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INTRODUCTION 

The Human Resource Management Office (HRMO) in collaboration with Public Sector 

Reform Unit (PSRU), Public Service Commission (PSC), Cabinet Secretary (CS) and KPMG 

held a nation-wide sensitization on Job Evaluation and Labour Market Survey in 

Freetown, Makeni  and Bo on the 22nd, 24th and 25th July respectively. The sensitization 

forum targeted the Sierra Leone Civil Servants within the Government Ministries, 

Departments and Agencies (MDAs).  The main focus of the sensitization forum was to 

inform Civil Servants about the up-coming Job Evaluation and Labour Market Survey and 

to create the necessary awareness about the process and to solicit buy-in for the 

successful implementation of the process.   

The objectives of the Job Evaluation and Labour Market Survey are to:  improve staff 

performance within the Civil Service; to combat the high inequality in the pay structure of 

the Civil Service; to establish fair internal pay relativities based on the job and not the 

person and to develop skills within the Civil Service so as to undertake Job Analysis and 

Job Evaluation. 
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PROCEEDINGS IN FREETOWN 

Welcome Address and Introduction of Chairperson-Mrs Georgiana Kamara 

The meeting was called to order at around 10:00 am by Mrs Georgiana Kamara, Director 

Management Services, Human Resource Management Office (HRMO). She invited 

various persons present to take their respective seats at the High Table, including Mr A. R 

Bayoh, Director-General, HRMO, Madam Sidratu Koroma, Director, Public Sector Reform 

Unit (PSRU); Mr Mohamed Jusu, the Secretary, Public Service Commission (PSC) and Dr 

Bangura, Principal Civil Service Training College (CSTC). Various Directors at HRMO also 

joined them. 

 

After Christian and Muslim prayers were offered, she welcomed participants present and 

thanked them for leaving their busy schedules to grace the occasion on the 

“Sensitisation Forum on Job Evaluation and Labour Market Survey” to be  carried out by 

KPMG Consulting Firm. 

 

In her opening remarks, Mrs Kamara appreciated the efforts of the Government and its 

Development Partners, especially the World Bank for providing the necessary funds that 

made the Forum a reality. She said that, over the years, the Civil Service has been fraught 

with too many challenges, including but not limited to: poorly written Job Descriptions, 

overlapping of Grades, stagnation in career path etc. It was in this vain that the overall 

benefits of the Job Evaluation and Labour Market Survey exercise could not be 

underestimated – rationalisation of positions, standardisation and determining the 

relative worth of positions. Hence, there was a need for every Civil Servant to give their 

maximum cooperation to make this exercise a reality.  

 

In her concluding statement, she gave a brief introduction of the Chairman for the 

occasion, Mr David W.S. Banya, Director Performance Management Directorate, HRMO, 

whom she said, is an alumnus of two Universities, the Fourah Bay College and the 

University of Bradford, England. She said the Chairman had served in different capacities 

in various Ministries before his current substantive position. 

 

The Chairman’s Opening Remarks 

In his opening statements, the Chairman said the Government is currently undertaking a 

wide range of reforms in the Public Service, most especially in the Civil Service. These, he 

pointed out, were geared towards improving the work processes and by extension the 

performance of Civil Servants in the discharge of their duties. 

 

He said one significant component of the reforms was the implementation of a 

comprehensive Pay Reform initiative geared toward rationalizing Public Sector pay and 
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incentive system. This he noted would attract the best brains rather than promoting 

brain drain in the Civil Service. 

 
Mr Patrick Kawa of HRMO asking question at the sensitisation forum on Job Evaluation at the Miatta Conference Hall in 

Freetown  

 

Mr Banya explained further that the intention of Government was to ensure that 

Conditions of Service for Public Servants reflected the prevailing conditions in the labour 

market. However, there were two important issues that stood out clearly in the 

assessment of Public Sector pay: (i) high inequalities within the pay structure which was 

partly due to the current Grading system in the Civil Service; and (ii) Civil Service pay was 

uncompetitive in comparison to Private Sector. Consequently, he said this has led to the 

problem of the “Missing Middle” (a lack of professional /technical mid-senior level staff). 

 

In addition, he said to address this inequality and to attract the best staff in the Civil 

Service, GoSL has contracted KPMG to undertake two broad assignments: to carry out a 

Job Evaluation exercise and to conduct a Labour Market Survey.   

 

Statement by The Secretary, Public Service Commission (PSC), On Behalf of The Chairman 

PSC, Dr. Max Sesay 

 

Mr. Mohamed Jusu, Secretary Public Service Commission (PSC), who represented the 

Chairman, Dr. Max Sesay, said that in previous years the Government of Sierra Leone had 
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initiated a wide range of reforms with the sole objective of transforming the Public 

Service into an effective, efficient and service delivery entity.  

 

He said the Pay and Performance Project; and the Civil Service Reform funded by the 

World Bank and the European Union respectively are currently being implemented with a 

view to enhancing efficiency and improving service delivery in the Civil Service.  

 

The key implementing agencies for these two projects, he stated were the PSC, HRMO, 

Ministry of Finance and Economic Development (MOFED) with PSRU as the Coordinator. 

 

He itemised the following measures to be undertaken within the medium term, under 

the Pay and Performance Project: 

•  Civil Servants in Grade 6 and above would be paid according to the 

approved pay structure; 

• All Civil Service jobs would be evaluated in accordance with 

appropriate Job Evaluation scheme approved by the Civil Service 

Steering Committee; 

• Priority vacancies filled in accordance with Annual Recruitment Plans; 

• Undertake annual performance evaluation of Civil Servants in Grade 

11 and above. 

He said over the years several reports and studies were commissioned and conducted by 

varied consultants to address the pay and compensation issues. However, lack of strong 

leadership, poor records management, to name but a few were still a deterrent to the 

performance of Civil Servants in the Public Sector. The outcomes of these studies had 

never been captured in a comprehensive Pay Policy framework that would help guide the 

Government to address these critical issues. 

 

In order to ensure fairness, transparency and efficiency in pay, he noted, the GoSL would 

be adopting a definitive and comprehensive pay structure that would capture the various 

jobs in the Civil Service, with the one objective of attracting and retaining the varied skills 

and competencies in the Public Sector. 

 

He said that the Job Evaluation and Labour Market Survey exercise would bring a lot of 

benefits to the Public Sector, which included but were not limited to: rationalising the 

process of wage determination, eliminating wage inequalities and minimize the cost of 

recruitment and selection process of competent personnel into the Civil Service. 

  

Statement by The Director PSRU – Madam Sidratu Koroma 

 

The Director of PSRU, Ms Sidratu Koroma, said the role of PSRU in overall Public Sector 

Reform was to coordinate and monitor Public Sector Reform initiatives.   
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She noted that the Job Evaluation process was the result of over 18 months’ hard work 

by staff in all the Implementing Agencies and admonished participants to be cooperative, 

give honest feedback and to ask questions if there were any doubts about the Job 

Evaluation and Labour Market survey exercise. 

  

She thanked all her colleagues for their cooperation thus far and in particular HRMO and 

KPMG for their laudable efforts in making the exercise a reality. 

 
Participants at the sensitisation forum on Job Evaluation at the Miatta Conference Hall in Freetown  

 

 Statement by Director-General HRMO – MR A. R Bayoh 

 

The Director General commended participants for leaving their busy schedules to attend 

the Forum, although he noted that there were no Permanent Secretaries present. He 

also commended the effort of the Director PSRU for pushing the process thus far.  

 

He said Sierra Leone had found itself in a “lost decade”. However, he praised the 

Leadership of the country for fostering the enabling environment and putting in place 

the various reform policies most especially in the Public Sector that would push the 

country forward.   

 

He called for concerted efforts and change of behaviour to ensure that the much needed 

change that is currently being implemented is achieved for the good of the nation.  
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The Director-General said, HRMO is currently carrying out a verification exercise, with the 

objective of right-sizing the Civil Service which is a key component in developing a fair 

and competent pay structure. He therefore advised Civil Servants to participate fully in 

the Job Evaluation process. 

 

Presentation by KPMG  

Senior KPMG Partner Mr Ayorinde Gilpin-Jackson solicited the support and cooperation 

of all focal persons from the various Ministries that were going to work with them, to be 

honest and fair in the discharge of their duties. He said part of KPMG’s mandates was to 

prepare Job Descriptions and this was going to be done through Focus Group discussions 

with senior officials in the various MDAs. 

 

Giving a power point presentation, Ms Ruth Essilfies of KPMG Ghana, said the purpose of 

the town hall meeting is to create awareness about the Job Evaluation process with a 

view to communicating their objectives, approach and expected benefits of their 

engagement. 

 

She said Job Evaluation is a transparent process of measuring the relative value of a 

specific position in relation to other positions across the Civil Service and at the same 

time systematically rating each position based on the Job Evaluation factor with a view 

to assigning jobs to grades and establishing a rational salary structure in the Civil Service. 

 

Job Evaluation, she went on, is neither an assessment of performance nor a work load 

measurement tool as Job Evaluation measures jobs and not people. 

 

The Job Evaluation method they will be using according to her is referred to as the 

EVALUATE system as it is a computerised tool which will be used to evaluate all jobs 

according to five key factors; Responsibility, Knowledge, Mental Skills, Communication 

and Work Environment.  

 

The Job Evaluation she pointed out, will ensure clarity of roles and reporting lines; 

detailed job descriptions; an equitable and fair grading structure and a competitive salary 

structure.    

 

In addition to the Job Evaluation, KPMG will also conduct a Labour Trend Analysis, 

Employee Satisfaction Survey and Salary Survey, she concluded. 
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PROCEEDINGS IN MAKENI 

Opening Session 
 

In his welcome address the District Officer Tonkolili District, Mr. Andrew Fatoma,  

applauded the effort of the organisers of the forum, noting that it is laudable move to 

ensure that Civil Servants are well informed about activities of such nature especially so 

when it bothers on their well being. 

In his opening remarks, the Provincial Secretary North, Mr. Raymond Bindi who served  

as the Chairman, stated that the Job Evaluation and Labour Market Survey is geared 

towards improving efficiency and effectiveness in service deliver in the Civil Service and 

urged all to cooperate with the team. 

Statement by PSRU 

Mr. Siaka Wusha-Conteh, Communications Officer, PSRU made his presentation on behalf 

of the Director of PSRU. In his delivery statement, he noted that when H.E the President 

of Republic of Sierra Leone took over the reigns of Government in 2007, one of his 

dreams was to transform the Civil Service into a viable entity to deliver efficient and 

effective service to its citizens.  

He said this was one of the reasons why the then Governance Reform Secretariat was 

transformed into the Public Sector Reform Unit charged with the responsibility of 

coordinating reforms across the Public Sector through, inter alia, conducting  

Management and Functional Reviews.  
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Members of the high table, including representatives from KPMG, PSRU,PSC, HRMO and CabSec 

He further informed the forum that among other reforms was the transformation of the 

Establishment Secretary’s Office into the Human Resources Management Office, 

creation of new cadres i.e, Records Officers, Budget Officers, Policy and Planning Units 

and the establishment of the Change Management Teams, to name but a few.  

He also informed participants about the signing of the Pay and Performance Project 

between the Government of Sierra Leone and the World Bank, which Job Evaluation and 

Labour Market Survey is part of this project with the view to rationalizing the Civil Service 

pay & grading structure in a transparent and consistent manner. He urged participants to 

participate and make informed decisions and encouraged them to ask questions on areas 

that need further clarification. 

Statement by HRMO – Mr Patrick Kawa, HRMO 

Mr. Kawa made his presentation on behalf of the Director of the HRMO. In his remarks, 

he informed the forum that the Civil Service has undertaken a series of reforms to ensure 

efficient, effective and adequate service delivery. He said before this time there was 

unplanned recruitment and selection process but now there are proper structures in 

place for recruitment. 
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Participants at the sensitisation forum on Job Evaluation at the Makeni City Hall  

 He informed the forum that Personnel Records Verification is underway alongside with 

the Job Evaluation and Labour Market Survey.  

Statement by PSC 

In his statement on behalf of the Public Service Commission, the Communications 

Officer, Mr. Amadu Juana-Kamanda, said the PSC has undertaken lots of structural 

reforms to meet the challenges of the on-going public sector reform. 

  

 He said, Section 152 (1) of the Constitution of Sierra Leone 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” In addition to the PSC’s 

prescribed functions in the above section of the Constitution, Section 152 (2) additionally 

provides for the delegation by the President of some of his appointment functions to the 

PSC. 

 

He pointed out that recruitment now in the PSC is competency based as they screen and 

select appropriate qualified persons for advertised vacancies in the Civil Service based on 

merit.  
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The PSC he said, supports the Job Evaluation process as part of the over arching reform 

for efficient and effective service delivery.       

Statement by KPMG 

Mr. Ayorinde Gilpin-Jackson briefed the forum on behalf of the KPMG team about the up-

coming exercise. He informed the participants that KPMG has been contracted by the 

GOSL to undertake the survey and come up with tangible results. Therefore, they request 

the maximum cooperation and participation from the Civil Servants and this is the time 

for them to voice out their views. He made a promise that KPMG has a very solid team 

which will deliver very good outcomes with the support of the Civil Servants.  

Ms. Ruth Essilfies did a power-point presentation on Job Evaluation which included the 

following topics: 

• The objectives of Job Evaluation and Labour Market Survey 

• The methodology they will be using in conducting the Job evaluation and Labour 

Market Survey 

• The types of surveys they will be conducting during the process 

• The role of  Civil Servants in the entire process 

• The benefits of Job Evaluation and Labour Market Survey 

 

PROCEEDINGS IN BO 

 

Opening Session 

In his opening address the Provincial Secretary South, Mr. Mohamed Gibril Kamara, 

acknowledged Government’s effort through the HRMO, PSRU, PSC, Cabinet Secretariat 

and KPMG for taking a bold step in the process of reforming the Civil Service.  

He further informed participants about the relevance of the Sensitization Forum on Job 

Evaluation and Labour Market Survey and encouraged them to be attentative during 

presentations and ask questions on areas they need clarifications. 

Statement by PSRU 

 

In his Statement on behalf of the Director of PSRU, Mr Siaka Wusha-Conteh, 

Communications Officer, PSRU, said consistent with its mandate to co-ordinate reforms 

across the Public Sector, the PSRU has undertaken Management and Functional Reviews 

of all MDAs to ensure efficient and effective service delivery in a timely and sustainable 

manner.  He said the Sensitisation Forum on the Job Evaluation and Labour Market 

Survey provides a platform for Civil Servants to understand and participate fully in the 
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process as the Job Evaluation and Labour Market Survey will provide immense benefit to 

Civil Servants when completed. 

Statement by HRMO 

Mr Saidu Buckarie, Assistant Secretary of the HRMO said as the Central Human Resource 

Agency of the Government of Sierra Leone, the HRMO is mandated to ensuring that the 

Civil Service always has adequate, competent, trained and motivated staff to support 

national development programmes. 

 

  

Participants at the sensitisation forum on Job Evaluation at the Bo District Council Hall  

 

Before it was transformed and renamed Human Resource Management Office (HRMO) 

on the 7th August, 2008, the HRMO, he said was called the Establishment Secretary’s 

Office (ESO). Since independence in 1961, the Establishment Secretary’s Office (ESO) was 

responsible for basic and routine personnel administration which over time failed to 

respond to the needs of a growing Civil Service and a dynamic global environment. It is in 

view of the above, he explained, that the Government of Sierra Leone, in collaboration 

with its development partners like DfID, European Union (EU), UNDP and the World 

Bank, updated and expanded the traditional functions of the Establishment Secretary’s 

office by renaming the entity the Human Resource Management Office (HRMO).  

 



SENSITISATION FORUM ON JOB EVALUATION AND LABOUR MARKET SURVEY, FT, MAKENI & BO 22ND, 24TH & 25TH JULY 2014 PSRU 

Page 14 of 20 
 

He noted that HRMO is implementing the Job Evaluation and Labour Market Survey 

together with the KPMG and other stakeholders and urged Civil Servants to cooperate 

with the team for the successful implementation of the process. 

 

Statement by PSC 

 

Mr. Amadu Juana-Kamanda who represented PSC called for the full participation of civil 

servants for the successful implementation of the Job Evaluation exercise. 

 

Statement by Cabinet Secretariat 

 

Mr. Edward Mansaray, Assistant Secretary Cabinet Secretariat, said as Head of the Civil 

Service they are responsible to co-ordinating and supervising the work of all 

administrative heads of Ministries and Departments in the Public Service and the more 

reason why their involvement in the process is very vital. 

 

He encouraged Civil Servants to cooperate with the process assuring them of their 

protection. 

 

QUESTIONS AND ANSWERS DURING THE SENSITISATION PROCESS 

 

Q&A FREETOWN 

 

Q. Why the recommendations made in the MFRs for the Ministry of Political and Public 

Affairs were still not implemented?  

 

Ans: Recommendations in the Ministry’s MFRs have been looked into and the new 

Organogram and positions would be submitted for approval to the Civil Service Steering 

Committee. 

  

Q. Is there an overlap between HRMO’s IPAS exercise 2013 with the current Job 

Evaluation and Market Survey exercise carry out by HRMO/KPMG? 

 

Ans. There is no relationship whatsoever. IPAS is individual Performance Appraisal System 

which is quite different from the job evaluation. 

 

 

Q. If someone is to retire and have been given a retirement letter then suddenly he is 

given another three or four years extension, will that person not be eating into the time 

of another person? 
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Ans. Extension can be given to Civil Servants with exceptional skills that are not possessed 

by officials in the Ministry. Besides, H.E the President is empowered by the constitution to 

extend the stay of Civil Servants as he deemed fit. 

 

Q. Is it possible that Job Evaluation will be able to unearth those that have been wrongly 

placed if that is the case can there be a proper mechanism for reassignment or proper 

replacement. 

Ans: The Job Evaluation will assess all jobs within the job family and place them 

appropriately in the new grading structure. 

Q. Why there is salary disparity for the same job/position from different MDAs? 

Ans: This is why the Job Evaluation and Labour Market Survey is relevant to address salary 

disparity and develop new salary and grading structure for the entire Civil Service. 

Q. After Job Evaluation what next? 

Ans: After the job evaluation KPMG will undertake a Labour Market Survey across the Civil 

Service, conduct trend analysis on demand and supply of professional and middle 

management level staff, undertake compensation and benefits survey among selected 

NGOs, Donor sector and parastatals. They will also conduct Employee Satisfaction Survey 

and develop a competitive and equitable salary structure based on the results of the Job 

Evaluation and the Labour Market Survey. In addition, a Job Evaluation Manual will be 

developed to guide future evaluation of jobs and then build the capacity of Civil Servants to 

evaluate jobs.  

 

Q & A MAKENI   

 

Q1. What are the challenges faced by Civil Servants in their job descriptions in enhancing 

improved performance.  

Ans: A Job Description is not static; it changes over time in line with the strategic direction 

of an organisation. Where job descriptions / responsibilities are not clearly defined it makes 

it relatively difficult to manage the performance of a job holder or hold any employee 

accountable. 

Q2. What are the criteria for being a member of the Job Analysis Committee? 

Ans: Members of the Job Analysis Committee (JAC) should have thorough knowledge of as-

is and to-be activities and processes of their MDAs. They will be drawn from across all the 

levels in the Civil Service for each of the seven job families and will include Human Resources 
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representatives from across MDAs. Members of the JAC will go through job analysis training 

to inform appropriate data gathering on job content.  

Q3. Why does the Job Evaluation measure the job and not the people performing the job. 

Ans. Job Evaluation will focus on the job and not people performing the job because the 
objective is to measure the relative value of the job in order to determine its relative 
position /worth in the organisation hierarchy. People performing the job will only be relied 
upon to provide accurate information about the actual, current duties and responsibilities 
of the job. 
 
Q4. What is the difference between role and responsibility? 

Ans. Role defines the job title / position and Responsibility defines the duties / functions to 

be performed in that role. 

Q5.  Is it possible to be transferred to another job after the Job Evaluation? 

Ans: The objective of the Job Evaluation exercise has nothing to do with transfer from one 

job to the other.  Transfers will be in line with existing policy / laid down rules.   

Q6. Several studies have been conducted in the past without any positive outcome, what 

do civil servants expected at the end of the exercise? 

Ans. The Job Evaluation exercise will provide a fair, objective and equitable platform for the 

development of an appropriate pay and grading structure for the Civil Service. Results from 

the Labour Market Survey will also inform decisions in developing competitive salaries for 

the Civil Service. The recommendations will be submitted to Government for consideration 

and approval by the Civil service Steering Committee before going to Cabinet for further 

approval. 

Q6. How is performance being measured in the Civil Service?  

Ans. The Annual Confidential form that was being used to evaluate Civil Servants which was 

subjective has now been replaced with Performance Contract and Individual Performance 

Appraisal System (IPAS)  which give the appraiser and appraise to sit and discuss the 

performance circle.      

Q7. How is transfer being measured in the Civil Service?  Ans: There is a Postings 

Committee headed by the Secretary to Cabinet and Head of the Civil Service with other key 

members in the Civil Service including the Director General, HRMO, Financial Secretary, 

Development Secretary who sit and take decision regarding Postings.   

Q8. Will committee members for the Job Evaluation be drawn across the country or in 

Freetown alone? And what quota of different categories of Civil Servants does KPMG 

have in mind to be part of the process? 
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Ans: The TEP would comprise members with detailed understanding of the Civil Service and 

the roles and responsibilities of different Ministries and Departments in order for all 

stakeholders to have confidence in the results. Recommendations on equality and diversity 

considerations in the composition of the TEP have been made to the PSRU and HRMO. 

Q10. How are you assured that people of the right cadre participate in the interview 

process? Ans. KPMG will work with HRMO, PSRU and PSC to select job holders who have 

thorough knowledge and understanding of the requirements of the role, to be interviewed. 

Q11. What are the tools you will be using to evaluate Civil Service jobs? 

Ans: EVALUATE™ system of job evaluation, which is a computerised tool, will be used in 

evaluating all Civil Service jobs. This system is based on the point factor rating scheme which 

is an analytical method of job evaluation.  The system consists of five (5) factors or five key 

elements known to be critical when it comes to establishing relativities, namely; 

Responsibility, Knowledge, Mental Skills, Communication Skills and Work Environment. Each 

factor has two or more sub-factors that together represent the intent of the whole factor. 

The consultant is a licensed user of the EVALUATE™ system of job evaluation developed by a 

reward management specialist firm in the United Kingdom (UK).  

Q12.Is there transfer allowance for Civil Servants when moving from one duty station to 

the other?  

Ans. The Civil Service rules regulations and code makes provision for transfer allowance for 

Civil Servants that will be going on transfer.  

 Q13. How will the views of those who feel marginalised in the Civil Service be reflected in 

the survey? 

Ans. There will be an employee satisfaction survey that will identify key determinants of 

employee satisfaction and provide basis for the creation of strategies to improve staff 

retention and increase productivity. 

Q14. What assurances will PSC give the general public that the institution will remain 

objective and neutral in their recruitment process in spite of the change of guards?  

Ans. There is a Recruitment Manual that has been developed which guides recruitment at 

the PSC. Regardless of change of leadership, PSC recruitment will not change. Recruitment 

will always be competitive and based on merit.     

Q15. How long the Job Evaluation will last for? 

Ans. The Job Evaluation Exercise is expected to be conducted over a period of 60 working 

days. The whole JE and LMS will last for 12 months. After that it is for GOSL to approve the 

new Grading structure.  
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Q & A - Bo 

Q1. Giving the SMART scenario, how specific will Job Evaluation be? How would it be 

measured? Is the Job Evaluation achievable, realistic ad time bound? 

Ans.  The contract for the Job Evaluation assignment spells out a very SPECIFIC scope to the 

work of the Consultant; the assignment is MEASURABLE through the many reports to be 

submitted to PSRU; this assignment is ACHIEVABLE to the extent that the cooperation 

currently being enjoyed by all stakeholders in meeting all deadlines will continue; it is 

RELEVANT as it is a crucial stage in the ongoing larger Public Sector Reforms without which 

an appropriate pay structure cannot be developed; and it is TIME-BOUND as the duration of 

the assignment is twelve (12) months.  

 Q2. How many factors will be used in evaluating each job?  

Ans. Five factors will be used namely: Responsibility, Knowledge, Mental Skills, 

Communication Skills and Work Environment. Each factor has two or more sub-factors or 

concepts that together represent the intent of the whole factor.  

Q3. How independent will be the Technical Evaluation Panel in the analysis in terms of 

ranking, classification and point evaluation?  

Ans. All members of the Technical Evaluation Panel will undergo thorough training in the 

use of the EVALUATE system of job evaluation. This will enable them to make informed 

judgements, based on thorough discussions around the job. The panels will also sign an 

integrity pact and will have access to seek further clarification or information about a job 

during the evaluation process where necessary. 

 Q4. If Job Evaluation is not based on performance, where lies efficiency and 

responsibility?  

Ans. The Job evaluation process will provide a structured and objective basis for identifying 
the value of individual jobs within the MDAs / Civil Service and outcomes will support the 
Government’s commitment to pay reforms and provide a defence against any challenge. 
Indeed, the outputs of the exercise will contribute directly to the development of pay 
structures, career development paths, performance management and also provide job 
profiles and competency descriptions to support recruitment and selection processes. 

 

Q5. Are they considering the issue of gender in the recruitment process in the Civil 

Service?  

Ans. The recruitment process in the Civil Service is competitive and merit based but women 

are strongly encouraged to apply for every advertised position. 
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Q6. If the jobs and not the individuals will be evaluated, how genuine will the workers 
contribute to ensure the success of the Job Evaluation process, especially where you 
want to evaluate the job and not the person but rather using the person to evaluate the 
job?  
 
Ans. It would be easier to gather first-hand information about a job from a Civil Servant in 
the position because he / she best understands the job and its requirement and can and will 
provide genuine answers about the job. Civil Servants will be involved throughout the 
process to achieve ownership and acceptance of the process and the results. 
 
Q7. Workers in the informal sector are under-utilised by their employers, will workers in 

the informal sector, be considered in the Labour Market Survey?  

Ans. No. 

Q8.  Will there be security for Civil Servants that will be interviewed considering that 

some supervisors might want to intimidate their junior colleagues?  

Ans. In respect to the job analysis interviews interactions and processes during the exercise 

will be open and transparent and there will be no course for panic or intimidation. In 

responding to the employee satisfaction survey respondents and responses will not be 

disclosed 

Q9. Will hazardous working conditions be considered during the Job Evaluation and 

Labour Market Survey?   

Ans. Work /job environment will be considered as a factor in job evaluation and Labour 

Market Survey with a focus on Work location, Potential hazards, Physical demands and 

Leisure disruption. 

Q10. Will salaries of workers be reviewed considering the poor wages of Civil Servants?  

Ans. As part of the Pay & Performance Project, the Job Evaluation exercise will provide a 

Fair, Objective and Equitable platform for the development of an appropriate pay and 

grading structure for the Civil Service. Results from the Labour Market Survey will also 

inform decisions in developing competitive salaries for the Civil Service. 

Q11. What period have you scheduled the Job Evaluation as there is already a time frame 

for performance appraisal in the calendar year?  

Ans. The exercise is expected to end in July 2014.  

Q12. What will be the relationship between Performance Appraisal and Job Evaluation?  

Ans. Outcomes of the exercise will also include comprehensive job descriptions which will 

inform the development of individual goals and objectives relative to managing 

performance.  
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Q13. Who will be carrying out the Job Evaluation?  

Ans. The Job Evaluation exercise will be conducted by KPMG experts and a team of Public 

and Civil Servants with very detailed understanding of the Civil Service and the roles and 

responsibilities of the MDAs. They will be trained and identified as the Technical Evaluation 

Panel.  

Q14. Will youths be employed to carry out the Labour Market Survey?  

Ans. All Labour Market Survey activities will be carried out by the Consultants.  

Q15. Does the Job Evaluation have anything to do with the Health Service Commission?  

Ans. The exercise will involve the Health Service Commission in so far as the Commission 

manages jobs in the Civil Service jobs in the Commission. 

 

CONCLUSION 

In the closing remarks, the Chairpersons for both sessions craved the indulgence of the 

participants to participate fully and ask necessary questions on areas that required 

further explanation. Again, the Chairpersons asked participants to embrace this 

opportunity of having sensitization forum on Job Evaluation and Labour Market Survey in 

their respective communities. According to them this sensitization forum will serve as the 

baseline for the up-coming Job Evaluation exercise and the new Civil Service Pay & 

Grading Structure. 

 

 

 

 

 

 

 


