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M 
y Agenda for Change clearly mapped out the route for the economic transformation 

of Sierra Leone.  It will be recalled that in my introductory statement to that national 

strategy document, I stressed my Government’s conviction that ‘…no economic 

transformation is possible without a transparent, accountable and effective Public Sector dedi-

cated to providing supportive policies and actions…’ 

I recall writing, the Foreword to the Report on the Commission’s Management and Functional Re-

view Report in August 2010.  Three years on, it is now my pleasure to write the Foreword to the 

Commission’s first ever Strategic Plan, covering the period 2012 – 2015. 

One of my key pledges to the Nation in November 2007 was that the issue of Reform and 

Change will be at the top of my Government’s agenda.  I took this strategic stance with the full 

realization that in order for socio-economic development to take place, the public service and par-

ticularly the civil service arm of government should be equipped both in terms of adequate staffing 

and competent manpower with matching resources for effective services delivery.  

It is gratifying to note that this pledge, among others, has been largely translated into concrete 

outcomes, yielding some dividends and laying a good foundation on which our collective hopes 

and aspirations for public service reform and change could be nourished.  

To put the issue of Reform and Change at the Public Service Commission within its historical con-

text, and even before my assumption of office as President, this same Commission was implicitly 

considered as lame and inept, and therefore suffered the disadvantage of being excluded over 

the years from wider governance reform opportunities. 

My Agenda for Change however did bring in fresh challenges and opportunities.  The present 

membership I swore into office in August 2008 has taken unprecedented steps in the Commis-

sion’s sixty-four years of existence to heed my call for Reform and Change as evidenced in this 

document which I consider a fitting sequel to the Management and Functional Review , laying out 

a distinctive road map for the Commission during the next three years.  

The Commission has since undergone significant internal restructuring whilst simultaneously em-

barking on a massive recruitment drive to fill critical positions in the civil service starting in early 

2009; and by mid-2012, about 1,000 critical vacancies had been filled, almost doubling the staff 

strength at the middle to senior professional and managerial levels.  Also, recruitment procedures 

for the Sierra Leone Public Service aimed at open, competitive and merit-based recruitment have 

recently been finalized.  The Commission’s approach to reform and change has been multi-

dimensional, yielding quality returns.   

Let me use this opportunity to commend the efforts of the Commission in rising up to the chal-

lenges presented, and working assiduously towards the achievement of my vision and desire to 

transform Sierra Leone into a middle income country during the life time of our generation.   

It is of interest to note that the Commission’s Strategic Plan was prepared through an interactive, 

hands-on work and consultative process involving the Chairman, Members and staff, as well as 

extensive 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 ca-

pacity and logistical constraints, and seeks to mitigate these as far as feasible. 



I recognise with gratitude the demonstrated commitment of the UNDP, World Bank, the Common-

wealth Secretariat and the Public Service Commission of the Province of Saskatchewan in Can-

ada in providing technical assistance to the Commission.  I look forward to the European Union’s 

programme of assistance to the Commission programmed to start in 2013. 

I also note with pleasure that this document is the product of a consultancy under taken by 

Saadia Consulting (SL) Ltd, an indigenous firm; and that the preparation of the plan was funded 

by my Government from domestic resources. 

Let me now take this opportunity to affirm my support to this ambitious but clearly achievable 

plan, which I believe is not only a reflection of a rejuvenated Public Service Commission, but that 

it is also a plan that will undoubtedly contribute significantly in restoring the hitherto eroded credi-

bility of our public service.  

Foreword 

HIS EXCELLENCY   DR. ERNEST   BAI   KOROMA 

PRESIDENT  
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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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THIS DOCUMENT IS DEDICATED  

TO THE MEMORY OF 

THE LATE  LOVETTA  CHRISTIANA  FORNA 

MEMBER OF THE PUBLIC SERVICE COMMISSION 

AUGUST 2008 – APRIL 2012. 
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Chapter 1 

Introduction 

1.0 Background 

T 
he Public Service of Sierra Leone suffered progressive deterioration of standards of eth-

ics, morale and performance, and a massive loss of capacity during the decades of the 

eighties and nineties.  This necessitated various forms of policy and strategic response. 

Responses varied from the hiving off of key functions and institutions of government service deliv-

ery from the almost defunct mainstream civil service and establishment of  standalone 

‘autonomous’ institutions; to the creation of what has now come to be known as the shadow civil 

service within the civil service.  The Government of Sierra Leone, with the support of development 

partners, including DFID, the World Bank, the Commonwealth Secretariat, The European Union, 

and UNDP, launched several reform measures in the area of public sector reform at the end of 

the conflict. Several reform initiatives were undertaken using varying strategies at both the broad 

macro level and at the thematic and institutional levels.  However, donors and development part-

ners intervened utilizing multi-layered and multi/cross-sectoral strategies, some of which govern-

ment-wide in scope (public sector management support), some sector-specific, while others were 

institutional; but all of them largely uncoordinated and lacking in synergy. 

The Public Service Commission (PSC) is the oldest constitutional and constituted human re-

source management, standard setting, discipline, transparency, and accountability institution in 

the Sierra Leone public service. This pre-independence institution has gone through many chal-

lenges and changes since it was created in 1948. Following Sierra Leone’s independence in 

1961, the Commission graduated from being an advisory body to the Governor, to becoming a 

fully executive and constitutionally entrenched institution with a clear mandate in the first [1961] 

Constitution of Sierra Leone - an entrenchment that has persisted through the country’s three (3) 

subsequent sequence of constitutional reviews. However, whereas it is the single constitutional 

authority for recruitment and selection, and the institution of standards of performance and disci-

pline, the Commission actually underwent progressive erosion of its institutional capacity and 

standards of ethics and credibility over the decades, which in large measure explains the deterio-

ration of the public service itself. Unfortunately, rather than restructure and strengthen the institu-

tion and recognize its role, the Commission was completely set aside in the decades-long reform 

endeavours of the 1990’s into the dawn of the millennium mainly because it did not show up on 

the platform of credible partners and authorities in the process. 

The Sierra Leone Constitution 1991[Act No. 6 1991] gives authority to, and provides for the inde-

pendence and autonomy of the PSC. Sections 151 – 154 establish and institutionalize the Com-

mission, and generally prescribe its functions, delineate its jurisdiction, specify its powers, includ-

ing the power to make regulations for the ‘effective and efficient performance of its functions.’  

That part of the Constitution also provides for the President to delegate some of his powers of ap-

pointment to the PSC while authorizing the Commission to delegate some authority to other pub-

lic agents and officers. 

The Constitution provides that the Chairman and Members must be appointed for at least one 

three-five year term of office. The current Commission was constituted in August 2008 following 

the 2007 Presidential and Parliamentary elections. Consistent with Section 151 (1) of the Consti-

tution, the PSC of Sierra Leone is currently made up of a Chairman and four Members.  
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When the current Chairman and Members took office, the PSC was in dire need of resuscitation 

from a prolonged state of Coma. The Commission had suffered decades of total neglect and de-

moralization as evidenced by decades of retrogressive funding starvation, poor staffing and ex-

treme weaknesses in logistical capacity leading to the institution’s perpetual and perennial inca-

pacity to deliver on its mandate.  

Therefore starting in 2008, the newly reconstituted PSC went on a proactive campaign to assert 

its development relevance and constitutional authority. The first objective of the Commission was 

to recast and reposition itself in a leading role on the ongoing public sector reform landscape. 

Consistent with its mandate, the PSC envisioned itself in a leading role in reform policies relating 

to public service personnel issues, including the rationalisation of staff numbers, pay and incen-

tive systems, staff training and development, performance management, dispensing administra-

tive justice, and, in general, enhancing efficiency in the delivery of public services.  

Accordingly, the Commission immediately developed a Concept Paper that mapped out the ‘‘New 

Direction for the Public Service Commission’’ which was addressed to the President [and de facto 

Minister for the Public Service]. The Concept Paper outlined the Commission’s immediate and 

medium term targets. 

In order to prepare for the role in which it perceived itself to be cast in, the PSC undertook a stock

-taking and internal restructuring and initiated a reform process. To this end, the GoSL sought 

and received Technical Support from the Commonwealth Fund for Technical Cooperation (CFTC) 

for a Management and Functional Review (MFR) of the PSC. The review was completed and the 

report published in collaboration with the CFTC in August 2010 with a Foreword by the President. 

As a follow-up on the recommendations made in the (MFR) report the PSC has been undergoing 

significant internal restructuring. The recent changes at the Commission include a new adminis-

trative structure and the recruitment of additional staff to fill critical vacancies in its revised organ-

izational structure; and improving incentives geared toward attracting and retaining the requisite 

qualified and competent staff. The Commission had earlier on delegated the recruitment of civil 

servants below Grade 6 to the HRMO. With sheer drive and determination under difficult circum-

stances, the PSC was able to embark on a massive recruitment drive to fill critical positions in the 

civil service starting in early 2009; and by mid-2012, nearly 1,000 critical vacancies had been 

filled in the service, almost doubling the staff strength in the middle-senior professional and mana-

gerial levels in the civil service. Recruitment Procedures for the Sierra Leone public service aimed 

at efficient, fair, transparent and competency-based recruitment into the public service was been 

finalized mid 2012.  

During 2010 – 2011, the GoSL sought and received assistance from the European Union to sup-

port civil service reforms, including support to strengthening the capacity of the PSC  for merit-

based recruitment and selection, and for strengthening the  capacity of the Commission  for insti-

tuting discipline in the public service. The EU support to the Civil Service Reforms consists of four 

main components as follows: 

 Component 1: Training and Staff Development aimed at supporting the bridging of the 

acute skills gaps in the civil service; 
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 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 

HRMO, the PSC, the Office of the Chief Justice, and Local Councils; 

 Component 3: Mainstreaming Anti-Corruption into the Civil Service Reforms by en-

suring complementarities and synergy between   the institutions responsible for adminis-

trative discipline and the fight against corruption, specifically the PSC and the ACC re-

spectively; and 

 Component 4: Right-Sizing the Civil Service will 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 finan-

cial implications of implementing the policy 

The Commission will benefit from Components 2 and 3 of the above project over the period 2013 

- 2015. 

In late 2011 also, Government approached the World Bank for financial and technical support for 

its Medium-Term Public Sector Reform Programme. In March 2012, the final draft of the Pro-

gramme - “Improving Productivity through Management and Pay Reforms” - was approved by 

Cabinet and, in April 2012, the World Bank committed US$ 17 Million to funding a Pay and Per-

formance Project (PPP) to support the Government’s reform programme for improving perform-

ance in the public sector. Under the PPP, the PSC, HRMO and the Ministry of Finance and Eco-

nomic Development are identified as key implementing agencies, with the Public Sector Reform 

Unit (PSRU) in the coordinating role. The PSC specifically takes the lead in the implementation of 

Component 1.2 [Recruitment and Staffing] of the PPP and will benefit from financial and technical 

support from Component 2 (Technical Assistance) to facilitate its effectiveness in that implement-

ing role.  

This Strategic Plan of the Public Service Commission of Sierra Leone (2012-2015) was prepared 

through an interactive, hands-on work and consultative process with Chairman, members and 

staff of the Commission, as well as in consultation 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.  

Table of Contents 
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2.1 Mandate of the Commission 

Section 152 (1) of the Constitution of Sierra Leone (Act No. 6 of 1991) states: 

 

“Subject to the provisions of this Constitution, the power to appoint persons to hold or act 

in offices in the public service (including power to make appointments on promotion and to 

confirm appointments) and to dismiss and to exercise disciplinary control over persons 

holding or acting in such offices shall vest in the Public Service Commission”; 

 

Section 152 (2) additionally provides for the delegation by the president of some of his appoint-

ment functions to the PSC. The relevant section states: 

 

“The President may, subject to such conditions as he may think fit, delegate any of his 

functions relating to the making of appointments, including power to make appointments 

on promotion and to confirm appointments, by directions in writing to the Public Service 

Commission or to a committee thereof or to any member of the Commission or to any 

public officer”; 

 

Section 152 (10) authorizes the Commission to delegate any of its functions to 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. The 

section states: 

 

“The Public Service Commission may, with the prior approval of the President, make regu-

lations by constitutional instrument for the effective and efficient performance of its func-

tions under this Constitution or any other law, and may, with such prior approval and sub-

ject 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” 

 

Section 152 (6) and (7) of the Constitution of Sierra Leone (1991) further delimit the jurisdiction of 

the PSC by exclusion of the following: 

 

Justices of the Supreme Court, the Court of Appeal and Judges of the High Court; (b) the 

Director of Public Prosecutions; (c) the Auditor-General; (d) offices within the jurisdiction of 

the Judicial and Legal Service Commission; (e) offices of Ambassadors and certain of-

fices; (f) offices of the Permanent Secretaries and certain other offices; (g) offices the re-

muneration of which is calculated on a daily rate; and  (h) the personal staff of the Presi-

dent or the Vice-President. 

 

2.2 Agenda for Change; Agenda for Prosperity 

T 
he ‘Agenda for Change (2008 – 2012)’ and its successor the ‘Agenda for Prosperity 

(2013 – 2017)’ are the country’s second and third generation Poverty Reduction Strategy 

Papers (PRSP II & III) respectively. These two are the Government of Sierra Leone’s 

principal policy documents for the period 2008 - 2017. The PRSPs are the GoSL’s strategic 
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framework for good governance, reform, growth, and sectoral policies, all of which are bench-

marked primarily against the Country’s target of achieving the MDGs. 

 

Achieving the goals of the PRSPs requires an able and willing public workforce. In recognition of 

that fact both Agendas state GoSL’s commitment to Public Sector Reform over their implementa-

tion timeframe as was acknowledged by the President himself in his foreword to the ‘Agenda for 

Change’: 

 

‘‘It is our conviction that no economic transformation is possible without a transparent, 

accountable and effective public sector dedicated to providing supportive policies and ac-

tions.’’ 

 

Pursuant to the Agenda for Change the Public Sector Reform Unit developed a medium term 

framework for the implementation of the Public Sector Reform Programme. The ‘New Frame-

work’ (2008-2012) foresees the PSC as playing the overarching role of policy design and provid-

ing strategic leadership for the rest of the public sector while leaving, through delegation of func-

tions, micromanagement with other institutions such as the HRMO and the MDAs (including secu-

rity sector institutions), and the other Service Commissions such as the Judicial and Legal Ser-

vice Commission (JLSC), the Local Government Service Commission (LGSC), Parliamentary 

Service Commission, and the newly instituted Health Service Commission (HSC). 

 

The on-going transformation of the PSC is contextualized within the overall framework of the 

broader public sector reform programme under the national development agenda - the Agenda for 

Change and the ‘Agenda for Prosperity’.  

 

2.3  The PSC Strategic Direction in Context  

G 
overnment of Sierra Leone recognizes the imperative and urgent need to rebuild the civil 

service to enable it achieve its ambitious objectives of improved  service delivery and the 

development of infrastructure as laid out in the Agenda for Change and as reinforced in 

the Agenda for Prosperity.  The urgent task of recruiting civil servants to fill critical skills gaps in 

the middle level professional/technical and management levels on the basis of merit through  

transparent and competitive processes is on-going and managed by the Commission as provided 

for in its mandate under Section 152(1) of the Constitution. 

 

Consistent with its Vision and Mission Statements as elaborated in Chapter 4 therefore, the 

PSC’s Strategic Intent is to perform its stated functions with greater efficiency, integrity, and to be 

accountable to its stakeholders, including the President (who is also Minister for the Public Ser-

vice), Parliament, and the general public.To that end, the Commission will stay focused on its 

functions with the broader public sector reform objectives as the pillars on which its 

strategies stand. 

Recruitment and Selection in the Reform and Development Agenda 
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Chapter 3 

The Operating Environment 

3.1 The External Environment 

S 
ierra Leone has a small population of about 5.6 million people with about 60% illiteracy. 

The government is the largest employer in the country. The private sector is small, though 

expanding rapidly, thus there is a keen competition for access to public sector jobs. Also, 

employers (including the public sector) discover too often that there is a complete miss-match be-

tween their labour requirements and the available skills.  

 

Constitutionally, the Public Service Commission has general responsibility for recruitment and 

personnel management for the public service of Sierra Leone. Although the country is geographi-

cally relatively small in size the operations of the PSC historically has been centralised in Free-

town, due in part to the fact that that is where the greater proportion of the government’s adminis-

trative and functional ‘machinery’ is based. 

 

Worse still, eleven years of civil war and the post-war logistical inadequacies has kept the PSC 

still centralised in Freetown. 

 

Since the end of the war several policy changes have occurred in the public sector environment 

with direct consequences for the PSC. Several new institutions have emerged whose prescribed 

functions run parallel or overlap (with blurred jurisdictional lines) with those of the PSC. The de-

centralization process for instance has created a Local Government Service Commission (LGSC) 

with direct responsibility for public personnel who fall under the jurisdiction of the Local Councils. 

Also, the Anti-Corruption Commission (ACC), another post-war creation, inadvertently disregards 

the PSC’s authority (to administer discipline and deliver administrative justice) in its investigations 

of allegations of corruption involving public officials who are under the jurisdiction of the PSC. The 

most recent change in the public sector with direct implication for the operation of the PSC is the 

creation of a Teaching Service Commission (TSC) and a Health Service Commission (HSC).  

 

In view of the above developments, a need for clarification of roles and effective coordination of 

efforts has emerged.  With role clarity and effective coordination, these new structures and institu-

tions provide an opportunity for the PSC to further delegate some of its functions, and allow it to 

focus on providing policy direction on public sector personnel issues. 

 

Additionally, the fiscal and socio-political dynamics of the country pose both challenges 

and opportunities to the effectiveness of the PSC in delivering on its mandate.  

 3.1.1 Economic and Financial Environment 

T 
he economy of Sierra Leone recovered rather quickly from the devastation caused by 

the civil war. The economy has had positive growth rates since the year 2000. Real GDP 

is projected to grow by 35.6% in 2012 due mostly to rapid expansion in the mining sec-

tor. This growth has created opportunities on many fronts especially for government revenues, 

with its attendant positive effects on public service delivery, and job creation in both the public 

and private sectors. Real GDP is forecast to grow at an average rate of10% during 2013 - 2014.  
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However, given that the economy is growing from a very low base, coupled with a very high rate 

of poverty and joblessness, especially among the youth, there is still widespread disaffection 

among the population. The unemployed and underemployed youths demand more and better 

paying jobs. The general populace are also demanding greater access to, and improvement on, 

the quality of public services and facilities. 

The efficiency and performance of the Sierra Leone public sector in delivering services is crucial 

to attracting and retaining investment in the private sector and, by extension, the overall perform-

ance of the economy. In turn, suffice to note that the performance of the public sector depends on 

the quality and efficiency of the public workforce. The quality of staff in the public service depends 

significantly on the capacity of the PSC to deliver on its mandate and the credibility of the recruit-

ment process.  

Without adequate funding the Commission cannot perform its functions as envisaged in this Plan. 

The PSC is largely funded directly from the GoSL’s budget and, of late, supplemented from donor 

support. Unlike similar other institutions however, the Commission lacks fiscal autonomy as its 

funding is not predictable or adequately protected by legislation. Thus the Commission’s fiscal 

situation can be precarious in the face of fiscal fluctuations, including domestic revenue shortfalls.  

Unpredictability in donor support makes it an unreliable source of funding for an important na-

tional institution such as the PSC.  

3.1.2 Political Environment 

E 
xperience shows that while institutional legitimacy matters, in practice, leadership and 

the nature and dynamics of the operating environment (including the political will and 

economic conditions) have the greater implications on the effectiveness of the PSC in 

the performance of its functions. Experience has also shown that the cost of failure of an institu-

tion like the PSC is indeed high as it impacts directly the efficiency of public service delivery and 

the credibility of the governance institutions.  The costs of halting and reversing the resultant de-

clining trends can also be high both in financial terms and in terms of effort and time. 

Historically, the public service of Sierra Leone was a standard bearer in colonial Africa and in the 

first decade of the post-colonial period. Since its creation, the PSC of Sierra Leone has been at 

the centre of public service personnel issues and the driving force behind the high standard of the 

Sierra Leone public service in the 1960s and 1970s. It provided effective leadership, efficient re-

cord keeping and transparency in reporting on its operations and the welfare of the public service. 

Over the years the PSC has recruited and trained some of the best and most prominent Sierra 

Leonean public servants, some of whom later went on abroad to serve the global community with 

diligence and distinction and/or engaged productively in the domestic private sector. 

However, starting in the late 1970s the quality of recruitment into the Sierra Leone public service 

began to deteriorate. An examination of trends in the quality of recruitments shows that a greater 

proportion of civil servants recruited between 1978 to 1991 were of particularly low quality com-

pared to those recruited prior to 1978 or after 1992.1  Based on 2009 civil service verification data, 

the analysis revealed that out of nearly 15,000 existing civil servants, about nearly 7,000 were 

The Operating Environment 

1. Management and Functional Review of the Public Service Commission of Sierra Leone, March 2010  
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recruited between 1978 and 1991, and that of this latter category 62 per cent could show no evi-

dence of any qualification. The analysis further reveals that over half (53 per cent) of all unquali-

fied civil servants currently in the service consists of those recruited during that period. The period 

in question coincides with a period of politicization of recruitment into the public sector, an erosion 

of the integrity of the recruitment and selection system, and progressive deterioration of the ca-

pacity and credibility of the PSC. 

The current public policy environment in Sierra Leone presents immense opportunities for the 

PSC, and necessitates urgent strategic reforms albeit against challenges. 

8 

The Operating Environment 

3.2 SWOT Analysis 

3.2.1 Strengths 

1. The Commission’s greatest strength is its legal mandate, which is firmly rooted in the Si-

erra Leone Constitution 1991, with the existence of the Commission entrenched, its power 

and authority defined in clear terms, and its independence assured; 

2. Another strength of the Commission lies in the commitment, and competence of its current 

leadership which is also an opportunity, while its temporal nature may pose a threat to 

sustained reforms (see below) 

3.2.2 Weaknesses 

The Commission’s key weaknesses are: 

1. Institutional and human capacity weaknesses; 

2. Lack of legal protection for its funding requirements, including for administrative and op-

erational purposes. There remains a lacunae in that aspect; 

3. Outdated Regulations, unwritten procedures and processes in a manual environment 

3.2.3 Opportunities 

1. The strong and committed leadership of the Commission has pushed through far-reaching 

reforms and restructuring in the past two to three years. There continues to be an opportu-

nity here for accelerated reforms while the current leadership remains in place; 

2. The Commission has enjoyed strong political will and support for its reform Agenda. 

3. Other public sector actors and stakeholders have demonstrated strong reform readiness 

and recognized the major leadership and steering role of the PSC in pushing forward the 

national public sector reform and development agenda.  In that respect there has been a 

resurgent and wide-ranging cooperation from other public sector actors, including the of-

fice of the President, PSRU, MOFED, HRMO, and other MDAs and statutory agencies.  

Development partners, including the EU, the World Bank, the Commonwealth and UNDP, 

have also demonstrated a commitment to provide technical and financial assistance to the 

Commission 

3.2.4 Threats 

The existing threats to the Commission are largely residual and can be classified as being of low 

risk or already mitigated by the opportunities and strengths of the Commission, especially if these 

are effectively leveraged and harnessed. The threats in question are: 

1. A potential for policy reversal that may result from an impending leadership change at the 

Commission; 
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2. The uncertainty of funding for the operational requirements of the Commission in the 

event of domestic revenue shortfalls; and 

3. Diffusion of authority for recruitment and selection as a result of a proliferation of person-

nel service commissions, which could water-down quality and standards unless properly 

coordinated. These can however be mitigated by the PSC taking on a strong policy and 

standards guidance and oversight role 

The Operating Environment 
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Chapter 4 

Institutional Structure and Organisation 

4.1 Our Mission 

To provide leadership, supervision, oversight and guidance to development and management of 

the human resources of the public service to ensure effective and efficient service delivery to the 

people of Sierra Leone. 

4.2 Our Vision 

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 standard in the public service of Sierra Leone. 

4.3 Our Core Values 

 Independence 

 Political neutrality 

 Transparency 

 Accountability 

 Integrity 

 Responsiveness 

 Equal Opportunity 

4.4      Our Overall Goal 

A Public Service Commission that is capable of transparent and merit-based recruitment of com-

petent personnel of appropriate skills mix into the civil service, the development and enforcement 

of standards, and ensuring continuing professional development and merit-based progression of 

public servants 

4.5 Organisational Structure and Functions 

4.5.1   The Commission 

The Commission is made up of the Chairman and 2 to 4 Members appointed by the President. 

To assist the Commission in the execution of its Constitutional mandate, the PSC is organised 

into a Secretariat headed by a Secretary (who is also head of administration) – the ‘Secretary’ 

and two (2) functional departments with structures and functions as explained below and as de-

picted in the Organisation Chart in Figure1 below: 

4.5.2 The Secretariat 

This is the focal office and contact point that supervises and coordinates all activities within and 

outside the Commission. 
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4.5.3 Departments and Units   

 There are two operating divisions:  

1. The Selection and Staff Development department consisting of three sections/sub-units 

to undertake the performance management, audit and discipline; selection, appointments 

and promotions, and career development functions of the Commission; and  

2. The Policy Development, Planning and Monitoring department made up of three sec-

tions/units to support and facilitate the Commission’s performance of its core constitutional 

and strategic mandate and functions - research and policy development, information and 

communications technology and monitoring and evaluation. 

4.5.3.1    Selection & Staff Development (PSC Core Function) 

To serve as the main link between the Commission and HRMO on all recruitment, placement, 

promotion and staff development matters; 

To develop policies, procedures and standards for recruitment into and placement in the Civil Ser-

vice as follows: 

i) Develop and ensure effective implementation of recruitment and selection procedures in the 

Public Service; 

ii) Formulate and periodically review policy guidelines on Appointments, Promotions and Disci-

pline for all Public Service environments; 

iii) Design and place Vacancy Announcements in the Gazette and other relevant media on be-

half of the Commission and collate responses from interested applicants; 

iv) Prepare selection interview reports for the attention of the Commission; 

v) Review proposals for career development of middle to senior level staff and submit recom-

mendations for the attention of the Commission and Training Advisory Committee; 

vi) Collaborate and maintain good professional relations with local and external recruitment 

agencies, advocacy organizations, educational institutions, development partners etc.; 

vii) Conduct workshops, seminars, and conferences/meetings of stakeholders on personnel de-

velopment and management, as well as Government procedures on Appointments, Promo-

tions and Discipline . 

Performance Management, Audit and Discipline  

i) Ensures the establishment of a Performance Management system that emphasizes respon-

sibility, accountability, and productivity; 

ii) In collaboration with other relevant partners, develops and implement a performance con-

tract system for the Public Service; 

iii) Conducts workshops, seminars, meetings/conferences to collect and collate views for policy 

reviews on performance improvement plans and performance reporting formats; 

iv) Conducts management reviews to diagnose inefficiencies in systems, procedures and tech-

niques in management and recommend remedial measures to improve management prac-

tices; 

v) Prepares annual report on Public Sector performance; 

Institutional Structure and Organisation 
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Undertake other duties within the scope and intent of the job as may be assigned from time to 

time. 

Selection, Appointments and Promotions  

i) Ensures  that all relevant and appropriate procedures in the recruitment process are fol-

lowed, including, processing of indents and advertising, receipt and filling of applications; 

ii) Preparation of guiding notes and providing Secretarial Services to the Preliminary Selection 

Boards (PSB); 

iii) Scheduling of interviews and inviting shortlisted candidates; 

iv) Availing the indents, application files, list of shortlisted candidates and the Annual Staff Ap-

praisal; 

v) Maintaining updated paper and electronic records on recruitment/appointments and promo-

tions into the Public Service; 

vi) Responsible for conducting background checks by authenticating all the information of appli-

cant’s resume, such as academic credentials, previous employment and performance, skills 

and abilities and references.  To also check on any prior criminal offences; 

vii) Advice the Commission on employment, job reviews, personnel complaints, disability or 

workers compensation forms and other confidential materials; 

viii) Maintaining Annual Staff Appraisal Reports; 

ix) Undertake other duties within the scope and intent of the job as may be assigned from time 

to time. 

Career Development   

i) Identifies and implement training and development needs within the Commission through 

job analysis, appraisal schemes and regular consultation with managers in other depart-

ments; 

ii) Provides strategic advice to the Commission on career development; 

iii) Assists in the development of the Annual Work Plan and other strategic documents; 

iv) Undertakes other duties as may be assigned from time to time. 

4.5.3.2    Policy Development, Planning and Monitoring (Core Technical Services) 

To research into and benchmark against best practices in the running of Public Service Commis-

sions around the world 

To provide strategic direction by preparing draft polices, guidelines and procedures designed to 

enhance Public Sector Performance 

i) Ensure the development and implementation of annual reports based M & E Framework 

and Workshop; 

ii) Provide guidelines in the process of budget formulation; 

iii) Supervise the development of Progress reports and similar reporting documents designed 

to enhance cooperation and communication with stakeholders. 

Institutional Structure and Organisation 
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Research & Policy Development   

Government research officers work within a wide range of government departments and bodies.  

They liaise closely with civil servants and other government analysts, such as operational re-

searchers, economists and statisticians.  Their role is to provide research input for the analysis 

required for the development, implementation, review and evaluation of new and existing policies. 

In this regard the Research & Policy Development section of the Commission has responsibility 

to: 

i) Develop research proposals, expressions of interest and full project proposals; 

ii) Identify possible areas of external funding for research proposals both to sustain the Com-

mission’s own professional activities and to contribute to the institute’s costs and to meet 

individual and collective financial targets; 

iii) Assess, interpret and evaluate the outcome of research, and develop ideas for the applica-

tion of research outcomes; 

iv) Monitor and analyze development in the external environment; 

v) Contribute to the development and implementation of the annual plans and medium and 

long term strategies of Public Sector institutions; 

vi) Work in close partnership with external research contractors, other government analysts, 

and policy colleagues during the course of the research; 

vii) Produce and present both written and oral briefs for policy colleagues and ministers, based 

on reviews of research evidence; 

viii) Respond to external and internal research enquires from colleagues, government depart-

ments, academics, local councils, regional development agencies and members of the pub-

lic; 

ix) Contribute to the development of strategic documents for the Commission including Work 

Plans, Strategic Plans, and Policy documents; 

x) Undertake other duties within the scope and intent of the job as may be assigned from time 

to time. 

Monitoring and Evaluation   

i) Develop M&E framework for Annual Work plan; 

ii) Guide the establishment of administrative, accounting and project-component M&E sys-

tems; 

iii) Assist in development of Annual Work plans and Progress Reports; 

iv) Regularly appraise staff and provide feedback and support to enable them to do their jobs 

better; 

v) Mobilize relevant M&E technical assistance in a timely manner, with clearly demarcated re-

sponsibilities that are based on the participatory and equity principles of the project; 

vi) Ensure easy public access to M&E reports and data and make sure they are widely distrib-

uted; 

vii) Submit required analytical reports on progress – including indications of planned actions 

Institutional Structure and Organisation 
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and financial statements – on time and to the relevant bodies, with assistance from M&E 

staff; 

viii) Develop and make available periodic M&E reports on the Commission for stakeholders, in-

cluding the general public; 

ix) Undertake other duties within the scope and intent of the job as may be assigned from time 

to time. 

Information and Communications Technology 

To provide technical, strategic and policy advice on ICT matters and the implementation of vari-

ous ICT solutions and interventions on work processes and other related matters which includes 

to: 

i) Evaluate the Commission’s ICT requirement for rolling out its three year Strategic Plan  and 

recommend new technologies, tools and methods for building an effective ICT system; 

ii) Initiate, coordinate and supervise the development of the Commission’s website which in-

cludes networking of database and website- upload, store, analyse and organize data; 

iii) Work closely with database programmer, web developers, and any other ICT service provid-

ers contracted by the Commission for related purpose; 

iv) Manage and administer the PSC database, network, and hardware and software applica-

tions; and 

v) Ensure that archiving, backup and recovery procedures are functioning correctly. 

4.5.3.3 Support Services 

The Support Services to the core functions of the Commission consist of the administration and 

human resources management functions and financial management, including accounting, inter-

nal audit and procurement functions. The Commission currently has a procurement officer in post, 

and is in the process of filling key support services posts including those of the Secretary to the 

Commission, an accountant, and an internal auditor. 

Once provided with its full staff complement and the necessary logistical capacity, the Support 

Services Department is expected to facilitate the effective performance of the Commission in car-

rying out its core mandate. 

Figure 1 below is a schematic representation of the organization of the Commission, including its 

external relationships, dependencies and linkages.  

Institutional Structure and Organisation 
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Figure 1: Organogram of the PSC with External Links and Relationships  
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4.6 Staffing 

The optimal establishment structure of the Organogram presented in Section 4.6 above is pre-

sented in Table 4.1 below:  The structure and establishment is aimed at professionalizing the 

Commission by strengthening the middle level professional/technical categories with a focus on 

the PSC’s core functions, while progressively reducing its current bottom-heaviness.  

Institutional Structure and Organisation 
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Table 4.1: Approved Establishment Structure of the PSC         

UNIT HOD Senior 

Staff 

Support 

Staff 

Total 

Staff 

The Secretariat 1 2 3 6 

Selection & Staff Development 1 3 2 6 

Policy Development, Planning and Monitoring 1 3 3 7 

Administration & Support Service - 4 7 11 

All Depts/Sections/Units 3 12 15 30 

As at the beginning of 2012, all positions in the core departments were vacant. Nine months later, 

as at end September 2012, seven (7) of the key senior positions had been filled by qualified pro-

fessionals, and the Commission was in the process of filling 4 more positions.  The relevant staff 

are expected to have been in post by the end of the year.  A profile of recent and projected trends 

in staffing at the PSC is presented in Table 4.2 below. 

4.7 External Linkages and Collaborative Relationships 

The PSC’s external linkages and relationships have already been presented in Figure 1 above, as 

an accompaniment to its organizational structure, and for proper contextualization.  As shown in 

the figure, the external relationships of the Commission can be classified as:  

1. Upward external reporting, delegation and authorization relationships, as applies to 

the PSC’s relationship with the President and Parliament; 

2. Downward external reporting, delegation and authorization relationships, as applies 

to the PSC’s relationship with HRMO and the MDAs; 

3. Collaborative/cooperative relationships as is to be seen in the Commission’s relation-

ship with the Public Sector Reform Steering Committee (PSRSC), ACC, the Audit Service 

and the legal and judicial system; 

Table 4.2: Recent staffing Trends and Projection           

Category 2009 2010 2011 2012 

Projections 

2013 2014 2015 

Middle level and senior management 3 3 2 4 4 4 4 

Middle level and senior professionals 0 0 0 8 17 17 17 

Associate professionals and senior support staff 4 4 4 4 6 6 6 

Junior staff 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 
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4. Delegative/collegial guidance as applies to its relationships with other personnel ser-

vice commissions, boards and authorities, including The Judicial and Legal Service Com-

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

Commission, the Teaching Service Commission, etc.; and 

5. Facilitative/Supportive relationships with MOFED, PSRU and development partners 

whose technical and financial support and facilitation are required for the effective deliv-

ery of the Commission on its mandate, and to push its reform agenda forward. 

These are all relationships, linkages and inter-dependencies that the Commission will need to ef-

fectively manage for effective reform and delivery of high quality, disciplined and performance-

oriented skills to the public sector. 
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Chapter 5 

Strategic Goal and Objectives of the Commission 

T 
he framework for the Commission’s strategic direction for the medium-term 2012 - 2015 

has already been laid out with the articulation of our mission, vision, values and overall 

goal in Chapter 4. Our Overall Goal is restated below along with the specific objectives 

and strategies identified for its achievement.   

5.1 Overall Goal 

Our 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 ser-

vice, the development and enforcement of standards and ensuring continuing professional 

development and merit-based progression of public servants. 

5.2 Objectives 

1. To strengthen the capacity of the PSC to enable it to effectively and efficiently carry out its 
mandate; 

2. To Institute and Institutionalize competitive and merit-based recruitment and staff progres-
sion in the public service of Sierra Leone; 

3. To clarify institutional roles and responsibilities for recruitment and staff selection in the 
public service and strengthen the Independence of the PSC; and 

4. To improve on public sector integrity by instituting disciplinary standards and enforcing a 
credible code of conduct in the public service. 

5.3 Our Strategy 

Our strategy is to leverage our strengths, take advantage of our opportunities, strive to overcome 

our weaknesses, and  ward-off threats as we provide the Commission with the necessary in-

house capacity to effectively carry on our mandate through the effective and efficient manage-

ment of our affairs, our relationships and our operating environment, by: 

i) Reviewing and modernizing our organization and establishment structure to facilitate effec-

tive delivery on our mandate; 

ii) Reviewing, updating and modernizing our governing and enabling legislation, rules, regula-

tions, and guidelines; and our procedures and business processes; 

iii) Building our in-house professional, technical and logistical capacity through: 

a) Competitive and merit-based recruitment of professional, technical, managerial and 

support personnel to fill our existing skills gaps as identified in our 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 

our mandate; and 

d) the expansion and modernization of our  office environment to provide an adequate 

and conducive work environment for our human resources;  

Public Service Commission  Strategic Plan (2012 -  2015) 



iv) Providing appropriate training and continuing staff development for our professional/

technical, administrative/managerial, and our support staff to assure the effective and effi-

cient implementation of our core functions and delivery on our mandate; 

v) Strengthening our procurement, internal audit and accounting capacities to facilitate the at-

tainment of an effective and sustainable self-accounting status that is consistent with inter-

national standards of good practice.  

Strategic Goal and Objectives of the Commission 
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Chapter 6 

Strategic Activities and Results Framework 

A total of eighteen (18) activities will be undertaken aimed at addressing the eighteen (18) results 

areas identified under the Strategic Plan as presented in the following matrix:  

Activities Expected Results 

A1.1 Review and update establishment structure of PSC R1.1 An updated establishment structure for the PSC. 

A1.2 Recruit Human Resources Officer (HRO) and review 

the human resource capacity of the PSC consistent with its 

revised structure. 

R1.2 Staffing match established posts and PSC skills needs 

A1.3 Fill all critical vacancies within the Commission R1.3 PSC Optimally staffed PSC including for FM and 

HRM; PSC is self- accounting and sub-vented 

A1.4 Identify logistical needs and procure the required logis-

tics 

R1.4 PSC equipment and logistical support adequate for 

PSC function. 

A1.5 Undertake a training needs assessment (TNA), and con-

duct training for PSC staff. 

R1.5 PSC training needs assessed; PSC staff adequately 

trained; PSC staff performance improves 

A1.6 Develop Career Development Plan for PSC. R1.6 Clear and sustainable Career Development Plan articu-

lated, Succession plan developed 

A1.7 Build an ICT system, including website, an e-database, 

archiving and records management 

R1.7 Effective ICT strategy for effective personnel records 

management to facilitate recruitment and promotions; infor-

mation on and services of PSC publicly available and acces-

sible (on website) 

A2.1 Review current recruitment policy and procedures to 

make recruitment competitive, merit-based, transparent, and 

efficient 

R2.1 Open, competitive, and competency-based public ser-

vice recruitment procedures clearly articulated and adopted 

by 

A2.2 Facilitate the absorption of LTA’S into the mainstream 

civil service. 

R2.2 LTAs are absorbed into the civil service 

A2.3 Review and update criteria and procedures for promo-

tion within the civil service 

R2.3 A clearly defined and standardized procedure for pro-

motion and confirmation of appointment for the civil ser-

vice is developed approved and disseminated to all MDAs. 

A2.4 Build a feedback mechanism as part of transparent re-

cruitment and selection process 

R2.4 Credibility of the public service recruitment and pro-

motions procedures enhanced; improved client and stake-

holder trust in the PSC 

A2.5 Develop a high potential development scheme as a 

means of career development and succession planning in the 

civil service 

R2.5 A High Potential Development scheme is developed 

and approved 

A3.1Conduct a review of all subsidiary legislation in relation 

to sections 152 and 153(1) of the Constitution 

R3.1 Modern and up-to-date Public Service Laws and 

Regulations in place 

A3.2 Hold stakeholders consultative meetings/workshop 

with the HRMO, and other commissions with personnel 

management functions, to clarify roles and responsibilities 

and define working relationships. 

R3.2 Roles and responsibility of PSC, HRMO, and other 

public institutions with personnel management functions 

clarified 

A3.3 Draft legislations to amend any contradictions and in-

consistencies between subsidiary legal instruments and the 

Constitution on personnel management 

R3.3 All contradictions and inconsistencies in existing pub-

lic service legislation reconciled 

A4.1 Review, update and implement PSC Codes of Conduct, 

and Rules and Regulations for the Public Service in view of 

changes in the operating environment 

R4.1 Codes of Conduct, and Rules and Regulations for the 

Public Service updated and consistent with PSC Regulations 

A4.2 Prepare Operations Manual and Administrative Guide-

lines for MDA’s. 

R4.2 Updated rules and procedures for instituting adminis-

trative discipline in the public service adopted and enforced 

A4.3 Collaborate with ACC to mainstream anti-corruption 

issues in the Public Service and establish procedural rules 

and clarify and demarcate institutional roles 

R4.3 Systems and procedures in Anti-corruption investiga-

tions are harmonized and synchronized with those of the 

PSC 

A4.4 Monitor the development and implementation of Ser-

vice Charters for all institutions in the public service. 

R4.4 Increased public confidence and trust in Public sector 

Institutions. 
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Logical Framework 

OVERALL GOAL: A Public Service Commission that is capable of transparent and merit-based recruitment of competent personnel into the civil 
service, the development  and enforcement of standards and ensuring continuing professional development and merit-based progression of pub-
lic servants 

Ref 
Code 

Objectives Activities Expected Results Indicators 
Sources/Means of 

Verification 

Implementation  
Timeframe 

Sources 
of  

Support 

1 To strengthen 
the capacity of 
the PSC to en-
able it to effec-
tively and effi-
ciently carry 
out its man-
date 

A1.1 Review and update 
establishment structure of 
PSC to include financial 
management, internal au-
dit, human resource, and 
procurement units. 

R1.1 An updated es-
tablishment structure 
for the PSC. 

Existing departments and 
line of reporting reflect 
the new establishment 
structure. 

PFM and HRM units 
exist, and all func-
tional divisions, de-
partments and re-
porting lines of PSC 
reflect the revised 
structure – PSC 
Secretary. 

May 2012 - Could be 
facilitated under the cur-
rent assignment, as part 
of Y0 activities. 

EU 

    A1.2 Recruit Human Re-
sources Officer (HRO) 
and review the human 
resource capacity of the 
PSC consistent with its 
revised structure. 

R1.2 Matching of es-
tablished posts 
against current staff to 
identify skills gap in 
the PSC. 

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 estab-
lishment structure. 

Availability of HR 
reviews report, and 
the quarterly reports 
– HRO. 

May 2012 – a fast-track 
recruitment process will 
be required to make the 
new HRO part of the HR 
review process. 

EU 

    A1.3 Fill all critical vacan-
cies within the Commis-
sion including internal 
auditor, accountant, and 
procurement officer. 
Source training on PFM 
from MoFED. 

R1.3 An Optimally 
staffed PSC including 
PFM and HRM staff, 
and attain self- ac-
counting/sub-vented 
status. 

Numbers, skills mix and 
quality in substantive 
post in each unit of the 
PSC. PSC becomes self-
accounting. 

Personnel records 
of PSC staff, Staff 
Plan, financial re-
cords, and quarterly 
reports – HRO, ac-
countant, and 
PCMO 

June to August 2012 – a 
fast-track recruitment 
process will be required 
to facilitate attainment of 
self-accounting status. 

GoSL, 
EU and 
World 
Bank. 

    A1.4 Identify logistical 
needs and procure the 
required logistics e.g. staff 
accommodation, vehicles, 
desktops and laptop com-
puters, photocopiers, 
printers, scanners, projec-
tors, binding machines, 
cabinet, stationery etc. 

R1.4 PSC provided 
with the required lo-
gistical support and 
adequately equipped 
to perform its func-
tions. 

Ratios of staff to avail-
able office equipment – 
e.g. drivers/vehicles; 
admin support staff/
computer etc. 

Availability and ve-
racity of Asset Reg-
ister, and Audit Re-
ports. 

May – June 2012 – PSC 
is currently severely un-
der- equipped so equip-
ment urgently needed. 
However, replacement 
and additional equip-
ments will be required 
during implementation. 

GoSL, 
EU, and 
World 
Bank. 
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 1   A1.5 Undertake a 
training needs as-
sessment (TNA), 
and conduct training 
for PSC staff. 

R1.5 Developed 
Training Needs As-
sessment (TNA); 
PSC staff adequately 
trained; improvement 
in staff performance 
during implementa-
tion. 

Numbers, skills mix 
and quality in sub-
stantive post within 
the PSC; staff PM 
evaluations should 
show improved 
performance. 

Quarterly and an-
nual reports/reviews, 
PSC personnel re-
cords and staff plan, 
PM assessment re-
ports on each staff. 

2012-2015 –TNA and initial 
training should be completed 
by June 2012 but continuous 
training will be required 
throughout implementation – 
i.e. to 2015. 

GoSL, 
World 
Bank, 
and EU. 

    A1.6 Develop Ca-
reer Development 
Plan for PSC. 

R1.6 A clearly articu-
lated and sustainable 
Career Development 
Plan, including Suc-
cession Plan devel-
oped and approved 

The approved Ca-
reer Development 
Plan. 

Availability of Career 
Development Plan. 

2012 to 2013 GoSL, 
EU and 
World 
bank. 

    A1.7 Build an ICT 
system; which will 
include designing 
and operationalizing 
a website, an e-
database, and trans-
ferring archives and 
records into data-
bases. 

R1.7 An effective ICT 
strategy is rolled out 
by the PSC which 
includes effective 
internal records man-
agement and a web-
site that provides vital 
information and ser-
vices to the general 
public. 

An easily accessi-
ble website and a 
well organized in-
ternal electronic 
Database. 

Visit website to ver-
ify its existence, 
speed, relevance 
and update of its 
contents; quarterly 
reports; efficiency of 
internal records 
management; and 
PM assessment of 
ICT department 

2012 to 2015 – the likely relo-
cation of the PSC to allow for 
the renovation work on its of-
fices will delay installation of 
ICT system’s equipments. Al-
though databases and website 
could be designed and built 
within Y1 of implementation, 
funding for replacement of 
equipments and payment of 
subscription charges for host-
ing of website will be required 
during implementation period. 

EU and 
GoSL. 

Ref 
Code 

Objectives Activities Expected Results Indicators 
Sources/Means of 

Verification 
Implementation Timeframe 

Sources 
of  

Support 



Logical Framework Continued 

Ref 
Code 

Objectives Activities Expected Results Indicators 
Sources/Means of 

Verification 
Implementation 

Timeframe 

Sources 
of  

Support 

2 To Insti-
tute and 
Institution-
alize com-
petitive 
and merit-
based re-
cruitment 
and staff 
progres-
sion in the 
public ser-
vice of Si-
erra Leone 

A2.1 Review current re-
cruitment policy and pro-
cedures, including the 
2011 recruitment policy 
developed by HRMO, with 
the aim of making recruit-
ment competitive, merit-
based, transparent, and 
shortening the period be-
tween declaration of va-
cancies by HRMO and 
deployment of personnel. 

R2.1 A clearly ar-
ticulated docu-
ment on open, 
competitive, and 
competency-
based public ser-
vice recruitment 
procedures is sub-
mitted to CSSC/
PSRU. 

A  Procedure Handbook 
on Recruitment for the 
public service developed 
and approved; period 
between declaration of 
vacancy by HRMO and 
deployment of staff 
should not be more than 
three (3) months. 

Availability of ap-
proved Recruitment 
Procedure; verifica-
tion of duration be-
tween declaration of 
vacancy and deploy-
ment of personnel 
as it is in payroll and 
HRMO records; 
feedback from can-
didates on the re-
cruitment process is 
provided for during 
interviews and can 
be referenced in 
transcripts of inter-
views, suggestion 
boxes and PSC 
website. 

Before June 
2012 – to be 
achieved within 
Y0 (as expected 
by the World 
Bank). Achiev-
able by 2013 (as 
expected by the 
EU). 

World 
Bank, EU, 
and 
GoSL. 

    A2.2 Facilitate the absorp-
tion of LTA’S into the 
mainstream civil service. 

R2.2 LTAs are 
absorbed into the 
civil service. 

All LTAs in MoFED 
brought into the main-
stream civil service. A 
harmonized salary struc-
ture  for MoFED staff that 
is consistent with the pro-
visions under the ongoing 
Pay Reform, and  without 
loss of human resource  
capacity and institutional 
memory. 

MoFED staff list,  
Payroll, PSC quar-
terly reports. 

June 2012 to 
June 2013. 

EU and 
World 
Bank. 
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 2   A2.3 Review and update 
criteria and procedures for 
promotion within the civil 
service including shorten-
ing the period of confirma-
tion/validation of appoint-
ment, guidelines on being 
in an acting appointment, 
and provide for succession 
planning within MDAs. 

R2.3 A clearly de-
fined and stan-
dardized proce-
dure for promotion 
and confirmation 
of appointment for 
the civil service is 
developed, 
adopted by the 
CSSC/PSRU, and 
disseminated to all 
MDAs. 

New staff are recruited in 
a competitive and merit-
based process and de-
ployed in the respective 
MDAs where the vacan-
cies were identified. 

Guidelines on Pro-
cedures for Promo-
tion and Confirma-
tion is made avail-
able. 

June 2012 to 
June 2013. 

GoSL, 
EU, and 
World 
Bank. 

    A2.4 Build a feedback 
mechanism (as part of 
transparent recruitment 
and selection process) 
through which both suc-
cessful and unsuccessful 
candidates can give an 
evaluation of the recruit-
ment process, and proce-
dures for promotion  in the 
public service. 

R2.4 Enhanced 
credibility of the 
procedures for 
recruitment and 
selection in the 
public service and 
improved client 
and stakeholder 
trust in the PSC. 

PSC places suggestion 
boxes in pilot MDAs and 
its website provides for 
feedback on recruitment 
process and procedures 
for promotion. 

PSC quarterly re-
ports; transcripts of 
interviews of candi-
dates for recruitment 
or promotion; Feed-
back sent through 
suggestion boxes 
placed at PSC or in 
MDAs; and survey 
reports. 

Jan – June 2014 GoSL and 
EU. 

    A2.5 Develop a high po-
tential development 
scheme as a means of 
career development for 
civil servants and succes-
sion planning for the civil 
service. 

R2.5 A High Po-
tential Develop-
ment scheme is 
developed and 
presented to the 
CSSC for its adop-
tion. 

High Potential Develop-
ment Scheme is realistic 
in that it meets the long 
term human resource 
needs of the public ser-
vice and the cost of its 
implementation is afford-
able. HPDS is adopted by 
the CSSC. 

A document giving a 
detailed analysis of 
the High Potential 
Development 
Scheme is readily 
available. 

2013 GoSL and 
EU. 

Ref 
Code 

Objectives Activities Expected Results Indicators 
Sources/Means of 

Verification 
Implementation 

Timeframe 

Sources 
of  

Support 



Logical Framework Continued 

Ref 
Code 

Objectives Activities Expected Results Indicators 
Sources/Means of  

Verification 

Implemen-
tation 

Timeframe 

Sources 
of Sup-

port 

3  To clarify insti-
tutional roles 
and responsi-
bilities for re-
cruitment and 
staff selection 
in the public 
service and 
strengthen the 
Independence 
of the PSC 
  
  

A3.1Conduct a review 
of all subsidiary legis-
lations that deal with 
public personnel is-
sues and examine 
how they relate to sec-
tions 152 and 153(1) 
of the Constitution, 
and present findings to 
the CSSC/PSRU for 
discussion. 

R3.1  develop statu-
tory instrument and 
an enabling Public 
Service Law. 

Statutory Instrument 
and Public Service Law 
enacted. 

Availability of review re-
port. 

2013 GoSL 
and EU. 

  A3.2 Hold stake-
holders consultative 
meetings/workshop 
with the HRMO, and 
other commissions 
with personnel man-
agement functions, to 
clarify roles and re-
sponsibilities and de-
fine working relation-
ships. 

R3.2 Clarification of 
roles and responsi-
bility between the 
PSC, HRMO, and 
other public institu-
tions with personnel 
management func-
tions. 

A memorandum of un-
derstanding/ clearly 
defined working rela-
tionship is established 
between the PSC and 
the HRMO, and be-
tween the PSC and 
other institutions with 
personnel management 
functions. 

Minutes of meetings/
records of proceedings at 
workshop. 

2013 GoSL 
and EU 

  A3.3 Draft legislations 
to amend any contra-
dictions and inconsis-
tencies between sub-
sidiary legal instru-
ments and the Consti-
tution on personnel 
management and pre-
sent draft to the PSRU 
for approval before it 
is taken to parliament. 

R3.3 A reconciliation 
of all contradictions 
and inconsistencies 
in existing legisla-
tions regarding pub-
lic personnel issues. 

The range and depth of 
the review of the public 
personnel legislations; 
and the feedback from 
the PSRU on the re-
port. 

The draft bill. 2013-2015 GoSL 
and EU 
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4  To improve on 
public sector 
integrity by 
Instituting dis-
ciplinary stan-
dards and en-
forcing a credi-
ble code of 
conduct in the 
public service 
  
  
  

A4.1 Review, update 
and implement PSC 
Codes of Conduct, 
and Rules and Regu-
lations for the Public 
Service considering 
the changes in the 
operating environment 
since the PSC Regula-
tions 1982 was 
passed. 

R4.1 An upgraded 
Codes of Conduct, 
and Rules and Regu-
lations for the Public 
Service. 

The Codes of Conduct, 
and Rules and Regula-
tions reviewed and up-
dated. 

The new Code of Con-
duct and Rules and 
Regulations for the civil 
service are available for 
examination. Quarterly/
annual reports and re-
views 

2014-2015 GoSL 
and EU 

  A4.2 Prepare Opera-
tions Manual and Ad-
ministrative Guidelines 
for MDA’s. 

R4.2 Establish pro-
cedures involved in 
instituting administra-
tive justice 

Operations Manual and 
Administrative Guide-
lines are adopted by 
CSSC and dissemi-
nated to all MDAs. 

The Operations Manual 
and Administrative 
Guidelines are readily 
available; quarterly/
annual reports and re-
views. 

 2014-2015 GoSL 
and EU. 

  A4.3 Collaboration 
with Anti-Corruption 
Commission in main-
streaming anti-
corruption issues in 
the Public Service and 
work on procedural 
rules on observing the 
overlap of administra-
tive justice and viola-
tion of the ACC act 
2008. 

R4.3 Systems and 
procedures in Anti-
corruption investiga-
tions are harmonized 
and synchronized 
with those of the 
PSC for administra-
tive discipline. 

Collaborations between 
PSC and ACC on all 
cases involving public 
officials (under the ju-
risdiction of the PSC) 
including sharing of 
evidence and witness 
protection (where wit-
nesses are public offi-
cials under PSC juris-
diction). 

Quarterly/annual reports 
and reviews; PM evalua-
tion reports. 

 2012-2015 EU 

  A4.4 Monitor the de-
velopment and imple-
mentation of Service 
Charters for all institu-
tions in the public ser-
vice. 

R4.4 Increased pub-
lic confidence and 
trust in Public sector 
Institutions. 

MDA Service Charters 
are prepared and the 
public sensitized on its 
content. 

The Service Charters; 
MDAs reports and re-
views; PSC reports and 
reviews; and results of 
credible third-party sur-
veys on clients’ satisfac-
tion with public service 
delivery. 

 2012-2015 EU 

Ref 
Code 

Objectives Activities Expected Results Indicators 
Sources/Means of  

Verification 

Implemen-
tation 

Timeframe 

Sources 
of  

Support 



Chapter 7 

Budget Estimates and Projections 

T 
he cost of implementing the Plan over the period 2012 to 2015 is estimated at equivalent 

of about US$2.9 million, broken down as follows: 

Cost Estimates [US$2.934m], including  

1. Wages and Salaries - US$1,728,000 

2. Other Recurrent Costs - US$361,000 

3. Capital and Dev Expenses - US$424,000 

4. Training and Capacity Building - US$249,640 

5. Consultancies - US$171,000 

Of the above amounts, about 10% (US$294, 000) is required and largely provided for in the GoSL 

Budget for 2012.  About 32% and 32% of the costs (US$950,000 and US$938,000) are the esti-

mated funding requirements in 2013 and 2014 respectively, with the remaining 26% projected for 

2015. 

Of the above Funding requirements of the Commission, about 91.5% (including Euro 0.6 million) 

under the EU support to Civil Service reforms, and about US$1.2 million in GoSL budgetary provi-

sion from domestic resources) is either already committed or expected to be provided from do-

mestic resources or by relevant support partners. 

A funding gap of about US$0.25 million (8.5% of total funding requirement) is projected over the 

period to 2015.  This amount pertains to the resource requirements for expanding, upgrading 

equipment of the Commission’s accommodation facilities consistent with the demands of the cur-

rent Strategic Plan.  

Table 7.1 below presents activity-based cost estimates and projections for the Strategic Plan for 

the period 2012 – 2015 (in ‘000 US $) by objective. Table 7.2 is a profile of budgetary require-

ments for the effective implementation of the Strategic Plan during 2012-2015 by expenditure 

category and object of expenditure. 

Greater details of the salary and training components of the funding requirements are presented 

in Annexes I and II. 

27 Public Service Commission  Strategic Plan (2012 -  2015) 
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Table 7.1:  Results and Activity-based Cost Estimates of the Strategic Plan for the Period 2012 – 2015 (in ‘000 US $) 

Ref 

Code 
Objectives Activities 

Budget Estimate (US$'000) Identified Funding by Source(US$'000) 
Funding 

Gap 
(US$'000) 

Total 
(2012-
2015) 

2012 2013 2014 2015 GoSL EU 
World 
Bank 

Other Total 

1.1 To 
strengthen 
the capacity 
of the PSC 
to enable it 
effectively 
and effi-
ciently 
carry on its 
mandate 

Review and update establish-
ment structure of PSC to include 
financial management, internal 
audit, human resource, and pro-
curement units; Prepare PSC 
Strategic Plan 

           
15.00   15.00         -          -            -      15.00          -          -        -      15.00 - 

Recruit Human Resources Offi-
cer (HRO) and review the human 
resource capacity of the PSC 
consistent with its revised struc-
ture. 

            
43.00     7.00   12.00 12.00 12.00 43.00 - -        - 43.00 - 

Fill all critical vacancies within 
the Commission including inter-
nal auditor, accountant, and pro-
curement officer. Source training 
on PFM from MoFED. 

     
1,609.53 160.25 415.50 502.50 531.28 1,018.34 46.42 544.77        - 1,609.53 - 

Identify logistical needs and pro-
cure the required logistics e.g. 
Office accommodation, vehicles, 
desktops and laptop computers, 
photocopiers, printers, scanners, 
projectors, binding machines, 
cabinet, stationery etc. 

         
435.69   26.87 156.44 189.92 62.46 46.42 74.28 64.99        - 185.69      250.00 

Undertake a training needs as-
sessment (TNA), and conduct 
training for PSC staff. 

         
249.64          -  98.98 103.80 46.86 - 249.64 -        - 249.64 - 

Develop Career Development 
Plan for PSC. 

         
15.00          -   15.00         -          -             -         -   15.00        -      15.00               - 

Build an ICT system; which will 
include designing and operation-
alizing a website, an e-database, 
and transferring archives and 
records into databases. 

           
41.80     2.40   28.80     5.30     5.30            -   41.80        -        -      41.80              - 



1.2 To Institute 
and Institu-
tionalize 
competitive 
and merit-
based re-
cruitment 
and staff 
progression 
in the public 
service of 
Sierra 
Leone 

Review current recruitment policy 
and procedures, including the 
2011 recruitment policy devel-
oped by HRMO, with the aim of 
making recruitment competitive, 
merit-based, transparent, and 
shortening the period between 
declaration of vacancies by 
HRMO and deployment of per-
sonnel. 

                 
- 

         
-         - 

         
-          - 

            
-         -         -        -             - 

              
- 

Facilitate the absorption of LTA’S 
into the mainstream civil service 
and fill critical vacancies in the 
service 

           
68.57 

  
11.43 

  
25.14 

  
17.14 

  
14.86 

     
68.57         -         -        - 

     
68.57 

              
- 

Review and update criteria and 
procedures for promotion within 
the civil service including short-
ening the period of confirmation/
validation of appointment, guide-
lines on being in an acting ap-
pointment, and provide for suc-
cession planning within MDAs. 

           
10.50         - 

  
10.50         -          - 

            
-         - 

  
10.50        - 

     
10.50 

              
- 

Build a feedback mechanism (as 
part of transparent recruitment 
and selection process) through 
which both successful and un-
successful candidates can give 
an evaluation of the recruitment 
process, and procedures for pro-
motion  in the public service 

           
53.88 

  
12.50 

  
13.13 

  
13.78 

  
14.47            - 

  
53.88         -        - 

     
53.88 

              
- 

Develop a high potential devel-
opment scheme as a means of 
career development for civil ser-
vants and succession planning 
for the civil service 

                 
-         -        - 

         
- 

          
- 

            
- 

         
- 

         
-        -             - 

              
- 

Ref 

Code 
Objectives Activities 

Budget Estimate (US$'000) Identified Funding by Source(US$'000) 
Funding 

Gap 
(US$'000) 

Total 
(2012-
2015) 

2012 2013 2014 2015 GoSL EU 
World 
Bank 

Other Total 

Table 7.1 Continued 
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Ref 

Code 
Objectives Activities 

Budget Estimate (US$'000) Identified Funding by Source(US$'000) 
Funding 

Gap 
(US$'000) 

Total 
(2012-
2015) 

2012 2013 2014 2015 GoSL EU 
World 
Bank 

Other Total 

1.3  To clarify 
institutional 
roles and 
responsi-
bilities for 
recruitment 
and staff 
selection in 
the public 
service and 
strengthen 
the Inde-
pendence of 
the PSC 

Conduct a review of all subsidi-
ary legislations that deals with 
public personnel issues and ex-
amine how they relate to sec-
tions 152 and 153(1) of the Con-
stitution, and present findings to 
the CSSC/PSRU for discussion. 

           
18.50   18.50         -          -          -             -   18.50         -        -      18.50               - 

Hold stakeholders consultative 
meetings/workshop with the 
HRMO, and other commissions 
with personnel management 
functions, to clarify roles and re-
sponsibilities and define working 
relationships. 

                 
-         -         -         -          -             -         -         -        -             -               - 

Draft legislations to amend any 
contradictions and inconsisten-
cies between subsidiary legal 
instruments and the Constitution 
on personnel management and 
present draft to the PSRU for 
approval before it is taken to par-
liament. 

           
25.00         -           -   25.00         -             -   25.00         -        -      25.00               - 

Table 7.1 Continued 



Table 7.1 Continued 

Ref 
Code 

Objectives Activities 

Budget Estimate (US$'000) Identified Funding by Source(US$'000) 
Funding 

Gap 
(US$'000) 

Total 
(2012-
2015) 

2012 2013 2014 2015 GoSL EU 
World 
Bank 

Othe
r 

Total 

1.4  To improve 
on public 
sector integ-
rity by Insti-
tuting disci-
plinary stan-
dards and 
enforcing a 
credible 
code of con-
duct in the 
public ser-
vice 

Review, update and implement 
PSC Codes of Conduct, and 
Rules and Regulations for the 
Public Service considering the 
changes in the operating envi-
ronment since the PSC Regula-
tions 1982 was passed. 

            
13.50 

            
- 

       
13.50 

            
- 

            
-   

       
13.50 

            
-        - 

          
13.50 

                  
- 

Prepare Operations Manual 
and Administrative Guidelines 
for MDA’s. 

            
30.50 

           
- 

            
- 

    
12.00 

    
18.50   

    
30.50          -        - 

       
30.50                 - 

Collaboration with Anti-
Corruption Commission in 
mainstreaming anti-corruption 
issues in the Public Service 
and work on procedural rules 
on observing the overlap of 
administrative justice and viola-
tion of the ACC act 2008. 

          
184.27 

       
27.25 

      
133.55 

       
19.47 

         
4.00   

      
184.27 

            
-        - 

        
184.27 

                  
- 

Monitor the development and 
implementation of Service 
Charters for all institutions in 
the public service. 

          
118.88 

       
13.13 

       
27.00 

       
37.50 

       
41.25   

  
118.88 

           
-       - 

        
118.88 

                  
- 

Total 2,933.55 

 

294.32 

  

949.54 

  

938.42 

  

750.98 

  

1,191.33 

  

856.66 

  

635.26       - 

  

2,683.25 

        

250.00 

3
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Table 7.2: Public Service Commission - Budgetary Requirements for Effective Implementation of the 

Strategic Plan for 2012-2015 

SR 

No 
Description 

Quan-

tity 

Unit 

Cost 

(US$) 

Total Cost, 

2012-2015 

Total 

Cost, 

2012 

Total 

Cost, 

2013 

Total Cost, 

2014 
Total Cost, 

2015 

1 Consultancies     
             

171,000 
          

33,500 
81,000 

           

37,500 
          19,000 

a 
Finalization of PSC Strategic Plan; 
Review of PSC Regulations   15,000 

               
15,000 

          
15,000 

                    
- 

                     
- 

                    
- 

b Training of new PSC Staff   20,000 
               

20,000 
                    

- 
          

20,000 
                     

- 
                    

- 

c Design and hosting of Website 1 25,000 
               

25,000 
                    

- 
          

24,000 
                

500 
               500 

d 
Studies, Reviews and Advisory Ser-
vices 6 18,500 

             
111,000 

          
18,500 

          
37,000 

           
37,000 

          18,500 

2 
Forms and guidelines, training and 

workshops 
                   

80,000 
          

24,750 
          

22,750 
           

22,750 
            9,750 

a 
Validation of PSC Strategic Plan, 
Training of New Staff 

  15,000 
               

15,000 
          

15,000 
                    

- 
                     

- 
                    

- 

b 
Printing of Forms, Guidelines and other 
publications 

    
               

65,000 
            

9,750 
          

22,750 
           

22,750 
            9,750 

3 Training and Staff Development                  

249,640 
                    

- 
          

98,981 
         

103,800 
          46,860 

4 Goods - Computers and Accessories     
               

43,825 
          

10,250 
          

28,425 
             

2,525 
            2,575 

a Desktop Computer 10 2,000 
               

20,000 
            

5,000 
          

15,000 
                     

- 
                    

- 

b Printers 3 1,500 
                 

4,500 
            

1,500 
            

3,000 
                     

- 
                    

- 

c Printers 4 300 
                 

1,200 
                    

- 
            

1,200 
                     

- 
                    

- 

d Laptop Computer 7 1,125 
                 

7,875 
            

2,250 
            

5,625 
                     

- 
                    

- 

e Software 3 500 
                 

2,250 
                    

- 
            

1,500 
                

375 
               375 

f Stationery 4 1,500 
                 

6,000 
            

1,000 
            

1,600 
             

1,650 
            1,700 

g 
Sundry Expenses (other office consum-

ables, contingencies, etc.) 
4 500 

                 

2,000 
               

500 
               

500 
                

500 
               500 

5 Services                    

46,800 
            

5,900 
          

12,300 
           

15,300 
          13,300 

a Internet Connectivity 42 400 
               

16,800 
            

2,400 
            

4,800 
             

4,800 
            4,800 

b 
Other Services - Cleaning and Mainte-
nance, etc. 

    
               

30,000 
            

3,500 
            

7,500 
           

10,500 
            8,500 

6 Staffing and Personnel Costs               

1,796,571 
        

182,429 
        

475,143 
         

557,143 
        581,857 

a 
Recruitment Costs - Filling vacancies 
in the public service 

4 17,143 
               

68,571 
          

11,429 
          

25,143 
           

17,143 
          14,857 

b Personnel Costs - Salaries of PSC Staff     
          

1,728,000 
        

171,000 
        

450,000 
         

540,000 
        567,000 

7 Other Recurrent Costs 4 37,500 
             

155,719 
          

37,500 
          

38,438 
           

39,398 
          40,383 

8 Other Capital Expenses 4 35,000 
             

140,000 
                    

- 
        

105,000 
           

35,000 
  

9 Works - PSC Building 1 250,000 
             

250,000 
                    

- 
          

87,500 
         

125,000 
          37,500 

  Total     
          

2,933,555 
        

294,329 
        

949,537 
         

938,416 
        751,225 

Public Service Commission  Strategic Plan (2012 -  2015) 



Memorandum Items               

Budgetary Requirements as per Grand 

Total 
    2,933,555 294,329 949,537 938,416 751,225 

B - Made up of               

(i)  Consultancies     171,000 33,500 81,000 37,500 19,000 

             (ii) Forms and guidelines, training and workshops 80,000 24,750 22,750 22,750 9,750 

(iii) Goods - Capital and other     183,825 10,250 133,425 37,525 2,575 

(iv) Works     250,000 0 87,500 125,000 37,500 

(v) Services     46,800 5,900 12,300 15,300 13,300 

(vi) Personnel Costs     1,796,571 182,429 475,143 557,143 581,857 

o/w a) Recruitment Costs     68,571 11,429 25,143 17,143 14,857 

     b) PSC Staff sala-

ries 
    1,728,000 171,000 450,000 540,000 567,000 

(vii) Training and Staff Development     249,640 0 98,981 103,800 46,860 

(viii) Other Recurrent Costs     155,719 37,500 38,438 39,398 40,383 

33 Public Service Commission  Strategic Plan (2012 -  2015) 
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Chapter 8 

Performance Targets, Monitoring and Evaluation 

T 
he performance targets against the various objectives and activities identified by the 

Commission for the period 2012 – 2015, along with indicators and the baseline situation, 

are shown in the Monitoring and Evaluation framework presented in Table 8.1 below on 

a year by year basis.  The table also shows the frequency of data collection, the sources and 

means of verification of achievement against target, and officials/units responsible for implemen-

tation and provision of information.  

Public Service Commission  Strategic Plan (2012 -  2015) 
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Table 8.1: Public Service Commission: Strategic Plan for 2012-2015 - Results Framework and Monitoring 

No Results No Indicators 

Unit 

of 

Meas-

ure 

Base-

line 

(2011) 

Target by end 

Data 

Collec-

tion 

Fre-

quency 

Data 

Source/ 

Collection 

Methodol-

ogy 

Responsi-

bility for 

Data 

2012 2013 2014 2015 

  An updated establishment structure for the 

PSC 

  Existing departments and line of reporting reflect 

the new establishment structure. 

  No   Yes Yes Yes       

  

Matching of established posts against current 

staff to identify skills gap in the PSC. 

  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. 

  No Yes Yes Yes Yes       

  
An Optimally staffed PSC including PFM 

and HRM staff, and attain self- accounting/

sub-vented status. 

  Numbers, skills mix and quality in substantive post 

in each unit of the PSC according to established 

structure 

  No No Yes Yes Yes       

  PSC is fully self-accounting   No No Yes Yes Yes       

  

PSC provided with the required logistical 

support and adequately equipped to perform 

its functions 

  
Ratios of staff to available office Space 

                  

  
Ratio personnel to official vehicles 

                  

  No of Staff to Computers                   

  Developed Training Needs Assessment 

(TNA); PSC staff adequately trained; im-

provement in staff performance during im-

plementation. 

  Average numbers days of training received by staff 

per staff per annum 

  0               

  
Staff PM evaluations show improved performance 

  0               

  A clearly articulated and sustainable Career 

Development Plan, including Succession 

Plan developed and approved 

  

The approved Career Development Plan. 

  No   Yes           

  An effective ICT strategy is rolled out by the 

PSC which includes effective internal re-

cords management and a website that pro-

vides vital information and services to the 

general public 

  An easily accessible, up and running website   No   Yes           

  
A well-organized internal electronic Database in 

place 

  No       Yes       

  
A clearly articulated document on open, 

competitive, and competency-based public 

service recruitment procedures is submitted 

to CSSC/PSRU for approval. 

  A  Procedure Handbook on Recruitment for the 

public service developed and approved; 

  No Yes             

  Duration between declaration of vacancy by 

HRMO and deployment of staff is less than three 

(3) months 

  No   Yes           

  
LTAs are absorbed into the civil service 

  PSC approves mainstreaming of all LTAs in 

MoFED into the civil service 

  No Yes             
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  A clearly defined and standardized procedure 

for promotion and confirmation of appointment 

for the civil service is developed, approved by 

the CSSC/PSRU, and disseminated to all 

MDAs. 

  
New staff are recruited in a competitive and merit-

based process and deployed in the respective MDAs 

where the vacancies were identified in HRP 7 

  No Partially Yes           

  
Enhanced credibility of the procedures for 

recruitment and promotion in the public service 

and improved client and stakeholder trust in 

the PSC 

  
PSC places suggestion boxes in pilot MDAs 

  No   Yes           

  There is provision in PSC website for feedback on 

integrity of recruitment and promotions process and 

procedures 

  No     Yes         

  A High Potential Development scheme is de-

veloped and presented to the CSSC for its 

approval 

  A realistic and affordable High Potential Development 

Scheme that meets the long term human resource 

needs of the public service adopted by the CSSC 

  No       Yes       

  
A developed statutory instrument and an ena-

bling Public Service Law. 

  PSC Regulations of 1982 (PN… of 1982) reviewed; 

New Constitutional Instrument in place 
  No No Yes           

  Public Service Act enacted   No       Yes       
  

Clarification of roles and responsibility be-

tween the PSC, HRMO, and other public insti-

tutions with personnel management functions. 

  A memorandum of understanding established clarify-

ing institutional relationships between PSC and 

HRMO, and the PSC and other institutions with per-

sonnel management functions 

    Yes             

  A reconciliation of all contradictions and in-

consistencies in existing legislations regarding 

public personnel issues 

  
Review Report accepted and adopted by public service 

(PSC and CSSC) 

  No     Yes         

  An upgraded Codes of Conduct, and Rules and 

Regulations for the Public Service. 
  The Codes of Conduct, and Rules and Regulations is 

accepted and adopted by CSSC 
  No   Yes           

  Establish procedures involved in instituting 

administrative justice 
  Operations Manual and Administrative Guidelines are 

adopted by CSSC and disseminated to all MDAs. 
  No     Yes         

  Systems and procedures in Anti-corruption 

investigations are harmonized and synchro-

nized with those of the PSC for administrative 

discipline. 

  Collaborations between PSC and ACC on all cases 

involving public officials (under the jurisdiction of the 

PSC) including information sharing, code of confiden-

tiality, protection of evidence and witness protection 

  No   Yes           

  Increased public confidence and trust in Public 

sector Institutions. 
  MDA Service Charters prepared and the public sensi-

tized on its content 
  No     Yes Yes       

Table 8.1 (contd): Public Service Commission: Strategic Plan for 2012-2015 - Results Framework and Monitoring 

No Results No Indicators 

Unit 

of 

Meas-

ure 

Base-

line 

(2011) 

Target by end 

Data 

Collec-

tion 

Fre-

quency 

Data 

Source/ 

Collection 

Methodol-

ogy 

Responsi-

bility for 

Data 

2012 2013 2014 2015 



3
7

 
P

u
b

lic serv
ice C

o
m

m
issio

n
  S

trateg
ic P

lan
 (2

0
1

2
 -  2

0
1

5
) 

ANNEX Table 1A: Projected PSC Staff Wages and Salaries (excluding the Chairman and Members, in US$) 

Sr 

No 
Post/Job Title 

Approved 

Establishment 

(per PSC 

MFR) 

To be 

recruit-

ed1 in 

2012 

To be 

recruit-

ed1 in 

2013 

Composite sal-

ary per month  

(2012, US$) 

Wage bill 

for Apr-Dec 

2012 (US$) 

Annual 

wage bill 

2013 (US$) 

Annual 

wage bill 

2014 (US$) 

Annual 

wage bill 

2015 (US$) 

  Senior and middle-level professionals                 

1 Secretary to the Commission and Head of Administration 1 1 
                

- 
3,000 9,000 

                    

36,000 

                    

36,000 

                    

37,800 

2 Head, Selection & Staff Development 1 1 
                

- 
2,500 22,500 

                    

30,000 

                    

30,000 

                    

31,500 

3 Head, Policy Development, Planning & Monitoring 1 1 
                

- 
2,500 22,500 

                    

30,000 

                    

30,000 

                    

31,500 

4 Internal Auditor 1 1 
                

- 
2,000 6,000 

                    

24,000 

                    

24,000 

                    

25,200 

5 Officer, Performance Management, Audit & Discipline 3 1 
                 

2 
2,000 18,000 

                    

52,000 

                    

72,000 

                    

75,600 

6 Officer, Selection, Appointments and Promotions 3 1 
                 

2 
2,000 18,000 

                    

52,000 

                    

72,000 

                    

75,600 

7 Officer, Career Development 2 1 
                 

1 
2,000 18,000 

                    

38,000 

                    

48,000 

                    

50,400 

8 Officer, Research & Policy Development 3 1 
                 

2 
2,000 18,000 

                    

52,000 

                    

72,000 

                    

75,600 

9 Manager Information and Communications Technology 1 1 
                

- 
2,000 6,000 24,000 24,000 25,200 

11 Officer, Monitoring & Evaluation 3 1 
                 

2 
2,000 18,000 52,000 72,000 75,600 

12 Officer, Procurement 1 1 
                

- 
1,200 3,600 14,400 14,400 15,120 

13 Accountant 1 1 
                

- 
2,000 6,000 24,000 24,000 25,200 

  Support Staff                 

2 Admin Assistants 6 6 
                

- 
200 3,600 14,400 14,400 15,120 

3 Office Assistants 6 6 
                

- 
100 1,800 7,200 7,200 7,560 

  Annual Total 33 24 9   
            

171,000 

            

450,000 

            

540,000 

        

567,000 

Note 1: To be appointed by open competition and merit basis 

Annexes 
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ANNEX Table 1B: Projected PSC Staff Wages and Salaries (excluding the Chairman and Members, in Leones) 

Sr 

No 
Post/Job Title 

Approved 

Establishment 

(per PSC 

MFR) 

To be re-

cruited1 in 

2012 

To be re-

cruited1 in 

2013 

Composite 

salary per 

month  

(2012, Le) 

Annual wage 

bill 2012 (Le) 

Annual wage 

bill 2013 (Le) 

Annual wage 

bill 2014 (Le) 

Annual wage 

bill 2015 (Le) 

  Senior and middle-level professionals                 

1 
Secretary to the Commission and Head of  

Administration 
1 1                 - 13,050,000 156,600,000 156600000 164430000 160515000 

2 Head, Selection & Staff Development 1 1                 - 10,875,000 130,500,000 130500000 137025000 133762500 

3 
Head, Policy Development, Planning & 

Monitoring 
1 1                 - 10,875,000 130,500,000 130500000 137025000 133762500 

4 Internal Auditor 1 1                 - 8,700,000 104,400,000 104400000 109620000 107010000 

5 
Officer, Performance Management, Audit 

& Discipline 
3 1                  2 8,700,000 104,400,000 313200000 328860000 321030000 

6 
Officer, Selection, Appointments and  

Promotions 
3 1                  2 8,700,000 104,400,000 313200000 328860000 321030000 

7 Officer, Career Development 2 1                  1 8,700,000 104,400,000 208800000 219240000 214020000 

8 Officer, Research & Policy Development 3 1                  2 8,700,000 104,400,000 313200000 328860000 321030000 

9 
Manager Information and Communications  

Technology 
1 1                 - 8,700,000 104,400,000 104400000 109620000 107010000 

11 Officer, Monitoring & Evaluation 3 1                  2 8,700,000 104,400,000 313200000 328860000 321030000 

12 Officer, Procurement 1 1                 - 5,220,000 62,640,000 62640000 65772000 64206000 

13 Accountant 1 1                 - 8,700,000 104,400,000 104400000 109620000 107010000 

  Support Staff                 

2 Admin Assistants 6 6                 - 870,000 5,220,000 62640000 65772000 64206000 

3 Office Assistants 6 6                 - 435,000 2,610,000 31320000 32886000 32103000 

  Annual Total 33 24                  9    1,323,270,000  2,349,000,000  2,466,450,000  2,407,725,000 

Note 1: To be appointed by open competition and merit basis 



ANNEX Table 2A:  External Professional and Leadership Training Cost estimates (US$)       

Course of Instruction Course Duration Qualification No of 

Scholars 

Unit Cost Total Cost 2013 Cost 2014 Cost 2015 Cost 

Short Courses                 

  6 Months Diploma/Certificate 2   14,170     28,340 14,170 14,170 - 

  3 months Diploma/Certificate 3 8,810 26,430 - 8,810 17,620 

  4 Weeks Participation 12 3,655 43,860 - 14,620 29,240 

                  

Study Tours                 

  10 days Leadership and Management 8 3,767 30,136 - 30,136 - 

Total     25   118,230 14,170 57,200 46,860 
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ANNEX Table 2B: Local Training Cost Estimates (US$ equivalent)  
Staff to be trained  No to 

Train 

Training Area Duration  Unit 

Cost 

 Total 

Cost 

 2013 

Costs 

 2014 

Costs 

 2015 

Costs 

                  

Leadership; senior and middle level managers 5 Strategic Management 2 days 120 600 600 - - 

Leadership; senior and middle level managers 5 Leadership and managing people 5 days 1,125 5,625 5,625 - - 

Leadership; senior and middle level managers 5 Team Management 3 days 650 3,250 3,250 - - 

Leadership; senior and middle level managers 5 Managing Meetings and Time 2 days 150 750 750 - - 

Leadership; senior and middle level managers 

5 

Managing Change and organizational culture 3 days 650 3,250 3,250 - 

                  

- 

Leadership; senior and middle level managers 5 Effective Communication 2 days 150 750 750 - - 

Leadership; senior and middle level managers 5 Coaching and mentoring skills 5 days 1,125 5,625 5,625 - - 

Middle level and senior professionals 

9 Problem analysis, forecasting and policy de-

sign 5 days 1,125 

      

10,125 10,125 - - 

Middle level and senior professionals 

9 Strategic Planning - sector policies, elabora-

tion of sector strategic plans, preparation of 

annual work plans, preparation of MTEF 

budgets 10 days      2,250 

      

20,250 

          

20,250 

                  

- 

                  

- 

Middle level and senior professionals 

2 Strategic monitoring and Policy Impact 

Evaluation - Log-Frame Analysis, conception 

of information system, choice of indicators, 

evaluation and reporting 

3 weeks      2,500 

        

5,000 

           

5,000 - - Middle level and senior professionals 

2 Operational monitoring - Programme Imple-

mentation 

Middle level and senior professionals 

3 Stakeholder coordination, cooperation and 

team building 3 days         950 

        

2,850 - 2,850 - 

Middle level and senior professionals 

3 Administration,  finance, HRM and Informa-

tion Management 3 weeks      2,500 

        

7,500 - 7,500 - 

Junior and middle level support 10 Basic skills and competency training 6 weeks 120 1,200 600 600 - 

                  

Senior managers and professional staff 3 Strategic and annual work planning 1 week    1,250 3,750 3,750 - - 

Senior managers and professional staff 3 Quality standards and performance targeting 1 week      1,250 3,750 - 3,750 - 

Senior managers and professional staff 

2 Personnel Planning, Budgeting and Resource 

allocation 2 weeks      1,950 

        

3,900 - 

            

3,900 

                  

- 

Senior managers and professional staff 

12 

Human resource policies and policy analysis, 1 week 

        

1,250 

      

15,000  13,750 

          

12,500 

                  

- 

Senior managers and professional staff 2 Gender in policy analysis 2 days 650 1,300 - 1,300 - 

Senior managers and professional staff 12 Organizational culture change, 3 days 650 7,800 7,800 - - 

Senior managers and professional staff 

2 Forecasting of manpower and competencies 

needs Assessment 1 week 950 1,900 1,900 - - 

Senior managers and professional staff 3 Job evaluation 2 weeks 1,950 5,850 - 5,850 - 

Senior managers and professional staff 

3 Staff appraisal systems and performance man-

agement 2 weeks 1,950 5,850 - 5,850 - 

          5,000  1,786 2,500 - 

Total         120,875 84,811 46,600 - 
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