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ABSTRACT 
At the request of the United States Agency for International Development (USAID) in Liberia, Liberia 
Strategic Analysis (LSA) conducted a process mapping study of pay and payroll reform processes across 
the Government of Liberia (GOL). This research (i) explores how payroll processes are occurring and 
being managed in the GOL; (ii) identifies existing gaps; and (iii) recommends performance management 
structures for enhanced quality control and accountability. 

The research team used a mixed methods approach, including document reviews, budget analysis, key 
informant interviews, and focus group discussions. The research focused on the Ministry of Finance and 
Development Planning and the Civil Service Agency as the main entities involved in the reform. The 
research also focused on the Ministry of Education (MOE) as the ministry with the most employees on its 
payroll. The research team traced pay and payroll processes within the MOE from the central level to the 
point of salary disbursement for end-user civil servants. 

This research produced the following findings:  

● Under the current pay and payroll reform initiative, the GOL reformed its personnel management 
system and created uniform, standardized salary structures across the GOL. 

● This reduced the GOL’s total wage bill by 10 percent, facilitating acquisition of $214 million in 
International Monetary Fund (IMF) funding to help the country restore macroeconomic stability, 
provide a foundation for sustainable growth, and address weaknesses in governance. 

● Challenges in salary disbursement present significant hardships for GOL employees, mitigating reform 
benefits for end users. 

● For reforms to be sustained, overarching GOL management structures are needed to manage and 
sustain pay and payroll reform. Comprehensive institutional rationalization along with corresponding 
payroll cleaning is required to assess operational efficiency and determine the specific number of 
needed persons. Accountability mechanisms need to be instituted for end users. 
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EXECUTIVE SUMMARY 

PURPOSE 

At the request of the United States Agency for International Development (USAID) in Liberia, Liberia 
Strategic Analysis (LSA) conducted a process mapping study of pay and payroll reform processes across 
the Government of Liberia (GOL), including related performance management of these processes. 

This research addresses the following questions: 

1. How are pay and payroll processes occurring and being managed under the GOL’s Harmonization 
Initiative? 

2. What are the current gaps in pay and payroll management and processes in GOL institutions? 

3. What performance management structures within pay and payroll are needed to enable quality control 
and accountability? 

BACKGROUND 

For over a decade,1 the GOL has made many attempts to reform pay and payroll processes and 
management. Specific measures include commitments to eliminate the allowance schedules, formulate and 
implement standardized pay and salary structures, and validate both the payroll and the employees on it. 
However, there has been limited success in implementing and achieving these reform commitments. High-
level and entrenched political and financial incentives have undermined the GOL’s efforts to undertake 
real payroll reform. 

METHODOLOGY 

To answer each of the research questions, LSA developed a tailored mixed-methods strategy, drawing 
upon qualitative data, quantitative data, and appropriate analysis techniques. The study’s evidence base 
includes: 

● Desk review of 110 documents; 
● Direct observation of pay and payroll processes at the central and county levels; 
● A case study of the Ministry of Education (MOE) examining how pay and payroll processes occur in 

this ministry;  
● 43 key informant interviews with a total of 76 stakeholders; 
● Three focus group discussions with 51 total participants; 
● Budget analysis; 

 

1 Payroll reform was introduced as one of the key tenets under the Johnson-Sirleaf administration (2006–2018) in 
2006. Accordingly, the Civil Service Reform Strategy of 2008 provided an articulated roadmap for pay and pension 
reform as one of its components. Since then, the GOL has made multiple commitments for reforming pay and 
payroll management and processing.  
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● Analysis of the information and communication technology (ICT) systems and databases utilized by the 
GOL in pay and payroll management and processing; and  

● A survey of human and institutional capacities within key institutions involved in pay and payroll reform, 
completed by high-level representatives from these institutions. 

These data informed the process mapping of the pay and payroll reform undertaken by the GOL as 
reflected in the key findings, conclusions, and recommendations documented in this report. 

FINDINGS AND CONCLUSIONS 

 

The current pay and payroll reform initiative has been successfully implemented across all 107 GOL 
spending entities, including all ministries, agencies, and commissions (MACs), resulting in standardized 
salary readjustments for all personnel in the GOL workforce and reported salary reductions between 25 
and 70 percent for many of the higher-income earners. 

Since July 2019, all disparate GOL personnel repositories and all the previously non-uniform salary and 
compensation schedules have been collapsed. Now, there is one consolidated personnel repository 
containing the 73,507 GOL workforce personnel2 and one collapsed salary stream for paying them (one 
payment per employee). 

The figure below maps the consolidation of all the disparate personnel repositories that existed within 
the GOL and their disconnected payroll systems. It also maps how, under the pay and payroll reform, the 
GOL consolidated them to one personnel management system, with a single personnel data repository 
and with employees paid through a single payment system.  

 

2 When these data repositories were first consolidated in July 2019, the GOL workforce comprised over 75,000 
entries. However, subsequent reconciliations to remove duplicate names, ghost entries, retired persons, etc., has 
brought the GOL workforce down to 73,507 as of January 2020. 

“The standardization” of salaries was for the purpose of “abolishing the abuses of the agencies.” 
—IATT official 
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FIGURE 1. PAY AND PAYROLL REFORM PROCESS MAP SUMMARY 

 



 

USAID.GOV GOVERNMENT OF LIBERIA PAY AND PAYROLL REFORM PROCESS MAPPING      |     vi 

RECOMMENDATIONS 

There must be high-level political will for the significant wage reform progress to be sustained, combined 
with formal management, planning, and budgeting structures to support the reform processes. The Inter-
Agency Wage Bill Technical Team (IATT) was able to achieve unprecedented progress largely because of 
the presidentially driven mandate for its tasking. The success of this reform is singular in Liberia’s recent 
history. The mandate of the IATT is limited, and there needs to be a follow-on intergovernmental entity 
that is provided with political backing and resources to continue the reform processes that have begun. 
The two reform processes that are critical include pan-GOL institutional rationalization and, 
correspondingly, a real and results-oriented commitment to GOL payroll cleaning. 

The mandates of the MACs require review. Institutional rationalization is critically needed across the GOL 
to assess operational efficiency and determine the specific number of persons needed. Organizational 
structures and personnel needs should be reconfigured accordingly.



 

1     |     GOVERNMENT OF LIBERIA PAY AND PAYROLL REFORM PROCESS MAPPING  USAID.GOV 

INTRODUCTION 

CONTEXT 

In March 2019, the GOL embarked on a pay and payroll reform initiative involving a comprehensive public 
sector personnel management restructuring and a new pay and grade system in order to standardize 
wages and rationalize salaries across all spending entities.3 The reform process is commonly referred to 
as the Harmonization Initiative (although broader in scope) and is being spearheaded by the Inter-Agency 
Wage Bill Technical Team (IATT), consisting of senior officials from the Civil Service Agency (CSA) and 
the Ministry of Finance and Development Planning (MFDP). 

This chapter summarizes the political and economic situation as context for reform initiative. As such, it 
introduces the findings of this research. 

POLITICAL AND ADMINISTRATIVE CONDITIONS AND POLITICAL ECONOMY 

Liberia has a legacy of inequality and political and economic exclusion, all of which undermine social and 
political stability.4 Civil wars, the last of which ended 17 years ago, have taken a significant toll on the 
country’s political stability, infrastructure, and economy. Liberia is a low-income country, heavily 
dependent on foreign assistance, which provided a significant boost during the post-civil war 
reconstruction phase but has been decreasing over the past decade. Finally, the Ebola outbreak of 2014–
2015 killed approximately 5,000 people5 and eviscerated the already fragile economy. Transportation, 
trade, and foreign direct investment also plummeted as a result. 

SOCIOECONOMIC CONDITIONS 

The public sector is the largest employer in the country; 2.7 percent of working adults work for the GOL.6 
Being a small country, Liberia is heavily dependent on foreign assistance and is consequently highly 
vulnerable to external shocks. It is also a low-income country, struggling to transition into the middle-
income category.7 Finally, Liberia is a country of inequality. The Gini coefficient, measuring dispersion of 
wealth among citizens, was 33.2 in 2014,8 placing Liberia slightly above the world average. However, the 

 

3 The GOL budget lists 107 spending entities, including MACs and non-MACs. Non-MAC spending entities include 
the Cabinet, the Liberian military, and other entities that pay personnel as part of the GOL workforce. 
4 World Bank, “From Growth to Development: Priorities for Sustainably Reducing Poverty and Achieving Middle-
Income Status by 2030” (2018), documents.worldbank.org/curated/en/585371528125859387/pdf/LBR-SCD-draft-
10-06012018.pdf. 
5 United States Centers for Disease Control and Prevention, “2014–2016 Ebola Outbreak in West Africa” (2019), 
https://www.cdc.gov/vhf/ebola/history/2014-2016-outbreak/index.html. 
6 Estimated calculation based on the GOL budget and data available at 
http://datatopics.worldbank.org/jobs/country/liberia and https://data.worldbank.org/country/liberia. 
Total employed: 4,818,977 (population) × 0.557 (labor participation rate) = 2,698,627. 
Total number of GOL employees: 72,550. GOL employees as percentage of total employed: 72,550 ÷ 2,698,627 = 
2.68%. 
7 While the situation has improved since 2006, when Liberia’s gross domestic product ranked second-lowest in the 
world, it remains among the poorest countries in the world. 
8 World Bank, “GINI index (World Bank estimate) – Liberia” (2019), 
https://data.worldbank.org/indicator/SI.POV.GINI?end=2017&locations=LR&start=2005. 

https://www.cdc.gov/vhf/ebola/history/2014-2016-outbreak/index.html
http://datatopics.worldbank.org/jobs/country/liberia
https://data.worldbank.org/country/liberia
https://data.worldbank.org/indicator/SI.POV.GINI?end=2017&locations=LR&start=2005
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situation has been deteriorating since 2016. Driven by increasing food prices, decreasing mineral prices, 
and the aftermath of the Ebola epidemic, poverty in Liberia is projected to continue increasing over the 
medium term9. (For details on foreign investment, inflation, and poverty, see Annex F, Section G.2.) 

FISCAL CONDITIONS 

While domestic revenues have been decreasing and foreign aid dwindling for the past decade, the public 
sector has been expanding (see Figure 2 below.) In the 2018-19 budget, the GOL committed to funding 
13,000 additional employees (full-time equivalents) compared to the year before. In the 2019-20 budget, 
this figure rose further, yielding a total of 72,550 government employees (full-time equivalents), 69 percent 
more than reported in the 2018-19 budget. This increase was mostly due to the inclusion of allowance 
holders under the pay and payroll reform, while new hiring had a smaller share.   

FIGURE 2. BUDGETED WORKFORCE (FULL-TIME EQUIVALENTS), 2017–18 TO 2020–21 

 
Source: National Budgets of Liberia, 2017–18 to 2020–21 

At the end of fiscal year 2017–18, the government wage bill comprised more than 57 percent of actual 
GOL expenditures, measuring $307 million USD. In the next year, the GOL budgeted $323 million USD 
for wages (67 percent of the GOL budget). For the current year (FY 2019–20), as a direct result of pay 
and payroll reform, the government has managed to reduce the wage bill to 56 percent ($297 million 
USD). The GOL plans to maintain this level over the medium term. (A breakdown of public expenditures 
and employee compensation is in Annex G.) 

Given Liberia’s challenges in mobilizing domestic revenues and, more recently, external funds, it is essential 
that GOL expenditures remain within a prudent fiscal envelope. However, with the wage bill consuming 
around $300 million USD, limited resources are left for other recurring budget items (e.g. goods and 
services, subsidies and grants, social benefits, non-financial assets, domestic and foreign liabilities, and 
development). This much needed productive spending, which the GOL articulates in its Public Sector 

 

9 World Bank, Poverty Brief for Liberia (2019). 

29,874

43,049

72,550 72,550

2017–18 (proj.) 2018–19 (proj.) 2019–20 (proj.) 2020–21 (proj.)

Authorized number of full-time equivalent positions
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Improvement Program, aims to deliver a coherent approach to infrastructure investment. Currently, the 
country spends as little as 7 percent of its budget on investment projects. Given the volatility of this 
expenditure, it is evident that there are low allocations to public investments despite the official goal of 
rebuilding the country’s infrastructure. 

Public expenditures have fluctuated significantly over the last few years. Budget credibility is also a 
pernicious challenge: with low liquidity due to low revenues and reserves and a rudimentary budget 
planning capacity, the GOL is prone to significantly overspend its budget. Also, significant payment arrears 
prevail.10 Interviewed teachers confirmed irregularities in payments in the last two years, as compared to 
the previous government administration where salaries were paid every month on a set date. Several 
respondents reported that GOL owed them three months of salaries in the second half of 2019. 11 At the 
end of January 2020, this was down to one month. Teachers interviewed were waiting for their December 
2019 salaries. IATT members attribute delays in salary payments to the setup of pay and payroll reforms 
and liquidity challenges which the GOL faced through December 2019.  

STAKEHOLDERS INVOLVED IN PAY AND PAYROLL REFORM 

FIGURE 3. STAKEHOLDERS INVOLVED IN PAY AND PAYROLL REFORM 

 

 

10 PEFA (2016) 
11 MFDP and IATT interviewees qualified that this problem was of temporary nature and caused by changes in the 
payroll management information system. 
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The Cabinet, Parliament, and President approve the reform’s design and thus have the most impact. At 
the same time, leaders both answer to the public and play a major role in shaping public opinion. Because 
it strongly affects socioeconomic conditions, the reform has high political impact. 

The MFDP is another key stakeholder, given its role overseeing and executing matters relating to 
government accounting, including pay, pensions, and other allowances, as well as developing fiscal policy.12 
The MFDP must liaise closely with the CSA, which is equally important. The CSA is responsible for 
managing the human resource component of the GOL, including improving human resource capacity and 
service delivery of civil servants. Any reform to pay and payroll management or personnel management 
structures affects not only CSA employees but also the agency’s procedures and processes. 

The role of the National Identification Registry (NIR) is to provide personal and biometric data of every 
resident in Liberia, including GOL employees for payroll purposes. Accordingly, NIR exercises moderate 
influence over the reform and is affected by it in return by taking on an extra workload as additional civil 
servants register.  

Financial institutions are another important player in pay and payroll reform. These institutions include 
the Central Bank of Liberia (CBL), commercial banks that disburse salaries to GOL employees, and mobile 
money providers. While the banks do not have a significant influence in shaping pay and payroll reform, 
the limited number and availability of banks in Liberia coupled with limited banking infrastructure influence 
whether and how employees receive their pay and the challenges many incur receiving their salaries. 

Similarly, companies supplying the GOL with management information systems (MIS) relating to pay and 
payroll operations, such as FreeBalance and GeoData Analytics, have moderate influence over how 
reforms are implemented. However, due to their commercial nature, they have a very high interest in 
maintaining a role in pay and payroll operations and are therefore highly affected by the reform.  

The Internal Audit Agency (IAA) supports internal controls and audits in all MACs and is also involved in 
payroll verification exercises. The involvement of the Governance Commission (GC) is similar to that of 
the IAA. GC provides quality assurance by carrying out mandate and function reviews of ministries. The 
Liberian Institute of Public Administration (LIPA) should be involved in the reform, according to the 
relevant strategies and documents. However, in reality, its role is very limited. 

Finally, civil society actors (including NGOs, labor organizations, and citizens’ groups) may have a strong 
interest in the reform, but except insofar as they are recipients of GOL salaries, that interest remains 
more principled and theoretical, involving concerns about equity in pay, transparency, efficiency, 
sustainability, and quality, rather than about specific provisions of the reform. 

LEGAL AND REGULATORY FRAMEWORK 

There is a comprehensive body of legal and strategic documents regulating the pay and payroll process in 
Liberia, as well as legal frameworks relating to the status, number, and compensation of those working for 
the GOL. Key legal documents include the Executive Law (1972), the Civil Service Law and Standing 
Orders for the Civil Service (2013), which are currently being amended through the Law on Civil Service 

 

12 An Act to Establish MFDP (2013). 
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Commission,13 the Public Financial Management Act (2009) with its amendment and restatement (2019), 
and the Act to Establish the Ministry of Finance and Development Planning (2013). The most significant 
legislation governing pay and payroll reform, forming the basis for wage harmonization, is the National 
Standardization Act of 2019. 

The strategic documents governing this reform include Liberia’s Pro-Poor Agenda for Prosperity and 
Development, the Civil Service Reform Strategy, Medium-Term Pay Strategy, Pay Reform Strategy, Public 
Financial Management (PFM) Reform Strategy and Mobile Money Policy.14 For further details on these 
documents, see Annex H. 

PAY AND PAYROLL REFORM PROCESS 

The above-mentioned strategies have one overarching goal: “Putting into place a compensation regime of 
policies, remuneration, and incentives that attracts, retains, and contributes to the motivation of civil 
servants to diligently perform their roles and responsibilities; as well as implementing a pension scheme 
that ensures that retired civil servants are paid decent post-service benefits.”15 This involves: 

● Providing civil service compensation that is adequately competitive to attract and retain personnel with 
the requisite competencies (knowledge, skills, abilities);  

● Motivating and influencing the work habits, productivity, and performance of civil service employees in 
line with the civil service reform objectives;  

● Enabling the government to manage compensation in a sustainable, structured, and consistent manner 
within its national budget; and  

● Providing timely, honorable, and adequate post-service compensation and benefits to retired civil 
servants.16  

These tasks are to be carried out in close cooperation between CSA and MFDP, led by the country 
leadership and supported by MACs, GC, IAA, NIR and development partners. The operational 
implementation is shared with MIS providers and financial institutions, while oversight should be provided 
by IAA and the General Auditing Commission (GAC). 

RESEARCH PURPOSE AND AUDIENCE 

The purpose of this study is to assess the real progress made by GOL pay and payroll reform processes 
and to identify continuing gaps and opportunities for potential donor support. The analysis will provide 

 

13 The Law to Establish the Civil Service Commission (officially called the Act Repealing the Public Employment Law 
and Amending the Executive Law to Create a Civil Service Commission) is currently pending in Cabinet and will 
significantly expand the authority and jurisdiction of the CSA.  
14 This list provides some of the key strategic frameworks rather than a comprehensive listing of all strategies that 
have included commitments to pay and payroll reform. 
15 GOL Civil Service Reform Strategy (2008). 
16 Medium-Term Pay Reform Strategy (2014). 
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insight on the effectiveness and efficiency of the pay and payroll reform under the GOL’s recent 
Harmonization Initiative.  

This study builds upon USAID’s commitment to work with the GOL in supporting effective and 
transparent government institutions, a commitment that falls under the larger framework of USAID’s 
support for Democracy, Rights, and Governance (DRG) in Liberia. This study is in line with USAID’s 
longstanding partnership in helping facilitate the GOL’s efforts toward creating a modern and robust civil 
service by implementing best global practices in pay and payroll reform.17 

USAID/Liberia will use findings from the process mapping to better understand the GOL’s commitment 
to meaningful reform and identify entry points for potential future investment in the sector. 

RESEARCH QUESTIONS 

This study focuses on the following research questions both in design of instruments and analysis tools 
and in the overall findings, conclusions, and recommendations of this report. These questions were 
validated and revised through meetings with USAID/Liberia to ensure their scope is feasible. 

1. How are pay and payroll processes occurring and being managed under the GOL’s Harmonization 
Initiative?   

2. What are the current gaps in pay and payroll management and processes in GOL institutions?   
3. What performance management structures within pay and payroll are needed to enable quality control 

and accountability? 

 

17 USAID/Liberia website: https://www.usaid.gov/liberia/democracy-human-rights-and-governance. 

https://www.usaid.gov/liberia/democracy-human-rights-and-governance


 

7     |     GOVERNMENT OF LIBERIA PAY AND PAYROLL REFORM PROCESS MAPPING  USAID.GOV 

METHODOLOGY 

ASSESSMENT DESIGN  

This study uses a mixed-methods approach, with primary data collected via key informant interviews 
(KIIs), focus group discussions (FGDs), source material verification, and direct observation. The team 
reached a variety of respondents, including GOL staff, donors, banks, and mobile money providers. GOL 
and donor reports, GOL reform commitments, the legislative framework, and strategies and initiatives 
provide the foundation for this study (documents consulted during the desk review are listed in Annex A). 

Based on observations and the information collected, the process map depicts the processes involved in 
the current pay and payroll reform initiative, beginning with the launch of the reform in March 2019, 
continuing through December 2019. The mapping illustrates the flow of events from GOL policy decisions 
to the related outcomes and actions, to actual reform results. 

The study focuses on the MOE as an illustrative case study, examining how pay and payroll management 
and processes are undertaken in this ministry as a result of the reform initiative. It also explores how the 
initiative has affected payroll processing and salary disbursement from the central level, to the county 
level, to the point of salary disbursement to end-user teachers. 

The MOE was selected as a case study because it has the largest workforce. Additionally, its field offices 
are the largest of all the MACs, making it a good case study for assessing the experiences and challenges 
encountered by GOL employees outside Monrovia in receiving salaries. 

SITE SELECTION 

The research team conducted field visits to four locations within Bong County to collect information on 
how pay and payroll processes are being experienced outside Monrovia. The team interviewed county-
level MOE and CSA officials and community-level principals, teachers, other education representatives, 
mobile money representatives, and bank staff. 

Bong County proved to be a valuable sample because it covers a large geographic and populous area, has 
several urban settlements, and civil servants from diverse regions of Liberia travel to Bong to retrieve 
their salaries. Bong also has infrastructural problems related to finance and internet connectivity to better 
represent challenges that civil servants outside of Monrovia face. 

QUALITATIVE DATA COLLECTION 

DESK REVIEW 
The research team conducted a desk review of 110 GOL documents, strategies, legal and regulatory 
frameworks, donor reports, assessments, and news reports. See Annex A for a full listing of sources. 

KEY INFORMANT INTERVIEWS 
The team designed questionnaires to serve as guides for key informant interviews (KIIs) around the three 
key research questions, adjusting the tools in accordance with the respondent’s role, involvement, and/or 
knowledge of pay and payroll management or processes. As shown in Table 1 below, the team conducted 
43 KIIs with 76 persons. The questionnaires are included in Annex C. 
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FOCUS GROUP DISCUSSIONS 
The team also designed questionnaires to guide focus group discussions (FGDs) with groups of people 
involved in or affected by pay and payroll management and processes. The team conducted three FGDs, 
reaching a total of 51 respondents. During FGDs, the team engaged respondents in root cause analysis. 
This is a form of participatory analysis that is used to gain group consensus around defining shared 
problems and formulating joint, consensus-driven solutions. The research team employed this technique 
on three occasions to facilitate participatory workshops with GOL officials of the IATT and with two 
groups of rural teachers and school officials in Bong County. Annex C provides the guide used during 
these focus groups.  

Table 1 demonstrates the total number of KIIs and FDGs conducted.  

TABLE 1: TOTAL NUMBER OF KIIS AND FGDS CONDUCTED 

STAKEHOLDERS # KIIS (# PERSONS) # FGDS (# PERSONS) 

GOL Central: MFDP, CSA, Central Bank, 
MOE, GAC, GC, IAA, IATT 27 (47) 1 (16) 

GOL County: MOE and CSA 3 (4) 2 (35) 

Donors: USAID, World Bank, AfDB, IMF 5 (8) 0 

Other: Banks, Mobile Money Providers, 
FreeBalance, NIR, National Teacher’s 
Association 

8 (17) 0 

Total: 43 (76) 3 (51) 

HUMAN AND INSTITUTIONAL CAPACITY ASSESSMENT 
To collect information about the capacity of key stakeholders to design and implement the reform 
efficiently, the team designed a Human and Institutional Capacity Assessment (HICA). The team 
introduced the HICA in meetings with IATT, CSA, GC, GAC, and IAA and distributed it afterwards, 
offering support as needed. Three out of five stakeholders (CSA, GC, and IAA) completed the HICA, 
enabling the team to better understand the circumstances around their involvement in the reform. The 
HICA questionnaire is included in Annex C. 

QUANTITATIVE DATA COLLECTION 

Secondary quantitative data collected for this study includes the wage bill and workforce data, originating 
mainly from GOL budgets. Budget analysis is based on publicly available budgets and covered six 
continuous years (fiscal years 2014–15 to 2019–20). Expenditures are put in the context of Liberia’s 
macroeconomic situation, and the ability of GOL to finance its own expenditures is analyzed to confirm 
that the wage bill crowds out public investments.  

The team analyzed the wage bill by composition and trends over time. Analysis also included the size of 
the GOL workforce (as financed through the budget) and changes over the last four years. Figures for 
years prior to 2017–18 were not available. Aggregated figures (civil servants plus all other GOL 
employees) were not prepared for fiscal years prior to 2019–20, as confirmed in KIIs. 
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FINDINGS AND CONCLUSIONS 

CONTEXT 

Critical economic challenges created the political and fiscal incentives that drove this 
reform. By the end of 2018, Liberia’s economy was fragile. An International Monetary Fund (IMF) 
assessment concluded in March 2019 rated Liberia’s macroeconomic climate as critically unstable.18 From 
2018 to 2019, the exchange rate (against the U.S. dollar) depreciated by 26 percent, with spiraling inflation 
running between 28 and 29 percent annually.19 Additionally, the marked increase in the GOL workforce20 
in prior years, combined with unregulated salary and compensation expenditures, was taking a serious toll 
on the government’s already-constrained fiscal reserves. During the 2018–19 fiscal year, the GOL wage 
bill (the sum total of salaries and remuneration expenses paid to GOL employees) accounted for 67 
percent of the GOL’s total budget. With revenues lagging far behind expenditures, the GOL was 
borrowing heavily from the CBL to finance operations and pay employee salaries and other expenses. 

This created a vicious cycle with destructive fiscal consequences, as the GOL’s ongoing borrowing and 
increasing deficit continued to fuel double-digit inflation and a growing liquidity crisis. In 2018, the IMF 
forecasted Liberia’s economic growth for 2019 at 4.7 percent. However, during the IMF’s March 2019 in-
country assessment, the researchers downgraded the 2019 forecasted growth rate to 0.4 percent. 
According to the IMF’s analysis, “This [economic situation] is detrimental to the living standards of the 
most vulnerable Liberians who earn and spend primarily in Liberian dollars, and it threatens the success 
of the Pro-Poor Agenda,” the current five-year development plan of the government.21   

IMF loan incentives and related conditionalities drove pay and payroll reform. Teetering on 
this economic precipice, the GOL engaged in Article IV consultations22 with the IMF to ascertain possible 
economic options to mitigate the deepening crisis. In these discussions and follow-on agreements,23 the 
IMF recommended that the GOL undertake several austerity measures to shore up fiscal viability and 
achieve eligibility for IMF loan funding. The austerity measures, designed to minimize risk, included a 
credible and executable budget for fiscal year 2020, a comprehensively restructured civil service wage 
system introduced at the beginning of 2020 to free up resources for productive spending, and, relatedly, 
a moratorium on borrowing from the CBL to cover government expenditures.24 Facing significant 
economic challenges, the GOL began a national reform process in March 2019 that involved (i) 
restructuring the entire public service personnel management system, (ii) creating a standardized and 

 

18 IMF Staff Completes Article IV 2019 Mission to Liberia, March 4, 2019; 
https://www.imf.org/en/News/Articles/2019/03/08/pr1971-imf-staff-completes-2019-article-iv-mission-to-liberia.  
19 As measured by the IMF in December 2018. 
20 This growth is attributable to persons absorbed officially into the GOL civil service, as well as (1) persons 
employed by independent commissions, agencies, and security sector; (2) presidentially appointed officials and 
personnel; (3) consultants, contractors; and (4) all other “non-civil servants.”  
21 IMF Staff Completes Article IV 2019 Mission to Liberia, March 4, 2019; 
https://www.imf.org/en/News/Articles/2019/03/08/pr1971-imf-staff-completes-2019-article-iv-mission-to-liberia.  
22 During an article IV consultation, the IMF assesses a country’s current economic and financial climate and 
policies and consults on fiscal options with the government and the central bank (https://www.imf.org). 
23 IMF Staff Completes Article IV 2019 Mission to Liberia, March 4, 2019. 
24 IMF, “Liberia Request for a 4-Year Arrangement Under the ECF – Press Release; Staff Report; Staff Statement; 
and Statement by the Executive Director for Liberia” (December 2019), pp. 68-69. 

https://www.imf.org/en/News/Articles/2019/03/08/pr1971-imf-staff-completes-2019-article-iv-mission-to-liberia
https://www.imf.org/en/News/Articles/2019/03/08/pr1971-imf-staff-completes-2019-article-iv-mission-to-liberia
https://www.imf.org/
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uniform pay and grading structure with salary caps and reductions for many high-salary earners, and (iii) 
mapping all persons in the GOL workforce into the new structure. This reduced the GOL’s total wage 
bill by 10 percent and improved the GOL’s primary deficit (in terms of GDP) from 5.2 percent to 3.7 from 
2019 to 2020. Improving the primary deficit was identified as a quantitative performance criterion for the 
$214 million IMF funding. The funding is to be disbursed between the end of 2019 and 2023 and aims to 
help the country restore macroeconomic stability, provide a foundation for sustainable growth, and 
address weaknesses in governance. 

The initiative is in line with the GOL’s Pay Reform Strategy (initially approved in 2008–09 and updated in 
2014), aiming to mitigate wage inconsistencies and create fiscal space within the GOL budget. The 
government began this reform because of several factors, many of which arose from the complex and 
challenging economic conditions the country faced in 2018 and 2019. The agreement between the GOL 
and IMF acted as a catalyst for rapid implementation of reforms that had been lagging for years. 

Given this context, the findings below are organized in response to the research questions. The first 
research question’s findings draw on analysis of pay and payroll reform processes using three thematic 
areas: Strategic Framework, Management and Leadership, and Processes. Findings for the second question 
identify gaps that pertain to Strategies and Planning, Management, Communication and Coordination with 
MACs, Quality Assurance, Salary Disbursement, Consequences for the End-User, and Information 
Technologies. The third research question findings are forward looking and explore what performance 
management structures are needed if quality control and accountability in pay and payroll are to be 
strengthened.  

1. HOW ARE PAY AND PAYROLL PROCESSES OCCURRING AND BEING MANAGED UNDER 
GOL’S HARMONIZATION INITIATIVE?  

The figure below maps the consolidation of all the disparate personnel repositories that existed within 
the GOL and their various disconnected payroll systems and how, under the current reform initiative, the 
GOL consolidated to one personnel management system, with a single personnel data repository and all 
employees paid through a single payment system. This process is elaborated on in the sections that follow.



 

11     |     GOVERNMENT OF LIBERIA PAY AND PAYROLL REFORM PROCESS MAPPING  USAID.GOV 

FIGURE 4. PAY AND PAYROLL REFORM PROCESS MAP 
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STRATEGIC FRAMEWORK OF THE GOL’S PAY AND PAYROLL REFORM PROCESSES 

The current effort to reform pay and payroll began at the behest of the President and hence 
was driven by high-level political will. The initiative began in March 2019, following the directive of 
President George Weah to find a way to reduce the GOL wage bill while ensuring equity. Embedded in 
this agenda was the political imperative of creating fiscal space within the GOL budget to meet the 
conditionality required for IMF loan consideration.  

Under the initiative, an Inter-Agency Wage Bill Technical Team (IATT), consisting of 10–16 senior MFDP 
and CSA officials,25 was formed to rationalize and harmonize pay, centralize payroll and human resource 
management, implement a restricted placement retirement program, support MACs with internal reforms, 
and clean-up of personnel listings and payrolls.26 The IATT sent e-mails to all spending entities requesting 
data on all salaries, remuneration, allowances, and payments issued to all of its employees. The technical 
team was charged with the task of designing, implementing, and managing the pay and payroll reform 
initiative, with the objective of lowering the GOL wage bill by 10 percent for the 2019–20 fiscal year.  

With the end of fiscal year just over 100 days out when the team was created, this was a tall order. Most 
spending entities complied, and additional instructions from the Office of the President forced the 
remaining spending entities to comply. The IATT began compiling the data received with the objective of 
creating a single consolidated payment/remuneration repository. For that matter, it was necessary to 
obtain full data on all persons being compensated within each of the spending entities, along with their 
aggregated compensation schedules. Only after this information was obtained could a consolidated 
payment and remuneration repository be created. 

Wage harmonization required a comprehensive public sector personnel management 
reform. While the Harmonization Initiative was touted as a wage reform measure, it was in reality a 
comprehensive public sector personnel management reform initiative involving three reform objectives of 
creating an entirely new personnel management structure for implementation across all 107 GOL spending 
entities, creating a new standardized and uniform pay and grading system for categorizing all professions, 
jobs, and services provided by the GOL workforce, and regrading and mapping all GOL employees onto 
the newly established pay and grade structure. 

IATT’s work in implementing and managing the pay and payroll reform involved three phases: (1) the 
design phase, (2) the implementation phase, and (3) the legitimization and refinement phase. (The research 
team for this report designated these phases according to how the IATT’s work shifted across key 
markers.) Phase 1, the design phase, ran March–June 2019. Phase 2, the implementation phase, began with 
the launch of the harmonized wage system in July and ran through October 2019. The legitimization and 

 

25 According to information received from IATT officials, the technical team initially comprised 12–15 persons from 
CSA and MFDP, the latter including LIMPAC representatives. It is unclear whether these persons were officially 
tasked to the team via a memorandum of understanding or whether there were formal terms of reference for the 
IATT. Following the team’s formation in March 2019, some team members dropped off and others were added. 
The number of personnel on the team fluctuated from 4 to 15 members over the course of its work from March 
2019 through the present.  
26 As outlined in the Pay Reform Strategy of 2019. 
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refinement phase ran from October 2019, when the GOL passed the 2019 National Remuneration and 
Standardization Act, through December 2019. 

The different types of classifications of persons employed by the GOL complicated the data 
consolidation process, a challenge further compounded by the many ways of paying 
personnel.27 According to the CSA, there were approximately 44,000 official civil servants prior to the 
Harmonization Initiative. These are personnel accepted into the GOL civil service28 who were receiving 
a “basic salary” administered through the Civil Service Module (CSM) of IFMIS using FreeBalance software.  

In addition to these 44,000 civil servants, there are almost 30,000 GOL employees who have not 
undergone official entry procedures for civil servants. These are employed by ministries, independent 
agencies and commissions, and carry out functions in the security sector, hospitals, the judicial sector, and 
other sectors. Such employees are administered directly by their employing institution and not by the 
CSA. This means that prior to the Harmonization Initiative, their pay was not administered through CSM 
in IFMIS. The compensation for these employees was disseminated directly from the MFDP to the spending 
entities, bypassing the CSA.29  

The complexity of salary and allowance schemes made it complicated to unify the 
compensation system. Allowances were a formalized payment system distributed directly from the 
MFDP to the heads of spending entities for discretionary distribution to those they deemed worthy of 
extra compensation. Allowances were not administered, regulated, or approved by the CSA and were not 
issued from CSM. Rather, MFDP disbursed them directly to employees based on distributions approved 
by heads of spending entities. This was often misused by heads of spending entities, while increasing the 
size and value of the payroll.  

Data comparability also posed challenges to creating a single payment system. Those receiving 
CSM-administered basic salaries or salaries from their independent agencies or commissions could also 
receive allowances, as these were discretionary. Other allowance receivers may not have received a basic 
salary from the CSA or an independent agency or commission, only collecting their allowances as 
compensation. As the IATT began listing those receiving compensation across the GOL and determining 
the total compensation received by each person per spending entity, it encountered challenges in 
determining how many received compensation from each spending entity and who was receiving which 
forms of compensation. These challenges were related to the following: 

1. Erroneous baseline data on GOL personnel: Much of the baseline data on GOL employees 
contained errors. Common errors involved data on dates of birth and employment dates. When an 
employee’s date of birth was not available, a “default” date of 1/1/1980 was entered in order for CSM 
to accept the entry, because all fields required data. These and other errors relating to employees’ 
personnel information were reported by senior GOL officials. Many of these emanate from a highly 
bureaucratic, manual entry process when bringing persons into government service.  

 

27 The complexities of persons employed within the GOL civil service and the various ways they have been paid or 
compensated was detailed at length in the 2018 “USAID Evaluation: Pay and Payroll Processes in the Government 
of Liberia,” the precursor to this research study.  
28 These 44,000 personnel only comprise 60% of the 73,507 persons in the GOL workforce.  
29 The relationship between the CSA and added GOL employees is discussed in more detail under Question 2. 
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2. Lack of unique personal identifiers: As the IATT began trying to compare information on 
employees, cross-comparison of data sets was difficult because the data lacked unique identifiers. Until 
recently, there was no unique numerical identifier in use in Liberia in general (like a social security 
number) or in the GOL (like an employee number).30 This made compiling lists of personnel and 
avoiding double-counting difficult; it also made cross comparison of persons across the various 
compensation lists challenging.  

3. Lack of comparable data formats and data sets: There was no standard format for the 
compensation schedules in use for each of the spending entities, with differing information fields, with 
different meanings, in different formats, captured for different employees. In many cases, this resulted 
in non-comparable data. 

MANAGEMENT & LEADERSHIP OF THE GOL’S PAY AND PAYROLL REFORM PROCESSES 

In terms of management and leadership, the reform initiative has been implemented 
consistently. There appears to be a joint vision among all stakeholders: to implement the reform, 
rationalize spending, and clean the payroll. So far, all stakeholders, including end users and other actors in 
the civil service, have been largely on board. MFDP and CSA play a roughly equally important role in this 
reform, and although one could expect that they might have different dynamics or agendas, the reform 
has been implemented consistently. 

TABLE 2: ROLES OF GOL ENTITIES IN PAY AND PAYROLL REFORM 

ENTITY ROLE 

President Chief Executive, ultimate head of MFDP and CSA 

Announces reforms, proposes budget, issues instructions to MACs 

IATT Joint working group of CSA and MFDP officials 

Provides oversight and technical expertise 

CSA Prepares and implements reforms in accordance with the Civil Service 
Reform Strategy and the Pay Reform Strategy 

MFDP Provides input for and implements reforms in accordance with the Civil 
Service Reform Strategy and the Pay Reform Strategy 

PROCESSES INVOLVED IN THE GOL’S PAY AND PAYROLL REFORM  

The IATT has engaged in substantive salary readjustment across all levels. For each grade, a 
standardized salary has been determined, representing the total pay for each employee within that grade. 
For some employees, this means substantial cuts in their pay.  

 

30 The CSA issues unique numbers to civil servants. However, such numbers are not issued to other GOL employees 
and vendors, and only a portion of civil servants were issued such number. The use of the National Identification 
Registration (NIR) number was officially introduced later, as described below.  
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The IATT is engaged in regrading all existing civil servants (those who were already in CSM) and plans to 
do so for new civil servants and employees who were not previously classified as civil servants (both 
vetted employees such as teachers and some former allowance holders). 

The number of officially employed persons under the CSA increased by 69 percent between 
fiscal years 2018–19 and 2019–20. An estimated 30,000 persons31 who were not civil servants but 
were receiving remunerative compensation from other spending entities have been provisionally brought 
on the civil service payroll. This includes persons who were on supplemental payrolls, contractors, and all 
those working for independent commissions. 

The IATT is cleaning the GOL payroll to eliminate persons who should not be on it (such as fictitious 
personnel, personnel who have died, are listed twice, or who should be retired). 

The IATT has created one consolidated, collapsed payroll system. All payrolls and compensation 
systems within the GOL, including the civil servants’ payroll (basic salary, run through CSM), allowances, 
supplemental payrolls,32 etc., have been aggregated into one single pay disbursement system. 

The NIR and mobile money providers had fruitful awareness-raising campaigns to register 
employees. In 2018 and 2019, NIR conducted major public outreach informing civil servants and 
allowance receivers that they must register with NIR and obtain an NIR number to get paid. They also 
sent their mobile teams directly to premises of MACs to register their staff. Mobile money providers also 
launched successful campaigns using print media, the internet, SMS, jingles, etc., for large-scale registration 
of GOL employees. MTN Lonestar covers 87 percent of the Liberian mobile money market. Between 
March and September 2019, MTN Lonestar carried out a public campaign informing citizens about its 
partnership with GOL and sent teams to counties to recruit customers. The figure of GOL employees 
receiving payment via mobile money rose from approximately 14,000 to 30,000 as of December 2019. 

Prior to this pay and payroll reform initiative, senior management in MACs exercised significant 
discretionary authority to employ new people and award employees using allowances. Senior GOL 
stakeholders have widely reported that this discretionary power has now been abolished, and the only 
monetary compensation government employees now receive is the basic salary. 

 

31 In the fiscal year 2018–19, 43,049 civil servants were on the GOL payroll. In the following period, the payroll was 
collapsed, and allowances holders were brought onto the payroll (some of which were civil servants). In January 
2020, 73,507 employees were on the GOL payroll, indicating that around 30,000 employees who were receiving 
GOL allowances were absorbed into GOL payroll. 
32 The supplemental payroll was introduced as an emergency, post-war measure, mainly to recruit community 
members to substitute teachers who were killed or fled. Recruitment was fast-tracked with no time to follow the 
civil service entry process. On average (varying between counties and years), supplementary teachers made up 
around one-fourth of teaching staff. Due to GOL’s limited funds, the supplemental payroll was significantly donor 
funded. Leon Schreiber, “Managing the Business of Education: Liberia Cleans Up Its Teacher Payroll, 2015-2017,” 
2018.  
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2.  WHAT ARE THE CURRENT GAPS IN PAY AND PAYROLL MANAGEMENT AND 
PROCESSES IN GOL INSTITUTIONS? 

GAPS IN STRATEGIES AND PLANNING  

The reform has not been guided by a clear, comprehensive, and articulated strategy or plan. 
The relevant strategic document, the Medium-Term Pay Reform Strategy, contains broad macro-fiscal 
parameters for wage bill affordability. However, those were developed in 2014 when the economic and 
fiscal situation was different. The strategy stipulates only that the reform should be guided by four key 
principles: affordability, equity, transparency, and competitiveness. Apart from the newly introduced and 

CONCLUSIONS 

The GOL has demonstrated strong political will to reduce its wage bill, increase transparency, and 
strengthen equity across the public sector. The agreement between the GOL and IMF acted as a 
catalyst for rapid implementation of reforms. 

The pay and payroll reform initiative includes restructuring the entire public service personnel 
management system, creating a standardized pay and grading structure with salary caps and reductions 
for many high-salary earners, and mapping all persons in the GOL workforce into the new structure. 
This resulted in a 10 percent reduction of the GOL wage bill.  

In effect, it is a comprehensive public sector personnel management reform. It has been implemented 
consistently by a centralized body—the IATT—overseeing civil service management, retention, and 
payroll management and processing.  

The number of officially employed persons under the CSA increased by 69 percent between fiscal year 
2018–19 and 2019–20, by provisionally bringing persons who were not civil servants but were receiving 
remunerative compensation from other spending entities into the civil service. 

Government employees now receive one form of compensation: the basic salary. The harmonized pay 
grade structure is used across all government sectors and merit-based, applying the same treatment 
to similar roles across the government and laying out a transparent promotion path. Pay calculations 
for government employees are now more accountable, more structured, and appear to have reduced 
inequities, since they are based on pay grades.  

By creating one consolidated, collapsed payroll system, IATT abolished the discretionary power of 
senior management in MACs to employ new people and award employees using allowances. IATT is 
organizing pay and payroll systems around a new unified identity system—the NIR—and conducting 
payroll cleaning.  

Pay and payroll reforms have created fiscal space for the GOL to direct more funds to productive 
spending. Used effectively, this could mean better governance and increased GDP for Liberia. 
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enforced cap on the wage bill of $297 million USD per year, there appear to be few benchmarks and fiscal 
rules that are enforced.33 

With the exception of the Pay Reform and the Civil Service Reform Strategy, there is no 
document defining the roles of respective stakeholders in pay and payroll reform, their institutional 
arrangements, and repercussions in case of failure to cooperate. 

The Harmonization Initiative came out of the need to contain spending, rather than socioeconomic 
considerations. While the rationale for the GOL has initially been affordability, equity, transparency and 
competitiveness, the driving force behind the reform starting in 2019 was the inability of the GOL to 
maintain its level of spending for the wage bill and the bottom-line target for aggregate salaries. KIIs 
confirmed that little, if any, articulated macroeconomic or socioeconomic analysis has been done on 
redistributed wealth, lower salaries, or the effect these would have on poverty in the country. 

The idea of reforming pay and payroll was piloted before the GOL rolled it out to all MACs. However, 
the number of pilots and the scope of the reforms were limited. Three MACs (MFDP, CSA, and Ministry 
of Gender, Children, and Social Protection) piloted how the salary currency split between the United 
States Dollar (USD) and Liberian Dollar (LD) would be facilitated using IFMIS, and their pay was collapsed 
and standardized. However, standardization was not as meaningful without all MACs participating.  

The government was under significant pressure to start implementing the reform, leaving limited time to 
design how it would be implemented or ensure necessary capacities and regulations were in place. Several 
key decisions were made only after the reform started. These included to what extent the wage bill would 
be cut, fully agreed-upon pay grades and brackets, levels of standardized wages and how existing salaries 
would be aligned with them, necessary ICT, and a communication strategy. Similarly, the Parliament 
approved the Act to Establish the National Remuneration Standardization on October 4, 2019. By then, 
the IATT had already spent months modifying salaries based on standardization principles, and the 2019–
20 budget was adopted including these new levels of pay before the legal basis was entirely finalized.  

Groups of employees that are most vulnerable to salary changes have been identified and protected from 
downward adjustment in pay. However, the GOL has a less clear vision of how to increase salaries that 
need to be adjusted upward. When the reform started, about 85 percent (56,338) of employees who had 
undergone grading were assessed as having to be protected from pay reduction. Those were mainly 
teachers, nurses, and security sector officers. Of those, 14,900 received immediate pay increases, though 
incremental.34 Stakeholders consulted confirmed that GOL had a plan to increase below-standard salaries 
to the standardized level once there is sufficient fiscal space. How that would be measured with 
benchmarks, over what period, or at what increment is unclear. 

Due to the GOL’s financial situation and its de-dollarization policy, portions of salaries are paid in USD. 
This appears to be a justified and financially feasible option for the GOL. However, there is no evidence 
indicating that this is an option from which the end user would benefit. In fact, some interviewees have 

 

33 Formally, there are fiscal rules indicating that the wage bill should not exceed a certain percentage of the budget 
and the GDP; however, these rules are repeatedly violated. 
34 GOL Pay Harmonization: Fact Sheet (July 2019) 
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expressed a strong preference for being paid in the local currency, especially in rural areas where there 
are limited opportunities to use USD.  

 

GOL identified late that using CSM within IFMIS to implement harmonized pay and 
standardized remuneration could present difficulties. Little time was left to discuss with the 
vendor (FreeBalance) how that risk could be minimized and for the vendor to respond accordingly. KIIs 
revealed that communication was highly centralized and that stakeholders made decisions based on 
incomplete information.  

The consequences of having twice as many staff on the GOL payroll have not been fully understood. Thirty 
thousand additional employees are catered for by the new payroll and will soon be administered by CSA.35 
Since the GOL does not recognize any other status, these employees will be required to qualify as civil 
servants by undergoing vetting, taking civil service exams, and being tested in service where applicable. 
CSA interviewees have shared that there is no clear vision yet how this would be carried out, that CSA 
does not have sufficient staff to do so, and that legal changes must be adopted before CSA can formally 
start administering staff who are not classical civil servants (i.e. appointees, electives, those who work for 
autonomous commissions, etc.).  

There appears to be no agreed upon and detailed map of how the reform should continue, 
including phases still to come, detailed activities, their timing and duration, and relevant stakeholders and 
their respective involvement. No respondent could identify a determined benchmark for when the reform 
will be considered complete, such as a specific date, a financial benchmark, or full validation of all staff on 
the payroll at a certain point in time. 

GAPS IN MANAGEMENT  

The core activities of the pay and payroll reform are carried out by IATT, in which the key role is played 
by the Liberia Macroeconomic Policy Analysis Center (LIMPAC), a policy think tank within MFDP. LIMPAC 
is supposed to provide technical advice, in liaison with MFDP and CSA officials, and support decision-
making by senior IATT members. The degree to which this process is centralized by LIMPAC and the 
complexity of their analyses leave little room for scrutiny by other group members. It is unclear who 
within the GOL has sufficient in-house expertise regarding pay and payroll to replace LIMPAC once it has 
become fully independent (for example, about raising substandard salaries to the standardized level, 
determining optimal numbers of staff to be hired to replace retirees). While such analysis could be done 
by an independent body (LIMPAC), there would need to be capacity within the GOL to scrutinize its 
advice. 

 

35 Amendments to the existing Law on CSA propose that CSA also assume the responsibility for those GOL 
employees who were not civil servants in the past. 

“My greatest success is that I had the foresight to anticipate FreeBalance’s inability to format the CSM 
for dual currency, hence proposing the alternative.” 

—IATT member 
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Most stakeholders interviewed—with the exception of the IATT—were not aware of phases 
of the reform still to come, their timing and duration, and their respective involvement (what tasks 
they would have to implement and what resources they should plan accordingly). 

There is little enforcement of discipline. MACs receive their allotment even though their payroll 
may not be up-to-date and accurate (in terms of what positions the MAC really needs). MFDP now 
requires all GOL employees to possess an ID card (preferably the National Identity Card/NIR) and a bank 
account as a prerequisite to receiving a salary. However, end users still get paid even though they may 
not have a NIR number, a bank account, or mobile money account. 

Oversight agencies, such as the IAA, GAC, or GC, have been only involved in pay and payroll reform 
under the Harmonization Initiative to a limited extent and not before the implementation stage. Their 
representatives have reported that the IATT has not sought their advice on how to make the process of 
this reform or the system that is being put in place more secure and less prone to fraud, manipulation, or 
corruption. Also, being an interagency taskforce (rather than part of one MAC) and not having its own 
organizational or financial structures, the IATT has not been subject to any external reviews (for instance, 
a mandate and functions review by GC, a performance or payroll audit by GAC, or IAA audits). 

 

GAPS IN COMMUNICATION AND COORDINATION WITH MACS  

There is no evidence that the GOL had a formal communication strategy to inform stakeholders about 
pay harmonization and rationalization and remuneration standardization, or about the reform of the civil 
service. Stakeholders were involved when inputs were needed from them or after the fact, and many 
remained uninformed to date, even though six months have passed since pay changed. The only body that 
knows how harmonization and standardization happened is the IATT. Every other stakeholder knows only 
fragments and sees the result, without knowing the rationale and methodology. 

While there were attempts to inform MACs about the reform, the message rarely reached 
beyond top management. Sources shared that the President issued a circular at the beginning of 2019 
instructing MACs to cooperate with IATT. Later, in April 2019, a meeting with representatives from all 
MACs was convened, informing them about the launch of the reform and inputs needed from them. In 
both instances, top management of MACs was addressed and expected to pass on that information to 
their staff. However, interviewees shared that this often did not occur. IATT representatives suspected 
that managers were hesitant to be blamed by their staff for cuts to their salaries. Most GOL employees 
interviewed reported that they have found out about harmonization through media (newspapers, internet, 
displays in government agencies, etc.). 

Once salaries were collapsed and rationalized, managers of MACs reportedly received reduced budgets 
with no supporting information about whose salaries were cut, on what basis, and to what extent. After 
receiving the message about the reform, several MACs inflated their wage bill as an attempt to maintain 
the same level of pay after standardization. IATT caught this manipulation attempt and instructed all MACs 
whose pay seemed inflated to submit three months of historical statements to gather more accurate 

“CSA can’t handle the payroll cleaning all alone and handle it perfectly. Human Resource Departments 
of MACs should have a real opportunity to review the payroll, and IAA and GAC could help too.”   

—MOE official 
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information. This put standardization attempts at risk and caused additional burden on IATT to request 
and process extra data. 

There is no mechanism in place to inform GOL employees why they receive a certain level of salary. 
Original job contracts of civil servants include a salary clause, but due to monetary developments, stated 
figures have become irrelevant and do not mention allowances. With harmonization and standardization, 
these amounts have changed further, and salaries varied from month to month. GOL employees do not 
receive information about what their new pay should be. The only information they receive (if they register 
and pay for it) is an SMS text message sent by the bank informing them that a stated amount has been 
wired into their account. All other information (salary, social and pension contributions, taxes, conversion, 
etc.) is not detailed. Interviewees confirmed that such information can be obtained only from MFDP 
(Comptroller and Auditor General) directly, which requires employees to call or travel to Monrovia to 
receive that information.  

 

Direct observation and KIIs evidenced that there is room for improvement in donors communicating 
among themselves and with GOL. Donors do not have a fully elaborated and shared vision of this reform. 
There appears to be little structured and systematic dialogue between donors and stakeholders (primarily 
central authorities, MFDP, and CSA, but also MACs) about what assistance they would need from donors 
to bring this reform to a successful end. This is partly because the GOL itself has not entirely worked this 
out yet. In a country like Liberia with high levels of poverty, a recent history of civil war, and ongoing 
political tensions, donors may be more hesitant to introduce and enforce hard conditionalities, putting 
reform implementation at greater risk. 

GAPS IN QUALITY ASSURANCE 

Despite several rounds of payroll cleaning, the payroll is still not entirely clean. The most 
recent (August 2019–January 2020) mass effort was IATT’s cleaning after it merged the different payrolls 
of civil servants, allowance holders, those on the supplementary payroll, and others. In that exercise alone, 
2,000 entries were taken off the payroll based on a payroll cleanup report by the IAA. This work is 
expected to continue, and IATT plans to undertake fieldwork in March–April 2020 to carry out a 
headcount to eliminate additional illegitimate names from the payroll. In parallel, MACs are instructed to 
continue cleaning their respective payroll with support of CSA and to carry out physical checks wherever 
possible. 

 

Finally, there was no evidence of automation between systems recording personnel and 
those recording their pay. Automated Human Resource Management Information Systems (HRMIS) 
are present and used in only a few MACs, and no processes are in place to integrate such information in 
the payroll directly (e.g., CSM, or now the Alternative Temporary Automated Payroll System (ATAPS)). 
Hence, all entries and changes made in HR records or proprietary HRMIS must be reentered in the payroll. 

“I don’t even know how much I am supposed to be paid.” 
—A teacher 

“The NIR number is not the final determinant—it is only one part of the process. The number, as such, 
does not rid of ghosts.” 

—IAA official 
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Similarly, ATAPS, which is currently used for the payroll, was not integrated with the budget execution 
module until January 2020. Prior to integration, payroll data were migrated in the budget execution module 
to generate electronic vouchers for salaries. Both practices (retyping and migration of data) posed a threat 
to data integrity. (Re)typing left room for corruption and human error, while migration can encounter 
technical problems that may not have been picked up. CSM is also being configured to integrate with the 
budget execution module more directly. 

GAPS IN SALARY DISBURSEMENT 

Gaps in salary disbursement have been longstanding, with many analyses conducted but little 
implementation of real solutions. The many constraints in Liberia impacting salary payments to GOL 
employees include the lack of a core infrastructure for a National Payments System (as established in the 
Liberia Financial Inclusion Strategy, 2014–2019), the limited banking infrastructure within the country, 
liquidity issues, and the lack of non-banking institutions for salary distribution. There are several analyses 
of payment systems that have been conducted for USAID, including assessments conducted through 
mSTAR and Leadership in Public Financial Management II.   

Smaller towns and rural areas often do not have a proper financial infrastructure needed to disburse 
salaries. In Bong County, for instance, an area of 8,772 square kilometers and 328,919 inhabitants,36 only 
one bank with one branch is present. This branch admits clients only until 1:00 p.m. and has only two 
tellers. They often struggle to have enough LDs for salaries, and clients often end up waiting for several 
days for their turn, only to learn that no money has arrived. 

Pressures on bank staff can lead them to engage in illicit practices. In many instances, 
interviewees mentioned that tellers accept bribes, personal connections play a role, and employees from 
certain sectors (security, defense, and health) are usually prioritized. This represents a high opportunity 
cost for the end-user, such as teachers who may spend every fourth week waiting at the bank, rather than 
teaching. 

According to several respondents, abolishment of paychecks and shifting from the CBL paying salaries to 
commercial banks was a step backward. Due to recent reforms in Liberia’s payment system, payment of 
salaries to government employees has been outsourced to commercial banks. CBL has regional branches, 
and while end users would benefit from regional CBLs disbursing salaries, that is not an option under 
existing regulations. Some of these branches may be closer to clients, and their involvement would 
introduce an element of competition, which might improve the quality of service in commercial banks. 

The government’s inability to settle its financial obligations in a timely manner could result in social unrest 
and lawsuits toward GOL, which the government could not afford. As reported in KIIs, arrears have been 
reduced to one month as of January 2020, but future developments depend on the volume of revenues 
the GOL will collect, representing a risk. Such development could result in end users reacting with either 
social unrest (as demonstrated in the past) or legal actions (which would land the country in an even more 
difficult financial situation). 

 

36 https://en.wikipedia.org/wiki/Bong_County. 

https://en.wikipedia.org/wiki/Bong_County
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CONSEQUENCES FOR THE END USER 

Many employees, especially those in higher positions who were paid high amounts, have reported that 
their salaries have been cut significantly (sometimes by as much as 70 percent). Not only does this affect 
morale, but also, typically, no rationale or explanation is provided to substantiate these cuts, as discussed 
above. This is contrary to former President Sirleaf-Johnson’s goal of attracting high-quality employees, and 
it may result in employees leaving the GOL for the private sector (which is already happening, as reported 
in interviews).  

Financial planning is difficult for end users. There is no specific payday enforced. Salaries might be 
paid on any day in the month, depending on the government’s liquidity and which sector is given preference 
that month. Also, salaries fluctuate considerably. Interviewees reported that since August 2019, salaries 
have been fluctuating between 10 and 20 percent for some teachers. Finally, the end users do not know 
whether their financial institution (bank or mobile money provider) will be able to pay the whole amount 
at once or in installments. Therefore, the end user cannot know how liquid they will be throughout the 
month. 

End users incur significant costs to collect their salaries. Beginning in March 2020, new GOL 
requirements mandate that all GOL civil servants must have a bank or mobile money account in order to 
continue receiving their salary. Employees must have both USD and LD accounts, and banks require $25 
USD per bank account, resulting in a $50 cost. Banks charge for SMS notifications once the salary has 
been wired in, and civil servants must pay transportation from their place of work or their home to their 
bank. If they use mobile money, the person must have a mobile device, an activated SIM card, and pay 
cash-out fees in order to withdraw their salary. Respondents noted that one withdrawal fee is subsidized. 
If the mobile money provider does not have sufficient funds that day, the end user must pay that fee 
repeatedly for each withdrawal. Both banks and mobile money providers can charge out-of-pocket 
expenses or bribes to facilitate the transaction. Employees must also have a NIR identification card, which 
costs $5 USD, but is sometimes subsidized. These costs have socioeconomic implications for the end user, 
especially for lower-income earners and employees in rural areas.  

GAPS IN INFORMATION TECHNOLOGIES 

As of July 1, 2019, GOL consolidated the processing of pay and payroll into a newly developed system—
ATAPS. Since 2009, the GOL has been using the FreeBalance system—IFMIS—for the LD portion of pay 
and payroll processing. USD pay and payroll processing was calculated using spreadsheets. The GOL 
procured FreeBalance via a competitive bidding process in 2009. The suite within IFMIS that houses civil 
service information and processes pay is called CSM. It is one of several suites within IFMIS; there is also 
a human resource component (which is yet to be operationalized), a budgeting execution component, etc.  

To undertake the pay and payroll reform initiative, the GOL needed system changes that reportedly could 
not be accommodated by the FreeBalance CSM: 

1. Multiple currencies (LD and USD) 
2. Multiple destinations (multiple banks and mobile money) 
3. Varying payout ratios (80/20, 70/30, 60/40, 50/50) 
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As a result, the GOL migrated the LD payroll for 44,000 civil servants and USD payroll for 30,000 
government employees to ATAPS. 

Some senior MFDP stakeholders have suggested that ATAPS mirrors the capabilities of CSM and that it 
offers more features and flexibility than CSM by facilitating the payment of civil servant salaries in two 
currencies. Upon review, research concluded that ATAPS cannot be a replacement for CSM. CSM is a 
sophisticated management system that encompasses all aspects of the human resource workflow. ATAPS 
does have enhanced workflow and processing control, but it is just a payroll processing system.37 

International best practices in public administration involve separating finance roles, such as processing 
salaries, from civil service administration roles, including deciding who gets into government and the 
regulations around civil service, such as qualification vetting, retention, human resources, and pay and 
grading data. Keeping in mind that ATAPS is limited to payroll processing, user rights are configured to 
separate relevant functions. 

As of February 2020, IATT is enhancing the data in ATAPS for an eventual migration to CSM. Specifically, 
the data is being enriched to include the NIR number and date of birth for many civil servants whose fields 
were previously populated with blanket values. 

EMERGING AND NEW DEVELOPMENTS  

While there are numerous gaps in the pay and payroll management and processes in GOL institutions, 
the GOL is continuously introducing improvements, which can help bring this reform to a successful end. 
Examples are: (i) the GOL’s plans to conduct mandate and functional reviews of all MACs, which should 
result in more accurate figures of needed workforce; (ii) institutionalization of the NIR number, which 
would have the capacity and the integrity to become the unique identifier within all government registries; 
(iii) plans of the IATT to move onto the next stage of harmonization—the systematic cleaning of payrolls, 
which should further rationalize the workforce and public funds spent to finance it; (iv) decommissioning 
of IATT and full transition of its functions to relevant agencies, including CSA and MFDP; and (v) 
transformation of the CSA into the Civil Service Commission, as per the Civil Service Commission Law 
that is currently in parliamentary procedure, which will expand its mandate to preside over the 
independent commissions and agencies. This will essentially double the number of institutional entities and 
government personnel under its jurisdiction, signaling significant ramifications on its capacity to administer 
pay and payroll management. 

 

37 ATAPS was built using Microsoft .NET and has an underlying SQL database. The research team reviewed the 
system design documents and interrogated the system in the test environment. The team also verified that the 
production system of ATAPS is on a virtual machine server in the National Datacenter. 
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CONCLUSIONS 

While there has been progress in implementing the Wage Harmonization Initiative, success may be 
hampered by the lack of a formal plan, regulatory structures, and effective communication. Such a plan 
would have made the process more streamlined and less prone to ad hoc decisions, taking some 
pressure off central players. Little, if any, socioeconomic analysis has been done on the effect on 
poverty of redistributing wealth and cutting salaries in Liberia.  

The consequences of having almost twice as many staff on the GOL payroll have not been fully scoped 
out yet. CSA now administers the pay of about 30,000 employees. However, it does not have sufficient 
staff to vet, administer civil servant exams, and conduct in-service testing where needed, and legal 
changes are needed before CSA can formally start administering staff who are not under their mandate. 

IATT’s engagement in payroll cleaning without oversight from other management bodies like the GAC 
raises legal and discretionary questions. Mechanisms being used to conduct this highly sensitive and 
political exercise are unclear. There are data integrity issues across the GOL and no unique identifiers 
across databases. There are also reports of civil servants being erroneously removed from the payroll. 

The GOL has no reliable data about the size of the workforce it actually needs. GC’s reviews of 
mandates, functions, and workforce should have been prioritized and ideally preceded the reform.  

While there were attempts to inform MACs about the reform, the message rarely reached beyond 
top management. Once salaries were collapsed and rationalized, managers of MACs reportedly 
received reduced budgets with no supporting information about whose salaries were cut, on what 
basis, and to what extent. There continues to be no mechanism in place to inform GOL employees 
why they receive a certain level of salary. 

Despite several rounds of payroll cleaning, the payroll is still not entirely clean. This work is expected 
to continue through headcount efforts and physical checks. Pay and payroll processes still appear prone 
to manipulation. Staff continue to be hired or put back on payroll through political connections with 
no regard to qualifications and abilities.  

Liberia lacks the financial infrastructure needed to disburse salaries outside Monrovia. Financial planning 
is difficult for end users, as paydays vary and salaries fluctuate considerably. As a result, end users incur 
significant costs to collect their salaries. 

While ATAPS is celebrated by the GOL and serves as a functional payroll system, using a module that 
is outside IFMIS removes synergy effects and reduces the functionality of other modules of IFMIS. 
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RECOMMENDATIONS 

3. WHAT PERFORMANCE MANAGEMENT STRUCTURES IN PAY AND PAYROLL PROCESSES 
ARE NEEDED TO ENABLE QUALITY CONTROL AND ACCOUNTABILITY? 

1.  Provide a pan-government oversight structure to promulgate and oversee pay and 
payroll reform across the GOL. This could be a government agency, interagency commission, or 
similar body. There would need to be legislative, regulatory, and budgetary infrastructure to support 
such an entity. This entity should enforce controls and ensure adherence to fiscal rules for wage 
harmonization. If these fiscal rules do not exist, build them. Unlike the IATT, this entity should have a 
mandate to enforce controls over all MACs. Deciding who this responsibility should be assigned to 
would require detailed analysis of mandates, legal bases, competences, and capacities.  

This body would provide formal management of the reform and develop planning and budgeting 
structures to support the reform processes. This includes a strategy for the National Payment System 
and detailed review of the legal and regulatory framework for payments. Donors, including USAID, 
IMF, and World Bank, should act as advisors to the entity to develop a coordinated approach and 
consider funding for next steps. Several guidelines could be utilized to serve as a roadmap for this 
process, such as the World Bank Guidelines for the Development of National Payment Programs.  

The IATT was able to achieve unprecedented progress largely because of the presidentially driven 
mandate for its tasking. The success of this reform is singular in Liberia’s recent history. The mandate 
of the IATT is coming to an end, and there needs to be a follow-on intergovernmental entity that is 
provided with political backing and resources to continue the reform processes that have begun. The 
two reform processes that are critical include pan-GOL institutional rationalization and, 
correspondingly, a real and results-oriented commitment to GOL payroll cleaning. 

2. Conduct institutional rationalization of MACs to assess operational efficiency toward lean 
management and service delivery. The GOL should compare MACs’ mandates against what they do. 
Based on that review, organizational structures, personnel needs, and job descriptions might need 
modification. While this may not result in savings, it will result in more targeted use of public funds. 
The GOL should also conduct functional reviews of CSA, MFDP, and CBL with respect to their 
mandates in pay and payroll and harmonization. 

The GC already put an important foundation in place. As part of GOL’s Civil Service Reform Program, 
the GC undertakes mandate and function reviews of MACs to establish “an efficient bureaucracy with 
clearly defined mandates, well spelt out roles and functions and requisite staff in terms of skills and 
right numbers working to attain set objectives.”38 It is important that GOL continues reviewing its 
MACs systematically, that it allocates sufficient resources to having this done within an adequate 
timeframe, and that action toward institutional rationalization follows. 

The GOL has no reliable data about the size of the workforce it actually needs. GC’s reviews of 
mandates, functions, and workforce should have been prioritized and ideally have preceded the 

 

38 GC, CSA and LIPA, “Republic of Liberia: Civil Service Reform Program – Mandate and Functions Review and 
Restructuring of Ministries and Agencies – A Streamlined Framework,” July 2016. 
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reform. The IMF recommended that the GOL restructures its wage system to free up resources for 
productive spending and adopts a more credible and executable budget (recommending a cut of the 
total wage bill by 25 percent, while the GOL was willing to limit that to 10 percent). Further 
rationalization could have happened through meaningful reductions in the workforce rather than the 
pay level, which is something the GOL can still attempt. A fiscal space analysis would provide a more 
realistic picture of affordable personnel costs over the medium term (three years).  

Under rationalization, the GOL should consider eliminating, consolidating, or restructuring some 
MACs. There may be duplications or omissions in the current structure, preventing the GOL from 
functioning efficiently and spending public resources in a suboptimal way. Rationalized establishment 
lists are needed, based on systematic (not ad hoc) decisions and considering the limited funds available. 
The GOL should consider reducing unnecessary layers of leadership (Minister, Deputy Minister, 
Assistant Minister, etc.) when their roles and responsibilities overlap, since senior staff are paid most. 
In addition, the GOL should define the status of newly added (provisional) civil servants and their 
rights. 

Meanwhile, the GOL should continue the hiring freeze and early retirement. Since redundant 
employees are suspected in most agencies, the freeze should continue as long as there are still 
redundant workers. Also, as long as there are redundant workers, the GOL should consider early 
retirements, budgeting for severance packages accordingly. 

3.  Continue pay and payroll verification and cleaning. The GOL needs to make a real and results-
oriented commitment to thoroughly cleaning the payroll. As noted in the findings, unqualified or 
unnecessary staff are hired despite the government-wide hiring freeze, and names on payroll return 
despite being rightfully removed.  

IATT plans to undertake fieldwork in March–April 2020 to carry out a headcount to eliminate 
additional illegitimate names from the payroll. In parallel, MACs are instructed to continue cleaning 
their respective payroll with support of the CSA and to carry out physical checks wherever possible. 

Payroll cleaning should happen in close coordination with rationalization plans and in parallel with the 
transition of the ICT system to reinstate CSM in IFMIS.  

ADDITIONAL CONSIDERATIONS 

Strengthen cooperation with donors to prioritize assistance in establishing best practices 
and management under the pay and payroll reform processes, such as PEFA standards and the 
Open Budget Initiative. The GOL must develop a more strategic approach to donor coordination when 
considering interventions. Significant problems have resulted from the fragmented approaches of 
development partners in Liberia addressing payment systems, payroll IDs, databases, biometric databases, 
identifying employees in some sectors but not others, etc. The GOL should develop, perhaps through the 
above-mentioned oversight entity, a set of policies and procedures to be used to prioritize donor 
assistance and work with donors to formulate appropriate interventions to reflect those development 
priorities.  

Conduct further pay and payroll reform efforts to ease the burden for the end user. GOL 
employees should be the focal beneficiary of systematic improvements. Financial institutions, including 
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banks, mobile money providers, CBL, and MFDP, should develop accountability mechanisms for salary 
disbursement to shore up transparency and strengthen constituent confidence in the GOL. These 
institutions must effectively coordinate and plan to improve access to branches, shorter waiting lines, 
longer hours of operation, improved liquidity in rural areas, more favorable transaction fees, subsidized 
costs, and staggered paydays. The aim should be to increase GOL employee access to cash and reduce 
the high transaction costs to retrieve salaries. 

 

CONCLUSIONS 

Several performance management structures are needed across the GOL to shore up management, 
accountability, and quality control of pay and payroll processing, including: 

● implementing overarching management structures across the GOL, including specific pan-GOL 
structures for managing pay and payroll reform;  

● embarking on comprehensive GOL institutional rationalization;  
● reinvigorating the CSA to effectively manage its personnel management responsibilities and, 

relatedly, its role in managing pay and grade reform;  
● reinstating CSM in IFMIS;  
● effective strategic planning and budgeting across the GOL;  
● cleaning the GOL payroll accountably and thoroughly;  
● designing and implementing a Wage Harmonization transition plan for continuing and sustaining the 

reforms begun by the IATT; and 
● providing accountability mechanisms for salary recipients to shore up transparency, accountability, 

and constituent confidence in the GOL. 
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ANNEX B: FULL LISTING OF PERSONS INTERVIEWED 
The full listing of persons interviewed was submitted separately in line with data de-identification policies. 
Please contact Carla Trippe, ctrippe@socialimpact.com, to request the data.
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ANNEX C: DATA COLLECTION INSTRUMENTS  
 
KII with GOL Officials 
(The questions below provide the menu of potential questions which were asked to GOL stakeholders involved in 
pay and payroll management / processes. The selection of specific questions from this menu (and/or their 
adjustment) was determined, depending on nature of the person’s role and interface with pay and payroll reform 
processes.)  
 
Name:  
Title: 
Ministry/Agency 
Date: 
Gender:               M               F 
 
Thank you for taking time from your day to meet with us. Liberia Strategic Analysis (LSA) has been engaged 
by USAID/Liberia to take stock of the pay and payroll management processes in the GOL. The purpose 
of this research is to document progress and lessons learned to date from recent reforms of the civil 
service systems, to collect data regarding the specific processes of payroll management and any potential 
gaps, and to inform the design of future USAID country programs of a similar nature.   
 
To be clear, we are not evaluating you or your office/Agency in any way. Your answers will not have any 
impact on your work with the Government of Liberia. Your opinions are important to us, and we will not 
include your name in our records or in our report; we hope that you will feel free to share your 
information and opinions with us. Our conversation will last about 45-60 minutes. We will take notes of 
our discussion.    
 
Start with an overview of the research purpose and objectives 
 

1. What is your title/ position? How long have you been in this role?  

2. What is your department’s role in pay or payroll processing or management? What is your specific role 
in this?  

3. What can you tell me about the Wage Harmonization Initiative? Operations? Management? 
Cooperation? Results?  

4. What are the positive aspects/ results that have occurred from this initiative?  

5. What are the challenges?   

6. What are areas which could be improved?   

7. What do you know about which body or entity that is managing the HI?   

If IATT official: Is there an official mandate for the IATT?  MoU? SoW? ToR?  Who is the official 
leader/manager of IATT? Which body (or bodies) does he/she report to?  

8. What is the IATT’s interface with the MFDP’s Reform Coordination Unit?  

9. Which body set up the IATT?   

10. When was the IATT first established?  When it was re-invigorated in April 2019, were the same 
persons on it or new persons?   

11. How structured is the IATT?  Is the membership fluid or has it had the same members since the 
beginning? 
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12. Can you explain the steps involved in the process of ‘standardizing the GOL wages’? Do you know 
when that work began? 

13. Was there any consideration of equity?  (Since I understand you established the ‘median pay’ for each 
profession, what if the majority of GOL Accountants hired at the behest of ministers and senior staff were 
potentially overpaid?) Did they do this MAC-by-MAC?  How long did it take to do a single MAC?  Did 
they involve any senior staff from that MAC?  Was this done across the GoL (i.e. aggregating ALL 
accountants from across agencies) or agency-by-agency? 

14. Do I understand correctly that a harmonization is now in place?  Has there been any publication of 
this?   

15. What percentage of civil servants have been mapped onto this pay scale?   

16. Which level of GOL employees have been most affected by the salary cuts? What do you mean that 
‘Middle-level staff regularized/ against a normative mean and lower ones brought up?’   

17. How many MACs have been fully re-graded?  What percentage of civil servants has been re-graded?  
How much longer is the process expected to take?   

18. Which datasets were compared?  Payroll data?  OPLs?  How about attendance lists?      

19. Some people said that when they were cut, they contested the cuts and their salaries were ‘re-adjusted’ 
(raised).  Is there room for this one-on-one engagement (in terms of individuals lobbying the IATT for 
salary changes?) 

20. Was there any consideration of the P & G scale (the PSMP-introduced 13-grade scale)  already in place 
by CSA? You said in the last meeting that you ‘took the P & G scale’ but ‘accounted for the allowances’ – 
please explain this. 

21. Each MAC submitted its employee listings. What identifiers were used to marry allowance-holders 
and receivers of basic salaries?  What kind of ID matching was used to compare data sets since different 
fields were used? (Bank accounts? Payroll IDs? NIR numbers?)   

 

FOR ALLOWANCE HOLDERS: 

22. Was there a full aggregated dataset of allowance recipients?  (Maybe within ASU?)   

23. We understand that you mapped allowance holders. Against what data was this done?   

24. Were each of the MACs given fiscal ceilings?  

25. Were there any agencies that were excepted from salary cuts?  (For example, the security sector or 
health sector?)   

26. You said standardization reduced the wage bill from 327 to 297 million dollars. From when to when 
was that measurement taken? 

27. At a later point, however, you said that 2.6 million had been saved. Could you clarify that?   

28. Some persons said that ‘standardization’ was for the purpose of ‘abolishing the abuses of the agencies.” 
Please explain further.   

29. The wage bill grew because of donor assistance.  Were donors supporting GOL directly, or do you 
mean that GOL salaries were increasing to keep pace with donor-funded consultants?   

30. What can you tell me about the Wage Remuneration Standardization Act?   

31. What can you tell me about NIR’s registration of civil servants? (Operations? Data? Challenges? 
Successes?) 
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32. What was the wage bill for the GOL workforce prior to the Harmonization Initiative? Afterwards? 

33. Have the allowance-holders been brought into the GOL workforce in a provisional status. or in the 
same status as other civil servants?  If the same status, is there a plan for vetting their credentials? 

34. How does the task force interface with the Reform Coordination Unit?    

35. Are there assigned deadlines for payroll submission? 

36. What was the first month that employees received the new automated salaries using the regularized 
salaries and using ATAPS?   

37. Is ATAPS functioning as successfully as you would like?   

38. If so, why put the system back on CSM? Why pay for two systems? 

39. Can we get a copy of the white paper that the task force presented to Cabinet? Any data explaining 
the process?    

40. When do they plan on starting the final reviews? Is there any process or structure by which the final 
review will occur? What do they need to do that? Any idea how long that will take?    

41. How will they separate the PROVISIONAL employees from the already-vetted employees?   

42. Why the fluctuations of teachers’ salaries?   

43. Why no communication w/ donors?    

44. Why no GOL-wide communication strategy?   

45. How much of an issue was the liquidity problem in making salary payments from October to 
November?   

46. Is there any real data on how many new civil servants were introduced into GOL under the Weah 
administration?    
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HICA QUESTIONNAIRE – FOR GOL Officials 

This questionnaire was e-mailed to GOL key informants following the conduction of the KII. The below 
questions pertain only to staff directly involved in pay and payroll reform of GOL. 

1. Kindly describe the of role your institution in pay and payroll (PP) reform. 
......................... 
Is there a document/law underpinning that, and if so, which?  
........................ 

2. What departments/units of your institutions deal with PP reform  
and how many of their staff are directly involved in PP reform? 
-  ..................................................... (xx staff) 
-  ..................................................... (xx staff) 
-  ..................................................... (xx staff) 
 

Do you believe that number of staff is sufficient to contribute to PP reform 
effectively? 
☐  No, it is more than needed          ☐  Yes, it is sufficient         ☐  No, the number is too large 
 

3. Would you say that those staff have the necessary knowledge, experience and 
skills to contribute to PP reform effectively?  
☐  Yes          ☐  No     ............................................................ 
 

Would you say that those staff are properly placed to use and share their 
knowledge?  
☐  Yes          ☐  No     ............................................................ 

 

4. Are there clear and relevant guidelines describing their roles in PP reform and if 
so, where are these guidelines contained?  
☐  No         ☐  Yes     ............................................................ 
 

Would you say the staff know exactly what their roles are and what performance 
they are expected to deliver?  
☐  Yes          ☐  No      
 

5. Let us talk about motives and incentives: 
- Motives of those staff are largely aligned with the work (environment)          ☐ Yes  ☐ No 
- They desire to perform their required jobs                                                 ☐ Yes  ☐ No 
- Work environment is positive and staff see opportunities for themselves      ☐ Yes  ☐ No 
- Financial and non-financial incentives are present                                         ☐ Yes  ☐ No 
- Systems of appraisal and reward reinforce positive performance                   ☐ Yes  ☐ No 

 

6. Finally, let us come to resources and tools: 
- Physical and psychological work environment is conducive to performance    ☐ Yes  ☐ No 
- Work conditions are safe, clean, organized and conducive to performance    ☐ Yes  ☐ No 
- Relevant processes and procedures are defined in reference documentation ☐ Yes  ☐ No 
- Materials (e.g. supplies, vehicles, IT equipment), tools (e.g. databases, software) and expert 

support (technical advice by supervisors and peers) are present            ☐ Yes  ☐ No 
- Time needed to do the job is sufficient                                                       ☐ Yes  ☐ No 

 

Completed by (name, position, institution):                                                              Date: 

Thank you very much for your support and cooperation!  
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FGD with Teachers, Bong County 
 
[Respondents to fill out an attendance sheet that will include demographic questions] 
 

Thank you for taking time from your day to meet with us. Liberia Strategic Analysis (LSA) has been engaged by 
USAID/Liberia to conduct an external study of Pay and Payroll processes within the Government of Liberia. 
The purpose of this study is to document lessons learned to date and to inform the design of future programs 
of a similar nature which could potentially help the Liberian Government improve their management of pay 
and payroll processes. 
 

To be clear we are not evaluating you or your performance in any way. Your answers will not have any impact 
on your job nor will they be any part of any record. This is strictly an independent research study for the 
purpose of improving pay and payroll management. Your opinions are important to us and we will not include 
your name in our records or in our report; we hope that you will feel free to share your information and 
opinions with us. Our conversation will last about one hour/ 60+ minutes. We want all of you to participate in 
this FGD and we will ask all of you to provide your opinions. We will take notes of our discussion (or record 
the conversation with their permission).    
 

1)  How many of you receive a monthly salary from the Government of Liberia (official GOL salary)?    (show 
of hands) 
- 1.a.  How many of you have received your full salary, on time, in the last 3 months?  (hands) 
- 1.b. How many of you have not received payment in the last 1 month?  Last two months?  Last six months?  
Last 12 months?  (show of hands for each) 
- 1.c. How many of you are receiving the full salary you are expected to receive?  (Full amount)?   
- 1.d.   How many of you are having to travel ½ day or longer to receive your salary?   
- 1.e.   How many of you are receiving reconciliation slips that confirm what you are expected to receive (for 
salary) in terms of what you are receiving?   
 

2) Let’s discuss what are your experiences in receiving your salary payment.   
- Where do you have to go to pick up your salary?  
- How far is that?  
- How much time away from work is involved in picking up the salary?  
- How is it paid?  
- Do you receive the same (amount) of salary monthly?   
- Do you receive the amount you are supposed to be getting paid? 
- (If no): How do you know if there has been a mistake? 
- What are the costs involved in receiving your salary?  (Travel time, bank fees, mobile money fees, 

etc.)   
- Do you use mobile money for receiving your salary?  If so, how is that experience? If not, why 

not? 
3) Have your experiences in receiving your salary gotten worse or better in the last six months?  How?  

4) What are some of the (other) challenges you experience in getting paid or retrieving your salary?   

5) When these ______ (situations/ challenges) occur, what do you do to try to resolve this?  

6) What effect does this have on your work?   

7) What are some ways the payment system could be improved? What could the GOL do? What could MoE 
do to improve the situation? 

8) Do you have any other recommendations for how the GOL could improve payment systems (specifically 
payment of salaries) going forward? 

 
Thank you very much for sharing your thoughts and experiences. Do you have any questions for us?           Are 
there other comments that you wish to make? 
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ANNEX D: ASSESSMENT STATEMENT OF WORK 
 

GOVERNMENT OF LIBERIA PAY AND PAYROLL REFORM 
PROCESS MAPPING 
STATEMENT OF WORK 
1. Background 
 
This Statement of Work (SOW) describes the terms of reference for an external mapping of the 
Government of Liberia’s (GOL’s) Pay and Payroll Process by Liberia Strategic Analysis (LSA). A similar 
study was completed by LSA in January 2018, evaluating the gains achieved by the Public Sector 
Modernization Project (PSMP). This investment was co-financed by USAID, the Swedish Embassy, and the 
International Development Agency (IDA) World Bank to improve pay and performance management in 
participating ministries and strengthen payroll management in the civil service in Liberia.  
 
Given multiple changes in the Liberian context, the purpose of this process mapping is to update the status 
of the efficiencies of pay and payroll management at the central level. The process mapping will identify 
the real progress made by GOL harmonization, continuing gaps, and opportunities for potential donor 
support. The analysis will also provide insight on the appropriateness of the new pay and grading scale and 
the alternative data system on civil servants. The Mission will use findings from the process mapping to 
better understand GOL commitment to meaningful reform and if the current state of progress justifies 
future investment in the sector. 
 
Overview of Pay and Payroll in the GOL 
 
The previous study examined the efficiencies of pay and payroll management on the central level, as 
managed and supervised across the GOL by the Ministry of Finance and Development Planning (MFDP) 
and the Civil Service Agency (CSA). The MFDP has the mandate to disburse pay and salary for all GOL 
civil servants. The CSA has the mandate to manage, coordinate, and oversee pay and payroll processes 
across all Ministries, Agencies, and Commissions (MACs). In addition to examining pay and payroll 
management on the central level, the previous study focused specifically on pay and payroll processes 
within the Ministry of Health (MOH) and the Ministry of Education (MOE), the GOL’s two largest service-
providing entities. The study also covered the oversight and management roles of relevant government 
agencies involved in pay and payroll administration: the Governance Commission, the General Auditing 
Commission (GAC), the Internal Audit Agency (IAA), and the Liberia Institute of Public Administration 
(LIPA). 
 
The study found critical financial incentives for the GOL that underpin a flawed, inflated payroll and 
undermine the required reforms to bring pay and payroll processes in line with international best practices. 
The following were found to critically affect pay and payroll processes:  
 

● A lack of overarching governance accountability structures across the GOL; 

● Significant issues with payroll integrity and centralized payroll management processes; 
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● Gaps in data integrity across almost all GOL data systems examined during the research;39 

● Delays and accountability issues in salary disbursement; 

● Performance management initiatives across GOL not achieving strong results; and 

● Multiple uncoordinated and fragmented donor interventions that have not sufficiently impelled 
the GOL to fix the core structural issues required to bring pay and payroll processes in line with 
best practices. 

 
As a benchmark for further USAID assistance to the GOL, the study recommended that GOL implement 
the 2014 Medium-Term Pay Reform Strategy, including eliminating allowance schedules. The study 
maintained that the GOL must eliminate the incentives for retaining a faulty payroll and find political will 
at the highest levels to succeed in reforming pay and payroll processes. Since then, USAID attempted to 
leverage some of its larger investments, such as the Fixed Amount Reimbursement Agreement with the 
Ministry of Health (MOH), to require that GOL health workers must be paid their salaries in order for 
USAID to reimburse costs. However, this condition was subsequently removed due to the GOL’s inability 
to meet it.        
 
The GOL is currently in negotiations with the International Monetary Fund (IMF) to establish a funded, 
structural adjustment program. As a precondition for the program, the GOL was mandated to reduce its 
overall wage bill. As a result, in what is referred to as the “wage harmonization” process, the GOL 
undertook a massive effort to eliminate the allowance system and overhaul its public sector payroll by July 
2019. Almost overnight, approximately 26,000 “unofficial” employees (i.e. those who were paid under the 
allowance system but had not gone through the civil service hiring system) were absorbed onto the official 
civil service payroll, raising the number from 44,000 to around 70,000. All 70,000 positions were then 
reportedly “harmonized” with the existing civil service pay and grade structure according to job function.  
 
The Civil Service Module under the Integrated Financial Management Information System (IFMIS) 
reportedly could not process U.S. currency so the civil servant payroll is currently being managed and 
paid through a single system that was created and is controlled by the MFDP.40 This system is often 
referred to as the “temporary” or “alternative” system. Through the wage harmonization process, the 
GOL decreased its overall payments to civil servants by $30 million U.S. dollars (from $327 million in FY 
2018/2019 to $297 million in FY 2019/20). The wage harmonization process has led to cuts – sometimes 
significant reductions – in civil servant salary payments. Even with reduced pay, the GOL has been unable 
to regularly pay its employees; some salaries are three, four, or more months in arrears. 
 

2. Purpose of the Process Mapping 
 
Based on these contextual changes, the process mapping will provide an up-to-date examination of the 
efficiencies of pay and payroll management by GOL at the central level. The process mapping will identify 
the real progress made by GOL harmonization, continuing gaps, and opportunities for potential donor 
engagement in civil service reform. Given USAID’s substantial support toward institutional development 
across ministries, these investments could be more integrated and targeted to also maximize service 

 

39 The Ministry of Health maintains extensive databases with management controls and systems for maintaining 
data integrity, which is exceptional among GOL institutions. However, these systems are specific to the Ministry of 
Health and were not compatible with the Human Resource Management Information System, the database used 
by the Civil Service Agency, at the time of the previous study.  
40 Official civil service salary payments were primarily paid in LD, while allowances were paid in USD.  
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delivery improvements. For example, there may be opportunities to pilot specific payroll reforms within 
the MOH through the Fixed Amount Reimbursement Agreement in order to benefit both institution 
strengthening and service delivery.  
 
The process mapping will also provide insight on the appropriateness of the new pay and grading scale 
and the alternative data system on civil servants. Overall recommendations will address both what the 
GOL needs to do and how USAID can provide technical assistance to support GOL efforts. The Mission 
will use findings from the process mapping to better understand GOL commitment to reform and if the 
current state of progress justifies future investment in the sector. Process mapping findings and 
recommendations will be shared and discussed with USAID and GOL partners. 
 
3. Research Questions 
   
These questions were validated and revised through meetings with USAID/Liberia with approval on 
January 21, 2020. 
 

1. How are pay and payroll processes occurring and being managed under GOL’s 
harmonization initiative?    

 

 

2. What are the current gaps in pay and payroll management and processes in GOL 
institutions?   

3. What performance management structures within pay and payroll are needed to 
enable quality control and accountability?   

 
Recommendations should explore what institution-building measures, relating to pay and payroll 
management, can be implemented to facilitate GOL ownership and sustainability of reforms beyond donor 
assistance. These should be prioritized and include key benchmarks for GOL to facilitate sustainability of 
potential donor reform commitments. 

 

4. Process Mapping Methods 
 
The process mapping is expected to draw on both quantitative and qualitative methods for data collection 
and analysis. The research team will conduct a desk review of available literature including government 
documents and strategies and donor reports. The research team will also look at sectoral assessments 
that were used to determine reforms. Visits to the relevant ministries will provide qualitative data for 
analysis through methods such as key informant interviews and direct observation of ministerial personnel 
and processes involving pay and payroll management. Sampling should include CSA, LIPA, Governance 
Commission, GAC, IAA, MFDP, and MOE. The research team is expected to meet with central GOL staff, 
donors, banks, and others in order to acquire the data needed to respond to the research questions. 
Relevant donors include the World Bank and the Swedish Embassy. If possible, the research team should 
conduct field visits to collect information on how pay and payroll processes are being implemented at 
county and district levels for the MOE, including FGDs and KIIs to provide insight into experiences of 
rural GOL employees in receiving payments and salaries.  
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Based on observations and the information collected, a process map should depict the workflow 
sequences involved in managing and processing payroll and allowance payments from the central level all 
the way to the civil servant receiving payment. 
 
Primary collection of quantitative data and large-scale structured surveys are beyond the scope of this 
study. The team will draw on Human Resource Management Information System (HRMIS) data, Integrated 
Financial Management Information System (IFMIS) data from the CSA, data from other assessments, and - 
to the extent possible - data drawn from the “temporary” or “alternative” system. 
 
The USAID/Liberia DRG team will provide documents for the desk review, as well as contact 
information for prospective interviewees. The research team will be responsible for identifying and 
reviewing additional materials relevant to the process mapping, as well as additional contacts. Illustrative 
data sources include but are not limited to: 
 

1. Evaluation of Pay and Payroll Processes in the GOL – 2018 

2. USAID/Liberia CDCS 

3. Civil Service Medium-Term Pay Reform Strategy 2014 

4. Civil Service Reform Strategy 2016  

5. Civil Service Performance Management System: A Guide to Performance Management 2013 

6. MFDP Public Financial Management Reform Strategy and Action Plan, 2017–2020 

7. Ministry payroll audits 

8. Auditor General’s Report on the Closeout Audit of Liberia Integrated Public Financial 
Management Reform Project 

9. Public Financial Management Risk Assessment Framework Desk Review Report 

10. LIMPAC Merger of Discretionary Allowances and Base Pay for Civil Service 

11. Other related national data and reports 
 
5. Deliverables and Timeline 
 
Process Mapping deliverables include: 

a. Team Planning Meetings 
b. Inbrief with USAID/Liberia, GOL, and possibly other donors 
c. Inception Report with work plan and data collection instruments 
d. Debrief with USAID/Liberia, GOL, and possibly other donors 
e. Draft Report - A draft report should be submitted to LSA for review, and LSA must submit 

the draft report to USAID/Liberia within three weeks after the in-country work is conducted. 
The written report should clearly describe findings, conclusions, and recommendations and 
conform to USAID requirements outlined below. USAID will provide comments on the draft 
report within five working days of submission. Then, LSA will submit the draft report to the 
GOL for another five working days to provide comments and disclose a statement of 
difference, if applicable. 

f. Final Report - LSA will submit a final report that incorporates USAID and GOL comments no 
later than ten days after final, written comments on the team’s draft report have been 
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submitted by all parties. Depending on the sensitivity of the information contained in the 
report, USAID may require two versions, one internal and one public version. 

g. Learning Event – LSA will facilitate a learning event one to two months after the report has 
been finalized to engage USAID/Liberia, the GOL, and other relevant stakeholders in the 
utilization of recommendations. This will be combined with an After-Action Review, 
prescribed as good learning practice per ADS 201, to support USAID in the incorporation of 
recommendations into project or activity design. 

 
The draft report should meet the following criteria:  

i. The report should be in line with USAID Evaluation Policy (see Appendix I – Criteria to 
Ensure the Quality of the Evaluation Report) and USAID Secretariat Style guide. 

ii. The report should be no longer than 30 pages, excluding executive summary, table of 
contents, and annexes. 

iii. The report should include a 3-5 page Executive Summary highlighting findings and 
recommendations. 

iv. The report should represent a thoughtful and well-organized effort to objectively respond to 
the research questions.  

v. The report shall address all research questions included in the SOW.  
vi. The methodology shall be explained in detail and all tools used in conducting the process 

mapping such as questionnaires, checklists and discussion guides shall be included in an Annex 
in the final report.  

vii. Limitations to the research shall be disclosed in the report, with particular attention to the 
limitations associated with the methodology (selection bias, recall bias, etc.).  

viii. Findings should be specific, concise and supported by strong quantitative or qualitative 
evidence.  

ix. Recommendations should be action-oriented, practical, specific, and evidence-based.  
x. The final report should be edited and formatted. 
xi. Liberia Strategic Analysis must submit the final report to the Development Experience 

Clearinghouse. 
 
The report will be submitted electronically. The final report will be edited/formatted by the contractor 
and provided to USAID/Liberia five working days after the Mission has reviewed the content and approved 
the final revised version of the report. The final report must be 508 compliant and use the USAID 
Evaluation Policy as a guide: 
http://www.usaid.gov/ sites/default/files/documents/1868/USAIDEvaluationPolicy.pdf 
 

6. Team Composition 
 
The research team will be composed of two individuals: one team leader and one technical expert.  

1. Team Leader: S/he will be responsible for coordinating the overall activities of the process 
mapping and will serve as the main point of contact between USAID, LSA, and stakeholders. The 
Team Leader will approve the final research design, oversee the development of instruments, 
integrate the findings of different team members, and coordinate the preparation of the final 
reports. The Team Leader should have at least ten years of experience implementing and 
evaluating multi-faceted governance strengthening interventions in developing countries, 
preferably with a background in civil service and financial reform or public financial management. 
S/he should have experience in managing multi-disciplinary teams and developing and conducting 
mixed-methods research. It is essential that the candidate has the ability to conceptualize and 
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structure research activities and produce high quality assessment reports in English. Liberia 
specific experience is strongly preferred. A post-graduate degree in research, governance, public 
administration, public financial management, organizational management, or related field is 
required. 

2. Public Financial Management Advisor: The subject-matter specialist should have eight years of 
public administration reform expertise, with experience and knowledge about pay and payroll 
processes and related performance management. S/he must had have demonstrated experience 
working with or evaluating civil service reform activities in developing countries in Africa. The 
candidate must be able to design and implement disbursement analysis, including data collection 
instruments and sampling methodologies, and model a variety of governance-related factors. 
S/he will provide technical context and advice on the analysis of performance management 
systems and disbursement processes. The candidate will hold an advanced degree in public 
financial management, public administration, governance, economics, or related field. 

 
Collectively the team members must have experience in conducting both quantitative and qualitative data 
collection and analysis.  Prior to their arrival in Liberia, all team members are required to familiarize 
themselves with USAID’s publication outlining a good research report.  Additionally, all team members 
should possess a strong familiarity with the political, economic, policy and educational context in Liberia.  
 
USAID may propose internal staff from USAID/Liberia or from Washington to accompany the team in 
this research as observers.  As observers, their role will be to provide, when asked, background 
information and to reply to the external evaluators’ questions. They will review and comment on the 
report for accuracy, but evaluators may accept or reject comments. The final report should reflect the 
opinions of the external evaluators and is the sole responsibility of the selected research team. 
 
7. Logistics and Level of Effort 
 

The research team is anticipated to visit and conduct consultations and data collection visits primarily in 
the greater Monrovia area. USAID can assist in providing contact information. LSA is responsible for 
making meetings and logistical arrangements for the research team including hotel, air travel, and local 
transportation arrangements. 
 
Research team members are authorized and expected to work a six-day week. Travel over weekends may 
be necessary. Work should commence as soon as practicable, but no later than January 2020. For planning 
purposes, contractors should be aware of Liberian and US holidays during the process mapping time frame.   
 
The process mapping should follow the illustrative level of effort given below. 
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Task/Deliverable Team 
Leader 
estimated 
time 
(days) 

Technical 
Advisor 
estimated 
time 
(days) 

Review background documents & preparatory work (offshore) 5 4 
Travel to/from Liberia 2  2 
Team Planning Meetings in Monrovia with USAID 2   
In-brief with USAID/Liberia and GOL and prepare for field work  2  
Field work: Data collection and On-Going Data Analysis 16  
Participatory analysis session 1  
Debrief to USAID/Liberia Mission leadership 1  
Analysis and report drafting  13 9 
LSA performs quality assurance check and edits draft report  5  
LSA submits draft report to USAID/Liberia  1   
USAID provides comments on draft report 10  
Team Leader revises draft report to incorporate comments and submit final 
report  

5 1 

LSA performs quality assurance check and submits final report 5  
LSA facilitates learning event 2 1 
Total time required 70  
Working days for consultants 49 39 
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ANNEX E: DISCLOSURE OF ANY CONFLICTS OF INTEREST 
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ANNEX F: SUPPLEMENTARY HISTORICAL INFORMATION 

SECTION G.1: INVESTMENT, INFLATION, AND POVERTY SINCE 2011 

After a significant influx of foreign direct investment in mining and forestry and related expansion in the 
construction and service industries, the Liberian economy grew around 8 percent per year after the 2011 
elections, in spite of the global economic crisis that hit the world in 2009. This growth slowed down after 
2013 (5 percent in 2014), among other reasons, because of the downward trend in global commodity 
prices, which slowed down production of iron ore, timber, and rubber. During 2014, growth slowed down 
further (to 0.7 percent) and practically came to a standstill in 2015, while Liberia was suffering from the 
Ebola epidemic. Modest growth (1.2 percent) was observed again starting in 2018; however, the economy 
contracted in 2019 (-1.4 percent), especially in the non-mining sector. GDP growth is projected to be at 
1.4 percent in 2020 and 3.4 percent in 2021, driven by the recovery in the non-mining sector and a 
moderate expansion in the mining sector.41 

Inflation has also been volatile and is unlikely to stabilize over the medium term (12.6 percent, 21.9 
percent, and 24.5 percent in 2017, 2018, and 2019 respectively, and 22.5 percent, 17.9 percent, and 23 
percent for the following three years). The depreciation of the exchange rate to USD is equally unstable 
(1.1, 7.6, and 3.9 for 2016, 2017, and 2018 respectively.)42. 

National development plans are focused on lifting Liberians out of poverty, since a significant share of the 
population lives below the poverty line. In 2014, 38.6 percent of Liberia’s 4.4 million citizens lived below 
the poverty line of USD $1.90 per day, the international benchmark for lower-income countries.43 Two 
years later, this share increased to 40.9 percent of 4.6 million citizens.44 In other words, in 2016, roughly 
2.3 million Liberians could not meet their basic needs.45 Poverty was particularly prevalent among the 
rural population (61 percent of rural Liberians lived below the international poverty line). Gender was not 
a factor (41 percent of males and 40 percent of females were poor), but age was (while 35 percent of 
Liberians aged 15–64 lived below the poverty line, 50 percent of those outside that age bracket were 
impoverished). Education had remedial effects (poverty was the highest—at 52 percent—among citizens 
over 16 years old without education, 44 percent of those with primary education, 22 percent with 
secondary, and 4 percent with post-secondary education), and only 55.7 percent of citizens aged 15 or 
older participated in the labor force.46 Around 16.6 percent of citizens had no access to limited-standard 
drinking water, 61.8 percent had access to limited-standard sanitation, and 91.4 percent had no access to 
electricity in 2016. 

 

41 World Bank; see https://www.worldbank.org/en/country/liberia/overview#1. 
42 IMF Article IV Staff Report (2019). 
43 Using Liberia’s national benchmark, this percentage was 54.1%.  
44 National benchmark indicated 50.9%; however, this change was due to a change in the benchmark itself. 
45 World Bank, Poverty Brief for Liberia (2019) 
46 World Bank modelled ILO estimate; see http://datatopics.worldbank.org/jobs/country/liberia.  

https://www.worldbank.org/en/country/liberia/overview#1
http://datatopics.worldbank.org/jobs/country/liberia
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SECTION G.2: PREVIOUS ATTEMPTS TO IMPLEMENT PAY REFORM 

The following summarizes pay and payroll reform initiatives conducted before the GOL’s 2019 pay and 
payroll reform initiative:47   

• The approach to this reform used by the GOL and the development partners has been largely 
piecemeal. Such uncoordinated efforts neither engage nor incentivize to effectively address structural 
problems.  

• There is no overarching governance structure to provide accountability, management, and 
coordination for these processes. Both CSA and MFDP are clear about their respective roles; 
however, there appears to be no overarching body that would coordinate this effort, make decisions, 
and provide policy advice.  

• Despite good systems, processes, and procedures developed to help the GOL institute accountable 
and sound payroll management, only few have been rolled out, fully implemented, or accountably 
sustained by the GOL.  

• Payroll reform initiatives, including payroll cleaning exercises, will likely continue to have limited 
sustained results unless there is centralized political will for reform.  

• The Government has undertaken a harmonized pay structure to remove distortions in civil servants’ 
salaries and enhance transparency and accountability in the public service. CSA has set out the 
consolidated pay scale for all ten grades.  

• Payroll reform initiatives have targeted only the official GOL payroll and not allowances.  
• The Civil Service Agency completed the merger of discretionary allowances and base pay for civil 

servants. 
• The GOL has agreed to put in place measures to halt the continued rise in the wage bill, limiting 

general allowances. 

  

 

47 USAID Evaluation, Pay and Payroll Processes in the Government of Liberia (2018). 
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ANNEX G: BUDGET AND PAYROLL STATISTICS 
TABLE 3. BUDGET SUMMARY FOR 2015–16 TO 2020–21 (IN USD, THOUSANDS) 

ECONOMIC 
ITEM 

2015–16 
(ACT.) 

2016–17 
(ACT.) 

2017–18 
(ACT.) 2018–19 (EST.) 2019–20 

(APP.) 
2020–21 
(PROJ.) 

Total 
Resource 
Envelope  

521,090 555,779 458,525 481,006 525,907 534,354 

Tax revenue 401,964 416,905 375,883 394,197 377,898 379,316 

Non-tax 
revenue 50,892 48,744 46,469 74,159 87,208 88,238 

Grants & loans 68,234 90,130 4,806 12,650 20,800 18,800 

Contingent 
revenues - - 31,367 - 40,001 48,000 

Total 
Expenditures  556,434 555,779 452,525 481,006 525,907 534,354 

Total 
recurrent 
expenditure 

530,330 489,223 410,835 464,320 490,457 509,917 

Total PSIP 26,104 66,556 41,690 16,686 35,450 24,437 

Change in 
expenditures 
year on year 

- 0% -19% 6% 9% 2% 

Source: National Budgets of Liberia, 2017–18 to 2019–20 

While the sum of different public expenditures was almost constant in 2015–16 and 2016–17, at the end 
of Ellen Johnson Sirleaf’s reign, a significantly lower budget was adopted (-19 percent). With a new 
government in place, it has reached the 2015–16 level again (USD $526 million in 2019–20), and growth 
of 2 percent has been projected for the next year. 

Economic activity during and immediately following the Ebola epidemic was very limited. Yet, the 
government apparatus could not contract over the short term. Accordingly, the ratio of budget to GDP 
was very high in 2015 (27 percent). In the following two years, it fell to 14 percent and stabilized at 16 
percent. Compared to other low-income countries with a similar GDP, public expenditure in Liberia is 
high,48 indicating that there might be room for rationalization, which could yield economic stability. 

While the GDP has been very dynamic, revenue collection has been rather stable, especially in the segment 
of tax revenues. In 2015–16, the country collected USD 402 million in tax revenues, and for 2019–20, 
collection of USD 380 million is projected. This is low even by regional standards, especially when seen in 
relation to GDP. Accordingly, Liberia has adopted a Domestic Resource Mobilization Strategy, which 

 

48 This is broadly in line with the world average, which was 16.9% for 2018. However, it is higher than the average 
for Sub-Saharan Africa, which was 13.9%, and for low-income countries, which was 13.1% (World Bank;  see 
https://data.worldbank.org/indicator/NE.CON.GOVT.ZS?end=2018&start=1996). 

https://data.worldbank.org/indicator/NE.CON.GOVT.ZS?end=2018&start=1996
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should decrease dependence on foreign aid but also allow investing funds where they are needed the 
most. 

FIGURE 5. 2015–16 TO 2020–21 BUDGETS BY MAIN ECONOMIC CATEGORY (IN USD, THOUSANDS) 

 

In the past, personnel costs were budgeted according to 21 different budget lines. The biggest items in 
the 2015–16 budget, for instance, were Basic Salaries of the Civil Service (USD $93 million, or 39 percent 
of all compensation), Basic Salary of Appointed and Elected Officials49 (at 38 percent of all compensation, 
or USD $90 million), Basic Salary for the Paramilitary Service (USD $22 million, or 9 percent), Pensions 
for General Civil Service (USD $8 million), Honorarium (USD $6 million, or 3 percent), and other 
expenditures relating to compensation, which comprised 15 different types of compensation and 
amounted to USD $11 million (5 percent of total compensation). Ministries, agencies, and commissions 
were required to plan, spend, and report their compensation expenditures across 21 different budget 
lines, and any switches between them had to be approved by MFDP, which limited their autonomy.  

 

49 Prior to 2019–20, these were called General and Special Allowances. 
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(act.)

2017-18
(act.)

2018-19
(est.)

2019-20
(app.)

2020-21
(proj.)

Foreign Liabilities 0 0 14,039 13,530 25,073 27,105

Domestic Liabilities 0 0 6,098 5,158 35,946 38,679

Non-Financial Assets 0 0 10,749 25,337 35,622 24,437

Social Benefits 1,240 1,547 792 1,262 1,492 1,492

Grants 94,520 69,710 63,130 39,752 57,727 50,207

Subsidy 0 0 2,908 831 916 702

Interest and Other Charges 8,103 10,863 2,979 0 0 0

Comsumption of Fixed Capital 13,965 26,075 1,576 0 0 0

User of Goods and Services 221,789 151,614 125,692 72,464 72,133 94,733

Compensation of Employees 238,522 268,525 307,425 322,672 297,000 297,000
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FIGURE 6. 2015–16 TO 2020–21 DETAILED COMPENSATION OF EMPLOYEES (IN USD, THOUSANDS) 

 
Source: National Budgets of Liberia, 2017–18 to 2019–20 

This situation changed with the 2019–20 budget. In this year’s budget, several types of compensation have 
been combined, and it is planned that only five budget lines will be used in the future for compensation: 
Basic Salary for the Civil Service (which includes military salaries), Basic Salaries of Appointed Officials, 
Basic Salaries of Elected Officials, Basic Salaries of the Paramilitary Service, and Pensions for the General 
Civil Service. This is not to say that the other types of compensation were abolished—they were 
integrated into these five categories. Accordingly, the USD $297 million for all compensation expenditures 
is divided as follows: Basic Salaries for the Civil Service have increased to USD $254 million (which makes 
for 85 percent of total compensation), Basic Salaries of Appointed and Elected Officials have increased to 
USD $23 million (8 percent of compensation), Basic Salaries of the Paramilitary Service are at USD $18 
million (6 percent), and Pensions for the General Civil Service amount to $2 million (0.7 percent), all 
adding up to a capped compensation figure agreed between the GOL and the IMF. This decision was made 
because the wage bill was crowding out other recurrent expenditures (e.g., provision of goods and services 
and subsidies) and spending on infrastructure. The details of this are the subject of this year’s President’s 
Message and Preface to the National Budget. 
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Other expend. relating to
compensation of employees 11,219 10,874 10,983 11,319 - -

Pension for General Civil Service 7,739 3,556 3,345 2,386 2,016 2,016

Honorarium 6,325 8,282 13,392 6,255 - -
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(Gen. & Spec. Allow.) 89,966 102,958 116,722 128,991 22,775 22,775

Basic Salary - Paramilitary Service 21,729 23,561 25,831 26,871 18,329 18,329
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Most of that compensation was appropriated for the Public Administration sector (26 percent), Security 
and Rule of Law (20 percent), Education and Health (18 percent each), Transparency and Accountability 
(5 percent), Municipal Government (4 percent), Infrastructure and Basic Services (3 percent), Energy and 
Environment/Industry and Commerce (2 percent each), and Social Development Services and Agriculture 
(1 percent each). With the exception of Health and Education, shares of sectors have not changed 
considerably in the last five years. 

FIGURE 7. 2015–16 TO 2020–21 TOTAL COMPENSATION BY SECTOR (IN USD) 

SECTOR 2015-16 
(ACT.) 

2016-17 
(ACT.) 

2017-18 
(ACT.) 2018-19 (EST.) 

2019-20  

(APP.) 
2020-21 
(PROJ.) 

Public 
Administration 66,659,522 80,334,921 90,413,377 93,984,929 78,062,720 78,062,720 

Municipal 
Government 8,887,946 10,328,766 10,592,387 11,251,204 10,691,618 10,691,618 

Transparency 
and 
Accountability 

13,519,341 19,149,814 26,015,168 19,324,920 15,287,090 15,287,090 

Security and 
Rule of Law 49,809,160 54,086,352 60,837,623 62,801,982 60,601,599 60,601,599 

Health 29,620,969 32,476,843 38,930,203 52,632,402 52,487,053 52,487,053 

Social 
Develop. 
Services 

2,450,934 4,813,229 5,191,034 4,924,243 4,344,497 4,344,497 

Education 47,267,625 46,457,027 51,032,280 52,414,649 52,658,813 52,658,813 

Energy and 
Environment 5,282,934 5,659,100 7,447,036 6,859,465 6,342,763 6,342,763 

Agriculture 2,313,327 3,698,826 3,650,682 4,380,468 3,774,378 3,774,378 

Infrastructure 
and Basic 
Services 

6,840,919 7,137,162 8,144,403 8,806,742 8,218,985 8,218,985 

Industry and 
Commerce 5,869,463 4,382,540 5,170,421 5,291,325 4,530,484 4,530,484 

Grand Total 238,522,140 268,524,580 307,424,614 322,672,329 297,000,000 297,000,000 

Source: National Budgets of Liberia, 2017–18 to 2019–20 

Such expenditures catered for ever more government employees. In 2017–18, 29,874 staff were budgeted 
for. In 2018–19, this number was 44 percent higher (43,049 staff). In the current year, the number went 
up by another 69 percent (or 29,501 staff), to 72,550.50 Because of a hiring freeze, the government is 

 

50 As employment with Liberians who are in the age bracket 15–64 is at 56%, the share of working-age citizens 
working in the public sector is 2.7%. 



 

57     |     GOVERNMENT OF LIBERIA PAY AND PAYROLL REFORM PROCESS MAPPING  USAID.GOV 

currently under capacities projected by the Ministry of Finance and Development Planning (MFDP); the 
number of employees is projected to stay constant in the coming years. 

The portion of staff who added based on new hiring is very small, however. The increase of 29,501 staff 
is mainly due to changes in methodology (staff who were not officially considered civil servants51 and were 
therefore not included in workforce overviews in the budget are now included. Most staff who were 
newly added work in the Education sector (18,896 newly added staff), Municipal Government (5,439 newly 
added staff), Security and Rule of Law (2,837 newly added staff), or Public Administration (2,140 newly 
added staff). All sectors’ official workforce expanded except that of the Health sector, where the figure is 
1,246 lower this year over 2018–19.  

TABLE 4. DETAILED OBJECT OF EXPENDITURE SUMMARY 

ITEM 
CODE ECONOMIC ITEM FY2017–18 

ACTUAL 
FY2018–19 
BUDGET 

FY2018–19 
EST. 
OUTTURN 

FY2019–20 
BUDGET 

FY2020–21 
PROJECTI
ON 

FY2021–22 
PROJECTIO
N 

21 Compensation of Employees 307,424,614 317,114,121 322,672,329 297,000,000 297,000,000 297,000,000 

211101 Basic Salary - Civil Service 127,670,502 134,556,205 136,914,635 253,880,225 253,880,225 253,880,225 

211102 Basic Salary - Military Service 9,481,100 9,764,533 9,935,681 - -  

211103 Basic Salary - Paramilitary 
Service 25,830,707 26,408,206 26,871,075 18,328,988 18,328,988 18,328,988 

211104 Honorarium 13,391,760 6,147,048 6,254,789 - -  

211105 Basic Salary - Appointed Officials - - - 11,493,240 11,493,240 11,493,240 

211106 Basic Salary - Elected Officials - - - 11,281,441 11,281,441 11,281,441 

211110 General Allowance 83,469,604 92,651,263 94,275,205 - -  

211116 Special Allowance 33,252,838 34,117,846 34,715,847 - -  

211124 Transportation Reimbursement 
Allowance 3,677,869 3,839,200 3,906,491 - -  

211125 Meal Reimbursement Allowance 100,500 100,500 102,262 - -  

211126 Professionals 2,813,423 2,834,344 2,884,023 - -  

211127 Non-professionals (Casual 
Workers) 1,497,791 1,432,048 1,457,149 - -  

211128 Training Stipend 1,062,640 1,055,440 1,073,939 - -  

211129 Overtime 69,222 79,222 80,610 - -  

 

51 The definition of the term ‘Civil Servant’ stems from the 1973 Act establishing the CSA. There, the civil service is 
described as comprising the entire body of employees in the civil administration of the country, excluding elected 
and appointed officials and military and security personnel. Teachers and health workers are included. With pay 
reforms taking place and as the CSA progresses with its own transformation plans, this definition will need to be 
reviewed and possibly modified.  
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211130 Residential Property Rental and 
Lease 57,700 61,300 62,374 - -  

211135 Compensation of President's 
Young Professionals 420,000 420,000 427,362 - -  

212101 Social Security Contributions 821,020 821,020 835,410 - -  

212102 Pension for General Civil Service 3,345,326 2,345,326 2,386,433 2,016,106 2,016,106 2,016,106 

213101 Medical Expenses –To 
Employees 20,620 20,620 20,981 - -  

213102 Incapacity, Death Benefits 109,992 110,000 111,928 - -  

213103 Severance Payments and Related 332,000 350,000 356,135 - -  
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ANNEX H: LEGAL AND REGULATORY FRAMEWORK 
DOCUMENTS 

NATIONAL VISION 2030 AND AGENDA FOR TRANSFORMATION 

The paramount basis for the pay and payroll reform in Liberia is Liberia Rising 2030, the national 
development framework. Adopted in 2012, this was designed to bring about peaceful and inclusive politics, 
stable institutions, economic diversification, and accelerated human capital formation, with the ultimate 
goal to help Liberia become a middle-income country by 2030.52 The first five years of implementation 
were guided by a plan named Agenda for Transformation: Steps Toward Liberia Rising 2030 (2013–2017) 
(abbreviated AfT). AfT regarded “an independent, accountable, merit-based and performance oriented, 
well-structured public sector with improved service delivery”53 a priority, since it would lead to better 
governance. This agenda envisaged that by 2017, “the civil service pay scale would be rationalized and 
published; all civil service appointments would be publicly advertised; and all ministries would have 
instituted merit-based recruitment and promotion”54.  

CIVIL SERVICE REFORM STRATEGY 

The first strategy adopted by Liberia in the recent past (in 2008) that called for a reform of pay and payroll 
was the Civil Service Reform Strategy: Smaller Government, Better Service (2008–2011). It aimed to 
transform Liberia’s civil service into a robust, professional, transparent, and adequately compensated civil 
service that would be free of politics, accountable to people, and effectively and efficiently deliver high-
quality services to people to improve their quality of life.55 Namely, the strategy acknowledged irrational 
structures of MACs, bloated and underperforming services, functional overlaps across MACs, and mission 
creep, and therefore called for restructuring and right-sizing. This would be achieved through: (i) having 
fewer layers of management, especially with political appointees, and (ii) having a public service in which 
mandates and functions are clarified, institutional structures are rationalized, and staffing configurations 
are aligned with skills and competences. The majority of tasks pertaining to restructuring and right-sizing 
were to be completed by the CSA and the GC, before the end of 2009.  

The strategy demanded that pay and pension reforms be implemented. These would ensure that: 

• Compensation policies, remuneration, and incentives are put in place that attract, retain, and motivate 
civil servants to diligently perform their roles and responsibilities.  

• The base pay is increased to a level that is competitive with the private sector and yet affordable. A 
gradual increase in wages begins immediately, but maximum wage increases should be implemented 
only once restructuring and right-sizing are complete.  

• Appropriate pay differentials and an improved grading system that is equitable, transparent, and 
affordable are developed and implemented. 

• An improved job classification is developed. 
• All pays are unified into a single wage. 

 

52 Liberia National Vision 2030, Summary Report. 
53 Agenda for Transformation (2012). 
54 Ibid. 
55 Civil Service Reform Strategy (2008). 
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• A pension scheme is implemented that ensures that retired civil servants are paid decent post-service 
benefits.56 

Most of these tasks were to be accomplished by the end of 2008 or in 2009. The responsibility for them 
was to be shared between CSA and MFDP (then, Ministry of Finance). The first step toward implementing 
this was to be the development of a Medium-Term Pay Reform Strategy. 

MEDIUM-TERM PAY REFORM STRATEGY 

The Medium-Term Pay Reform Strategy was developed and approved in 2009, one year into 
implementation of the Civil Service Reform Strategy. The achievement of its goals was much less expedient 
than its preparation, and many remained unfulfilled.57 There was still substantial misgrading. Position titles 
used in practice were often inaccurate or idiosyncratic. Base salaries paid through the regular civil service 
payroll diverged from official rates. Allowances were paid using mechanisms disconnected from the payroll 
and the personnel system. Monetary and in-kind allowances were significant. Finally, GOL was determined 
to shift away from the USD, giving its national currency a greater role.  

Therefore, but also because of new developments,58 the Government prepared an update in 2014, with 
objectives reflecting those mentioned in the Civil Service Reform Strategy (adequate compensation; 
motivation of civil servants; sustainable and structured management of compensation, consistent with the 
national budget; and post-service compensation and benefits for retired civil servants). The strategy 
contains an Action Plan with 28 specific measures to be implemented between Autumn 2013 and June 
2016. Most of these are to be spearheaded by the CSA; however, the strategy recognizes this should be 
a team effort of top-level leadership within the GOL, the Ministry of Finance, the CSA, and other key 
bodies, including MACs, the GC, and the Liberia Institute for Public Administration. Further, CSA, MFDP, 
Ministry of State, advisors from development partners, and additional members from the GOL, as and 
when needed, were to form a High Level Task Force for Wage Bill Management to ensure coordination 
and oversight of activities.59 

PAY REFORM STRATEGY OF 2019 

The latest version of the Pay Reform Strategy was prepared by the IATT in June 2019. Its key feature are 
the five strategies to be carried out for GOL to reform its pay and payroll, namely: (1) rationalize and 
harmonize pay and allowances across all MACs, (2) centralize payroll and HR management, (3) implement 

 

56 Ibid. 
57 Medium-Term Pay Reform Strategy (2014). 
58 The update was developed while Liberia’s medium-term outlook was favorable. Yet, mindful of the importance 
of fiscal space, GOL decided to limit its budgetary spending and borrowing until 2017, using fiscal rules that align 
spending with a realistic revenue envelope (i.e., compensation being under 34 percent of the budget or 10.7–
10.8% of the GDP). 
59 The update mentions following specific tasks: (i) monitoring of shifts in budget-funded employment and 
personnel expenditures and preparation of quarterly reports to advise the Minister of Finance and the Director 
General of the Civil Service Agency on necessary actions; (ii) periodic review of the structure and level of 
compensation in the civil service in order to assess progress and develop appropriate responses that advance pay 
reform objectives while ensuring fiscal sustainability; and (iii) oversight of implementation of the pay reform 
strategy and the specific policy and analytical measures that are programmed.  
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a restricted replacement retirement program, (4) implement  internal reforms of MACs, and (5) clean up 
the personnel listings and payrolls of MACs. Also, this strategy provides guidance about the management 
of the reform: “The CSA will lead the technical management of the pay reform strategy. This means that 
the CSA will manage the new pay and grade structure, recruitment and all related personnel actions, and 
integrated payroll management. MFDP will collaborate with CSA to approve all requests for new 
employment, or any action that will affect the size of the wage bill. As regards the policy issues support 
the pay reform strategy, the Wage Bill Technical Committee will be responsible. It shall maintain a 
technical working group and a policy group, which includes the Minister of MFDP and the Director General 
of the CSA”.60 In its draft state, the strategy does not provide a timeline for steps to be taken. 

PRO-POOR AGENDA FOR PROSPERITY AND DEVELOPMENT 

Like the AfT, this agenda, too, aims to define how Liberia Rising 2030 would be delivered. The AfT was 
successful in delivering some of its promises; however, the need for diligent modernization of the public 
sector remained.61 Therefore, the government adopted an updated plan, the Pro-Poor Agenda for 
Prosperity and Development, covering 2019–2023. This document reiterated the importance of a stable, 
resilient, and inclusive nation and sustained and inclusive growth, and added to the objective of reforming 
the public sector and civil service for the expansion of the fiscal space and fiscal austerity. This was to be 
achieved through a set of measures including: (i) the completion of PSMP, which aimed to standardize civil 
service employment, clean payrolls, review mandates and functions across the public sector, improve 
competitiveness and equity in civil service pay levels, and ensure incentive-based rewards; (ii) linking the 
NIR database with key MACs to clean payrolls and validate biometric information about all public servants; 
(iii) transforming the CSA into the Civil Service Commission, which would have a wider mandate; (iv) 
strengthened implementation of the Integrated Financial Management Information System (IFMIS); (v) 
limiting new public sector hiring; and (vi) improving revenue collection.  

PUBLIC FINANCIAL MANAGEMENT REFORM STRATEGY  

The Public Financial Management Reform Strategy and Action Plan (2017–2020), adopted in 2017, is 
complementary to the Civil Service Reform Strategy and the Pay Reform Strategy. It is based on the 
premise that by 2020, GOL would build “a PFM sector that is reliable, accountable, and transparent and 
provides excellent support for the implementation of Government's strategic objectives and for the 
delivery of services to the Liberian public.”62 Its thematic area, Credible Budget to Support Service 
Delivery, talks specifically about the pay and payroll reform. It acknowledges that an unsustainably high 
percentage of budgeted expenditure is allocated to salaries and allowances, with a further significant 
proportion of the budget allocated to non-discretionary expenditures, which squeezes out budgetary 
allocations for essential operating costs to support effective service delivery. The strategy offers two 
solutions: either reducing salary expenditure (by laying off staff and/or reducing salaries) or mobilizing 
additional revenues while controlling expenditures (by maintaining a freeze on staff recruitment and 
restricting the growth of other non-discretionary items). Either way, by 2020, personnel expenditures 

 

60 Pay Reform Strategy (2019). 
61 Pro-Poor Agenda for Prosperity and Development (2019–2023). 
62 PFM Reform Strategy (2017). 
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should be limited to no more than 40 percent of the total national budget. Also, the strategy highlights 
the role of IAA’s payroll audits63 and calls for complete interfacing of IFMIS with other PFM systems. 

MOBILE MONEY  

Since 2019, CSA and MFDP have a memorandum of understanding covering mobile money enrollment, 
awareness, and payment process and management. In that, mobile money is seen as a tool for: (i) Reducing 
costs of payments and financial transaction risks to  GOL; (ii) Eliminating bulk check payments, reducing 
costs to employees to obtain salary, and improving timeliness of access; (iii) Paying all GOL civil servants 
through mobile money, provided they live in an area with adequate mobile network coverage but are 25 
km or more away from the nearest authorized bank; and (iv) Prioritizing teachers, health workers and 
security sector personnel deployed in rural parts that have limited access to adequate banking services.64 

This document envisages that MFDP Mobile Money Unit staff would be seconded to CSA. This new CSA 
unit would be responsible for mobile money enrollments, awareness, payroll processing, and management 
of payment of civil servants. MFDP, on the other hand, has responsibility for verifying mobile money 
payrolls, issuing payments to mobile money service providers covering said payrolls, and issuing payments 
absorbing cash out fees in favor of employees receiving their salaries through mobile money. By April 
2020, CSA and MFDP should integrate all mobile money payments through MFDP on a centralized 
payment platform. Also, at the beginning of 2020, a policy was to be passed that would make mobile 
money payment compulsory.  

The CSA acknowledges that a strong implementation strategy accompanied by a detailed work plan and a 
monitoring and evaluation system is needed.65 The strategy would be based on the following four pillars: 
(i) creation of the CSA Mobile Money Unit, (ii) creation and development of a CSA regional hub system, 
(iii) private sector partnership, and (iv) the development of a strong communications framework.

 

63 The IAA verifies personnel numbers by doing head counts and checking employment documents of all staff on 
GOL payrolls. For example, in 2017, over 900 ghost names were removed from the Ministry of Education payroll 
(saving about USD $2 million per year) and 500 from the Ministry of Health payroll (saving about USD $1.6 million 
per year).  
64 Memorandum of Understanding between MFDP and CSA of September 21, 2019. 
65 Document named “CSA Mobile Money Strategy 1-11-2019”. 
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