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INTRODUCTION 

Over the years, reform initiatives in the Public Sector have not been particularly well 

communicated across government. This information vacuum has, in the past, led to 

misinformation, distortion and unnecessary resistance to reform efforts as key reform 

constituents, such as Civil Servants, Teachers and other Public Sector workers have been left in 

the dark.  

The Government of Sierra Leone, through the Public Sector Reform Unit, recognises the 

invaluable need for information-sharing on Public Sector Reform. As a result the PSRU, in 

collaboration with the Public Service Commission (PSC) and the Human Resource Management 

Office (HRMO) developed a Communications Strategy and Activity Work Plan as part of the 

World Bank-funded Pay and Performance Project currently being implemented by the PSC, 

HRMO, PSRU and Ministry of Finance and Economic Development (MoFED). The Strategy 

seeks to popularise current reform initiatives to all stakeholders including Public and Civil 

Servants,  Civil Society, Development Partners and the general public. It also seeks regularly to 

engage Public Servants through workshops, forums and other means (including bilateral 

meetings) to provide information and solicit feedback on public sector reform initiatives. The 

goal is to ensure that channels of communication are opened between policy institutions such as 

the PSRU, Cabinet Secretariat, PSC, HRMO, MoFED etc and constituents across Ministries, 

Departments and Agencies (MDAs) in order to improve on the delivery and implementation of 

change in the public sector. 

 

Central to the implementation of the Public Sector Reform Communication Strategy, the PSRU - 

in collaboration with the Cabinet Secretariat, HRMO, PSC and MoFED - organised a Nation-

wide Sensitisation Forum in Freetown, Makeni and Bo. The Freetown Forum had a geographical 

spread of the entire Western Area, whilst Makeni and Bo brought together representatives from 

the Northern Province, and South and Eastern Provinces respectively. 
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The Programme theme was: Working Together: Collaboration and Co-ordination in the Public 

Sector. This theme sought to highlight a fundamental challenge in delivering public sector 

reforms, namely the issue of collaboration and co-ordination. Despite some remarkable progress 

in improving the collaboration and co-ordination between key reform institutions, the theme 

emphasised the need to further deepen the commitment to joined-up working in the public sector, 

away from the fire-fighting and silo approach of the early post-war years. 

The Forums, which took place in Freetown, Makeni and Bo on the 5th, 9th  and 10th July 

respectively, were geared towards raising awareness about the current reform Pogrammes in the 

public sector geared towards improving pay, retaining competent and qualified personnel, whilst 

also recruiting qualified people on a competitive basis, namely:  

• The Pay & Performance Project – a USD $17 million project in partnership with the 
World Bank to improve competitiveness and internal equity in pay setting, thereby 
enabling the Civil Service to attract and retain qualified professionals.  The project 
focuses on three components: (i) Pay Reform (ii) Performance Management (iii) 
Recruitment and Staffing.  

• EU support to Civil Service Reform – a Euro 10 million project supporting the 
Government in actualizing its objective of right-sizing, rationalization and 
professionalization of the Civil Service, and in developing the necessary institutional 
capacity for attracting, retaining and motivating the required skills for policy formulation 
and implementation, and the efficient delivery of public services. The HRMO is a key 
beneficiary of the intervention. 

 

The forum agenda reflected the theme of collaboration and co-operation with presentations from 

a variety of MDAs including PSC, HRMO, the Office of the Chief of Staff, the Anti-Corruption 

Commission, the Budget Bureau (MOFED), Records Management Improvement Programme 

(RMIP) and the PSRU M&E function. 

 

This report captures proceeding of events held at the Miatta Conference Centre, Freetown on 5th 

July, at the University of Makeni auditorium on 9th July and the Bo City Hall, on 10th July 2013. 

The Forum was attended by representatives from across the Public Sector including the Security 

Services (Police and Army), Judicial Services,  from MDAs, and staff from Local Councils, the 

Provincial and District Offices. The report contains summaries of the Statements and 

Presentations of key stakeholders and questions and answers. 
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PROCEEDINGS IN FREETOWN 

 The Sensitization Forum kick-started in Freetown with Minister of Finance and Economic 

Development, Dr. Kaifala Marrah as Guest Speaker. The Minister stressed the need for a robust 

sensitization of the reform initiatives so as to enable the general public and public servants in 

particular to be abreast with developments in the public sector for them to make informed 

decisions.  

                                                  

 

Minister of Finance (centre), Cabinet Secretary and Head of the Civil Service (left), DG HRMO (right) 

Dr Marrah spoke of his appreciation that the Sensitization Forums extend to the provinces 

pointing out that those in the provinces also have a stake in the governance of the country. 

According to the Minister, The theme, Working Together-Collaboration and Coordination In 

The Public Sector, makes sense especially at a time when the Agenda for Prosperity was soon to 

be launched. Co-ordination and collaboration has been lacking in the public sector and the 

reasons for many failed projects and programmes.  Sierra Leone, he said, has set itself an 

ambitious target of achieving a middle income status by 2035 but that can only be achieved if the 

ongoing reforms are successful. 
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The Minister revealed that improving productivity in the public sector is in the heart of President 

Ernest Koroma and the reason why he is supportive of improving the remuneration and working 

conditions of public servants. He called on public sector workers to embrace the reform urging 

them to change their old ways of doing things as “this is not business as usual. You either change 

now or you will be taken over by change as the wind of change is blowing” he warned. 

Information and Communications Minister, Alhaji Alpha Kanu, who was a Special Guest of the 

occasion spoke about the potentials of the ICT platform to fast track the on-going reform 

initiatives with the existence of the Fiber Optic. E governance, he said, is now the vogue in a 

modern democracy as it does not only create the platform for various shades of opinion to 

participate in the governance process but also reduces the burden of running the public sector by 

providing the platform for workers to perform their duties efficiently and effectively. 

The Deputy Anti Corruption Commissioner, Morlai Buya Kamara, spoke of the memorandum of 

understanding signed between the ACC and the PSRU to ensure collaboration in reforming the 

systems, processes and procedures of MDA’s to ensure compliance in the implementation of 

recommendations in the Management and Functional reviews. 

Moses Komba of the Office of Chief of Staff, spoke of the many interventions to reform the 

public sector amongst which is Performance Management and Contracting. He lauded President 

Koroma’s commitment and true statesmanship for signing a Performance Contract with his 

Ministers noting that it demonstrated the President’s determination to deliver the goods for the 

people. Mr Komba said that Performance Contracting has been cascaded to Ministers, Permanent 

Secretaries, senior government employees, the Universities some Parastatals and the Local 

Councils. This, he said will bring about efficiency and effectiveness in service delivery 
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                                            Cross section of participants at the Sensitisation Forum in Freetown 

The World Bank Country Economist, Yusuf Bob Foday, observed that though some progress has 

been made in Public Sector Reforms, including Pay Reforms and structural and institutional 

capacity development, there are still several challenges that continued to impede effective 

service delivery and progress towards poverty reduction and economic growth. A well-reformed 

public sector, he said, is no doubt a pre-requisite for efficient and effective service delivery. 

It was because of these, he maintained, that the World Bank decided to complement the efforts of 

Government by working with Government to design the Sierra Leone Pay and Performance 

Project. The main objective of this project is to improve Public Sector productivity and public 

service delivery to levels that are consistent with the developmental priorities articulated in the 

Government of Sierra Leone’s “Agenda for Change and by extension, it’s Agenda for Prosperity. 

The Secretary to Cabinet and Head of the Civil Service, Mr. Ernest Surrur, warned against 

lethargy amongst public officials, saying that the on-going reforms are to ensure that we change 

the way of doing things as the country cannot afford to continue with those old practices that 

have contributed to the downward spiral of State machinery. “The country is moving forward 

and in the right direction, we will not allow anyone to take us back. The reform should succeed 

and I urge every public servant to put their shoulders to the wheel and support the reform”.  
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.Presentations 

Update on Public Sector Reform by Sidratu Koroma, Director Public Sector Reform Unit 

Giving an update on Public Sector Reform, the Director of PSRU, Sidratu Koroma said since the 

Unit was created in 2008 (as successor to the Governance Reform Secretariat), many  reforms 

have taken place particularly in the Civil Service that has helped to bring about efficiency and 

effectiveness in service delivery. 

She said Management and Functional Reviews (MFRs) have been undertaken in all MDAs, some 

Parastatals and four Local Councils. These Reviews she explained have seen the establishment of 

new cadres such as Procurement Officers, the ICT cadre, Records Officers, M&E, and new 

structures such as  Policy and Planning Units and Budget and Procurement Committees to name 

a few. These new structures are gradually changing the face of the Civil Service for the better. 

The Director explained that in 2012, the Government of Sierra Leone signed an agreement with 

the World Bank to the tune of US$17 million for the implementation of the Pay and Performance 

Project focusing on 3 areas namely Pay Reform; Performance Management; and Recruitment 

and Staffing. These three components, drawn out of the wider Public Sector Reform Programme, 

are geared towards improving pay retaining competent and qualified personnel while at the same 

time recruiting qualified people on a competitive bases. 

She spoke of the support and ongoing commitment of Development Partners to the PSR 

Programme – in addition to the World Bank PPP, the EU is currently providing Euro 10million 

in support of Civil Service reform (with Euro 5 million Government counterpart funding) ; 

UNDP has given longstanding support to public sector reform in general and Decentralisation in 

particular, most recently funding MFRs of four Local Councils (Tonkolili, Moyamba, Kenema 

Town and District Councils);  DfID support to health sector and previously to PSRU and its 

predecessor GRS;  African Development Bank support to the Teachers’ Records Management 

Improvement Programme; ;  support from the Commonwealth Secretariat towards strengthening 

the Administrative/Political relationships for good governance as well as developing the 

Business Plan for a Public Service Academy. 
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                                          Director of PSRU, Sidratu Koroma, giving an update on PSR 

With all these achievements, she said, PSRU still faces serious challenges in monitoring and 

facilitating MDAs  implement the recommendations in the MFRs.   

 

The role of Human Resource Management Office (HRMO) in the wider 

Public Sector Reform 

On the role of the HRMO in the Public Sector Reform Programme, the Director General HRMO, 

Mr. A.R Bayoh pointed out that his office is key in the entire public sector as  the Human 

Resource manager for the Civil Service.  
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The Director General, HRMO, Mr. A. R. Bayoh 

The DG spoke of the two major reform programmes that are currently in progress in the Public 

Service, namely the Public Sector Reform Programme being co-ordinated by the PSRU and the 

Civil Service Reform Programme, undertaken by HRMO. He revealed that the PSRP is to 

improve the performance of public servants to ensure socio-economic development, whilst the 

goal of the CRSP is to ensure a Civil Service that works for the benefit of the entire nation 

through improved performance targeted at the achievement of Government’s objectives (as 

stated in the Agenda for Change and its successor the Agenda for Prosperity). 

Under the World Bank Pay and Performance Project, the HRMO is responsible for both 

Performance Management and Recruitment and Selection albeit the latter is being done in 

collaboration with the Public Service Commission. He said without collaboration and co-

ordination the Pay and Performance Project will face serious challenges as the activities under 

the project are being implemented jointly by the HRMO, PSC, Ministry of Finance with PSRU 

as the co-ordinating unit. 

He spoke about the GoSL/EU funded project: Support to Civil Service Reform which in his 

words is geared towards a transparent, accountable, performance–oriented and disciplined Civil 

Service with the highest standard of professionalism and the necessary capacity to efficiently and 

effectively deliver quality services. 

 The Director General said due to the numerous reforms that have taken place within the 

institution, the HRMO now has sufficient institutional capacity for the development and 
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implementation of training policies and progammes; Rightsizing  the Civil Service; Streamlining 

records management and personnel information; improved human resources and payroll data 

integrity;  and efficient utilisation of the Civil Service workforce though Annual Manpower 

Planning to ensure predictability in HR Management and curb the excessive wage bill. 

Amongst the achievements they can boast of are: improved co-ordination and strengthened 

partnerships and regular consultations with other Implementing Agencies citing the holding of 

the Steering Committee and Technical Working Groups on PSR and CSR; renewing of good will 

and Development Partner commitment to supporting specific components of CSR with specific 

mention to World Bank, UNDP, EU, JICA support;  Reviewing of policy options for Pay Reform 

and harmonization; Integration of Local Technical Assistants; the creation of the ICT cadre, 

completion of Remuneration Survey and recruitment for key posts in the “missing middle” of the 

Civil Service are other achievements of the HRMO  

The D-G noted that despite these achievements, they are facing enormous challenges regarding 

some delays in disbursement of funds, inadequate tools and equipment, no Terms and Conditions 

of Service for Civil Servants, low Remuneration for civil servants, no Civil Service Law and lack 

of a comprehensive National Training Policy. However they are slowly making progress on these 

challenges. 

 

Recruitment and Selection in the Civil Service – The Role of the Public Service Commission – 

Mr Val Collier, Chairman, Public Service Commission (PSC) 

The Chairman of the Public Service Commission, Mr. Val Collier disclosed that the Commission 

has restricted itself and has added to its fold competent, qualified and experienced personnel that 

will ensure that recruitment into the Civil Service is merit-based and not based on cronyism or 

party affiliation. “We are attracting the best brains into the Civil Service so that it can compete 

with the private sector”, he said. 

Mr. Collier observed that the PSC has been very supportive in its effort of respecting the values 

of partnership and collaboration among Implementing Agencies as they has  demonstrated that 

through the formulation of Policy design relating to recruitment and selection, Training and Staff 

development, Public Sector Pay and Performance Project, and providing leadership for the 

development and management of HR policies for the rest of the Civil Service.  

He said the role of the PSC in the Pay and Performance Project is particularly hinged on the 

Recruitment and Staffing component by creating a capable Civil Service of the right mix and job 

composition to deliver on its core function.  

 



13 

 

 

The Chairman Public Service Commission making a statement in Freetown 

In addition to the achievements relating to the Disbursement Linked Indicators, DLIs , he said 

the PSC has developed several institutional Working Documents which will be used to 

communicate its work intentions with the public and also hold the PSC accountable in the 

execution of its Functions.  Among the documents are the Citizen Service Charter  that highlights 

the standards of service delivery the Commission must subscribe to, the Code Of Conduct and 

Ethics which provides  a practical set of Guiding Principles to help the Commission make 

decisions on its day to day work,  an open, competitive merit-based Recruitment procedure, these 

he said have helped to increase the number of Civil Servants in Grades 6 – 10 from 995 in 2008 

to 1, 559 in 2011, representing 11.4% of the Service. 

 Between 2008-2013, 908 candidates of Grades 6 – 13 applied for jobs in the PSC, out of which  

601 critical vacancies in grades 7 – 8 both Technical and Professional grades were filled. 

Amongst its achievements are Standard setting and Policy framework formulations, attracting 

and retaining the best minds in order to ensure quality service delivery in the Civil Service and 

the building of confidence and trust in the minds of public in open, competitive and merit based 

recruitment systems.  

The Chairman said despite these achievements they are faced with the challenges including 

delays in the disbursements/ lack of funding, lack of electricity; inadequate logistics,  weak 
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relationships with some Strategic Leaders, and weak co-ordination leading to poor synergy 

between  key Implementing Partners.  

 

Pay Reform and the GoSL Medium Term Macro-Fiscal Framework- Matthew Dingie, 

Director Budget Bureau 

In his presentation on the linkages between Pay Reform and the GoSL Medium Term Macro-

fiscal Framework, the Director of Budget in the Ministry of Finance, Matthew Dingie, observed 

that for the Pay Reform to be realized there should be integrity of the payroll, harmonization of 

the pay structure across grades in the Public Sector by eliminating pay disparities, continuous 

cleaning of the PayRoll, RightSizing of the Public Service (issues for the Civil Service, 

Teachers, Police, Military, Sub-vented Agencies), mainstreaming of LTAs, progressive and 

affordable increase in salaries over the Medium Term.  

 

Director, Budget Bureau, Ministry of Finance and Economic Development (Matthew Dingie) 

He gave an example of the structure of the wage bill pointing out that over 48% of the budget is 

spent on wages and salaries with the Teaching service getting a huge portion of it, which in his 

words is unhealthy given the country’s weak revenue base. He maintained that if the pay reform 

is to be effected, the Payroll should be cleaned-up and properly managed.  

On the way forward, Mr. Dingie said the successful implementation in the medium term of the 

Pay and Performance Project (supported by the World Bank), the Civil Service Reform 
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Programme (supported by the European Union) and the Capacity Building Programme 

implemented by HRMO will help greatly the pay reform efforts as it will bring about sanity in 

the Payroll. 

 

The Process Impact and Challenges of Performance Management in the Overall Public 

Sector Reform – David Banya – Director, Performance Management, HRMO  

In his presentation on the process, impact and challenges of Performance Management in the 

wider Public Sector, Director of Performance Management, HRMO David Banya informed that 

Performance management is a memorandum of understanding rooted in an evaluation system, 

looking at performance comprehensively and making the autonomy and accountability aspects 

clear and more transparent with the aim of linking individual performance to  performance of the  

organization. 

On the reasons performance management is adopted in Sierra Leone, Mr. Banya said it will help 

to reverse the decline in the efficiency and effectiveness of public servants and ensure that 

resources are focused on the attainment of key National Policy priorities of Government. He 

further disclosed that Performance Management will improve service delivery to the public by 

ensuring that staff at all levels are accountable for results as Performance Management is part of 

a broader Public Sector Reform Programme aimed at improving  efficiency and effectiveness in  

management of public affairs.  

He said Performance Management will help to increase in service delivery as a result of Public 

servants striving to achieve set targets, raise awareness of the public about achievements (or lack 

thereof) of public servants and improve transparency and accountability in conducting 

government business. 

On implementation, he said Performance Appraisals will be carried out on an annual basis with 

the aid of Human Resources units in the Ministries. Self-assessments will be done by the 

appraised and endorsed by their Supervisor whilst confirmation of assessment will be undertaken 

by Ministerial Performance Appraisal Committee (MPAC) followed by the forwarding of 

Appraisal Reports to HRMO for analysis and recording. 

Monitoring and Evaluation in the Pay and Performance Project – Mohamed Yoki, 

Programme Assistant (M&E), PSRU  

Giving an up-date on monitoring and evaluation, Mohamed Yoki the Programme Assistant 

(M&E) , PSRU, , stated that the key objectives of the M&E framework for Public Sector 

Reforms are to promote efficient use of resources for the provision of services; facilitate 

accountability and the availability of reliable, timely and relevant information for decision-
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making; disseminate Best Practice findings for improving Project Design, and standardizing 

processes and procedures used to monitor and evaluate socio-economic interventions. 

The essence of monitoring the Pay and Performance Project (P&PP) he observed is to improve 

competitiveness in Pay, Performance Management and accountability and increase the 

recruitment of middle and senior staff in the Civil Service of Sierra Leone. 

He said the project uses a Results-based financing mechanism wherein GoSL receives money 

based on its success in achieving set targets or Disbursement-Linked Indicators (DLIs). He 

disclosed that 15 DLIs were ear-marked to be achieved throughout the three-year span of the 

Project and that, since the start of the project in 2012, about four DLIs have been achieved, 

resulting in Disbursements of US$ 4 million from the World Bank. Five DLIs are in progress, he 

added.  

 

Records Management – Muniru Kawa – Programme Manager, Records Management 

Improvement Programme (RMIP) 

Giving a report on records management, the Programme Manager, RMIP said that the 

Programme was set up in 2005 to create records and specifically rehabilitate Personnel records in 

HRMO which may have fiduciary implications. Their mandate is to enhance records 

management initiatives in MDAs where funding is sourced.   

He said that since RMIP was created, they have restructured records management systems at 

HRMO; digitised available personnel records into a Document Archive System; conducted a 

Civil Service Personnel and Payroll Verification in 2008; captured accurate data on the Civil 

Service workforce; revamped records management systems in the Office of the President and 

trained a new cadre of Records Officers. RMIP has also re-organised and strengthened records 

infrastructure for personnel and Payroll records at Ministry of Health and Sanitation, for 

sustaining Payroll Integrity as part of the Ministry’s Health Project and Attendance Improvement 

in 2010 and, as a significant first through the Teachers Records Management Improvement 

Programme, created personnel files for Teachers linking the files to payroll data at the 

Accountant General’s Department and conducted a biometric verification and precisely located 

schools through GPS technology. 

 

Question and answer session: 

Former Member of Parliament Elizabeth Lavaly spoke of her happiness that the reform process, 

particularly the improvements in remunerations and conditions of service that they have been 

advocating for, is now coming to fruition. She said the various reforms, when implemented will 

bring about prosperity that will take Sierra Leone to a middle income country status.    



17 

 

Q. How assured can we be that professionalism will be taken into account in Performance 

Appraisal rather than political considerations? 

Ans: Civil Servants will be assessed on the targets they have agreed on with their supervisors, 

based on their Job Descriptions and targets of their MDA. The assessment will be a transparent 

process as the Appraisals will be looked into by a Ministerial Committee to ensure that workers 

are not unfairly treated.  

Q. An official from the Ministry of Foreign Affairs was concerned that MDAs are not 

collaborating and co-ordinating with the Ministry that makes their work difficult at times. they 

asked whether PSRU has formulated strategies to get MDAs to ensure strong collaboration 

and co-ordination. 

Ans. MFRs address the issue of collaboration and co-ordination. PSRU has intensified its 

monitoring of implementation of recommendations of MFRs in order that MDAs  improve their 

business processes to enable them to meet their Mandates and improve  collaboration with other 

MDAs. 

Ans: Secretary to Cabinet agreed that collaboration is a challenge at Cabinet level and promised 

to ensure that Ministers have strong collaboration and start working together then that will be 

cascaded to the other levels of Government. 

Q. The PS, Ministry of Health and Sanitation said that workers are seeking jobs at Project 

Implementation Units (PIUs) mainly for the remuneration and urged that the Conditions of 

Service in the Civil Service be improved so as to avoid further brain drain from the Service. He 

further said the idea of creating PIUs reduces the importance and size of MDAs as the PIUs 

capture all the good and efficient staff. He called for a stringent mechanism for the retention of 

Civil Servants with attractive remuneration. 

Ans: The mainstreaming of Local Technical Assistants (LTAs) is part of the reform process to 

retain competent and qualified staff as according to the LTA policy, all LTAs will be 

mainstreamed with their current salaries. Also a Job Evaluation and Labour Market Survey of all 

Civil Service jobs will be carried out in 2014. 

The Secretary to Cabinet Mr. Ernest Surrur said ICT is now the vogue and urged all Civil 

Servants to be ICT literate warning that any Senior Civil Servant that is ICT illiterate has 

disadvantage him/herself in terms of promotion.      
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Proceedings in Makeni 

 

Commencement 

 

The workshop commenced at 11am with silent prayers led by the Senior District Officer (SDO), 

Mr Abu Bakarr Carew. The SDO also introduced the Chairman of the occasion, Mr Ernest 

Surrur, whom he intimated is well experienced having worked across all levels (including local 

and national governments) in the public service. He noted that the Chairman of the occasion was 

also the Cabinet Secretary and Head of the Civil Service. 

Chairman’s Opening Remarks 

 

In his response, the Chairman thanked the SDO for burnishing his achievements and for such a 

succinct introduction. In making his opening remarks, the Chairman welcomed participants and 

underscored the essence of the Sensitisation Forum. The Chairman maintained that the Forum is 

about providing information and receiving feedback on Public Sector Reforms. He noted that for 

too long the Public Service has been left to wallow in inefficiency, low productivity and in recent 

times verging on politics. He stated that the practice in the past of putting square pegs in round 

holes resulted in poor performance, ineptitude and disregard for service user satisfaction. 

Consequently, poor service delivery translated into widespread poverty, to which the country can 

no longer afford to return. He recalled that it was no surprise that, upon assuming office in 2007, 

HE the President publicly expressed frustration and dissatisfaction over the performance, 

professionalism and integrity of Public Servants. But it was a frustration, the Chairman opined, 

borne out of a determination by the President to take the Public Service out of the abyss of poor 

productivity and resultant low 

public confidence to one fit for 

the Twenty-First Century. 

This vision, the Chairman 

explained has snowballed into 

a series of reform initiatives 

such as the resuscitation of the 

The reforms in the public sector are geared towards improving the performance 

of the Public Service to be customer focused and orientated towards getting 

more for less. 

Ernest Surur, Cabinet Secretary and Head of the Civil Service 
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Civil Service Training College, implementation of the Pay and Performance Project, capacity 

building etc. He therefore called on all Public Servants to work hard to actualise the President’s 

vision and admonished them to embrace reforms so as to improve their lot and the socio-

economic situation of the people of Sierra Leone.  

The Chairman concluded by stating that Public Servants must understand that the reforms are 

geared towards improving the performance of the Public Service to be customer-focused and 

oriented towards getting more for less. To ensure that this is achieved, he noted that specific 

reform initiatives will target unique problems in the Public Service. For example, the current 

Performance Management System being rolled-out across Ministries, Departments and Agencies 

(MDAs), the Chairman explained, will address problems such as “sluggishness and lateness” but 

will also seek to reward not just hard work, but also  exceptional rewards for exceptional 

performance. 

Keynote Address—Resident Minister 

In his brief Statement, the Resident Minister welcomed the audience and showered praises on the 

Chairman over his appointment, which he noted came as no surprise as the Chairman is one of 

the best left in the Public Service.  

 

(From left to right: the Cabinet Secretary and Head of Civil Service, Resident Minister, Provincial 

Secretary and Director of PSRU). 
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The Resident Minister, however, apologised that whilst he would have loved to spend a good 

deal of time at the Forum, other pressing State matters were also competing for his attention and 

as such, respectfully requested to cut his speech to a few words, in which he noted the 

President’s determination to improve the quality of the Public Service as this was fundamental to 

his overall strategy of poverty reduction. 

 

Update on Public Sector Reforms—Director, PSRU  
 

The Director, Ms Sidratu Koroma opened her presentation with apologies for the delay in the 

start of the Forum and thanked the audience for coming and their patience. In her remarks, the 

Director of the PSRU traced the background of the current reform initiatives in the public sector 

to the President’s clearly articulated vision of the nexus between poverty reduction and the 

reforms. She explained that the transformation from the Governance Reform Secretariat into the 

Public Sector Reform Unit in 2007 not only demonstrated a commitment to reform but was a 

watershed moment which spelt a departure from the fire-fighting approach characterised by lack 

of coordination and collaboration. Central to this transformation, she remarked, was the need to 

provide public sector reform initiatives the necessary clout and visibility in government required 

to ensure local ownership and coordination. As such, she noted that the overall objective of the 

Public Sector Reform Programme is an efficient, accountable, and professional public service for 

improved service delivery. In other words, the reforms in the public sector will seek to achieve the 

following: 

� Greater co-ordination, collaboration, harmonization 

and standardization;  

� Attract, motivate, and retain skilled labour; 

� Clarify roles of stakeholders, re-define institutions  

and ensure alignment with national development 

goals; 

� Ensure that Public Servants focus on tasks (through 

Central to the transformation of the GRS 

to PSRU was the need to provide public 

sector reform initiatives the necessary 

clout and visibility in government 

required to ensure local ownership and 

coordination. 

Sidratu Koroma, Director, PSRU. 
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Performance Contracting & Appraisals) 

� Ensure efficient use of resources 

� Ensure that the Public and Civil Service is customer-focused 

 

In her presentation, the Director highlighted the successes in the co-ordination and management 

of Public Sector Reforms. She noted the establishment of key reform platforms, such as the 

Leadership Team Chaired by the Minister of Finance, the Steering Committee on Public Sector 

Reforms Chaired by the Secretary to the President, and the Civil Service Steering Committee 

Chaired by the Secretary to the Cabinet. The increased level of 

collaboration and co-ordination in the public sector, she pointed 

out, explains the effectiveness of these reform platforms. She 

noted her satisfaction in her relationship with the leadership of the 

PSC, HRMO, Ministry of Finance and Economic Development 

(MoFED), the Cabinet Secretary and Head of the Civil Service 

etc. The free flow of information and channels of communication 

opened to reform leaders and teams, she noted, is a major 

opportunity to push through reform measures and make the most 

of the renewed commitment and increased funding from Donors 

and the Government of Sierra Leone towards Public Sector 

Reforms. She particularly noted in this regard, the multi-million 

dollar support from the World Bank for the Pay and Performance 

Management, the European Union for capacity building of the 

HRMO, PSC, Office of the Chief Justice and the Anti-Corruption 

Commission. She also expressed gratitude to the UNDP, JICA, Commonwealth, DfID etc for the 

increased level of support to the public sector including Local Councils. 

In the area of Strategic Alignment of MDAs, the Director informed the audience that PSRU has 

conducted Management and Functions Reviews (MFRs) of all MDAs and implementation 

reviews are underway. The MFRs serve a purpose of ensuring inter alia that structures and 

functions are aligned, roles clarified with the right skills mix and optimal systems and process to 

enhance productivity. 
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In addition, the Director of PSRU intimated the audience about efforts to ensure that MDAs have 

the optimal levels of staffing while ensuring the integrity of the recruitment and selection 

process. An issue, she informed the audience would later be fleshed out by the Commissioner 

representing the PSC.  

At the heart of her presentation was the issue of Pay Reform, which she noted that despite a 

MoFED representative on hand to explain the implications of this in detail, she was happy to 

discuss it as it is considered by many Public Servants as the fulcrum that will unleash all reforms. 

While she noted the overall objective as to attract, motivate and retain qualified personnel in the 

Public Service, she further explained that Pay Reform will specifically achieve in the following: 

� Provide competitive remuneration 

� Ensure value for money 

� Unify the pay system by rectifying pay distortions, for example between Civil 

Servants, Contract Officers, Commissions and other Public Servants. 

She warned that while pay reform has energized an unsurprising level of expectation among 

Public Servants, it is one that the GoSL would need to proceed with understandable caution 

given its potential socio-economic but also political implications. Again, she admonished the 

audience to wait for the presentation by the MoFED representative later in the afternoon, which 

she noted should address the wider implications on the national Budget. 

The Director of PSRU also mentioned the reform initiatives in Public Financial Management and 

capacity building in the Public Sector including the resuscitation of the Civil Service Training 

College and the planning for a Public Service Academy. She also highlighted the introduction of 

a new system of performance management and the successes with the Records Management 

Improvement Projects, both of which will be elaborated by subsequent presenters. 

The Director concluded her presentation by offering some thought-provoking ideas that could 

form part of the next round of Public Sector Reforms. For instance, she mooted ideas about 

taking advantage of the internet revolution (vis-à-vis fibre optic) to enhance communication 

between MDAs, interfacing with the Private Sector and reducing leakages in the Public Sector 

through economies of scale in public procurement.  
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Statement by the Anti-Corruption Commission on the Memorandum of Understanding 

with PSRU 
 

Mr Patrick Monrovia began his presentation with an apology on behalf of the Anti-Corruption 

Commissioner who was unavoidably absent and in whose stead he was standing. His twenty 

minute presentation covered a range of topics including the work of the Commission and the 

specific collaborative ventures undertaken with the PSRU under the Memorandum of 

Understanding. With regards the work the Commission has been doing with the MDAs, Mr 

Monrovia noted that this was predominantly through the Commission’s Systems and Processes 

Review Department. The activities of this department, he explained, include examining the 

systems and procedures of MDAs including sub-vented institutions such as the Universities of 

Sierra Leone and that of Njala. Mr Monrovia explained that the Systems and Processes Review 

in the MDAs are preventive mechanisms that help MDAs identify corruption opportunities and 

take necessary measures to resolve such situations. Whereas in the past, the Commission’s 

Recommendations are left to MDAs to implement, Mr Monrovia intimated that the Commission 

now monitors implementation of recommendations and where MDAs are in clear breach of the 

Anti-Corruption legislation, prosecution can be effected. Mr Monrovia informed the workshop 

that in the past year, the Systems and Processes Review Department has reviewed four MDAs 

and has supported the development of policies and Service Charters across Government. 

On the issue of its collaboration with the PSRU, Mr Monrovia explained that the relationship has 

always existed but was recently formalised 

through an MOU between the two institutions. 

This was in recognition by the two institutions of 

the need to enhance good governance, reverse the 

trend in poor service delivery and improve 

integrity in the Public and Private Sectors. As 

such, Mr Monrovia pointed out that the MOU  

provides a framework of understanding between 

the ACC and the PSRU, and fosters cooperation and collaboration between the two Institutions.  

 

The Memorandum of Understanding between 

the PSRU and ACC provides a framework of 

understanding between the ACC and the PSRU, 

and fosters cooperation and collaboration 

between the two institutions. 

Mr Patrick Monrovia, ACC. 
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Lunch Break 

The workshop went into lunch break at 12:10-pm. The session was called to order by the 

Chairman at 12:35pm, who then invited the Director of Corporate Services at the HRMO, Mr 

M.R. Koroma to do a combined presentation on the Role of the HRMO and the Performance 

Management system. 

 

The Role of the HRMO in the wider Public Sector Reform 
 

Mr Koroma thanked the Chairman for the unique opportunity and 

straightaway informed the audience that he was representing the 

Director-General of HRMO who was supposed to talk about the role 

of the HRMO but could not make it to Makeni due to other pressing 

matters in Freetown. Nevertheless, Mr Koroma began by 

acquainting the audience that there was no better person to talk 

about the role of the HRMO than the Chairman, its first Director-

General. He noted that the Chairman was the principal architect of 

the HRMO who etched its role in stone. Mr Koroma traced the 

history of the HRMO to 2008 when the former Establishment 

Secretary’s Office was transformed into the now appropriately-

named HRMO as part of a wider agenda to reconstruct the Civil 

Service in order to play a pivotal role in the post-conflict 

reconstruction of the country. Mr Koroma indicated that the 

demands for a more responsive and innovative Civil Service, calls 

for new thinking on systems, employee attitudes and culture, or 

more broadly the reinvention of governance, required the creation of 

a competent public sector workforce that is responsive, effective 

and efficient. However, Mr Koroma, pointed out, that none of this 

could have been achieved without the transformation of the nerve 

Demands for more 

responsive and 

innovative Civil 

Service, calls for new 

thinking on systems, 

employee attitudes 

and culture, or more 

broadly the 

reinvention of 

governance, required 

the creation of a 

competent public 

sector workforce that 

is responsive, 

effective and 

efficient. However, 

none of this could 

have been achieved 

without the 

transformation of the 

nerve centre of the 

civil service, the ESO 

into a new institution, 

the HRMO.  

 

Mr M. R. Koroma, 

Director Corporate 

Services, HRMO  
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centre of the Civil Service, the ESO into a new institution, the HRMO.   

With regards to its role in the wider Public Sector Reform, Mr Koroma stated that the HRMO is 

an assigned “Environmental Manager” with oversight responsibility for the implementation of 

the Civil Service Reform component of the Public Sector Reform Programme. This, he said 

entails the following:  

� Strategic and structural alignment of MDAs;  

� Rationalization of staffing, pay and incentive systems; 

� Improvements in processes, systems and tools; 

� Improvements in service delivery;  

� Coordination and management of the CSRP;  

� Capacity building of the Civil Service; 

The Director of Corporate Services also introduced the seven departments that constitute the 

HRMO. They include: 

1) Staff Planning and Budgeting 

2) Management Services 

3) Employee Relations & Welfare 

4) Recruitment and Selection 

5) Corporate Strategy and Administration 

6) Training and Career Development 

7) Performance Management   

In his presentation, the Director of Corporate Services spoke of the crucial importance of the new 

Directorates in the reform of the Civil Service. He also listed the key stakeholders in the work of 

the HRMO, which include: 

� The Office of the President – including the PSC, PSRU and Office of the Chief of Staff 

 

� The Cabinet Secretariat  

 

� MDAs 
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Mr Koroma also briefly acquainted the participants about on-going programmes in the reform of 

the Civil Service; from Pay Reform, Recruitment and Staffing to Performance Management and 

Capacity Building. He advised his colleagues to show patience and demonstrate a willingness to 

change as the current wind of change blowing will leave lasting imprints on the Civil Service. 

Mr Koroma however concluded that as usual, the reform process has had its own challenges. 

Foremost among them, he noted, delays in the disbursement of funds from MoFED and 

inadequate tools and equipment. He also mooted other challenges that continue to directly affect 

Civil Servants, such as the lack of proper Conditions of Service, absence of a Civil Service law, 

lack of a comprehensive National Training Policy and low remuneration. 

 

The Process, Impact and Challenges of Performance Management in the Overall Public 

Sector Reform (Dir. Corporate Services, HRMO) 

 

The Director of Corporate Services, HRMO also made a snap presentation of the issues around 

Performance Management. He indicated the need for an overhaul of the old system of appraisal 

and promotion, which to all intents and purposes no longer serves the needs of the Civil Service. 

He informed the audience of a new system of Performance Management that is in the process of 

being rolled-out across the Civil Service and which seeks to ensure that work is tracked and 

rewards are commensurate with performance. He stated that the new system has the potential to 

create a work environment and culture for staff to perform to the best of their abilities. Mr 

Koroma promised his colleagues in the Public Service, that the new system will minimise 

nepotism and favouritism as it will be based on objective agreement between the employee and 

his/her supervisor. 
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Linkages between Pay Reform and the GoSL Medium Term Budgetary Framework 

(Budget Bureau, MoFED) 

 

This presentation was made by Mrs Lauratu Johnson from the Budget Bureau of MoFED.  Her 

presentation covered a range of topics including Pay Reforms, structure of the wage bill, fiscal 

implications of Pay Reform and the way forward. She observed that the issue of Pay Reforms 

seems to have energised a lot excitement and anticipation, but noted, in line with previous 

speakers, that a lot needs to be done to make this successful. 

 

 

Laurattu Johnson discussing the fiscal implications of Pay Reform in the Public Service 

Mrs Johnson stated that the objectives of the Pay Reform include: 
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� Ensuring integrity of the Payroll (predictability 

and affordability issues) 

� Harmonisation of Pay Structure across Grades in 

the Public Sector (eliminate pay disparities)  

� Continuous cleaning of the Pay Roll 

� Right-sizing of the Public Service (issues for the 

Civil Service, Teachers, Police, Military, Sub-

vented Agencies) 

� Mainstreaming of Local Technical Assistants 

� Progressive and Affordable increase in Salaries 

over the Medium Term 

 

She noted that, whilst all of the above have implications on the budget, it was imperative for her 

colleagues in the Public Service and the general public to understand the current structure of the 

Wage Bill.  At present, she indicated that a large chunk of the Wage Bill is taken up by teachers 

with the Civil Service a close second. Mrs Johnson also noted that the wages and salaries are 

Non- Discretionary Recurrent Costs to the Budget and as such a reform to the pay structure 

would have serious implications on the Budget. At present, the Wage Bill constitutes almost half 

(48%) of the Domestic Budget and 6.1% of GDP. This, she argued underscores the need for 

ensuring payroll integrity, right-sizing etc. but more importantly ensuring the successful 

implementation of on-going reform initiatives in the Public Sector. 

 

Recruitment and Selection in the Civil Service - The Role of the PSC (Commissioner, PSC) 
 

The Commissioner, Mr Alex Konteh, began his presentation with a history of the PSC. He stated 

that the PSC is the oldest Constitutional body in Sierra Leone, which started life in 1948 as an 

advisory body to the colonial Governor. More recently, the PSC’s Mandate and responsibilities 

were enshrined in Section 125 (1) of the 1991 Constitution of Sierra Leone, which states that 

“the power to appoint persons to hold or act in offices in the Public Service (including power to 

make appointments, promotions and to exercise disciplinary control over persons holding or 

Sector Amount (Le Bn) Percentage

Civil Service 267 25

Charged Emolument 24 2

Millitary 69 7

Police 72 6

Teacher 335 32

Local Council 6 1

Foreign Mission 56 5

NASSIT 76 7

Sub-vented Agencies 101 10

Pensions 51 4

Total 1,057 100  
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acting in such offices shall vest in the Public Service Commission”. The Commissioner noted 

that as part of the measures to reform the Public Service, the PSC has had cause to come up with 

a revised and clearly articulated Mission and Vision to guide its operations. In this regard, the 

Commissioner categorised the work of the PSC into five key areas: 

� Policy Design relating to Recruitment and Selection, Training and Staff development, 
Public Sector Pay and Performance Project. 

� Provide leadership for the development and management of HR policies for the rest of 
the Civil Service. 

� Oversight responsibilities over HRMO and other service Commissions e.g Justice & 
Legal Services Commission, LGSC etc.) 

� Monitoring and Evaluation of the implementation of HR policies across the Service. 
� Delegation of authority to other Agencies. 

 

To achieve this, the Commissioner draws allusion to the Biblical Trinity of “three persons in one 

God” for which the President is the Father, PSC, the Son, and the HRMO the Holy Spirit”. He 

said that the tripartite relationship between the President, the PSC and HMRO (to which PSC 

delegates important functions) is a major example of collaboration and coordination in the Public 

Sector. 

Commissioner Konteh maintained that the PSC is playing a critical role in the implementation of 

reform initiatives such as the Pay and Performance Project (P&PP). In helping to support the 

overall objective of the P&PP, the Commissioner demonstrated that the PSC is ensuring, inter 

alia,  that priority vacancies are filled through open, competitive and merit-based recruitment. As 

a result, since the start of the P&PP, the PSC has been able to meet some of the Disbursement 

Linked Indicators (DLIs). For instance, the Commissioner noted that the PSC has filled seven (7) 

core positions within the PSC itself as well as 60% of priority vacancies in MDAs and 70 

positions recruited with some on-going interviews. Other achievements highlighted by the 

Commissioner include, the development of The Citizen Service Charter, The Code of Conduct 

and Ethics, Handbook on Open, Competitive and Merit-based Recruitment etc. The 

Commissioner concluded by highlighting challenges with the implementation of the P&PP. This, 

he said, ranged from weak (but improving) synergy, inadequate infrastructure and logistics at the 

PSC to delays in the disbursement of funds. 
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At the end of the Commissioner’s presentation, the Chairman observed that the PSC should do 

more to regain its full Mandate especially within the context of the mushrooming of 

Commissions by Parliament with special authority to recruit their own staff creating severe 

strainI on the Wage Bill. The Commissioner responded by admitting that indeed these 

Commissions are infringing on the Constitutional mandate of the PSC, but would continue to 

draw the attention of HE the President to such unwelcomed development distorting the system in 

the Public Sector. 

Monitoring and Evaluation in the Pay and Performance Project – Mr Mohamed Yoki, 

M&E Assistant, PSRU 

 

In his presentation, Mr Mohamed Yoki (PSRU) acquainted the audience about the essence of 

Monitoring and Evaluation and the specific objectives of Public Sector Reform Monitoring and 

Evaluation. This, according to Mr Yoki, entails the following: 

a. Promote efficient use of resources for the provision of services 

b. Facilitate accountability at all levels  

c. Facilitate availability of reliable, timely and relevant information for decision-making 

d. Disseminate Best Practice findings for improving Project Design 

e. Standardize processes and procedures used to monitor and evaluate socio-economic 

interventions 

With regards the P&PP, Mr Yoki stated that the main Programme objective is to improve 

competitiveness in pay, performance management and accountability and increase recruitment of 

middle and senior staff in the Civil Service in Sierra Leone. Adding his voice to the lists of 

previous presenters on the issue of Pay Reform, Mr Yoki stated that Pay Reform is more than 

pay increase, but one that comprises reasonable reward for performance and motivation, and a 

secure and accurate payroll. He stated that implementation of the P&PP is tied to DLIs in which 

the GoSL receives one Million US dollars in funding for each Indicator it achieves and that the 

PSRU is responsible for monitoring implementation spread across four years. He said thatsince 

the start of the implementation of the P&PP, the GoSL continues to meet its targets. For instance, 

in Year 0 (2012) of the project, all three DLIs were completed and US$3 million has been 

released by the World Bank. In the current year, implementation of five (5)  DLIs is underway. 
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Records Management 
 

The Programme Manager of the Records Management Improvement Programme (RMIP), Mr 

Muniru Kawa opened his presentation with a background of the RMIP, which he said is the 

‘brainchild’ of the PSRU set up in 2005. He further explained that the state of records across 

Government after the end of the civil war was nothing to write home about as most records 

including personnel and those with legal implications were either deliberately destroyed or in a 

derelict state. It was on the basis of this pressing need to reverse this trend that the RMIP was set 

up with DFID funding to immediately rehabilitate personnel records as part of the transformation 

of the ESO to the HRMO. Mr Kawa expressed profound gratitude to the Chairman, who was 

then Director-General of the HRMO for his unwavering support and stubborn determination to 

ensure that the state of records in the Civil Service was given a facelift. 

The Programme Manager underscored the need for effective records management stating that 

records are an important part of the governance and democratic process. He added, without 

records even the best monarchy will collapse! 

Mr Kawa further noted that since its inception, the RMIP with its small team of archive 

specialists has completed the following projects: 

• Restructured records management systems at HRMO and digitised available personnel 

records into a Document Archive System 

• Conducted a Civil Service Personnel and Payroll Verification exercise in 2008, capturing 

accurate data on the Civil Service workforce, capacity levels and more importantly 

providing evidence for eventually right-sizing the Civil Service 

• Revamped records management systems at Office of the President and trained records 

office staff 

• Re-organised and strengthened records infrastructure for personnel and payroll records at 

the Ministry of Health and Santitation (MoHS) 

• As a significant first, through Biometric Verification created personnel files for teachers 

linked to the payroll data at the Accountant General’s Department and precisely located 

schools through GPS technology. 
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In explaining the recently completed Teacher Verification Exercise, Mr Kawa demonstrated not 

just how the integrity of the teacher personnel records has previously been seriously 

compromised but also the gains made. In one instance, he illustrated how his name continued to 

be on the teacher payroll, despite his having left the shores of the country for several years. To 

prove the effectiveness of the exercise, Mr Kawa informed the audience that they were able to 

discover President Ernest Bai Koroma’s teacher record card. Mr Kawa demonstrated the need for 

enhancing the integrity of the teacher record by showing how the recent exercise had already 

made gains for the Accountant General. He said, even before departing for the field, 544 teachers 

had removed themselves the payroll. The exercise, he noted, identified almost 2000 who are 

already retired and to be retired. He however, noted that there are still significant anomalies that 

need to be resolved. 

Mr Kawa maintained that Sierra Leone’s sound and innovative approach to tackling records 

management problems as part of the process of conducting Payroll Verification exercises and of 

introducing controls can provide valuable lessons for other countries facing the same generic 

issues. He, however, cautioned that whilst embracing technology is unavoidable, it is only half 

the solution to solving the problem of poor records management. He added that, establishing 

control of employment and payroll information, developing and managing complete and reliable 

personnel records is an essential aspect to control of the payroll. He further warned that records 

management controls should be introduced before computerised systems are introduced.  To 

ignore this requirement leads to a waste of time and money as efforts to establish control produce 

less than optimum results or have to be repeated. Mr Kawa concluded by underscoring the need 

for new policies and procedures to be developed to address the issue of computerised data 

 

Sierra Leone’s sound and innovative approach to tackling 

records management problems as part of the process of 

conducting payroll verification exercises and of introducing 

controls can provide valuable lessons for other countries 

facing the same generic issues. 

Muniru Kawa, Programme Manager, RMIP 
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Q & A SESSION – MAKENI 
 

The Chairman thanked the presenters for the information they shared with the audience. In trying 

to gauge the value of the presentations to the audience, the Chairman asked whether there was 

anyone in the audience that learnt anything throughout the session. An overwhelming number of 

the audience raised their hands. The floor was then opened for questions.  

The first member of the audience to comment was the Mayor of the Makeni City Council, Mrs 

Q. Sunkari Koroma who asked how best the PSRU would help the Ministry of Local 

Government and Rural Development to ensure that devolved staff are actually devolved and 

placed directly under Local Councils. 

Ans. The Secretary to Cabinet and Head of Civil Service, Mr. Ernest Surrur informed her about 

the several interventions by the leadership of the civil service and the GoSL to ensure that 

activities and functions are outrightly devolved. He said they will continue to dialogue with the 

Ministry of Local Government in that direction  

Q. The SDO Mr Carew, asked whether the reforms would look at the issue of linking salary to 

qualifications and experience and not just the position, and the need to consider additional 

qualifications when trying to retain staff. 

Ans: The Secretary to Cabinet and Head of the Civil Service reminded Mr. Carew that salaries 

are linked to positions and not qualifications, biut noted however that added qualifications and 

experience can help to enhance promotion which will ensure salary increase.  

Q. The DO of Koinadugu District also spoke of the constraints they have in disciplining staff as 

most staff hardly turn up for work and because their salaries are paid through the bank there was 

simply no way to punish them financially. The DO therefore asked whether there was a way that 

the HRMO could help them monitor the voucher. He also called for more training for public 

servants to avoid the problem of lack of capacity. 

Ans: The Chairman Mr Surrur, refered the District Officer Koinadugu to the new Civil Service 

Rules, Regulations and Codes which spelt out clearly how to discipline civil servants. He 

informed him that the HRMO manages all Civil Servants abd that should a civil servant 
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misbehaves or act contrary to the Civil Service Ruies Regulations and Codes the HRMO should 

be informed in writing about such improper behavior.    

Q. The Local Unit Commander of Koinadugu raised concerns over the new appraisal system and 

whether there was going to be sufficient training to implement the programme and resources for 

individual employees to do their jobs. 

Ans: Mr. M. R. Koroma of the HRMO informed the LUC that several training have been 

conducted by the Directorate of Performance Management on the new appraisal system. 

Q. Mr Raymond Bindi, the Provincial Secretary (North) called on the reform leaders to look into 

the transfer system as some people continue to stagnate in post. He also called on the Head of 

Civil Service to revamp the Civil Service Union as that is a major means Government can 

address the poor Conditions of Civil Servants.  

Ans. The Cabinet Secretary and Head of the Civil Service, Mr. E. A. Surrur, assured Mr. Bindi 

that transfers are done fairly and dispersonnately as their procedures governing transfers in the 

civil service. He also informed him that there is a Civil Service Union and it is the responsibility 

of the executive to scale-up the activities of the Union.  

Q. Mr John Sesay, a Civil Society activist asked whether Civil Society involvement in the 

monitoring of the PSR is possible and expressed doubt over the process as information on fiscal 

issues remain a guarded secret by Government. 

Ans. The Director of PSRU allay the fears of Mr. John Sesay by informing him of the strong 

collaboration with Civil Society as invitation are always extended to them during the Steering 

Committee meeting on Public Sector Reform. 

In his vote of thanks, the Senior District Officer North, Mr. Carew commended the organizers of 

the forum saying information about the reform process should be widely disseminated which will 

help civil servants and non civil servants to make informed decisions. He appealed for such 

forums to be held regularly so as to instill confidence and at the same time demystifying fears 

about the reform process.  

 



35 

 

PROCEEDINGS IN BO 

Presenters: 

Mr. A.R. Bayoh, D.G. HRMO 

The Presentation was Chaired by the Secretary to Cabinet and Head of the Civil Service. 

Note: in order to avoid duplication and ensure a coherent report, please refer to DG HRMO’s 

presentation in Freetown detailed above in this report.   

The D.G. HRMO however reminisced of the days when he started his career as an 

Administrative Officer in Bo and his urge to learn new ideas when he was posted in Bo 

compared to his then colleagues who were  reluctant to comprehend new ideas. He emphasized 

that his stories gave an historical context to Administrative discipline learnt from seasoned Civil 

Servants (such Jones and others) . 

 

Members of the high table at the Bo forum 
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Presentations:  

Presentations were made by the PSC Commissioner,Mr Alex Konteh and the Director of Budget 

Bureau, Mr. Matthew Dingie--  

Note- please refer to the summary of the presentations made in Makeni) 

It should be noted that in his presentation, Mr. Dingie focused on the realities facing government 

revenue generation and expenditure in terms of the Wage Bill.  He informed participants that 

Government’s annual income is about Le2 trillion of which almost 50% /Le1 trillion is on the 

Wage Bill, adding that  32% of the Wage Bill is consumed by teachers alone who have a colossal 

number on the payroll. He admonished participants of the socio-economic implications of any 

government spending 50% of it’s revenue on salaries alone, which are a fixed recurrent cost. 

Participants were informed  that even when Government intends to embark on pay reform for 

workers, the maximum impact that will create for public sector workers would not exceed 100% 

because of the enormous economic activity required to generate sufficient GDP. As such it is 

somewhat unfair the government is often blamed for not increasing salary.  

 

In a fascinating presentation, the Director informed participants on realistic economic activity in 

that export of minerals and other natural resources alone will not gravitate Sierra Leone into a 

Middle-Income Country. He proffered the following recommendations that will uplift the 

country into a Middle-Income status 

• The Sierra Leone economy should be designed in a way that will encourage people to 

produce what they consume themselves rather than importation of goods and services 

from outside. 

• Development of the Human Resource capacity should be a top priority for Government 

• Reduce the general staff strength that are unproductive and increase the salaries of the 

most productive staff. Though he cautioned that such option will still be faced with 

enormous challenges because of the rate of consumption. 
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Participants at the Bo forum 

On the Pay and Performance Programme, Mr. Dingie expressed willingness on the part of the 

Ministry of Finance and Economic Development to increase salaries when the time comes since 

they are not adverse to increment. As long as the project takes on board right-sizing of staff, the 

MOFED will not forestall the process, but stressed that government will not spend all its 

resources on payment of salaries since there are other recurrent expenditures that government has 

to undertake.He dilated on payroll integrity and expressed optimism of a systematic cleaning of 

the payroll. 

Presentation - Anti-Corruption Commission (Mr. Patrick Monrovia, ACC)The Presentation 

made in Makeni is referred. Presentation - Records Management Improvement Programme 

(Mr Muniru Kawa) 

The Presentation made in Freetown and Makeni is referred. 
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Presentation - the role of HRMO -  M.R. Koroma, Director, Corporate Services, HRMO 

the Presentation made in Makeni on Performance Management is referred 

 

QUESTION AND ANSWER session 

Q. The District Officer, Moyamba District, Prince Sorieba, enquired on some of the measures 

put in place to ensure the Programme’s sustainability and success. 

Ans. He was informed by the Director of PSRU, Ms Sidratu Koroma and the Secretary to 

Cabinet and Head of the Civil Service, Mr E. A. Surrur, that this is the first time a framework has 

been put together to guide reform in the country and that the PSR is government owned and led 

unlike other reforms that are led by donors.  

Q. Provincial Secretary, Eastern Province (G.A Penykie) enquired on the challenges faced by 

Civil Servants in executing their duties.  

Ans. The Chairman of the occasion reacted that Civil Servants should follow the Civil Service 

Codes and Regulations since that will guide them from not playing a role in politics and will 

ensure general discipline in their behaviours whilst executing their duties 

Q. Magnus Bobson Musa, Senior District Officer, Southern Province - asked which method will 

be used in rightsizing the Civil Service?   

Ans. The Chairman responded that the HRMO will look at the existing staff list and ensure that 

those due for retirement are identified, notified and then deleted from the payroll. He added that 

those opting for voluntary retirement should also be part of the right-sizing. However he clarified 

that right-sizing could actually mean an increase in staff strength as the focus is on ensuring the 

recruitment of the right mix of skills that will add value to the overall operations of the public 

sector 

.Q. Mr. John A. Swaray, Deputy Education Director, stated that 52.2% of teachers were verified 

based on verification slips submitted and those that were not verified in his opinion might be 

ghost teachers. He gave a statistics of the recently-concluded teacher’s verification exercise 
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undertaken by RMIP/PSRU of the 592 teachers in the Southern Region. Of that figure 308 were 

verified whilst 202 teachers could not be located for verification (which he considered to be 

ghost teachers) and that 72 teachers were not verified at all. He therefore recommended that 

RMIP/PSRU should have to involve the Ministry of Education in any future verification exercise 

to avoid non-verification of teachers in his Region.  

Ans. In his response, the Programme Manager, RMIP, Mr. Muniru Kawa, stated that the Deputy 

Director had been adequately informed of the verification and was involved. He further noted 

that involving  the Ministry of Education in all the areas visited would not be possible since the 

Donors and the Government of Sierra Leone wanted an independent and credible verification 

exercise which is what the team had done. 

Q. Mr Samba, Provincial .Secretary’s Office-Bo, raised concern that the Provincial Secretary’s 

office lack a conducive working environment and had inadequate tools and equipment to 

perform its operations. He appealed that such tools should be provided and also further  stated 

that workshops should be conducted for Assistant Secretaries 

Ans. The Secretary to Cabinet and Head of the Civil Srrvice, Mr. EA Surrur promised to look 

into his concerns.. 

Q. Susan Kandeh, Registration Officer, Office of the Administrator & Registrar General –South, 

appealed for logistical support since her office has to cover vast areas in the south including 

Sierra Rutile to register businesses. 

Ans. The Head of the Civil Srvice, Mr E.A Surrur promised to channel her concerns to the 

appropriate authorities. 

 

 

     


