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1.0. Introduction

This inception report is submitted to the Government

of Sierra Leone as a preliminary output of the

assignment towards the establishment of the Wages

and Compensation Commission (WCC) in Sierra

Leone.

The establishment of WCC is to address disparities

in pay and remuneration in the public sector of

Sierra Leone, as well as streamline the pensions

system in the public services as highlighted in the

2019 Budget and Financial Statement of the

Government of Sierra Leone.

In light of the above, the International Consultant is

pleased to submit this inception report as one of its

initial steps towards the establishment of the Wages

and Compensation Commission (WCC) in Sierra

Leone. This assignment would be carried out with a

view of engendering efficiency, rationalization, equity

and harmonization into the operations of WCC,

taking into account the complementary roles of other

key institutions of State in the management of the

conditions of service of public sector workers.



1.1 Background to the Assignment

The issue of disparities in pay and remuneration in Sierra

Leone’s public sector has been a major concern for

successive governments. Over the last 20 years, there were

several failed attempts to systematically rationalize the pay

system based on numerous proposals and

recommendations made to that effect. More often,

successive governments adopted ad-hoc measures in

response to intense pressure from organized and influential

interest groups to resolve immediate concerns on the

subject. However, those measures were not meticulously

thought-through in terms of their long-term effects on the

wage bill and the associated disparities it could create

amongst homogenous institutions and workers in the public

service. Most of the ad-hoc measures were poorly designed

and executed and, in the process, aggravated the prevailing

situations they attempted to resolve.

Attempts to rationalize and sanitize the public sector wage

bill saw a re-grading exercise carried out in 1998 with the

fundamental objective to establish fairness in compensation

management in the public service. However, the exercise

rather created new inequities in the pay system. A job

evaluation exercise was therefore conducted in 2003 to

correct the unfair grading of jobs carried out in the previous

exercise. However, the results of the 2003 job evaluation

were not implemented. Thus, the disparities in pay

administration persisted until a taskforce was commissioned

by the Cabinet Secretary in 2010 to develop a new pay

policy for the public service. Despite the commendable

work done, the new pay policy could not be implemented

due to the unaffordability of the resultant pay projections.
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Background to the Assignment 

“Continued”

In February 2011, a “Multi-year Public Sector Pay Reform

Strategy (2011-2015)” was approved by cabinet, with clear

definitions of the objectives of the pay policy, a roadmap for

implementation as well as a framework for affordable pay

projections. Admittedly, the new strategic document was an

improvement over erstwhile efforts and incorporated a

number of reform objectives. It identified the need to

conduct a rigorous job evaluation and re-grading exercise

before any pay increases are effected in the public service.

It also made proposals for an increase in the number of

existing grades from 14 to 17 as well as a remuneration

level that commensurate with duties and responsibilities of

employees in the public service.

The strategy document also highlighted the need for wage 

decompression and the correction of hierarchical anomalies 

identified in the Civil Service. It was also estimated that the 

associated pay increases as a result of the rationalization 

and re-grading exercise would lead to 70% increase in the 

wage bill by 2015.  However, the implementation of the 

strategy document was focused exclusively on wage 

increases, with minimal effort made on the execution of the 

adjoining related issues spelt out in the reform agenda.
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Background to the Assignment 

“Continued”
The disparities in pay and the existence of multiple pensions laws as

well as the inability of the government to carry out specific

recommendations on pay policy administration and pensions have

been compounded by the absence of a single entity charged with the

ultimate responsibility of developing, coordinating and implementing

pay and pensions reforms in Sierra Leone. As a result, the

Government of Sierra Leone in section 50-56 of its Budget and

Financial Statement to Parliament spelt out the following to resolve

issues of pay and pensions in the public sector

Wage Bill Reform Measures 

50. Mr. Speaker, Honourable Members, over the years, the
Public Service Wage Bill has increased dramatically to about
55 percent of domestic revenue, 45 percent of recurrent
expenditure and 7.1 percent of GDP in 2017, rendering it
fiscally unsustainable. This "wage burden" is largely due to
the increase in the number of Sub-Vented Agencies, whose
respective Acts empower them to set pay and benefits
without reference to the Public Service Commission (PSC),
Human Resource Management Office (HRMO) and the
Ministry of Finance.

51. The Government wage bill is also beset with several

inefficiencies including manual processing of significant payroll

payments, inequitable pay relativities, multiple pensions, disparity

in salary levels among Sub-Vented Agencies, dual employment

and ghost workers. Government will implement a number of

reforms to address these inefficiencies in 2019 as follows.

Establishment of a Wages and Salaries Commission.

52. Mr. Speaker, a key concern has been the disparities in pay

and remuneration amongst the various public sector payroll

categories; in some cases, similar posts in the Civil Service

attract different pay scales. There is also wide disparity in pay

among Sub-Vented Agencies. The situation is compounded by

the fact that no single body is charged with the responsibility of

developing, coordinating and pursuing reforms that are related to

pay and other conditions of service of public sector employees.
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Background to the Assignment 

“Continued”
Harmonization of Multiple Pension Laws 

55. Mr. Speaker, Honourable members, another area of concern is the existence of multiple pensions laws,

creating opportunities for certain categories of pensioners to receive several pension payments funded from

the same Consolidated Revenue Fund. This situation exists because the NASSIT Act 2001 did not give

consideration to the existing pension related laws such as the State Salaries, Pensions, Gratuities and Other

Benefits Act, 2001 for Members of Parliament and Ministers, and the Judges Conditions of Service Act, 1983.

Therefore, it is possible for a worker to end up with two pensions when he/she retires.

56. To address the issue of multiple pensions, Government will review all pension laws with a view to

harmonizing them and ensuring that a pensioner is entitled to only one source of pension
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1.2 Objectives for the establishment of 

Wages and Compensation Commission

The consultant understands the objectives for the establishment of WCC to include but not limited
to:

i. Harmonize public sector pay system by addressing issues related to disparity amongst the
various payroll categories.

ii. Address issues related to disparity in terms and conditions of service amongst sub-vented
agencies.

iii. Ensure a fair and equitable wages and compensation system that is consistent and sustainable.

iv. Ensure that public sector pay fairly reflects the actual work performed by public officers.

v. Ensure that public sector pay is affordable and predictable.

vi. Ensure that in the medium term, pay in the public sector reflects equity, merit and effort.

vii. Streamline and harmonize the pension system in the public sector for a more sustainable
pension scheme(s) to ensure income security for workers.
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1.3 Objective and Scope of the 

Assignment
The Consultants understand that the main objective of the assignment is to produce a user-friendly report that will
facilitate the establishment of the Wages and Compensation Commission, taking into consideration the existing
legislation, policies and practices of institutions with mandates which will undoubtedly affect the administration of
salaries and pensions in Sierra Leone. The Consultants further understand that the scope of the assignment are to:

1. Map the full extent of the legal mandate of the Wages and Compensation Commission as well as the
assessment of any ensuing conflicts and ambiguities in light of the general laws of Sierra Leone.

2. Identify existing enactments which have provisions dealing with the determination of salaries, pensions and
other conditions of service of public sector workers.

3. Review such enactments and make appropriate recommendations for repeal or redesign of provisions dealing
with the determination of salaries, pensions and other conditions of service of public sector workers.

4. Prepare a Draft Bill on the Wages and Compensation Commission for Cabinet consideration.

5. Study and advise on issues of pensions particularly the rationalization and elimination of multiple pensions.

6. Conduct a sensitivity analysis on the monetization of fringe benefits (accommodation, transport, furniture etc.)
which enhances efficiency in resource allocation in the public sector.

7. Undertake continuous stakeholder consultations and meetings to ensure their buy in and acceptance.

8. Generally, make recommendations directed at strengthening the operations and mandate of the Wages and
Compensation Commission.
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2.0. WORK DONE
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Project Inception Meetings

An inception meeting to kick start the execution of the
assignment was held on the 10th and 11th December 2018. This
was followed by some documentary reviews and face to face
interviews with some key informants. Issues discussed at the
meeting and interviews included the following;

 Focal Persons and Institution to Coordinate the work of the
consultancy

 Existing Legal regimes for wages, compensations and
pensions

 Political Interference with pay administration

 Extent of resistance to change

 Resolution of labour disputes

 Stages for determining salaries and other remunerations

 How to make the WCC truly independent.

 Key stakeholders to be interviewed

10
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Project Inception Meetings 

“CONTINUED”
The key outcomes of the discussions are as follows:

1. The key focal persons for the assignment were

identified to include all Government Officials in key

state institutions, labour union leaders and employers.

The contact institution for all Government institutions is

the office of the Secretary to Cabinet and Head of Civil

Service. The main coordinating institution for the

assignment is the Public Sector Reform Unit (PSRU).

2. There are several institutions who have the legal

mandate to negotiate and determine their own salaries

and benefits. These Acts of Parliament must be

repealed to ensure smooth operationalization of the

Wages and Compensation Commission. It was also

established that increases in wages and remuneration

does not follow clearly defined guidelines.

11

Consultant Secretary to Cabinet 

and Head of Civil Service



Project Inception Meetings 

“CONTINUED”

3. There are several individuals with multiple

pensions in the public service. Most laws on

pensions have been enacted without reference to

similar laws in other institutions within the public

service. The establishment of the Wages and

Compensation Commission should take the

discretion to streamline them.

4. Most public officials have tall list of fringe benefits

but have relatively low basic salaries which

translates into low pensions. Monetization of these

fringe benefits will be advantageous to public

officers and ensure efficient allocation of resources.

It is imperative to conduct sensitivity analysis and

categorize these fringe benefits whiles

implementation should be done in phases.
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Consultant  and his team with Controller and 
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Project Inception Meetings 

“CONTINUED”
5. The independence of the Wages and

Compensation Commission from political

interference is critical. It was found that political

elements would influence the decisions and

operations of the Commission. It was

established that the Commissioner or CEO of

the WCC should be nominated by the President

then vetted and approved by Parliament and

should have a tenure of office different from

that of the President.

6. It was also established that there would be

major resistance from privileged groups in the

harmonization of salaries, particularly Local

Technical Assistants (LTAs) and other entities

mandated by Acts of Parliament to determine

their own salaries.

13

Consultant with Financial Secretary and his team



Project Inception Meetings 

“CONTINUED”

7. There is the need to amend the laws governing labour
disputes to meet international best practices and
guarantee the rights of all. The lack of trust in the
current system has led to unionized groups flouting
procedures for strike actions without sanctions. The
situation is particularly inexcusable for groups without
a bargaining certificate. It is envisaged that there would
be labour disputes following the establishment of the
Wages and Compensation Commission.

8. There is the need for a clearly defined hierarchical
order in the determination of salaries and remuneration
in Sierra Leone from the President to the lowest
person in the public service.

9. The inception meetings agreed that all key
Government Officials including Secretary to the
President, Secretary to Cabinet and Head of Civil
Service, identified Ministers of State, Heads of the
Military and other Security Agencies, Labour Union
Leaders and Employers should be interviewed.
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Consultant with Deputy Head of Government Business 

in Parliament and the Director for PSRU



2.2. Expectations from the Assignment

Following the inception meeting and interactions with key
stakeholders, the following expectations were outlines:

1. A user-friendly report that facilitates the establishment
of the Wages and Compensation Commission which
feeds into the harmonization of salary structures to
reduce disparities.

2. The assignment should lead to the overall job
satisfaction of public sector workers for increased
productivity.

3. Recommendations on pay policy should be affordable
and fall within the confines of government budget
constraints.

4. The output should be based on wider stakeholder
engagement. The views of various stakeholders in
Sierra Leone, both public and private sectors should be
suavely incorporated through interviews and
workshops.

5. The output should result in a unified scheme for the
determination of salaries, remuneration and pensions
for all public sector workers in the country.
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2.3. Preliminary Reviews Undertaken

A number of documents were received from our clients.
These included:

1. Press Statement on the update of negotiations with
Professional Health Workers – Thursday, 6th December,
2018.

2. 2019 Budget and Financial Statement to Parliament

3. Sierra Leone Pay and Performance Project – May, 2012

4. Evaluation of DFID Support to Health Workers Salaries in
Sierra Leone – Sept. 2012.

5. First Review Under the Extended Credit Facility
Arrangement, Request for Modification of Performance
Criteria, and Financing Assurances Review-Staff Report;
and Press Release – June 2014.

The Consultants undertook a preliminary review of these
documents in order to have a better understanding of the pay
and pension systems in Sierra Leone. The Consultant would,
however request for other relevant documents to facilitate a
much more comprehensive analysis.
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2.4. Next Steps

 The Consultants will continue to meet and
interview some more key stakeholders including
key government officials. Other activities of the
consultants will include media engagements and
engagements with public sector workers. The
Consultants will also undertake desk study and
reviews of relevant legislations, policies and
procedures.

 These, together with the drafting of the Bill will be
towards the preparation of the report on the
establishment of the WCC. This report will be
submitted to the Secretary to Cabinet and Head of
Civil Service through the PSRU.

 The Consultants will also supervise the review of
the job evaluation results and the establishment of
the WCC including recruitment of key personnel.
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Consultant with the President of SL Labour Congress 

and his team

Consultant with the Minister of Health and his team
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3.0. PROJECT MANAGEMENT   

AND METHODOLOGY
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3.1. Project Management

This assigns the roles and responsibilities for

executing the Assignment. The roles and

responsibilities are as follows:

1. International Consultant:

 Ensure the application of appropriate

methodology for the execution of the

Assignment.

 Design and put in place a work plan that

will facilitate the execution and

management of the Assignment.

 Make available the required resources for

the performance of the Assignment.

 Ensure day-to-day management of the

Assignment

2. Government of Sierra Leone (PSRU)

 Effectively monitor the progress of the

Assignment

 Ensure the adherence to all the objectives

of the Assignment.

 Ensure the review of deliverables on time

within five (5) working days.

 Facilitate meetings between the

Consultant and key government officials.

 Provide administration Support to the

Consultant
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 Following the inception meeting between the International Consultants and some very key officials of the Government of Sierra

Leone to reinforce the mutual understanding of the assignment, the Consultants have settled on the following methodological 

underpinnings to execute the assignment:

 Figure 1: Methodology of Assignment

3.2. Methodology to the Execution of 

Assignment

Desktop review

Face-to-face 
interviews 

Drafting of report

Debriefing on 
findings and  

submission of draft 
report

Incorporation of 
feedback into draft 

report

Submission of final 
report

Mass public 
sensitization
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Methodology to the Execution of 

Assignment “Continuation”
 Desktop Review

1. A desktop review of secondary information and
analysis of key stakeholders to target. The desk
review will encompass domestic and international
best practices on wage policies and pensions
administration. The relevant policies on wage
determination and historical antecedents in Sierra
Leone will also be reviewed;

 Face to Face Interviews

2. Key informant face-to-face interviews with Government
officials in key State institutions as well as labour unions and
employers will be conducted. These individuals and their
team will include; the Cabinet Secretary and Head of Civil
Service, Minister for Finance, Financial Secretary, Minister of
Health and Sanitation, Minister for Labour, Chairman of the
Public Services Commission, President of the Sierra Leone
Labour Congress, Leadership of Parliament, Accountant
General, Director General of the Human Resource
Management Office, the Director of Public Sector Reform
Unit, Chief Justice and Executive Secretary (Judicial and
Legal Service Commission), Inspector General of Police
(IGP), Chief of Defense Staff, National Coordinator (Office of
National Security), Chairman of the Health Service
Commission, Executive Chairperson of the Environmental
Protection Agency, Managing Director of Rokel Commercial
Bank, Chairperson of the Teaching Service Commission,
Executive Secretary Local Government Service Commission,
the Solicitor-General of the Ministry of Justice and the
Commission of Labour amongst others;
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Methodology to the Execution of 

Assignment “Continuation”

3. Report drafting;

4. Debriefing government officials on findings and submission of Draft Report, and draft Bill

on the establishment of the Wages and Compensation Commission (WCC).

5. Incorporation of feedback into the draft report;

6. Submission of Final Report, and Final Draft of WCC Bill.

7. Mass public sensitization and awareness creation on the mandates of the Wages and

Compensation Commission.
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3.3. Limitations

24

 From our interactions so far, we anticipate the assignment to encounter the following

challenges:

 The challenge of pinpointing an expert at the Attorney General and Minister of Justice’s office

to identify existing parliamentary Acts on wages and salaries to be repealed or amended.

 The consultants uphold the view that the success of this assignment is largely dependent on

the absolute involvement of all stakeholders and the leadership of the country.

 The success of this assignment is also reliant on the government agencies playing their roles

effectively to ensure that all timelines are met.



3.4 Deliverables and timing

 The Gantt chart below shows the work schedule for the Consultants with

effect from 5th December 2018 to 31st December, 2019. The Consultants

aim at delivering the final report and draft bill on the Wages and

Compensation Commission as well as the initialization of full operations

of WCC by December 2019.
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Deliverables and Timing
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4.0. Draft Report Outline
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Draft Report Outline

With necessary modifications, the Consultants intend 
to rely on the following outline for the Report of the 
Assignment.

 ACKNOWLEDMENTS

 TABLE OF CONTENTS

 LIST OF ABBREVIATIONS

 EXECUTIVE SUMMARY

i. CHAPTER ONE: INTRODUCTION

1. Background to the Assignment

2. The Terms of Reference (TOR)

3. Methodology

4. Limitations of the Assignment

ii. CHAPTER TWO: HISTORICAL OVERVIEW OF 
SALARIES ADMINISTRATION IN SIERRA LEONE

iii. CHAPTER THREE: REVIEW OF LAWS AND 
POLICIES ON SALARY ADMINISTRATION IN 
SIERRA LEONE

1. Constitutional Provisions

a) The Issue

b) Concerns and Problems Identified

c) Options for Resolution

d) Recommendations

a) Acts of Parliament

a) Regulation of Wages and Industrial 
Relations Act, 1971

b) Public Services Commission Act

c) Pensions Act

b) Administrative Instructions

iv. CHAPTER FOUR: REVIEW OF 
INSTITUTIONAL ARRANGEMENTS FOR 
SALARY AND PENSIONS ADMINISTRATION 
IN SIERRA LEONE
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v. FINDINGS / OBSERVATIONS

vi. CHAPTER FIVE: RECOMMENDATIONS AND CONCLUSIONS

1. Recommendations

2. Conclusions

vii. APPENDICES

1. The TOR

2. Others

Draft Report Outline “Continues”
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5.0 Conclusions
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Conclusions

 Sierra Leone is gradually moving from pay and pensions strategy to implementation and

it has all the elements for a fair, transparent and equitable public sector pay and pensions

regime.

 Job Evaluation and a Labour Market Survey has been carried out

 Results submitted to Government

 A new grading structure has been developed

 A new draft pay structure has been developed

 Labour movement and public servants were involved in the process and are committed

to working with Government to ensure implementation.

 Requirements for implementation has been identified and procedures manuals

developed and provided
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 Implementation will come with its own challenges

 Expectations of public sector workers and Government are very high

 As we move closer to implementation, it is important for Government of Sierra Leone and the 

Institutions responsible to ensure that, public sector workers;

▪ Know their jobs

▪ Are qualified to perform their role

▪ Have the tools of work to perform their roles and

▪ Have systems in place to assess performance

 These are critical if output and performance are to be improved and value for money spent on

public sector pay reforms is to be achieved

CONCLUSION
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❑ Government and public sector workers have worked together to get this far

❑ It is therefore, up to of the country to make sure the implementation happen and very smoothly.

❑ This can only be done when the institution to implement this important reform program is established

❑ The Consultants are desirous of delivering on this assignment and would seek the ultimate cooperation

and indulgence of all stakeholders to ensure timely delivery of all deliverables.

CONCLUSION
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6.0. RECOMMENDATIONS
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RECOMMENDATIONS

To ensure a successful implementation of the project, the consultants recommend the following;

 That a one law officer with knowledge in the various lows of Sierra Leone is attached to the consultant to 

start identifying all laws to be amended and or repealed

 A five member Team of Experts should be put in place immediately to review the Job Evaluation results and 

come up with recommendations where necessary

 It is important to identify all key Stakeholders in this process to allow for regular engagements with them for 

purposes of information dissemination. 

 The Leadership Team should begin to identify a facility convenient to be used as offices for the WCC

38


