managed on
strong principles and institutional structures and systems as well as accountable and
ethical practices and procedures. It was within such an environment that the PSC was

created in 1948. Unfortunately, these structures and systems in the post colonial period saw a
progressive erosion brought about by various forms of negative influences including patronage
and politicization as well as lack of modernization and effective public service leadership; a situation which the PSC historically and regrettably somehow failed to exert its influence over, notwithstanding its constitutional mandate.
It is a well-known fact that there is capacity weakness within the public service comprising both
civil and public servants. Critical gaps continue to exist at all levels particularly in the middle level
professional and senior management cadres. This situation of limited administrative leadership
and technical capacity at the middle therefore puts at risk efforts at reform and the implementation
of government’s policies and programmes for national development. The above situation over
time was compounded with a ‘brain drain’ of talent, non-transparent methods of recruitment, lack
of any form of structured training, staff development and performance appraisal. The decade of
civil unrest was the last straw.
It is unfortunate that since the advent of a post-war structured format for Public Service Reform
beginning in 2002, not much has been achieved apart from the transformation of the Establishment Secretary’s Office to the Human Resources Management Office in August 2008.
There is now the dire need to modernize the management of the process of government for increased efficiency and accountability in service delivery, and this in turn has created the need to
bring into government administration some of the emerging professions associated with these
emerging needs. There is therefore the need for deliberate action to solve these myriad problems
through a combination of a comprehensive pay reform, recruitment and training strategies to fill
the critical skills gap and at the same time retain the capacity developed over the medium term
into the future.

4.1 Vision 2025
In yet a further bid at reform, GoSL in 2003 launched ‘VISION 2025’, an overall vision of its long
term development objective within which the poverty reduction strategy was cast. However, the
capacity of GoSL to implement this strategy and service delivery was weak. It was therefore one
of the key objects for programme realization, that in the short to medium term, action should have
been taken to create a leaner, well-motivated and capable civil service to implement the PRSP
and greatly improve efficiency in the public service in general. Actions envisaged in this regard
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included inter alia, filling of critical gaps in key MDAs through competitive recruitment, the transformation of ESO to HRMO, restructuring of MDAs through MFRs, implementing a Comprehensive Training Policy, formulation of a Pay and Grading Strategy, Records Management etc.
A key area of intervention centred around the improvement of managerial capacity and key competencies of MDAs for policy development, design, implementation and support for service delivery, to take care of gaps in capacity in Co-ordination and Monitoring and Evaluation, Policy Development, Strategic Planning and Service Delivery.
Benefits to be derived would have included improved capacities for policy development and support to service delivery which would have resulted in MDAs:

having adequate and better skilled cadres and their outreach capacities strengthened



strengthened capacities and competencies in policy development, strategic planning and development management in MDAs .

The linchpin in GoSL capacity building strategy in the above regard should have been the establishment of a ‘Senior Executive Service’ (SES) consisting of highly capable and competent senior
civil servants selected on a transparent basis through a competitive assessment process. This
cadre of personnel should have had the capacity to lead the reform effort and enhance the strategic delivery of services. The creation of the SES was underpinned by the rationale that an efficient management core, covering civil service grades 11-14 would have provided leadership to
manage Change and also the momentum to restructure and revitalise the civil service, but was
never implemented due to lack of sufficient analysis, justification and support from development
partners.

4.2

Civil Service Environment

T

o buttress the above, the following excerpts from the Sierra Leone Public Sector Reform Programme (2009-2012) published in April 2009 reported as follows:
“Civil Service Environment

Despite a fairly extensive programme from 2002 -2007 including the
preparation of Management and Functional Reviews (MFRs), the
most significant outcome was the transformation of the Establishment
Secretary’s Office into the Human Resource Management Office (HRMO).
Besides this, there is very limited evidence of reform based on the MFRs
to the extent that much of the civil service lacks clear direction about
its role and functions and more importantly, its contribution to the overall
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development goals. There is also some evidence of confused mandates
which could have been resolved with the adoption and implementation
of the MFRs.

The human resource base remains lopsided, with 85% of staff in the junior
grades and very few technical staff in the middle level grades. Whilst
policies exist, these are for the most part, outdated and require substantial
revision. Work has been ongoing by the then Governance Reform
Secretariat but implementation has been rather weak. Pay and incentives
remain relatively low and there is no performance management system in
place. This should be remedied……”

Overall, the civil service continues to be in dire need of substantial restructuring and refocusing to
ensure that it plays a full and proper role in the development of Sierra Leone.

4.3

UN World Public Sector Report

A

UN World Public Sector Report in 2010 identified a number of critical challenges to rebuilding government administrations in post conflict situations and
which has much relevance to Sierra Leone, among which are the following:-



Developing effective public sector leadership



Building effective public administration institutions



Strengthening human resources in the public sector



Improving the delivery of public services.

This Report concluded that a properly managed public administration will lead to two critical outputs viz: better provision of public services and enhanced trust in government.
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I

t is an accepted fact that the civil service over the years did suffer a progressive depletion
of skilled manpower in the managerial and professional grades. This situation was exacerbated by the 11-year civil strife and has continued up to the present. A key problem also

identified is the ‘missing middle’ in the service. In 2008, there were only 995 civil servants in midlevel professional and technical grades i.e. grades 6-10 compared with 5,858 in 1993/94 at the
start of the war. Senior management of the service comprised 0.9% of overall total workforce.
In February 2008, His Excellency the President as “Minister of Public Service,” initiated a widerange of reform measures to transform the Public Service into a modern and efficient organization. As part of this transformation, a case was made for the Public Service Commission to adopt
a more strategic role, concentrating on its responsibilities, as set out in the Constitution of advising on senior appointments. The PSC was also expected to actively engage in the strategic development of the civil service of Sierra Leone and become a stronger regulatory body overseeing the
institution and maintenance of ethical standards across the Public Service.

5.1 Preparation of Concept Paper

T

he present Commission, whose membership was sworn into office on 14th August
2008, inherited a PSC that had remained impervious to reform and change, compounded by many years of neglect and emasculation by decades of retrogressive fund

starvation, poor staffing and weak logistical capacity causing the institution’s consistent incapacity
to deliver on its mandate. The new membership being alive to its responsibilities and the new
challenges ahead, devoted quality time to decipher what was required of it that will help make the
Commission an integral part of the Agenda for Reform and Change.
A proactive campaign was launched to enable the PSC reassert its development relevance and
constitutional authority, with the primary objective of recasting and repositioning itself in a leading
role in public service reform. In this regard, a Concept Paper at annex 1 entitled “Redefining its
Strategic and Regulatory Role - A New Direction for the Public Service Commission,” was prepared in October 2008, and formed the basis to obtain technical assistance from the Commonwealth Secretariat to undertake a Management and Functional Review of the Commission. This
assignment was undertaken by an indigenous consulting firm, SAADIA Consulting (SL) Ltd., and
successfully completed in August 2010, with the publication of the review document.

5.2 Management and Functional Review (MFR)
The objective of the MFR was to conduct a functional and organizational review in order to:


Assist the PSC to redefine its role in view of the emerging challenges of public sector re-
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forms in Sierra Leone


Assess the legislative implications of the new functions of the PSC



Assess the capability of the PSC to take on its new responsibilities under the Proposed
Multi- Donor Funded Public Sector Reform Programme, and make recommendations on
required institutional adjustments and capacity development of the PSC



Analyse the existing component structures and existing skills mix of current staff with a
view to recommending revised structures, job profiles and appropriate allocations of staff



Analyse other aspects which impact on the need for structural reforms in the PSC with a
view to increasing its effectiveness.

It was against the above background that the PSC articulated its Mission, Vision and Core Values
as follows:MISSION: Our Mission is to provide leadership, supervision, oversight and guidance to
the development and management of the human resources of the public service to ensure
effective and efficient service delivery to the people of Sierra Leone.
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.
CORE VALUES: In the performance of its functions, the PSC will be guided by the following:

Independence



Political neutrality



Transparency



Accountability



Integrity



Responsiveness



Equal opportunities
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I

n view of the foregoing and the major challenges ahead, the PSC assiduously worked towards redefining its role, and charting out a new direction in fulfillment of its constitutional
mandate. The rules of engagement and relationships with other players and stakeholders

also needed redefining against the background of its new environment.
Specifically, the PSC needed on a medium to long term basis, to take urgent action and leadership in the following areas of public service reform in Sierra Leone:-

 Restore the hierarchical and moral status of the PSC within the public service organizational and institutional structures

 Develop a strategic plan that clearly articulates its Vision, Mission and Values, defines its
renewed role and charts out the way into the future

 Internally reorganize and strengthen itself, including internal capacity building and reform
of its business processes, streamlining the functions of the organization and refocusing its
strategic role towards its core functions

 Redefine its relationships with the rest of the public service, including the Human Resources Management Office, the Public Sector Reform Unit, the Anti – Corruption Commission, as well as the new and emerging public sector institutions; it should also include
reconciliation of conflicts and inconsistencies, as well as existing but unworkable arrangements. It also includes reconciliation between the provisions of the Constitution and other
existing legal instruments on the one hand, and the various reform proposals being tabled
in respect of public sector governance and management

 Catch up with the national reform agenda and taking its appropriate leadership roles in its
areas of competence

 Reach out into the rest of the public sector and other stakeholders by developing the appropriate information machinery, including a website

 Champion a progressive improvement in pay and conditions of service in the public sector, starting with the creation of a senior executive service which will take strategic leadership in the transformation of the service into a more professional, efficient and focused
institution of governance and public service delivery

 Given the huge skills and capacity gaps in the public sector, there is also a need for serious and carefully thought out scholarship programmes aimed at filling these skills gaps.
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This will obviously be informed by a comprehensive skills audit and job evaluations, in addition to management and functional reviews of the public service, and the development of
the PSC’s capacity for personnel information management and processing from the organization’s perspective; and

 Modernizing the civil service regulatory machinery, including the rules and regulations,
and instituting and enforcing standards of performance and codes of behavior in the public
service.
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7.0 Institutional Structure and Organisation
7.1 The Commission
The present membership of the PSC was sworn into office on 14th August 2008, comprising:
Mr Valentine T. Collier

Chairman

Paramount Chief Charles Caulker

Member

Mrs Lovetta Christiana Forna

Member (Obiit. 30th April 2012)

Ms Mabel Ekama Kumba M’bayo

Member

Mr Alex Sorie Konteh

Member

7.2 The Secretariat
The Commission is supported by a Secretariat headed by a Secretary to the Commission. Based
on key recommendations in the MFR, the Commission has since undergone significant internal
restructuring. Executive Clearance was obtained in December 2011, for a new organizational
structure to be put in place, and for the recruitment of core professional and support staff to fill in
the newly created vacancies within the new structure at annex 2.

7.3 Job Descriptions
A synopsis of job descriptions within the new structure are as hereunder:The Secretariat
This is the focal office and contact point that supervises and coordinates all activities within and
outside the Commission, headed by a Secretary with the responsibility of giving clear strategic
and leadership guidance to the PSC Management Team, including the planning and co-ordination
of PSC activities, and receiving and processing requests from MDAs.
There are also two functional departments with structures and functions listed hereunder:The Selection and Staff Development Department
Serves as the main link between the Commission and HRMO on all recruitment, placement, and
promotion and staff development matters
Develops policies, procedures and standards for recruitment into and placement in the Civil Service
This department consists of three sections that undertake: the Performance Management, Audit
and Discipline; Selection, Appointments and Promotions, and Career Development functions of
the Commission

17

Institutional Structure and Organisation

Performance Management, Audit and Discipline
Ensures the establishment of a Performance Management system that emphasizes responsibility,
accountability, and productivity
Selection, Appointments and Promotions
Ensures that all relevant and appropriate procedures in the recruitment process are followed, including, processing of indents and advertising, receipt and filling of applications
Career Development
Identifies and implements training and development needs within the Commission through job
analysis and appraisal schemes
Policy Development, Planning and Monitoring Department
Carries out research into and benchmarks against best practices which best fit the activities of the
PSC
Provides strategic direction and supports and facilitates the PSC’s performance in its core functions by preparing draft polices, guidelines and procedures designed to enhance Public Sector
Performance
The department is made up of three sections: Research and Policy Development, Information and
Communications Technology and Monitoring and Evaluation.
Research & Policy Development
The role of the unit is to provide research input for the analysis required for the development, implementation, review and evaluation of new and existing policies.
Monitoring and Evaluation
This Unit develops M&E framework for Annual Work plans and guides the establishment of administrative, accounting and project-component M&E systems;
Information and Communications Technology
To provide technical, strategic and policy advice on ICT matters and the implementation of various ICT solutions and interventions on work processes and other related matters
Support Services
This Department provides administrative support to the Commission which includes: Human Resources Management, Financial Management, Internal Audit and Procurement functions.
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7.4

Staffing

The issue of staff development for the PSC has been spelt out in the Strategic Plan (see section
8.4), with the structure and manpower requirements aimed at professionalizing the PSC by
strengthening its middle level professional/technical categories. The optimal establishment structure in the organogram at annex 2, is presented in Table 5 below:-

Table 5: Approved Establishment Structure of
the PSC
Unit/Function

HOD

The Secretariat
Selection & Staff Development
Policy Development, Planning and Monitoring

1
1
1

Senior
Staff
1
8
7

Support
Staff
0
0
0

Administration & Support Services

-

3

12

All functional departments/sections/units

3

19

12

Total
Staff
2
9
8
14
33

Starting April 2012, eleven core positions within the new structure have been filled as follows –












Head, Selection and Staff Development
Performance Management, Audit and Discipline Officer
Selection, Appointments and Promotions Officer
Career Development Officer
Head, Policy Development, Planning and Monitoring
Research and Policy Development Officer
ICT Officer
Monitoring and Evaluation Officer
Accountant
Human Resources Manager
Procurement Officer.

The final two key positions of PSC Secretary and Internal Auditor will shortly be filled.
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7.5 Staffing Trends and Projection
The Strategic Plan has also given a profile of recent and projected trends in staffing in Table 6
below -

Table 6: Staffing Trends and Projection
Projections
Category

2009

2010

2011

2012

Middle level and senior management

3

3

2

Middle level and senior professionals

0

0

Associate professionals and senior
support staff

4

Junior staff

2013

2014

2015

4

4

4

4

0

8

17

17

17

4

4

4

6

6

6

20

20

20

20

6

6

6

Total

27

27

27

37

33

33

33

Middle level professionals/
managers as % of total staffing

11

11

7

32

64

64

64

7.6

External Linkages and Relationships

The Strategic Plan has also outlined PSC’s external linkages and relationships captured in the
diagram at annex 3. The external relationships of the PSC have been classified as :
i.

Upward external reporting, delegation and authorization relationships, as applies to
the PSC’s relationship with the President (as Minister for the Public Service) and Parliament;

ii. Downward external reporting, delegation and authorization relationships, as applies
to the PSC’s relationship with HRMO and MDA’s;
iii. Collaborative/cooperative relationships as is to be seen in PSC’s relationship with the
Public Sector Reform Steering Committee, Anti Corruption Commission, the Audit Service
and the legal and judicial system;
iv. Delegative/collegial guidance as applies to its relationships with other personnel service
commissions, boards and authorities, including the Judicial and Legal Service Commission,
Police Council, Local Government Service Commission, Health Service Commission,
Teaching Service Commission, etc.; and
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v. Facilitative/Supportive relationships with Ministry of Finance and Economic Development, Public Sector Reform Unit and Development Partners whose technical and financial
support and facilitation are required for the effective delivery of the PSC on its mandate,
and push its reform agenda forward.
It was further made quite clear in the Strategic Plan that i – v. above are all relationships, linkages
and inter-dependencies that the Commission will need to properly manage for effective reform
and delivery of high quality, disciplined and performance-oriented skills to the public sector. Chapter 4 section 4.5 On Going Reform Initiatives of the Commission’s Management and Functional
Review is a valuable point of reference.
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8.0 Milestones - Improvements in Business Practices
8.1 Meetings

A

s a starting point, the PSC in 2009 introduced an ad hoc system of meetings which
was geared towards putting together ideas for reform and mapping out strategies towards that end.

This mode of operation allowed flexibility to convene meetings as and when necessary whilst at
the same time continue with matters of a routine nature.
Meetings at the Commission are now organized and held as follows:


At the top most level, Management Meetings on a fortnightly basis



At the next level, Technical Committee meetings as and when needed, to deal with issues/ problems in the execution of programmes within the Strategic Plan, and other covenants agreed upon with donor agencies; outcomes from this level feeds into agendas for
management meetings



The third tier consists of Committees set up with specific mandates creating the opportunity for discussion and information flow to permeate the entire organization.

Committees so created together with Terms of Reference are given below: 

Integrity Committee - ensure adherence to PSC Code of Conduct and Ethical Practice,
and serve as focal point for mainstreaming activities with the Anti Corruption Commission



Budget Committee – exercise oversight of all PSC budgetary activities and compliance
with the requirements of the Government Budgeting and Accountability Act, 2005



Procurement Committee - charged with the mandate to exercise all public procurement
functions and activities of the PSC, as provided for in the Public Procurement Act, 2004



Welfare Committee - create an enabling environment for the voluntary participation of all
categories of staff in the reform and developmental process of PSC



Office Accommodation Committee – working towards the objective of providing PSC staff
with a conducive working environment.

The PSC continues to keep under review the above processes to ensure relevance and connectivity in the on-going process of reform and change.
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8.2

Outreach Programmes

D

uring the months of October and November, 2010, the PSC embarked on an outreach
programme beginning with sensitization visits to the regional headquarter towns of
Makeni, Kenema and Bo to acquaint the communities with the new focus of the PSC

and its reform initiatives. The PSC also had in mind plans to take this initiative to the district level,
but due to serious financial and logistical constraints, these were temporarily shelved.
The above notwithstanding, the PSC was able to ‘decentralize’ some aspects of the recruitment
process. Thanks to the full cooperation of Provincial Secretaries and Staffs in Makeni, Kenema
and Bo, desks were opened for the handling of advertisements, and the distribution and collection
of job applications from prospective candidates.
Based on the feedback from the regions, arrangements put in place appear to be working fairly
well.

8.3

Competency Based Recruitment

T

his mode of Recruitment refers to the process of attracting, screening and selecting of
appropriately qualified persons for advertised vacancies in the civil service. In May,
2009 the PSC conducted a series of in-house workshops in an attempt to lay the foun-

dation for a selection process based on fair-play, openness and merit-based, moving away from
that which in the past allowed for the traditional latitude of personal discretion.
The fundamental changes in the job market have heightened the emphasis on “quality at the
gate” the world over. The PSC is therefore of the conviction that it should target prospective employees who can add value to national service, not those who merely seek value from the service.
To add value at the initial stage of its new recruitment process, PSC instituted a policy of engaging Independent Adjudicators (IAs) i.e professionals with requisite qualification and relevant working experience from both the public and private sectors to assist in its recruitment exercises.
It is gratifying to note that all of those who consented to serve (named in annex 4), did so voluntarily. This experiment proved to be such a success that it is now part and parcel of the Competency Based- Recruitment Procedure of the PSC.
Sub-Graduate and Graduate examinations on a competitive basis were also introduced in 2010
with the first graduate entrance level examinations conducted in the regional headquarter towns
of Makeni, Kenema/Bo and in Freetown. Severe logistical and financial constraints prevented the
continuation of this ‘decentralized’ aspect of the PSC’s planned activities. In the meantime there-

23

Milestones - Improvements in Business Practices

fore, PSC had to reluctantly continue with the ‘centralized’ form of exams in Freetown. PSC taking
into consideration the inconvenience caused to candidates from the regions, now refunds transportation costs to all regional candidates invited to take exams and those shortlisted for interviewing. PSC also pays victual allowances to all of the above mentioned whenever their presence is
required in Freetown.

8.4

Strategic Plan 2012-2015

The PSC undertook the development of a 3-Year Strategic Plan covering the period (2012- 2015)
that will clearly articulate its vision, mission, and values, defining its renewed role and charting out
the way into the future. The Strategic Plan was developed through an interactive hands-on approach and consultative process involving the Chairman, Members and Staff of the Commission,
as well as consultations with stakeholders and partners. The plan takes due account of the risks
and challenges of the external operating environment, as well as the Commission’s internal capacity and logistical constraints, and seeks to mitigate these as far as feasible.
It is worth mentioning that this document is a product of a consultancy undertaken by Saadia
Consulting (SL) Limited an indigenous firm, and that the preparation of the plan was funded by
the Government of Sierra Leone from domestic resources.

8.5

Citizens’ Service Charter

S

ince public services of states are funded by citizens, either directly or indirectly, it is but
equitable for them to rightfully expect a particular quality of service that is responsive to
their needs and which is provided efficiently at a reasonable cost.

The PSC Citizens’ Charter is a written, voluntary declaration as a service provider that highlights
the standards of service delivery the PSC must subscribe to, make known the available choices
for clients, avenues for redress of grievances and other related information. It is thus a useful
way of defining with stakeholder involvement, the nature and quality of service delivery. In other
words, a Citizens’ Service Charter is an expression of understanding between the citizen and the
service provider about the nature of services that the latter is obliged to provide. The publication
of the Charter is aimed at enhancing standards of service delivery and making governance more
transparent and accountable. The PSC sees this Charter as a tool for enhancing standards of
service delivery and fostering greater public accountability.
The Charter is based on the principles, values and standards of Government’s commitment to
deliver on its “Agenda for Prosperity” which aims at institutional reforms and development of a
service-oriented public sector.
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8.6

Code of Conduct and Ethics

T

he PSC also undertook the crafting of its Code of Conduct and Ethics which provides
guidance in the form of a written collection of rules, principles, values and expectations,
behaviors and relationships that the PSC considers important and verily believes are

fundamental to its credibility and success of its operations.
The Code therefore provides a framework for ethical decision making within the PSC, and also
serves as a communication tool that informs all stakeholders about the standards and values that
guide the PSC in all its undertakings.

8.7

Handbook on Competency Based Recruitment

T

he PSC recognizes that good governance, effective and efficient service delivery can
only be realized when the right mixes of qualified, experienced and competent personnel are recruited into the Civil Service.

The PSC in consultation with the World Bank and in collaboration with the Human Resource Management Office (HRMO) in 2012 developed an ‘Open, Competitive and Merit – Based Recruitment and Selection Procedure Handbook’ that will provide all stakeholders with guidelines on recruitment and selection for filling vacant posts in the civil service. This handbook therefore aims at
offering transparency, fairness and equal opportunity throughout the recruitment and selection
process.

8.8

Website Development

T

he PSC website has been developed using content management system (CMS); which
is a bundled stand-alone application, to create, manage, store and deploy content on
Web pages. The website is user-friendly, interactive and cross browser compatible and

ensures security and integrity.
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9.0 Budget Performance 2008 - June 2013

I

n terms of operational costs and when compared with previous years, there has been only
minimal increases in allocations. In all cases and annually, actual spending always fell below allocations as per Table 7 below:

Table 7: Budget Analysis (amount in Million Leones)

Years
2008
2009
2010
2011
2012

As at June 2013

Amount Allocated
302
314
342
363
406

228.6

Actual Amount
Spent
288
310
330
336
GOSL 138
DLI 56.6
GSLO 51.3
DLI 375.9

Shortfalls/Variance
14
4
12
27
268
_
177.3

NOTE: DLI = Disbursement Linked Indicator. (World Bank Pay and Performance Project)
see sec.16.3 & annex11
The PSC notwithstanding the budgetary constraints for Other Charges highlighted above, did
seek and obtain significant support from the Ministry of Finance and Economic Development for
its organizational restructuring programme. PSC was thus able to commence recruitment of core
specialist staff in April, 2012, with adequate budgetary provision for the funding of these new and
other positions.
The PSC in the final quarter of the fiscal year 2012 received the sum of Le56.6million being part
of the project financing cost for meeting the DLIs for year zero (DLIs Yr. 0) covering the period
April 2012 to June 2012.
Further to the above, in the second quarter of 2013, PSC received the amount of Le 375.9 million
for achieving its DLI targets for Year1 (July 2012 – January 2013). GoSL budgetary provision for
January – June 2013 was Le51.3 million, as against the approved estimates of Le 228.6 million
for FY 2013.
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M

onitoring and Evaluation (M&E) forms one of the ground-breaking activities in the reform process of the PSC. The environment for M&E became a reality with the April
2012 recruitment of the new core professional staff for the PSC.

The PSC also takes cognizance of the fact that M&E : –


provides the only consolidated source of information showcasing project progress



allows actors to learn from each other’s experiences building on expertise and knowledge



generates reports that contribute to transparency and accountability, and allows for lessons
to be shared more easily



reveals mistakes and offers paths for learning and improvements



provides a way to assess the crucial link between implementers and beneficiaries on the
ground and decision-makers



adds to the retention and development of institutional memory.

According to a World Bank publication in 2004 entitled ‘M&E, Some Tools and Approaches’,
“Monitoring and Evaluation (M&E) of development activities provide government officials,
development managers and civil society with better means for learning from past experience, improving service delivery, planning and allocating resources, and demonstrating
results as part of accountability to key stakeholders. Within the development community,
there is a strong focus on results…”
The PSC therefore accords high priority to M&E activities, and within a relatively short time, was
able to prepare an M&E update on its activities during 2012. Under Chapter 8 of its Strategic Plan
- ‘Performance Targets, Monitoring and Evaluation’, performance targets were set against
various objectives identified for the period 2012 – 2015. Indicators and baseline situation are
shown in the M&E Framework at annex 5. These have been used as yardsticks to assess the
PSC’s activities during 2012 and reported on at annex 6.
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11.0

RISKS AND MITIGATION MEASURES

Risk
Untimely disbursement of Funds and inadequate
budgetary allocation. Consequently hindering the
Commission to fully perform effectively and efficiently its constitutional mandate.

Date

Priority
High,
Medium,
Low
High

Mitigation Measures

28



The restructuring and reorganization of the
PSC would require increased and timely budgetary allocation.



In addition, the Commission will require additional resources for capital outlays, and logistical support to progressively modernize its
business processes and carry on its assignments on a country wide basis
Regular coordinating meetings must be held
with key players; PSC, HRMO and PSRU to
probe into and review progress in the Public
Sector Reform Programme

Weak co-ordination and communication flows
leading to poor synergy between key implementing partners.

medium



PSC’s activities are hinged on those of others.

Medium




The increase in other Commissions (dealing with
personnel management in the Public Sector e.g
Health Service Commission, Teaching Service
Commission.

High



Non availability of logistics

High



Medium



Traditional method of recruitment based on latitude of personal discretion

HRMO should work on the Manpower Plan
promptly as planned.
MOFED to release funds on time to carry out
planned activities
Setting up other Commissions may be appropriate, but there must be clarity in their roles in
relation to that of the PSC which retains the
Constitutional mandate for recruitment and
staffing in the Public Service
Timely supply of logistics
A Merit – Based and Competitive Recruitment Procedural Handbook developed

12.0 Delegation of Authority

T

he PSC, acting in accordance with Section 152 sub- section 10 of the 1991 Constitution, in March 2008, delegated the functions of Recruitment, Promotion and Discipline
of Civil Servants between grades 1-5 to the newly created Human Resources Management Office (HRMO).

The Constitution presciently recognized the possibility of enlargements and functional complexities arising in public sector personnel management and therefore provided for delegation of functions to and by the PSC under certain circumstance and along with clear conditions, including the
need for accountability and the preservation of standards.
Full text of delegation directions which came into force on 7th August 2008 is at annex 7. This
Delegation formed part of Public Sector Reform activities sanctioned by Cabinet in February
2008, leading to the creation of the new HRMO.
Notwithstanding the provision in the Delegation requiring HRMO to send annual returns to the
PSC, and despite several reminders to the effect, HRMO regrettably never responded. The PSC
was however very reluctant to enforce the requirement of reverting to the status quo ante as provided for in the Delegation Agreement, firmly committed to pressing for compliance rather than
applying sanctions. Thankfully, the patience so exercised did yield dividends with the new dispensation at HRMO making a prompt submission of the long awaited returns for 2009 – 2012.
An analysis of information and figures provided shows that apart from the Civil Service Verification Exercise in 2008 which resulted in the reduction of mostly unskilled workers from 17,580 to
11,000 with monthly savings of Le500million, no further action was thereafter taken to move this
process forward; rather, further recruitments were done mostly of unskilled and semi-skilled workers. There is hardly any evidence that the various positions filled were publicly advertised and
open competition encouraged. The submission itself by HRMO, makes a very strong case for
rightsizing if only to do away with obsolescent posts and rationalizing functionality and grading.
Starting with Grade 1, it is the PSC’s view that all positions in this grade should be for unskilled
workers. In fact, the PSC believes that all jobs in this grade should now be out sourced to the private sector. Grade1 could then be used to accommodate semi- skilled workers, mainly as an entry and training point for artisans. Here again the PSC avers that it would make both economic
and administrative sense for these positions also to be out sourced to private sector management.
A sampling of the confused representations of category of workers under Grade 1, is given as follows:- Lab Assistant, Architectural Draughtsman III, Tailor, Cook, Vaccinator, in the same grade
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with Watchman, Security Officer, Cleaner, Labourer, Porter, Office Assistant. This situation again
presents itself in Grades 2-5, with a marked absence of the logic of job classification and job description specifying entry requirements, qualifications etc. There is also the peculiar situation of
Monitoring and Evaluation Officers recruited into Grades 4 and 5!
New recruitments done by HRMO during the period 2009-2012 reveals that 5406 positions in
Grades1-5 were filled, with an ever increasing bulge at the bottom. Details are at annex 8.
It is public knowledge that as at 7th August 2008, when HRMO was launched and the Delegation
of Authority granted by the PSC, an analysis of the workforce did show great and unacceptable
imbalances.
Quoting from Dr Julius Sandy’s (the then Establishment Secretary’s transitioning to DirectorGeneral, HRMO) speech during the launching ceremony –
‘… Of the 15,612 Civil Servants [in government employment], 13,906 fall within
Grades 1-6. That is 89% of the entire Civil Service Workforce is in minor Grades.
By implication, 89% of our Workforce is either barely skilled, semi-skilled or totally
unskilled. In fact the bulk is unskilled. Even more challenging is the scenario
at the top management level of the Civil Service, where labour is expected to be
most highly skilled and efficient. There are 155 employees in Grades 11-14
representing a mere 1% ( exactly 0.99%)…’

It is common knowledge that the area of great deficiency in the prevailing skills gap in a wide
range of professions within the middle level and managerial, technical and scientific cadres, attracts a healthy competition from other lucrative job outlets. Consequences of the above are skills
gaps in the most critical areas viz: Health and allied sectors, economists, engineers, architects,
surveyors, policy analysts, M&Es, HR specialists etc. Complementary to the above is the dire
need to modernize government business practices for increased efficiency, transparency and accountability in the delivery of public service.
Added to the above is the fact that right sizing can create a further fiscal space of up to Le 15 billion per annum in government’s wage bill.1

1. GOSL: A Multi-Year Pay Reform Strategy (2011 - 2015) within a Holistic and Integrated Public Sector Reform
Framework, January 2011.
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13.0 Improved Records Management and E-Governance

A

useful adjunct to the reform process and which over the years has been confined to
the back stage is the relevance and value of records management. In recognition of
this fact, the Public Sector Reform Programme (2009-2012) did make provision for an

Improved Record Management System that would have ensured a standardized record keeping
system which should have contributed to timely and productive use of information.
The PSC cognizant of the above, has during the past year engaged in a fact finding exercise
which led to the convening of a series of meetings with officials of the Records Management Improvement Programme (RMIP) with a view to having a better understanding of the issues involved and at the same time see how best a way forward could be found that will ensure this important aspect of government administration go hand in hand with the on going reform process.
The objective of this presentation is therefore to excite conversation which must of course lead to
finding a way forward. The PSC holds the view that the conversation should be all-inclusive encompassing the public/civil services, institutions of learning, the private sector and society at
large.

13.1 Impact of Records Management in the Information Age

T

he Sierra Leone Public Archives Act of 1965 is out dated and the Public Archives Office
is in dire need of reform and assistance. In the early 1980’s dynamic and resultsoriented stakeholders could not do much, because there were institutional blockages

within the corridors of the Archives Advisory Committee. This has since had serious consequences for records keeping systems throughout the public service.
When records keeping is poor, ordinary citizens are usually the losers:


government services such as health care and education are impaired



quality of education is diminished



delivery of justice is compromised



human rights cannot be protected



freedom of information initiatives cannot be implemented, and



civil society cannot hold government to account because there is lack of evidence.

The trend internationally is towards computerising business processes, using new technologies to
transform the way we work and to do more at less cost.
Sierra Leone has already entered the Information Age with the introduction of fibre optic technol-
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ogy. The public sector in Sierra Leone is purely paper-based. Information Technology (IT) is already used to support many core functions such as Payroll, Financial Management, Tax and
Revenue Collection, Electoral Registration, Statistics and National Registration. The expectation
is that IT will provide the basis for accurate and reliable information, informed decision-making,
effective service delivery and anti-corruption efforts.
Government has listed e-government and access to information as priorities in the Agenda for
Prosperity. The overarching objective, which all democratic nations strive to achieve, is a new
information society where Ministers, Politicians, Public Servants, Citizens, Civil Society Organizations and the Private Sector are able to access the services and information they need, and are
able to trust the services and information they receive. Sierra Leone now has an opportunity to
build the information infrastructure, systems and skills for this future. However, the transition to egovernment and greater public access to information also introduces new challenges for Government.
New technology and the digital environment have huge advantages over the old paper-based
ways of doing things. But digital information is vulnerable: it can easily be overwritten, modified,
fragmented or lost through careless or even malicious misuse. Software compatibility, backup
and security of storage are challenges that should be considered.
Unmanaged, digital information does not survive long. And without proper controls to protect its
accuracy and integrity and keep it up to date, digital information quickly may become inaccurate
and ridden with errors. High standards in records management should be regulated and practiced; otherwise the veracity and completeness of data are often questionable.

13.2 Information Integrity
How can we address these issues? How can Records Management contribute to the Agenda for
Prosperity? What relevance does Records Management have in the Information Age? Why do
we need a new Records and Archives Act?
Digital information is rapidly becoming the evidence-base for public sector management.

It

should also be used to engender trust between government and its citizens.
Good governance is therefore dependent on records management and skilled and experienced
professionals to design and implement new standards to ensure compliance. This should be the
mandate of the National Archives but the National Archives is constrained by an out-of-date Act
and an obsolete organizational structure.
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Poorly managed records and data will inevitably result in the misuse of information, cover-up of
fraud, misguided policy recommendations, misplaced funding, and skewed findings and statistics.
Government services cannot be monitored, justice delivery can be impaired, human rights cannot
be asserted and corruption cannot be proven. The following quotes from the Auditor General’s
Report for 2011 illustrate the importance of record-keeping:

‘I was not able to obtain sufficient and appropriate audit evidence that Domestic Revenue disclosed in the Public Accounts was free from material
misstatement.’

‘All too frequently, requested documents were not made available to our
auditors for review although this has improved over previous years.’

‘There are also instances of poorly managed or largely non-existent document filing systems; inadequate personnel records; payroll calculation errors and less than well-functioning internal audit departments.’

13.3 A National Strategy for Records Management

A

national strategy is needed to build the records and data management infrastructure,
and to ensure that the necessary skills and legal and policy framework are in place for
a sound and sustainable information base in the public sector. The cornerstone of the

strategy will be a new Records and Archives Act and a strong central authority to set standards,
policies and procedures for managing the nation’s official records.
The strategy will require a new Records and Archives Department, reporting to a national coordinating body, will coordinate records management initiatives in central and local government and
monitor records and information systems throughout Government for compliance with national
policies and standards. A new Records and Archives Scheme of Service will make it possible to
implement the National Records Act by providing a career path and specialist roles for records
staff at appropriate levels across government.
The Records and Archives Department will also be the custodian of the nation’s collective memory, in both paper and electronic format. To fulfill this custodial role, the Records and Archives
Department will need new accommodation. Currently, the Government Archives and Govern-
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ment Records Centre are full to capacity and cannot receive more materials. This has had a
knock-on effect in every MDA where records that are ready to be transferred cannot be accommodated in the Government Archives or Records Centre. Many vital government records in
MDAs are stored under inappropriate conditions and their survival at risk

13.4

Emerging Issues



Most people perceive data as only elements of IT and not as records. The professional
view is that records are data and data are records; data have to be supported by contextual information or metadata and these are obtained from evidence.



Technology is only part of the solution to establishing the veracity of data, developing and
establishing controls and integrity of records should supersede IT. Computers can be harnessed to transform, manage and enhance information management.

13.5

How to move the process forward

It was the consensus that the way forward should take into consideration the following:


an updated Records and Archives Legislation



a new Records and Archives Department and Building with increased funding in subvention
to capacitate the institution.



new skills and enhanced professional qualifications



a nation-wide programme of records (including digital records) management improvement.
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14.0 APPOINTMENTS, CONFIRMATION OF APPOINTMENTS
AND PROMOTIONS

A

ppointments, Confirmation of Appointments and Promotions constitute key functions of
the PSC. The introduction of Individual Performance Appraisal System (IPAS) will
soon replace the long outmoded ‘Annual Confidential Report’ method of assessment

which continues to form the basis on which such ‘assessments’ are predicated.
According to the recently published Civil Service Code, Regulations and Rules, Civil Servants
should now be evaluated periodically for efficiency, competency, and integrity, through performance appraisal procedures that shall assess compliance with standards set out in the said Regulations and Rules. The objectiveness of the above is derived from the fact that evaluation of performance will focus on achievement of pre- determined objectives and targets established in annual job plans and agreed upon with individual officers for implementation.

14.1

Appointments

During the period under review (Aug. 2008- Aug. 2013), a total of 1,067 appointments in grades 6
to 13 were made into the Civil Service. Out of this figure, a total of 739 critical vacancies, ‘the
missing middle’ (grades 7-8 ) were filled. (See Table 8 and Charts 1-2 below for analysis)
Table 8: Appointments by grades into the Civil Service over the years Aug. 2008 - Aug. 2013

Grades
2008

2009

2010

YEARS
2011
2012

As at Aug TOTAL

6
7
8
9
10
11

0
0
0
0
0
0

0
68
1
28
1
3

13
90
46
23
2
4

0
244
77
55
23
20

17
90
38
36
11
5

19
65
20
34
11
4

49
557
182
176
48
36

12
13

0
0

2
6

4
1

3
1

1
0

1
0

11
8

TOTAL

0

109

183

423

198

154

1,067
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Chart 1: Appointments into the Civil Service in Grades 6-13 (Aug. 2008 - Aug.2013)

Chart 2: Percentage of Appointments into the Civil Service by gender (Aug. 2008 - Aug.2013)

14.2 Promotions
A total of 212 promotions were made during the years under review. See annex 9 for details.

14.3 Confirmation of Appointments
The Commission confirmed the appointment of 16 staff during the period under review. See annex 10 for details.
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15.0 Donor Support

15.1 Commonwealth Secretariat

T

he PSC’s structure and procedural arrangements inherited in August 2008, had several
challenges, and over the years contributed in no small measure to the undermining of
confidence in the integrity of decisions taken by the PSC. It was therefore of urgent ne-

cessity that action be taken to change this situation by embarking on a programme of reform. In
this regard, GoSL sought and received Technical Assistance from the Commonwealth Fund for
Technical Co-operation (CFTC) to undertake a Management and Functional Review of the PSC;
an assignment which was successfully accomplished by an indigenous consulting firm, Saadia
Consulting (SL) Ltd. in August 2010.
CFTC also funded a Study Mission for the Chairman and Commission Members to Canada,
hosted by the Saskatchewan Public Service Commission from June 12-17, 2011, highlighted in
16.2 below.

15.2 United Nations Development Programme (UNDP)
Improving governance and the creation of an effective and efficient service delivery remains a key
focus as spelt out in the Agenda for Change and the Public Sector Reform Programme developed
in 2009, which specifically sought to establish a lean, performance oriented and well-motivated
Civil Service that will deliver high quality service to the nation.
The UNDP helped with the loan of a Toyota vehicle in 2010 and also with the provision of much
needed IT and other office equipment including stationery and consumables during 2011 and
2012. The PSC also enjoyed other capacity building benefits in the form of study visits as highlighted in paragraphs 17.3 and 17.5 below.

15.3 World Bank Programme of Support

G

oSL recognizes that it must rebuild its Civil Service for it to be able to achieve its ambitious goals for service delivery and the development of infrastructure as spelt out in its
Agenda for Change and the even more ambitious Agenda for Prosperity recently

launched. The pressing task of recruiting into the ‘missing middle’ on the basis of merit through a
transparent and competitive process is managed by this Commission. The above is part of a
process being driven to achieve GoSL developmental objectives. This vision is summarized in
the ‘Overall Goal’ of GoSL’s Flagship Public Sector Reform Programme – ‘Improving Productivity through Management and Pay Reforms’ which with World Bank, EU and UNDP support
seeks ‘to improve public sector productivity and public service delivery that are consistent with the
developmental priorities articulated in the Government of Sierra Leone’s Agenda for Change
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GoSL responded to this situation by embarking on a drive to recruit technical and professional
staff to fill critical vacancies in the ‘missing middle’ through the efforts of a reformed PSC. The
above exercise is based on merit following a transparent and competitive process in which all vacancies are advertised. Selection is based on written examinations for sub-graduate and graduate
levels and interview methods (see Section 8.3 Competency Based Recruitment).
In late 2011, GoSL approached the World Bank for financial and technical support for its MediumTerm Public Sector Reform Programme. In April 2012, the World Bank committed US$17 million
to funding a Pay and Performance Project (PPP) to support GoSL’s reform programme for improving performance in the public sector. Under the PPP, the PSRU, PSC, HRMO and the Ministry of Finance and Economic Development were identified as key implementing agencies. The
PSC specifically took the lead in the implementation of the Recruiting and Staffing component,
and has so far received technical support contributing to the implementation of its reform programme.
The objective of this component of support is to create a capable civil service of the right size and
job composition to deliver its core functions assigned by government. Additional information on
the above is at annex 11.

15.4

European Union Institutional Support

D

uring 2010 – 2011, Government sought and obtained assistance from the European
Union to support civil service reforms, including support to strengthening the capacity
of the PSC for merit – based recruitment and selection, and to institute discipline in the

public service. EU support to civil service reform consists of four main components as follows:Component 1: Training and Staff Development – Aimed at supporting the bridging of the acute
skills gap in the civil service;
Component 2: Institutional Support to Human Resource Management and Oversight Institutions- To strengthen the recruitment, staff selection and discipline functions, training and staff
development, pay administration and management, and other human resource management
functions of the key HRM institutions of the civil service, including the PSC, HRMO, the Office of
the Chief Justice and Local Councils.
Component 3: Mainstreaming Anti- Corruption into Civil Service Reform- By ensuring complementarities and synergy between the institutions responsible for administrative discipline and
the fight against corruption, specifically the PSC and the ACC respectively;
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Component 4: Right–Sizing the Civil Service- To support the Government’s policy on the rationalization of staff numbers and removal of dysfunctional positions and redundant staff from the
Government payroll by providing the resources required to meet the financial implications of implementing the policy.
PSC had expected to benefit from Component 2 and 3 of the above project over a period spanning 2012 – 2015, after signing the Grant Contract in November last year. Regrettably, due to
‘differences in opinion’ over the issue of the inclusion or non-inclusion of a vehicle in the package,
the project which should have taken off in January, 2013 remained grounded.
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16.0

PARTICIPATION IN NATIONAL AND INTERNATIONAL MEETINGS/
STUDY VISITS, ETC

16.1 AAPSComs Meeting, South Africa

B

etween 16th – 18th February 2009, Paramount Chief Charles Caulker, member of the
Public Service Commission, represented the PSC at the launching of the Association
of African Public Service Commissions (AAPSComs) and the first General Assembly

Meeting in Cape Town, South Africa.
During that ground breaking event, the Executive Committee of the Association was formed to
provide strategic direction to the General Assembly and facilitate business of the Association.
The first meeting of the Executive Committee of AAPSComs was held in Zambia between 2 nd and
3rd June 2009. The PSC of Sierra Leone did not participate in this event due to lack of funds. The
Zambia meeting discussed and agreed on the need to popularize AAPSComs amongst other
PSCs in Africa. To this end the Vice President representing the West African Region (Chairman,
Federal Civil Service Commission of Nigeria), Ambassador A. Al Gazali visited ECOWAS member states, including Sierra Leone, to popularize AAPSComs (see Section 17.0 Visitors to the
PSC).

16.2 Study Mission to the Saskatchewan Province Public Service

I

Commission, Canada
n June 2011, Chairman and Members participated in a Study Mission to the Saskatchewan
Public Service Commission in Canada. Sponsorship was provided by the Institute of Public
Administration of Canada and the Commonwealth Secretariat.

The overall objectives of the Study Mission were to enhance participant’s learning in the following
key areas:


Public Service Reform process using as a template, the Canadian Public Service Commission’s best practices, operations, systems and development and management of policies and instruments;



Role of Public Service Commissions in Canada and their contribution to improved public
service performance;



Change Management and enhanced leadership capacity to manage the processes of
transition and reform in the Public Service Commission of Sierra Leone.

The above objectives were derived from, among other, the Commission’s Management and Functional Review (MFR), and its ‘Next Step’s Proposals for Technical Assistance to implement the
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Commission’s programme of reform, and in consultation with the Governance and Institutional
Development Department (GIDD) of Commonwealth Secretariat and the Institute of Public Administration of Canada (IPAC).
The focus of the Study Mission was centered around the following key areas:


Leadership training to enable Commission Members embark on a programme of radical
reform, bearing in mind that this was an entirely new process devoid of any foundation or
precedence on which to build; and



Enhanced change management capacity to manage the programme for transition and
reforms in the PSC.

Significant benefits were derived from participation, as it did improve on the competence of Members in continuing to lead and manage the process of reform and change.

16.3 Study Visit on Human Resources Management in the Public Sector in
Africa, Maseru, Lesotho 17th – 21st September, 2012

T

he Head, Policy Development, Planning and Monitoring Department, Mr. Mohamed
Jusu, participated in a study visit on Human Resource Management in the Public Sector in Africa, hosted in Maseru, Lesotho by the Ministry of Public Service from 17th to
21st September, 2012.

The visit was organized by United Nations Department for Economic and Social Assistance
(UNDESA) in collaboration with Africa Human Resource network for Human Resource Officers
around Africa with the following objectives:


To promote the sharing and transfer of knowledge and best practices in human resource
development and management.



Strengthen Africa Human Resource Management Network to improve their performance
in human resource management, and



Enhance public service delivery by human resource practitioners in their respective jurisdiction.
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16.4 Strategic Leadership Seminar for Challenging Times, Freetown,
Tuesday 5th June, 2012

T

hree members of staff of the Public Service Commission viz: the Secretary to the Commission and the two Departmental Heads of Policy Development, Planning and Monitoring and Selection and Staff Development participated in a one day training pro-

gramme at the British Council in Freetown on Tuesday 5th June, 2012 on the Theme: “Strategic
Leadership for Challenging Times.” The training was organized by National Association For
Peace and Positive Chang NAPPC (SL) and Emerging Leaders, a UK- based Non- Governmental
Organization on Leadership Training.
The course focused on four key areas that leaders needed to understand to lead effectively in
challenging times.
The overall objectives of the course were as follows:


Understand the challenges and core principles of leadership and have a clear sense of
‘Why’ their organizations exit.



Learn how to create the story (The Game Plan) for their organization and think strategically.



Improve focus on service delivery, identify internal and external barriers to delivery, and



Learn how to develop other leaders and build their capacity.

16.5 Study Visit on Human Resources Management in the Public Sector in
Africa, Botswana 8th – 12th October, 2012

T

he Head, Selection and Staff Development Department, Daphne Young, participated in
this study visit on Human Resource Management in the Public Sector in Africa, hosted
in Botswana by the Directorate of the Public Service Management (DPSM) from the 8 th
– 12th October, 2012.

The study-visit was funded by the United Nations Department for Economic and Social Assistance (UNDESA) with the main objective of strengthening the Africa Public Sector Human Resource Managers’ Network (APS-HRMnet) which was established in 2009 to:


Promote human resource management and professionalism in the public service in Africa.



Contribute to the achievement of the objectives of the APS-HRMnet particularly in
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“identifying and sharing best practices in human resource management so as to assist public sector organizations improve their performance in human resource management and
public service in general.

16.6 Le Govern Workshop-Dakar, Senegal 24th - 27th June, 2013

T

he Monitoring and Evaluation Officer, Mr.Daniel Banya Braima participated in a Training Workshop in Dakar, Senegal jointly organized by the World Bank’s Development
Impact Evaluation Unit (DIME), the Poverty Reduction and Economic Management

Public Sector Team (PRMPS) and the Legal Vice-Presidency Justice Reform Team (LEGJR),
which attracted participants from various World Bank projects around the world and some university researchers.
The workshop’s main focus was geared towards DESIGNING IMPACT EVALUATIONS FOR
GOVERNANCE, PUBLIC SECTOR AND JUSTICE REFORMS. Specific issues addressed included:


the development of Impact Evaluation (IE) designs for Public Sector Management Projects
within the Africa region



planning and effective management of impact evaluation of the public sector.

The workshop provided a learning zone in the designing of Impact Evaluation. Experience was
also shared in


using a RANDOMIZED SAMPLING approach in Impact Evaluation



using IE methods to evaluate the impact of (parts of) the reforms under way or envisaged
in the Current Pay and Performance project



how to measure performance across MDAs with different missions.

Observations
The Sierra Leone Civil Service over the years was void of an effective monitoring and evaluation
system which made performance quite inefficient and ineffective; hence reducing the potency of
the service. The need for increased presence of M&E personnel within government administration
cannot be under estimated. The Agenda for Change has pointed the right direction in this regard.
It is therefore of urgent necessity that M&E functions are rolled out to all MDA’s. This to a large
extent will help track progress in the activities of MDA’s and consequently improve service delivery.
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17.0 Visitors to the PSC
The PSC during the period under review had the honour of hosting the following distinguished
visitors:
1.

A Delegation from the Gambian Public Service Commission led by the Chairman, Mr.
Oseh Bright, and accompanied by Mr. Ebrahim Dondeh, Member of the Commission and
Mrs. Mariam Njie, Secretary to the Commission, paid a three-day visit to the PSC during
October 2010. During the visit, wide ranging discussions were held providing the opportunity for the two sides to acquaint each other with their mandates, efforts at reform and
other activities. Understandings were also reached requiring closer collaboration and the
regular exchange of information on development and practice of improved methods of
management within their respective Commissions.

2. The PSC was also honoured with the visit in November 2009 of the Vice President of
AAPSComs, West Africa Sub-Region, Ambassador Ahmed Al-Gazali, who is also Chairman of the Federal Civil Service Commission of the Republic of Nigeria. The main purpose of the visit was to acquaint ECOWAS member states with the aims and objectives of
AAPSComs and encourage member states to become active members. Issues raised and
discussed during the visit included:

appraisal of the activities of AAPSComs since inception;



exchange of ideas with a view to fashioning out the best strategy to popularize AAPSComs within the West Africa Sub-region, and obtain commitment of Member States
to enroll and actively participate in the Commission’s affairs;



encourage the PSC to support initiatives in (b) above, bearing in mind the potential
benefits/deliverables that will accrue through PSC’s involvement.
Ambassador Al-Gazali was accompanied by :Dr. A.M. Yabani – Commissioner
Dr.(Mrs) Yewande Thorpe – Permanent Secretary
Mr. M.T. Adeyemo – Deputy Director, AAPSComs
Mr. Dunoma Umar Ahmed – Chief Admin Officer, AAPSComs.
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18.0 Lessons Learnt

T

he PSC in the recent past had to contend with low ratings in the Annual Assessment on
its Performance Contract Agreement with the Strategic Policy Unit in the Office of the
President. This was closely followed by similar low ratings by the Anti-Corruption Com-

mission in its National Anti-Corruption Strategy Implementation Civil Society Monitoring Group
Report Findings and Ratings for January 2012 to June 2012.
The PSC sees the above as useful opportunities for an introspective look at its systems and processes. No doubt there are lessons to be learnt which require a finer balance between PSC’s activities, and how these activities fit well with other covenants and commitments. Communications
should be seen as a core competency which should be of high priority. The PSC will continue to
review existing processes in order to identify better and more efficient ways for service delivery
without compromising the quality of service to be delivered.
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19.0 OUTSTANDING ISSUES AND CHALLENGES FACING THE PSC

F

ulfilling the PSC’s mandate within the environment of reform and change has not been
devoid of continuing challenges and distractions. The rules of engagement and its relationships with other key players, stakeholders also need redefinition against the back-

ground of the evolution of the operating environment over the years.
The other challenge faced pertains to inadequate office space. The Commission has pro tem salvaged the situation with the conversion of garage space at the basement to house its Finance
and IT Units. Much more needs to be done in terms of further infrastructural development. More
will be said on this through another medium.
Lastly, there is the challenge (and frustrations) that accompany most of the PSC’s dealings with
donor partners. Inasmuch as the PSC will always be grateful for technical assistance given, yet
such assistance promised comes at a high price. Timelines agreed upon and written into action
plans are hardly kept, throwing into disarray the PSC’s work programmes laid out in its Strategic
Plan and from which all such agreements reached are derived .
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20.0

THE WAY FORWARD - STRATEGIC GOAL AND OBJECTIVES OF
THE PSC

T

he framework for the PSC’s strategic direction for the medium-term 2012 – 2015 has
already been laid out with the articulation of its Mission, Vision, Values and Overall
Goal in Chapter 4 of the Strategic Plan. The PSC’s overall goal is restated below along

with the specific objectives and strategies identified for its achievement.


Overall Goal is to build a Public Service Commission that is capable of transparent and
merit-based recruitment of competent personnel of appropriate skills mix into the Civil Service, the development, monitoring and enforcement of standards and ensuring continuing
professional development and merit-based progression of public servants.



Objectives i.

To strengthen the capacity of the PSC to enable it to effectively and efficiently
carry out its Mandate

ii. To institute and institutionalize competitive and merit-based recruitment and staff
progression in the public service of Sierra Leone
iii. To clarify institutional roles and responsibilities for recruitment and staff selection in
the public service and strengthen the Independence of the PSC
iv. To improve on public sector integrity by instituting disciplinary standards and enforcing a credible code of conduct in the public service.
 Strategy -

The PSC’s strategy is to leverage its strengths, take advantage of opportunities, strive
to

overcome its weaknesses, ward-off threats and provide the Commission with the

necessary in-house capacity to effectively carry on its mandate through the effective
and efficient management of its affairs, its relationships and operating environment,
by:
i.

reviewing and modernizing organizational and establishment structure to facilitate effective delivery on its mandate;

ii. reviewing, updating and modernizing its governing and enabling legislation,
rules, regulations, and guidelines; and procedures and business processes;
iii. building in-house professional, technical and logistical capacity through:

49

The Way Forward - Strategic Goal and Objectives of the PSC

a)

competitive and merit-based recruitment of professional, technical, managerial
and support personnel to fill existing skills gaps as identified in the organization
and establishment structure;

b)

the design and installation of systems (including IT systems) and processes, and
the development of operating guidelines, forms and templates;

c)

the provision of appropriate equipment and logistics to facilitate effective delivery
on its mandate

d)

the expansion and modernization of office environment to provide an adequate
and conducive work environment. PSC has commissioned the design and costing
for additional office space at Gloucester Street. Please see photograph of the
front elevation of proposed extension together with the existing building on page
39.

e)

providing appropriate training and continuing staff development for professional/
technical, administrative/managerial, and support staff to assure the effective and
efficient implementation of its core functions and delivery on its mandate;

f)

strengthening procurement, internal audit and accounting capacities to facilitate
the attainment of an effective and sustainable self-accounting status that is consistent with international standards of good practice.
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21.0 Conclusion

W

e have during the period under review, witnessed a transformation that has transported the PSC from the nadir of its existence during the decades of the eighties
and nineties, to a situation where it has now gained relevance within government’s
agenda for public service reform.

This is not the time to celebrate achievements, rather, this is the time for the redoubling of efforts,
show further commitment and resolutely work towards building on the foundation that has been
laid. Judging from the M & E Report for 2012 and the issues highlighted in the Risks and Mitigation Measures in Section 11.0, there are still challenges to be faced and overcome in the onward
march of Reform and Change. There are also the imponderables of the unforeseen and yet unknown problems that will definitely come the PSC’s way in the course of its quest. The PSC in its
present form and mind set, see all of these as challenges to be met and overcome. These for the
PSC, are all part of the learning process which will go a long way to enrich and build up quality inhouse capacity in terms of its human resource asset.
In retrospect, it must be stated that the endeavours of the PSC as recorded in this report have
been the result of wide scale consultations and interactions, a typical example of which is the Pay
and Performance Project through which the PSC gained significant recognition by its inclusion as
one of the key Implementing Agencies. It has not been all plain sailing; challenges there were,
and challenges there will continue to be. These are all part of life’s adventure. What is of paramount importance is a purpose driven will to succeed, and which could be said with certainty is
a key asset in the PSC’s arsenal.
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Annex 1
CONCEPT PAPER
Redefining its Strategic and Regulatory Roles – A New Direction for the Public Service Commission
The Public Service Commission was established and empowered by the Constitution of 1991
(Section 152: 1) “….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
exercise disciplinary control over persons holding or acting in such office…” This huge authority
of the PSC provides equally huge responsibility to help Government manage its public servants.
For a long time the PSC responsibilities included among many others the recruitment, promotion,
discipline, and transfer etc. of public servants from the lowest to the highest grades. However,
time has shown that the PSC has been overburdened and to certain extent had failed to recognise its other role of providing strategic direction. Therefore the need to adapt better ways to
perform its responsibilities, it is imperative that the PSC revisits its procedures, processes and
practices by asking how these can save cost, time, and resources and encourage innovation. In a
sense, the PSC needed at some point to determine if doing things the same way was effective,
efficient and /or productive.
As countries around the world adopted new mechanisms and processes to public service management, the PSC needed to catch up with such modern trends if it is to make a significant contribution to the socio-economic development of Sierra Leone, which hinges on having a capable
public sector. Not surprisingly in March 2004 a Presidential Commission recommended among
other things the need for the PSC to delegate certain functions to the Establishment Secretary’s
Office (now the Human Resource Management Office) and focus on strategy and policy formulation on ways to manage the public service.
Recently prior to the August 7 launching of the HRMO by President Koroma, a memorandum of
understanding was signed by the PSC and approved by H.E. the President to delegate responsibility for managing the lower grades of the civil services (1-6). This undertaking gives away management responsibility for almost 86% of the civil service to the HRMO, leaving it to focus on the
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middle (graduate entry level) and top echelons of the civil service. However, the significance of
this delegation does not stop at reducing the workload on the PSC, but provides the PSC time and
opportunity to focus on strategic management issues. Essentially, delegation does not mean ceding complete authority, but now allows the PSC to set and enforce standards, policy and review
procedures and processes employed by the new HRMO. This should mean a new direction,
thinking and would demand different set of skills for the PSC.
Programme Focus:
In performing a strategic and regulatory role, the PSC should formulate policies for the management of not only the delegated responsibilities but also those it currently performs and in the
long run will be devolving as HRMO capacity to manage them improves. Critical issues that are
worth considering in the immediate and medium term will include but not limited to the following:


National Training Policy: this is already formulated but would require the PSC to push
implementation and monitor; collaborate with the PSRU to structure the incorporation of the Civil Service Training College with the Institute of Public Administration and
Management (IPAM), and the development of an appropriate training curriculum.



Recruitment/appointment/promotion Policy: the need for a review of critical skills in
the Civil Service; liaise with Colleges and Educational Institutions to develop curriculum needed in the public service; the need to introduce a multi-competency assessment framework for recruitment and promotion;



Personnel Performance Appraisal System: this is already developed by the PSRU now
left to the HRMO to implement. The PSC can play a role in pushing the HRMO to
move implementation.



Lateral Entry: both in the middle and top levels of the civil service, there remains critical skills gap and the government remains unattractive to young and industrious Sierra
Leoneans most of whom have garnered considerable experience working in the donor
and private sectors. One way to tap into this pool is to encourage “Lateral Entry” at
any level that will be supported by intensive induction training in the ways and workings of the civil service.
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Single Hierarchy: this is not a strange concept as it has been variously proffered as pivotal in improving accountability and responsibility in the public service. The Presidential Commission report did call for the abolition of the dual hierarchy. The concept
paper is already developed by the PSRU. This can be reviewed and promoted.



Staff Welfare: the HRMO will expect the PSC to provide policy direction on how to
move forward with staff welfare;



Pay and grading: all round the world today pay is carrying a human face (one that is
not only satisfying but dignifying). This is so because every business wants the best
and brightest brains. Governments too should not lag behind. A pay policy is already
approved by Cabinet while a pay and grading proposal is yet to be discussed for inclusion into the 2009 budget. However, a mechanism to constantly track market trends
including skills supply and demand and cost of living is essential to help make the government wage bill competitive with the private sector.



Contract Officers: this phenomenon which is now widely known as the “shadow civil
service” arose out of the need to instantly fill capacity to implement certain post-war
development programmes. It was a temporary measure meant to transfer critical
skills from outsiders performing mainstream public service jobs to service personnel.
Finding a lasting solution to what has now become a source of low moral due to the
disproportional salary disparities between contract officers and public servants is now
a serious headache for Government. The PSC can collaborate with the PSRU to generate ideas to address this.

Evidently, the PSC will need to be staffed by officers who can clearly demonstrate considerable
conceptual, analytical and communication skills. Such officers would help the Commission carryout useful functions and cover areas like research and policy development, management and system analysis, staff welfare and manpower planning, pay analysis, and compliance monitoring.
The PSC can effectively provide a new direction and be a whistle blower for grave incongruities in
the public service. It can do this work by collaborating and sharing information with relevant
stakeholders like the Cabinet Secretariat, PSRU, HRMO and MDA.
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Organizational Structure – Public Service Commission
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Figure 1: Organogram of the PSC with External Links and Relationships
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Annex 4:

List of Independent Adjudicators
1.

2.

3.

Ministry of Works, Housing and Infrastructure
Position:

Professional Head

I.A:

Mr. S. E. Taylor-Lewis (Late)

Ministry of Lands and Country Planning
Position:

Director, Surveys and Lands

I.A:

Mr. Munda Rogers

Ministry of Education
Various Senior Positions in MEST
I.A’s:

Professor S. P. T. Gbamanja
Mrs. Yvonne Gibrill

4.

Ministry of Trade and Industry
Various Positions:
I.A:

5.

6.

Ministry of Health and Sanitation
Position:

Nutritionists

I.A:

Mrs. Gladys Caroll

Ministry of Labour and Social Security
Positions:

I.A:
7.

Mr. Shaka Kawa

(a)

Factory Inspectorate

(b)

Labour Officer

Mr. Joe Rahall

Ministry of Agriculture, Forestry and Food Security
Various Positions:
I.A:

Mr. J. D. Amara
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8.

Ministry of Information and Communication
Various Positions in ICT Unit
I.A:

9.

Professor S. Redwood Sawyerr

Ministry of Water Resources
Various Positions:
I.A’s:

Mr. Stalin Frazer
Mr. Barlatt
Mr. Leslie Thomas
Mr. James White

10.

Ministry of Foreign Affairs & International Cooperation
Position:

Translators

I.A’s:

Mr. Huang Zhang
Mr. Solomon R. Fofanah
Dr. Sallieu Kamara

11.

12.

Public Service Commission
Position:

Accountant

I.A:

Mr. Ousman Barrie

Ministry of Information and Communications
Various Positions in ICT Unit
I.A:

13.

Mr. Frank Jarrett

Ministry of Finance and Economic Development
Various Positions in Internal Audit Unit
I.A:

Mr. Martin Katta
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Public Service Commission: Strategic Plan for 2012-2015 – M & E Framework

No

Results
An updated establishment structure
for the PSC

60

Matching of established posts against
current staff to
identify skills gap
in the
PSC.
An Optimally
staffed PSC including PFM and
HRM staff, and
attain self- accounting/subvented status.
PSC provided with
the required logistical support and
adequately
equipped to perform its functions

No

Indicators
Existing departments and line
of reporting reflect the new
establishment structure.
A HRO is recruited and already working and a review
report comprising an up to
date staff list, positions occupied by each personnel and a
revised job description for
each post to reflect the
changes in the establishment
structure.
Numbers, skills mix and quality in substantive post in each
unit of the PSC is consistent
with the established structure
PSC is fully self-accounting
Ratio of staff to available office space
Ratio personnel to official
vehicles
No of staff to computer

Unit of
Measure

Baseline
(2011)
No

2012

No

Target by end
2013
2014

Data Collection Frequency
[A=Annual;
B=Biannual;
Q=Quarterly]
2015

Yes

Yes

Yes

Yes

Yes

Yes

Yes

No

No

Yes

Yes

Yes

No

No

Yes

Yes

Yes

A

Data
Source/
Collection
Methodology

Responsibility for
Data

Public Service Commission: Strategic Plan for 2012-2015 – M & E Framework (Continued)

No

61

Results
Developed Training Needs Assessment (TNA); PSC
staff adequately
trained; improvement in staff performance during
implementation.
A clearly articulated and sustainable Career Development Plan, including Succession
Plan developed
and approved
An effective ICT
strategy is rolled
out by the PSC
which includes
effective internal
records management and a website
that provides vital
information and
services to the general public

No

Indicators
Average no of days of training
received by staff per staff per
annum

Unit of
Measure

Baseline
(2011)
0

2012

Target by end
2013
2014

Data Collection Frequency
[A=Annual;
B=Biannual;
Q=Quarterly]
2015

0
Staff PM evaluations show
improved performance
No
The approved. Career Development Plan .

No

Yes

An easily accessible, up and
running website
No
A well-organized internal
electronic Database in place

Yes

Data
Source/
Collection
Methodology

Responsibility for
Data

Public Service Commission: Strategic Plan for 2012-2015 – M & E Framework (Continued)

No

62

Results
A clearly articulated document on
open, competitive,
and competencybased public service recruitment
procedures is submitted to CSSC/
PSRU for approval
LTAs are absorbed
into the civil service

A clearly defined and standardized procedure for promotion and confirmation of appointment for
the civil service
is developed,
adopted by the
CSSC/PSRU,
and disseminated to all
MDAs

No

Indicators
A Procedure Handbook on
Recruitment for the public
service developed and
adopted;
Duration between declaration
of vacancy by HRMO and
deployment of staff is less
than three (3) months
PSC approves mainstreaming
of all LTAs in MoFED into
the civil service

New staff are recruited in
a competitive and meritbased process, and in
posting MDA vacancies
identified in HRP7

Unit of
Measure

Baseline
(2011)
No

2012

Target by end
2013
2014

Yes

No

Yes

No

Yes

No

Partially

Yes

Data Collection Frequency
[A=Annual;
B=Biannual;
Q=Quarterly]
2015

Data
Source/
Collection
Methodology

Responsibility for
Data

Public Service Commission: Strategic Plan for 2012-2015 – M & E Framework (Continued)

No

Results

No

Indicators

Unit of
Measure

Baseline
(2011)

2012

No

63

Enhanced
credibility of
the procedures
for recruitment
and promotion
in the public
service and improved client
and stakeholder
trust in the PSC
A High Potential Development scheme is
developed and
presented to the
CSSC for its
approval
A developed
statutory instrument and an
enabling Public
Service Law.

Target by end
2013
2014

Data Collection Frequency
[A=Annual;
B=Biannual;
Q=Quarterly]
2015

Yes

PSC places suggestion
boxes in pilot MDAs

There is provision in
PSC website for feedback on integrity of recruitment and promotions and procedures
A realistic and affordable
High Potential Development Scheme that meets
the long term human resource needs of the public service adopted by the
CSSC
PSC Regulations of 1982
(PN 31 of 1982) reviewed; New Constitutional Instrument in place

Yes

No

No

No

Yes

No

Yes

Data
Source/
Collection
Methodology

Responsibility for
Data

Public Service Commission: Strategic Plan for 2012-2015 – M & E Framework (Continued)

No

Results

64

Clarification of
roles and responsibility between the
PSC, HRMO, and
other public institutions with personnel management functions.
A reconciliation of
all contradictions
and inconsistencies
in existing legislations regarding
public personnel
issues
An upgraded
Codes of Conduct,
and Rules and
Regulations for the
Public Service.

No

Indicators

Public Service Act
enacted
A memorandum of
understanding established clarifying institutional relationships
between PSC and
HRMO, and PSC and
other institutions with
personnel management functions

Unit of
Measure

Baseline
(2011)

2012

Target by end
2013
2014

No
Yes

Yes

Review report accepted and adopted by
public service (PSC
and CSSC)
No

2015

Yes

No

The Codes of Conduct, and Rules and
Regulations is accepted and adopted by
CSSC

Data Collection Frequency
[A=Annual;
B=Biannual;
Q=Quarterly]

Yes

Data
Source/
Collection
Methodology

Responsibility for
Data

Public Service Commission: Strategic Plan for 2012-2015 – M & E Framework (Continued)

No

Results

Establish procedures involved in
instituting administrative justice

65

Systems and procedures in Anticorruption investigations are harmonized and synchronized with those of
the PSC for administrative discipline.
Increased public
confidence and
trust in Public sector Institutions.

No

Indicators

Operations Manual
and Administrative
Guidelines are
adopted by CSSC and
disseminated to all
MDAs.
Collaborations between PSC and ACC
on all cases involving
public officials (under
the Jurisdiction of the
PSC) including information sharing, code
of confidentiality, protection of evidence
and witness protection
MDA Service Charters prepared and the
public sensitized on its
content

Unit of
Measure

Baseline
(2011)

2012

Target by end
2013
2014

No

No

No

Data Collection Frequency
[A=Annual;
B=Biannual;
Q=Quarterly]
2015

Yes

Yes

Yes

Yes

Data
Source/
Collection
Methodology

Responsibility for
Data

Annex 6
Assessment of PSC Activity

No

Results

N/A

66

R1

N/A

Job Advertisement and
Selection to fill vacancies for Ten core staff

R2

R3

Indicators

Matching of established
posts against current
staff to identify skills
gap in the PSC.

Ten Core staff
recruited to fill
critical vacancies
in the PSC Organizational
Structure

A clearly articulated
document on open,
competitive, and competency-based public
service recruitment procedures is submitted to
CSSC/PSRU for adoption .

A Procedure
Handbook on Recruitment for the
public service
developed and
adopted

Baseline (2011)
December 2011
Executive
Clearance obtained for new
organizational
structure and
recruitments
No

No

Data
Collection
Frequency
A=Annual;
Q=Quarterly

Target by end of 2012
1 qt 2nd qt 3rd qt 4th qt
st

Data Source/
Collection
Methodology
-

Responsib
ility for
Data
-

Gazette and
Newspapers

HR
Officer

-

-

-

-

Yes

-

-

-

Yes

Yes

Yes

Q

Physical – organizational
and establishment Structure

Secretary
to the
Commission

-

Yes

-

Q

Recruitment
reports; Appointment and
Acceptance
Letters

The
Commission

-

One - off

Assessment of PSC Activity (continued)

No
R4

Results
Code of Conduct and
Ethics for the Public
Service Commission

Indicators
The Codes of Conduct, and Ethics
approved by H.E
the President
(Minister of Public
Service)

R5

67

Citizens Service
Charter
R6
210 critical vacancies
(Grades 6 above)
have been filled.

R7
Integrity Committee
set- up

Baseline (2011)
No

Target by end of 2012
st
1 qt 2nd qt 3rd qt 4th qt

Data
Collection
Frequency
A=Annual;
Q=Quarterly

-

-

-

Yes

Q

No

-

-

-

Yes

Q

No

-

Yes

yes

yes

Q

No

-

-

yes

Ongoing

Q

Citizens Service
Charter developed
and approved
At least 60 %
( 210) of 350 priority vacancies were
filled in accordance
with the annual recruitment plans and
the approved recruitment procedures.
PSC activities
mainstreaming
with AntiCorruption Commission Activities

Data Source/
Collection
Methodology
Physical documentation;
Adoption
Minutes/
extract

Responsibility
for Data
Head,
Policy
and
Planning

Physical documentation;
Adoption
Minutes/
extract
PSC letters of
notification

The
Commission

Terms of reference and
management
meetings

Chairman,
Integrity
Committee

Head,
selection and
staff
development
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Annex 8
HRMO RECRUITMENT ANALYSIS (GRADES 1 -5) over the period 2009 -2012
Year/
Grades

2009

2010

2011

2012

TOTAL

1

72

483

102

1023

1680

2

592

200

129

225

1146

3

405

42

41

1288

1776

4

10

65

22

25

122

5

167

174

37

304

682

TOTAL

1246

964

331

2865

5,406

Annex 9
Analysis of Promotions made in the civil service (Aug. 2008-Aug. 2013)
MDA

POSITION

NUMBER OF OFFICERS

Accountant Generals

Assistant Accountants

14

Deputy Accountant General

1

Youth Officer

1

Department

Ministry of Youth
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Annex 10
Analysis of Promotions made in the civil service (Aug. 2008-Aug. 2013)
MDA

HEALTH

FROM

TO

Tutor
Ward Sister
Nurse Anaesthetist

Matron
Matron
Senor Nurse

Principal Health Sister
Senior Specialists
Nurse
Temporary House Officer

Anaesthetist
Chief Nursing Officer
Consultants
Senior Ward Sister
Medical Officer

House Officers
Senior Public Health Sister
Senior Matron

Medical Officers
Principal Nursing Sister
Deputy Chief Nursing
Officer
Ward Sister
Public Health Sister
Mineral Resources
Assistant Area Superinten- Area Superintendent
dent
National Asset & Gov- Cartographic Superinten- Cartographer
ernment Property
dent
Meteorological De- Principal Meteorologist
Deputy Director
partment
Accountant General’s Senior Accountants
Principal Accountants
Department
Assistant Accountants
Accountants
Accountants
Senior Accountants
Prisons Department
Chief Officer Class II
Assistant Superintendent
Chief Superintendent
Chief Officers Class II
Deputy Superintendents

NUMBER OF
OFFICERS
1
2
20
1
3
2
3
2
1
1
1
8
1
1
3
17
8
6
4
22
5

Assistant Superintendents
Superintendents

Assistant Director
Chief Officers Class I
Superintendent of
Prisons
Assistant
Superintendents
Superintendents
Chief Superintendents

Acting Director of Prisons

Director of Prisons

1

Chief Officers I

70

18
12
2

Analysis of Promotions made in the civil service (Aug. 2008-Aug. 2013) Continued
MDA
Works
Local Government

Finance

FROM

TO

Inspector of Works
Senior Local Government
Inspector
Rural Development Assistants Grade – 1

Senior Inspector of work
Principal Local Government
Rural Development Officers

Acting Librarian
Deputy Secretary

Librarian
Acting Deputy Financial
Secretary
Secretary/Stenographer

Confidential Secretary
Foreign Affairs

Labour

OFFICERS
1
1
3
1
1
1

Secretary Stenographer

Senior Secretary Stenographer

1

Assistant Librarian

Librarian

1

Assistant
Government
Printer
Senior Superintendent of
Press
Government Deputy
Government
Printer
Senior Proof Senior Proof Reader

1

Government Print- Senior Superintendent
ing
Senior Proof Reader

Marine Resources

NUMBER OF

1

Assistant
Printer
Assistant
Reader
Assistant Superintendent of Superintendent of Press
Press
Assistant Director of Fisher- Director
ies
Assistant Area Superinten- Area Superintendent
dent

1

Assistant Chief Inspector of Deputy Chief Inspector of
Factories
Factories
Inspector of Factories
Senior Inspector of Factories
Senior Inspector of Facto- Assistant Chief inspector
ries
of factories
Deputy Commission of
Commission of Labour

1

1
1
1
8

1
1
1

Labour
Senior Labour Officer

Principal Labour Officer

1

Labour Officer

Senior Labour Officer

1
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Analysis of Promotions made in the civil service (Aug. 2008-Aug. 2013) Continued
MDA
Agriculture

FROM

TO

Deputy Director Agric. Engi- Acting Director Agric. Engineering
neering

NUMBER OF
OFFICERS
1

Instructor Animal Production Officer

1

Acting Director of Engineer- Director of Agricultural
ing Services Division
Engineering Service
Senior Animal Production Assistant Director, Animal
Officer
Production

1

Deputy Director Animal Pro- Director of Livestock
duction
House Keeper
Senior Housekeeper

1

Station Officers
Assistant Chief Fire Officer
Assistant Divisional Officer
Divisional Officer
Station Officer
Station Officer
Deputy Director Planning
and Policy

Division Officer
Deputy Chief Fire Officer
Assistant Chief Fire Officer
Assistant Chief Fire Officer
Chief Fire Officer
Assistant Divisional Officer
Director Planning and

7
1
1
1
2
7
1

Policy
Information
and Senior Electrical Superinten- Chief of Maintenance in
Communication
dent
the Maintenance Division

1

Agricultural
Grade 111

Office of the
President
Fire Force

Education

Youth and Sport
Social Welfare

Administration

1

Assistants Superintendent
of Press
Deputy Director of Youths
Social Development Officers

Superintendent of Press
Graphics
Director of Youths
Acting Deputy Director

1
2

Acting Director

Director

1

Acting Director of Gender
Senior Assistant Secretary
Acting Senior Assistant Secretary
Acting Deputy Director
Senior Assistant Secretary
Assistant Secretary

Director of Gender
Deputy Secretaries
Deputy Secretary

1
18
1

Deputy Director
Acting Deputy Secretary
Acting Senior Assistant
Secretaries
Senior Assistant
Secretaries
Deputy Director Surveys

2
2
3

Assistant Secretary
Lands

1

Surveyor Grade II
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Annex 11
Sierra Leone Pay and Performance Project
Although some progress has been made over the years in improving public sector performance
and efficiency, there are still challenges relating to human, financial, and institutional capacity,
which continue to impede the pace and impact of the reform agenda. Institutionalizing the results
-based systems and processes that centre on planning and monitoring has been particularly challenging, and the various approaches used have not been system-wide. As part of its strategy to
ensure impactful reform, the PSRU extracted from the National Public Sector Programme, a
“quick-win” agenda focusing on three key components, namely: (i) Pay Reform, (ii) Recruitment
and Selection and (iii) Performance Management.
Government and the World Bank reached a consensus on an innovative approach to enhance
PSR, using a development-financing instrument that formally links disbursements to the achievement of results. The Project, which is managed, coordinated, and monitored by the PSRU, is a
joint effort between multiple institutions within Government, including the PSC, HRMO, Ministry of
Finance and Economic Development, and other MDAs.
The Project supports the strategic goals identified within the wider public service, and the Civil
Service in particular, by supporting the achievement of a set of necessary conditions for improving competiveness in pay, performance management, and accountability of, and increasing the
recruitment of middle and senior staff. The Project will benefit present and future public servants
in Sierra Leone by improving internal equity and competiveness of pay and through an improved
selection and performance appraisal system. This, in turn, will benefit the people of Sierra Leone
by providing them with a more productive and better performing government and, overtime, better
services. Given the significance of its objectives, the Pay and Performance Project has been
identified as a ‘Flagship Programme’ of Government within the Agenda for Prosperity.
1.

The main objectives of the Pay and Performance Project include:

2.

Undertaking pay reforms aimed at improving the competitiveness of the Civil Service,
thereby attracting, motivating and retaining competent skills for effective service delivery;

3.

Rationalizing staffing in the civil service by filling existing critical skills gaps through meritbased competitive recruitment, while minimizing the numbers of redundant posts and personnel in the service;

4.

Minimizing waste and inefficiencies by improving the integrity of the payroll and personnel
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records; harmonizing and strengthening pay administration and management systems; and
streamlining payroll management procedures, processes and accountability mechanisms;
5.

Building the required capacity for driving reforms and effectively managing performance in
the Civil Service;

6.

Introducing and implementing a robust performance management system that links rewards to productivity;

7.

Implementing comprehensive training and staff development programmes aimed at changing work ethics and culture while continuously upgrading capacities and skills in the public
service.

Project Approach
PSRU led a successful negotiation with the World Bank to provide support to the tune of US$17m
for the initial implementation Phase of the Pay and Performance Project. World Bank support for
this project is staggered in two Disbursement Categories, namely (i) Eligible Expenditure Programme (US$15m) and (ii) Technical Assistance (US$2m). The Bank Accounts for both categories of funds have been established at the Bank of Sierra Leone. Implementation follows a sequenced and synchronized pathway over a 4 – year period (2011-2015) within the Bank’s resultsbased financing instrument, which links disbursements to the achievement of 15 strategic targets
called Disbursement Linked Indicators (DLIs). Each DLI has been valued at US$1Million, which
will be paid to Government upon achievement of the target. A Technical Assistance (TA) component to the tune of $2Million will support selected inputs for which Government has requested
more intensive supervision or for which resources may not be readily available in the GoSL
budget. Specifically, support will be provided for goods, consultancy services, non-consulting services, monitoring and evaluation, training, study tours and workshops.
The achievement of each objective contributes to addressing the functional problems identified in
the Civil Service. The project approach supports a locally developed, owned and, therefore feasible, reform programme. The results focus helps to address the collective action and coordination
problems by better aligning the incentives of the different actors.
Sub-components of the Pay and Performance Project
Pay Reform (Implementing Partner: HRMO supported by MoFED)
The pay strategy approved by Cabinet in February 2011 sets out a comprehensive approach to
reforming public sector pay over a five – year period. It recognizes that remuneration should be
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commensurate with the responsibilities of the job, which will require that a comprehensive job
evaluating and grading exercise be completed before a competitive pay is introduced in a new
pay structured. In addition, the strategy envisages significant decompression of the pay structure,
which will allow professionals and managers to be remunerated more competitively, while maintaining an affordable and sustainable public service wage bill in relation to GoSL’s recurrent revenues.
The objectives of this sub-component are: (a) to attract and retain key professional and managerial staff; and (b) to motivate all civil servants to perform their jobs to an acceptable standard.
Three results are sought to achieve these objectives: (a) civil servants are paid more equitably
and competitively; (b) the authority to change personnel records and payroll is vested in, and restricted to HRMO (an audit trail will be maintained); (c) the human resource database and the
payroll are directly linked.
Recruitment and Staffing (Implementing Partner: PSC)
The objective of this sub-component is to create a capable civil service of the right size and job
composition to deliver its core functions assigned by government.
Four results are sought to achieve this objective; (a) priority vacancies in GoSL’s annual recruitment plans are filled; (b) recruitments are based on appropriate open, competitive and meritbased procedures; (c) promotions are based on open, competitive and merit-based promotion
procedures; (d) vacancies are filled within three months.
Performance Management and Accountability (Implementing Partner: HRMO)
The objectives of the performance management component are to: (a) improve the performance
and productivity of ministries and individual civil servants; (b) increase citizens’ trust and confidence in government; (c) strengthen the accountability of ministries to the executive and citizens.
Three results are sought to achieve these objectives: (a) annual staff performance appraisal reports are of an acceptable quality; (b) annual performance reports of civil service managers on
performance contracts are of and acceptable quality; (c) ministries’ performance is evaluated
jointly by GoSL and non-state actors.
Progress on PPP Components and Deliverable-Linked Indicators
The World Bank Board formally approved the Project on 31st May 2012. On 26th June 2012, a
formal Financing Agreement was signed between the GoSL and the World Bank for support to
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the total sum of $17M over a period of 4 years. With the completion of a comprehensive Project
Implementation Manual (PIM), Project Effectiveness was achieved on 23rd October 2012. Disbursement – Linked Indicators for PSC
Sub Component Activity - Recruitment and Staffing (Implementing Partner: PSC)
Year 0 DLI
Target Date: July 2012
1. Open, Competitive, and Merit-Based Recruitment Procedures designed by PSC in collaboration with HRMO and approval by CSSC
Objectives of this DLI are to ensure


that recruitment and selection of quality staff is done in an open and transparent manner



that officials responsible for performing tasks associated with recruitment and selection
into the Civil Service, and candidates are aware of the rules and procedures guiding the
process



that recruitment is done in a transparent and accountable manner.

2. Seven staff recruited and trained at PSC
The objective is to build the capacity of the PSC to carry out its mandate
Seven staff have been recruited and have participated in several training sessions on Rapid Results Approach, Civil Service Ethics, Manpower Planning, Public Service Recruitment, etc. Formally approved by World Bank.
Year 1 DLI
Target Date: December 2012
1. At lease 60% of priority vacancies have been filled in accordance with the Annual Recruitment
Plans and the approved Recruitment Procedures.
Objectives: Build HR capacity particularly at the middle and upper professional and managerial
levels across the civil service
Progress:

The target number for Year 1, as reflected in the results Framework, was 210 (i.e.

60% of the 350). 2012 recruitments through PSC surpasses this number, and the verification pro-

76

Annexures

tocols are being collated for official submission to World Bank.
PSRU has verified the recruitment orders issued by PSC and the appointment letters issued by
HRMO for all recruited staff in this category.
Next Steps: Submission of letter to WB certifying completion by May 30th 2013
Year 2 DLI
Target Date: December 2013
At least 80% of priority Vacancies have been filled in accordance with the annual recruitment
Plans and the approved recruitment Procedures
Progress: Recruitment for 2013 stalled at PSC. Priority vacancies extracted from the Manpower
Report compiled by HRMO, as reflected in list of priority vacancies developed by PSC. Target is
280 positions filled in 2013 (80% of 350), of which only 50 have been recruited for.
Next Steps: Fast track recruitment at PSC
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