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In this issue…

Public Affairs Ireland is a leading provider of CPD and lifelong learning, primarily to the public
sector in Ireland. Established in 2002, PAI uniquely recognises the training needs of an evolving
and developing public service, by providing specialised expertise and training solutions for our
public sector clients. Our CPD suggested code of competencies aligns itself with those of the
2013 PMDS development framework.
We provide training in five main fields: HR and People; Leadership and Management; Personal
and Interpersonal Effectiveness; Legal, Regulatory and Public Policy; and Public Procurement
and Public and Financial Management.
PAI offers the following services:
				
Open, public training programmes, which are CPD-certified;
				
In-house training options, tailored to your needs;
				
Consultancy and support services;
				
Conferences on a range of topics; and
				
Publications in public affairs and Training and Development.
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Pre-Retirement
Planning
Retirement should be a time to focus on the things
that matter. It shouldn’t be overwrought by the
stress and worry of getting everything in place
before you can enjoy yourself.

Introducing our new
Masterclass Series
These morning briefings will explore topics that affect every
organisation. They will take a high-level, focused approach.
Our next Masterclass, Dignity at Work for HR Practitioners, will take
place on Friday 20 May, from 9am to 11pm.

Our new Pre-Retirement Planning course allows
you to become familiar with the challenges and
changes that retirement will bring, while also
preparing you for issues such as documentation
and the legal issues you may have to address.

This is a one-day programme.
The day will open with a unit outlining “A Positive
Approach to Retirement”; this acts as a framework
to enable participants to engage with the main
issues to be planned for in retirement and as a
mechanism to provoke thought and questions for
sessions that follow on.

Many retirees approach retirement with a degree
of trepidation. Some are openly fearful of this major
life-changing event. One of the key objectives of
this programme is to help people overcome any
such concerns and to bring the participants to see
retirement as a time of opportunity and not threat.

Attendance is free for members. Registration for non-members starts
at €125.

Contact Paula to book by calling (01) 819 8500 or emailing info@pai.
ie.

It will be followed by modules on Wills and
Inheritance, Financial Planning, and Healthy
Lifestyle Options.
For more information, call us on (01) 819 8500
or visit our website

The programme focuses on getting the most out of
your time, and having the best retirement possible.
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Managing Public Service
Talent: Current Challenges
employees, now more than ever. Now that the crisis
has receded, it is a good time to review the shape
of the Irish public sector and whether we have
what we need for sustained performance. What do
we know about the skills and resources currently
available to us, and what do we need for the future?
Do we have a pipeline of future leaders? Do our
best school-leavers and graduates consider working
in the public service to be an attractive proposition
given the alternatives in an increasingly buoyant job
market? Are we still proud to work in the national
interest? Do our people have the capability and
commitment to deliver on their objectives? Can
our managers and leaders get the best from the
more limited resources available to them and tap
into the skills at all grades, including the skills of
women and older people? Are we going to keep our
brightest and best, and do people have reasonable
opportunities for promotion and mobility? What
challenges are ahead, and how is the public sector
in other countries dealing with similar challenges?
What tools are available to us and are there other
strategies that we need to consider? The focus of
this article will mostly be on the Irish Civil Service,
with examples from the broader Irish public sector
and the UK experience, where relevant.

Yvonne White has worked in
policy and change leadership
roles in a number of public
sector organisations for 25
years: as Director of Corporate
Services at ComReg, the Irish
communications
regulator,
as Deputy Director for HR in
the Irish Prison Service and in
the Taoiseach’s Department.
She has led various HR and change management
initiatives. She has also worked in a variety of policy
roles, including as Head of Policy at the Irish Pensions
Authority. She is currently working for the British
Foreign and Commonwealth Office. Yvonne has a
Masters degree in Management and Organisation
Studies from University College Dublin and a BA in
Public Management. She is a Chartered Fellow of the
Chartered Institute of Personnel and Development
(CIPD), and was, for a number of years, a member of
the Managing Committee of the CIPD in Ireland, where
she actively promoted the development of research in

The Irish public service has made a major contribution
to national recovery. The recession and its effects,
and continuing demographic pressures, have meant
an increase in the demand for services, while
resources have been highly-constrained. These
productivity gains have been essential to the wellbeing of the population. By 2015, the number of
people employed in the public service in Ireland was
294,000, well below 2008 levels, and lower than
the European average (Boyle, 2015).

The case for talent management
The business case for talent management is
persuasive: those organisations, both public and
private sector, that take a strategic approach to
this gain competitive advantage, and a focus
for their investment in human capital. According
to the Chartered Institute of Personnel and
Development (August, 2015), it can also contribute

Where do we go from here?
It is fair to say that the recession has taken its toll
on the public service workforce, and public sector
leaders know that they need skilled and motivated
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Becoming aware of the talents in your team,
and learning how to harness them, will be
key to the improvement of the public sector.
Yvonne White explains.

to other strategic objectives, including building highperformance workplaces, encouraging a learning
organisation, adding value to the “employer of
choice” and branding agenda and contributing to
diversity management.

contract emphasising the wider value and benefits
in working for the public service that still exist,
particularly meaningful work.
The emphasis for the last few years has been, by

Starting from a good base
When the CIPD studied the Irish public sector in 2012,
they found a number of good examples of workforce
planning, talent development, employee relations
and engagement that were starting to emerge in
various public sector organisations including Dublin
City Council, the Department of Social Protection,
St Vincent’s Hospital, the National Library, ComReg
and the Courts Service. While the case studies
demonstrated very different change pathways and
priorities, there were some common strands:
• clear narratives on organisational purpose that
everybody in the organisation can support;
• managers at all levels having the people
management skills to empower and engage
people, to help people reach their potential, and
to tackle underperformance;
• authentic cultures, with honest and frequent
dialogue about change;
• openness to cost-effective ways to improve line
manager and HR’s competence; and
• developing current and future talent and
capability as a priority.

“Are we still proud to work
in the national interest?”
necessity, on cost-saving and consolidation. As we
regroup and move to the next stage of evolution,
there may be some areas where investment will
be required in order to economise, e.g. in the areas
of leadership and management capability, given
the strong link between enhanced leadership and
management capability, employee engagement
and improved and sustainable organisational
performance.
Priorities for reform
We know that the Irish public service will continue
to play a central role in our continued recovery. The
Public Service Reform Plan and the Civil Service
Renewal Plan, both published in 2014, set the
direction. In the UK, a new Civil Service Chief People
Officer, Rupert McNeil, has been appointed to build
a coherent plan for the Civil Service workforce of
the future by refreshing the Civil Service Workforce
Strategy, including recruiting as many school leavers
as graduates this year.

Pay and conditions still matter, particularly from an
equity perspective. But while traditional productivity
levers such as pay increases, promotion opportunities
etc. will continue to be constrained, public sector
employers need to build a new psychological
7

Yet, as pointed out by my former colleague, Síle
Fleming,
“while there is a clear national change
agenda … [and managers] know they have
a mandate for change, they know what the
end result should be but it is the bit in the
middle that can be challenging”. (Fleming,
2014).

important, because it may alleviate some of the
negative impact of diminished terms and conditions
(O’Riordan, June 2013), but also because disengaged
staff may remain embedded within the organisation.
Minds leave before bodies. And if their minds are
elsewhere, their contribution to the public sector
organisation and to the general public good may be
reduced.

The “bit in the middle” must include addressing
employee engagement at a time of upheaval and
resource constraints. In fact, however, this is an
element of good HR practice that is often missing in
public sector thinking.
“Without such a focus, the impact of pay
freezes, reductions in pension entitlements,
as well as job losses is likely to undermine
employee well-being, motivation and
commitment, which will have a knock on
effect on service delivery”. (Hoare, 2012).

Even your best staff may not be fully engaged with
their work. One study (Martin and Schmidt 2010)
found that among high-potential staff:
• One in three admits to not putting all effort into
job;
• One in four believes he will be working for
another employer in a year; and
• One in five believes personal aspirations differ
from organisation’s plans for them.
Of course, there may be special features of public
sector employments and the people in them that
can better help to drive engagement.
“Value based leadership, a supportive work
environment, organisational goals and job
characteristics that reflect employees’ public
service motivation have been shown to have a
positive impact on morale and performance”.
(Martin & Schmidt, 2010)

Engaging public sector employees
A UK government commissioned study reviewing
employee engagement in the public sector identified
four core drivers of engagement, summarised below:
• A clear organisational purpose set out by senior
leaders and managers;
• Line managers having people management
skills;
• Employees having a clear voice; and
• A sense of integrity within the organisation.
(MacLeod & Clarke, 2009)

A new source of information on engagement
In January 2016, the Department of Public Expenditure
and Reform (DPER) published the results of the first
Employee Engagement Survey carried out across the
Civil Service, which provides a solid basis for targeting

Addressing employee engagement is particularly
8

future actions. The results show an engaged and
energised organisation, with staff confident in their
skills, and having a sense of connection with, and
fulfillment from their work. Engagement is high
at 70%, which compares favorably internationally.
The survey shows that meaningful work influences
employee engagement more than any other driver.
Yet, while 68% of staff feel the work that they do is
really important in serving the citizen and the State,
only 33% feel valued by the general public.
The survey also shows some other challenges:
leadership, pay, organisational support, involvement
in decision-making, and career development
and mobility are areas where there is room
for improvement in supporting staff to do their
best work. The survey concludes that changing
commitment levels will require a focus on the key
drivers of engagement, in particular ensuring staff
have meaningful work and improving organisational
supports. In addition, “to retain talent and develop
strong future leaders, this area [mobility and career
development] clearly needs more focus in 2016.”
(DPER, 2016). Utilisation of the skills that are in
place is also identified as an issue.

required, such as the ability to connect information,
people and resources to deliver through complex
networks. Older challenges remain, such as the
need to develop the ability of future leaders, and
recognition of the role of reward in attracting and
retaining specific skills, and those people capable
of doing great things with limited resources. They
also comment on the increasingly thankless nature
of senior management jobs in the public sector, an
issue that has become more apparent in the last
few years on both islands and which impacts on our
ability to attract and retain the best.
The last few years have also meant that the
profile of the public service has changed in terms
of its demographics and structure, key issues for
succession planning and knowledge transfer.

Building capability
In addition to commitment, we need to consider
capability. Deloitte’s report on the UK public sector,
“The State of the State 2015-2016”, suggests that
what the public sector needs is “talented people
with a licence to deliver”. New skills will be

Diversity
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work than men (perhaps because women are more
prevalent in junior grades). In retaining all talent, not
just women, we must have an environment where
everyone’s contribution is facilitated, recognised and
valued.

Recruitment is important after the loss of experienced
employees to retirement and Governments have to
offer more than a steady job to attract and retain.
In the UK, there has been a 15% reduction in the
Civil Service since 2010, so the Civil Service has
become older and more concentrated in senior
grades. It has also become more diverse with 39%
women in the Senior Civil Service compared to 17%
in 1996 (Institute for Government, 2015), but still
not reflective of the greater number of women
than men among junior staff. In Ireland, 73% of
civil servants are aged 40 or over (Civil Service
Renewal Plan). While diversity is considered to be a
core value, and diversity of competencies and skills
makes business sense, a review and refresh of the
specific actions required to deliver on this objective
are long overdue, not least to reflect the increasingly
multicultural nature of our society and workforce. A
survey of executives in Luxembourg in 2012 found
that how your organisation shows respect for
people is the number one retention driver. The Civil
Service Engagement Survey found that women felt
that they had less say in decisions that affect their

The role of training
According to the documents published with the
Civil Service Renewal Plan, in 2012 the Irish Civil
Service spent €22m on Learning and Development
across Departments and Offices, 60% of which
was evaluated. Of this expenditure, 36% went on
functional training (legal, IT, accounting, finance, HR
and procurement). Over the four-year period before
the Civil Service Renewal Plan, 12 Departments had
undertaken a skills audit. So while we have some
good information, we do not have a full picture of
what skills are already available to us, what skills we
need, and how effective the training we are paying
for is in developing those skills. Without this kind of
information, it is difficult to develop a strategic plan
for talent management.
The responses to the staff consultation in advance
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of publication of the Civil Service Renewal Plan
provide a useful insight into those development
issues of most interest to staff though, with
performance management, promotions, career
development, training and development, skills
matching and mobility high on the agenda.
Mandatory management training, IT training, a
fast-track graduate programme, bespoke training
to develop subject matter experts or professionals,
improved induction training, mobility opportunities
and payment upfront of tuition fees for lower
grades also featured. The possibility of developing a
career rather than a job, and a more interesting and
rewarding experience at work, is key.

Service Learning (UK course provider) is currently
being reconfigured to make better use of technology
and different ways of configuring learning – two
hour blocks, seminars, master classes, learning sets
and leaders teaching leaders.
Use it or lose it
And, of course, skills developed need to be deployed
appropriately. The Irish survey in 2012 (and reiterated
in the 2015 survey) demonstrated a high degree of
consensus that there are many skilled staff in the
Civil Service but their skills and experience are not
being recognised or utilised. More effort needs to be
made to link skills to jobs and, respondents felt, roles
should be assigned based on skills rather than by
grade. People join organisations and leave managers,
so the implementation and support for policies and
approaches by line managers is key. In terms of
human capital development, this includes mapping
the knowledge, skills and abilities of staff to future
talent needs; aligning what the organisation offers
employees with the expectations of next generation
talent, and helping staff to manage and develop
their careers (NUI Galway, 2011). Our business
strategy cannot be developed independently from
our talent strategy.

Quite a few submissions proposed a Civil Service
Academy or “Ecole d’Administration” with a core
curriculum to standardise training on preparing
legislation or policy formulation. A key talent
management question is whether to focus on
senior managers, high-potentials or all staff and the
difference in emphasis can be seen in the various
models in place, or planned, in other Governments
overseas which we may or may not wish to consider.
For example, following the recent establishment of
the Diplomatic Academy in the UK, there is now
a plan for a Leadership Academy for senior civil
servants, to establish leadership as a discipline, to
build a leadership cadre and to provide support
and challenge for leaders who are facing a range
of challenges across their business. This follows
concerns by Members of Parliament that top officials
were not getting the sort of training they require
to confront the unique challenges faced by public
service leaders. (Civil Service World, 2016). Civil

Conclusions
To sum-up:
• In Ireland, as elsewhere, the economic and
financial crisis has placed great fiscal pressures
and constraints on the public service – adaptation
to the fiscal position has required significant
changes in levels of pay, staff numbers, and the
11

HRM Recruit, 2012. “How to Keep Your Most Talented People- What
Matters in Your Employee Retention- Luxembourg Report.” HRM
Recruit, June 2012.
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sector workplaces is starting to grow, with the Civil
Service Engagement Survey that has just been
published filling an important gap in our evidencebase. It will be useful to compare the information
gathered over time, and to use the information
now available to target managerial efforts on the
drivers of engagement likely to make the biggest
difference. Taken together with recent customer
service surveys, we have a good evidence-base
now for building the Irish Civil Service of the future.

demands on public organisations.
As we enter a new phase, we need to ensure
that we don’t forget to address the needs and
the potential of individuals. There is a danger
that we can lose the commitment and focus of
our employees without active planning.
People management strategies exist which,
when intelligently designed and applied, can
help to drive engagement and motivation and
allow for change to happen in a more positive
way.
There is not a single prescription: consistent
leadership, excellent communication and
behaviours that support and reinforce changes
are required at all management levels.
We need to make sure that we know what skills
are available to us, deploy them well, identify
and address skills gaps, maximising the potential
of all of our people.

The context is changing. Each of our organisations
is different. But enabling our people to maximise
performance remains an ongoing challenge that
demands our attention.
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Emotional Intelligence,
The Bottom Line:
What differentiates those companies that really
excel? Not just when times are good, but when
times are really tough. We’ve looked at companies
that weathered recessions and blossomed during
booms. These companies look after their “basic
needs” and “nice-to-haves” as many other
companies do. But they also pay attention to a
number of areas that we call “ideals.” Let’s start to
explore these ideals and see how your company
measures up in these areas.

Dr. Steven J. Stein is CEO of MHS
and co-author of “The EQ Edge:
Emotional Intelligence and Your
Success,” and author of “Make
Your Workplace Great: The 7 Keys
To an Emotionally Intelligent
Workplace,” and “Emotional
Intelligence for Dummies.”

How to Grow and
Leverage Your Talent Pool

Organisational Optimism
What does it really mean to be optimistic? Can
we just wear rose-coloured glasses and plough on
with our daily drudge? Not if you really want to be
an optimistic organisation. Optimism is more that
just believing the world will be great. Optimism
has more to do with how you deal with obstacles.
It’s an approach to dealing with difficult situations.
It’s strategic. Organisations that are truly optimistic
look for challenges and relish in overcoming those
challenges.

In order to reach organisational peak performance,
both the individuals and the organisation as whole
have to be aligned towards the same goals. One of
the key factors in ensuring organisational success
is the emotional intelligence of the people and
the group as a whole. Emotional intelligence at
an individual level refers to your ability to be
aware of, manage, and use your emotions and the
emotions of others.

Organisational Courage
Being courageous means not being afraid to take
risks and confront challenges. Organisations high
in this area do not hide or bury heads in sand
when difficulties emerge. They manage to plan a
course of action and execute it without hesitation.
Courageous organisations admit when they are
wrong, address mistakes, and quickly implement
change.

A number of characteristics related to emotional
intelligence and thought to be important in
creating a productive work environment have been
identified and studied. The emotionally intelligence
organisation can be defined as follows:
“An organisation’s ability to successfully and
efficiently cope with change and accomplish its
goals, while being responsible and sensitive to
its people, customers, suppliers, networks and
society.”

A good example of this is Bill Gates and Microsoft’s
decision in the early 1990s, after spending over
14

resulted in legal proceedings with the Department
of Justice, the main point is that Microsoft had
the courage to admit it was wrong, analysed the
options, and acted with gusto, vastly increasing the
fortunes of the company. Where would Microsoft
be today if they were solely governed by ego and
internal research? Or if they simply decided to bury
their heads in the sand over the Internet?

a million dollars in research, that the Internet
would have no practical commercial use until
approximately 2020. They chose to pass on future
development related to the Internet at Microsoft.
Shortly after 1992, Jim Clarke, a computer industry
veteran, and Marc Andreeson, a new graduate from
the University of Illinois, put together a company
called Netscape in Jim Clarke’s kitchen. Netscape
was created to develop a search engine for the
loosely connected Internet of the time. Netscape
took off like a rocket. What was Microsoft’s
immediate response? Did they sit on their laurels
(they were hundreds of times bigger than
Netscape), or try to justify their costly research?
Was Bill Gates concerned about his ego? After all,
how would it look if he reversed the decision he
had been broadcasting in speeches throughout
North America?

Change Management
How does your company deal with change? Is it a
nuisance and cost that you have to put up with? Or
do people at your organisation embrace change?
Do they get excited over new technology, newer
and more efficient ways of doing their jobs? Do
people spend significant amounts of time looking
for new ways to do things? Companies that move
with the future and stay just ahead of the curve
stand to be tomorrow’s winners. Unfortunately,
companies that resist change will struggle to
survive.

In lightning time, Microsoft completely abandoned
its previous strategy and turned a multi-billion
dollar enterprise around on a dime and created
Microsoft Explorer. While the entire story here
15

Become the
Authority in
Emotional
Intelligence
At an individual level we’ve been looking at the
ingredients for successful change and adaptation.
The world’s first, and most widely-used individual
assessment of emotional intelligence, the
Emotional Quotient Inventory 2.0 (EQ-i 2.0), has
set the standard in measuring one’s readiness for
change over the past 20 years. This tool has helped
identify leadership potential in organisations as
varied as Google, FedEx, GE, Air Canada, CocaCola, Burberry, the US Military, FBI and hundreds of
other leading groups.

KinchLyons are a leading European firm of
business psychologists and European distributors
and master trainers of the EQ-i 2.0 and EQ360
emotional intelligence assessments.

Learning Organisation
How up-to-date are people in your organisation
about their jobs? Does the organisation value time
and expense paid to learn? Companies that want to
stay ahead financially budget time and resources
to train their people throughout the organisation.
Whether it’s information technology, graphic arts,
customer service, financial management, project
management, or logistics and shipping, if the
organisation falls behind current practice in any of
its key areas, the whole organisation can suffer.

Visit KinchLyons.ie to view the latest EQ-i 2.0 &
EQ 360 Certification Dates

On PAI’s Enhancing Performance through
Emotional Intelligence

These are some of the ideals that your company
can strive for to be successful tomorrow. Being
emotionally intelligent as individuals and as
an organisation help you prepare for what’s to
come. Today’s success is no guarantee of where
you might be in the future. But paying attention
to these areas today help ensure that you will be
ready for change when it hits, and it will come.

Freedom of Information
Conference 2016
An update on current developments impacting on
Freedom of Information in Ireland
Thursday 9 June 2016
The Marker Hotel,
Grand Canal Square, Docklands, Dublin 2

Speakers on the day will Paul Lavery, Partner at
McCann Fitzgerald

“[This course] showed me that there are
some simple things I can do to improve
my work life and productivity, and my
personal life too” —
Past delegate, DPER, 2015.
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The conference will run from 9am to 1pm,
including a catered lunch. Registration will
being at 8.30am

This conference is being delivered in association with

For more information, or to book, please
visit www.pai.ie
email info@pai.ie

Diversity:

An Opportunity for Success
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Diverse teams reflect their customer-base.
With diversity being a growing area of
concern, Maria Hegarty examines what
can be done.

Diversity Benefits
Diversity refers to the similarities and differences
among individuals in a collection, in this case
in the workplace1. Diversity management or
managing diversity refers to a set of conscious,
pro-active practices, that create and sustain a work
environment of equality, fairness and inclusion. It
is about developing “an environment that works
for all employees” (Hays-Thomas, 2004. p.10).

Maria
Hegarty
established
Equality Strategies Ltd in
October
1999. She has worked with
policy makers, public bodies
and companies for over
fourteen years to help them to
implement effective equality
and diversity programmes.
Maria has conduced a number
of diversity and equality
audits, in both public and private sector. She has
extensive experience supporting organisations to
deliver effective diversity strategies and has trained
managers in equality and diversity and mediation
skills. . She has a Masters in Equality Studies:
University College Dublin, a Bachelor of Social Studies
(Honours): Trinity College Dublin and a Certificate of
Qualification in Social Work (CQSW): Trinity College

Research shows the value of systems and policies
to support the achievement of diversity and
equality outcomes in the workplace. Equality
promotion and diversity management, properly
implemented, improves performance, drives profit,
leads to lower levels of absenteeism, higher levels
of job satisfaction and stronger organisational
commitment from staff. Many research studies
conducted in Europe have revealed the valuecreating process diversity management can be for
business with increased innovation being reported
as an important outcome2.

renewal strategy, but these are yet to come to
fruition. In my view this opportunity should not
be missed. The Civil Service is well placed to lead
the way, it has the potential to develop a leading
edge diversity strategy, support its personnel to
demonstrate good practice in Ireland and show
what can be achieved

Organisations that put equality policies in
place and adopt diversity strategies improve
productivity, report higher profits and less staff
turnover. Research in Ireland demonstrates that
having a formal equality policy impacts positively
on employees’ perceptions of workplace fairness,
on workers’ well-being and on organisational
outcomes3. The Civil Service is a critical institution
both as a significant national employer and as
a service provider dealing with thousands of
service users everyday. There are plans for the
introduction of a diversity strategy as part of it’s

Diversity in a Changing Environment
In order to deliver quality customer services and
create a positive working environment for all
employees we need to be informed of the changes
in the characteristics and expectations of our staff
and customers. Thus, we need information about
diversity, and we need information about changes
in perceptions and attitudes to each other, so that
we are responding to all needs when we design
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and provide workplaces that can deliver quality
services.
Managing Demographic Changes
Eurobarometer4 surveys examining discrimination
have been conducted in 2006, 2009, 2012 and
2015. The latter was conducted in the 28 Member
States of the European Union between 30 May
and 8 June 2015. Some 27,718 respondents from
different social and demographic groups were
interviewed face-to-face for the survey.
The data in these surveys provides an insight into
the evolution of perceptions, attitudes, knowledge
and awareness of discrimination in the European
Union. In recent surveys, new questions have
been added to further explore social acceptance of
some groups at risk of discrimination. The results
of the 2015 survey reveal that the social circles of
Europeans are becoming more diverse:
• 70% of respondents have friends or
acquaintances who are of a different religion
or have different beliefs than themselves (+3
percentage points since June 2012);
• 63% have friends or acquaintances who have
a disability (+1 percentage point since June
2012);
• 63% have friends or acquaintances who are
of a different ethnic origin from their own (+3
percentage points since June 2012);
• 47% have friends or acquaintances who are
gay, lesbian or bisexual (+6 percentage points
since June 2012).
These figures reveal the continuing increase in the
diversity of social networks in Europe that have
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implications for the way in which we think about
developing inclusive workplaces and design and deliver
services that satisfy the variety of our customers.
Understanding Changing Expectations
One way of exploring the effect of diversity and
equality measures in the workplace is to examine
if views are changing about the need for diversity
work in organisations. When asked their views
on whether enough is being done to promote
diversity in their workplace:
• 40% said that not enough is being done on
gender identity, down from 46% in 2012;
• 39% said that not enough is being done for
people aged over 55 years old, down from
49% in 2012;
• 35% said that not enough is being done for
gay, lesbian or bisexual people, down from
44% in 2012;
• 35% said not enough is being done on disability,
down from 43% in 2012;
• 30% said that not enough is being done on
religious belief, down from 43% in 2012;
• 26% said that not enough is being done on
gender down from 39% in 2012 ; and
• 24% said that not enough is being done for
people under 30 years old down from 37% in
2012.

Delivering Quality Services
In relation to service provision, i.e. access to goods
and services, social protection (health or housing
services) or education the majority of respondents
(62%) said that new measures should be introduced
to raise the level of protection for groups at risk
of discrimination, 27% said no new measures and
11% said they did not know. In Ireland, 69% of
respondents feel that new measures should be
introduced (7 percentage points higher than EU
average), 23% said no new measures and 8% said
they did not know. In relation to what measures
are supported the most favoured is training on
diversity issues for employees and employers with
92% of Irish respondents wanting more training to
foster diversity.
Promoting Equality and Preventing Discrimination
Research highlights that in Ireland 12% of the
population said that they had experienced
discrimination in employment or accessing goods
and services (within the previous two years)5.
• The highest rates of discrimination were
reported by people from non-white ethnic
backgrounds (28%), and unemployed people
(23%);
• 7% of people reported that they had experienced
discrimination related to accessing services and
6% reported work-related discrimination; and
• nearly half of people (48%) who experienced
discrimination accessing health services stated
the discrimination had had a serious or very
serious effect on their lives.

The fact that the numbers who feel that not enough
is being done are dropping could be viewed as
one indication of the effect of workplace diversity
initiatives, although no direct causality can be
drawn.
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A diversity strategy must address the means by
which those who experience discrimination can
make a complaint that is efficiently and effectively
dealt with and the mechanisms by which the
learning arising from the situation is used to
improve the organisations systems, processes and
performance.

The Department of Public Expenditure and Reform
2015 Business Plan6 states that a new diversity policy
(related to the Renewal Plan on Diversity) is to put
in place new strategies aimed at increasing levels of
diversity in the workplace. The Civil Service Code of
Standards and Behaviour7 states that civil servants
are required to ensure non-discriminatory language in
all communication – internal and external, respect for
colleagues and the need to support a positive working
environment. The civil service equality and diversity
statement8, states that:
“all civil servants have a responsibility to create
a working environment in which differences are
respected and in which all people – staff, clients
and customers – are valued as individuals”.

Diversity Strategy Critical Components
A diversity strategy needs to contain clear
statements of commitment, from the leadership
and concrete measures to ensure that diversity is
utilised to make a stronger and fairer public service
that can better understand and meet the expectations
of the people who work in it and the people it serves.

Multiple sources of identity
•
Knowledge, skills, abilities
•
Personal demographics
•
Personality, cognative, behavioural style
•
Values, belief, attitudes
•
Organisational demographics
•
Formal culture

Group based dysfunctionalities
•
In / Out group dynamics
•
Intergroup competition
•
Stereotyping, Prejudices
•
Distrust
•
Informal culture
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Certificate in
Freedom of Information

FOI is now an established and fully accepted
feature of all Government departments and
offices and many public or publicly-funded
bodies in Ireland. The legislation is always
evolving.

This is difficult to achieve in the absence of a diversity
strategy. Such a strategy has to take account of the
multiple sources of identity we all have and consider
if any group-based dysfunctionalities are inhibiting
effective group functioning and challenging the
organisations success. Public service organisations, like
the society they serve, are increasingly encountering
a wider variety of backgrounds and experiences and
need to develop the competences required to leverage
these as assets, to address the diversity of needs that
customers have and to address the diversity of abilities
that their staff can contribute.

This programme will provide an introduction
to, and grounding in, the main aspects of the
legislation as well as the grounds for nondisclosure. As well as sharing an FOI body
practitioner’s experience, it will include
a case study in how to apply the Act in a
practical context, and take a look at the role
of the Information Commissioner and the
courts on appeal.

Improving All Employee Experiences
In Ireland, there is formal recognition that the
biggest resource the Civil Service has is its staff5.
Staff are only able to deliver quality public services
if they are trained to deal with diversity and
equality in the workplace. In the private sector
today, CEO’s9 see diversity strategies as benefiting
innovation, collaboration, customer satisfaction,
emerging customer needs and enhanced
performance. One survey of 200 organisations in
four EU countries revealed that companies invest in
diversity to create economic benefits, classified as
long-term “value-drivers” and short and mediumterm “opportunities”10. The latter, also known as
“return-on-investment” (ROI) benefits, relate to
cash-flow through, for example, cost reductions
etc. The former long-term value drivers of human
and organisational capital relate to tangible
and intangible assets, and include building a
differentiated reputation with key stakeholders
and customers, and improving the quality of
human capital within the organisation11. While an

Speakers include Lisa Joyce and Niall Michel
of Mason Hayes & Curran, and Claire Hogan
BL.
This course is accredited by the Institute of
Commercial Management.
Please contact us for forthcoming dates.
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organisation will need to gather data in relation to
demographics and the outcomes of employment
processes to reveal the real picture at all levels
of the organsiation, other measures that can be
reported upon include, for example:
• Number of diversity projects with top management
acting actively or as a sponsor;
• Number of communications about diversity, for
example, speeches, newsletters, memos by top
management on diversity, etc;
• Number of managers with diversity qualifications,
and number of managers that are qualified and
skilled in applying diversity principles to their work,
across all levels of supervision in the organisation.
A diversity strategy needs to state how human
capital outcomes will be achieved, how progress
will be measured and how all employee experiences
are improved. These concrete outcomes, achieved
through supporting people to behave in ways that
recognise, value and respond to differences are
essential to the success of organisations. However,
the greater challenge for all organisations today is
to harness diversity of thought.

workplace to stimulate creativity and encourage
exploration of varied options and approaches. In
a recent report, Deloitte highlight the benefits of
diversity of thought, as:
1. Helping guard against groupthink and expert
overconfidence;
2. Increasing the scale of new insights; and
3. Helping organisations identify the right
employees who can best tackle their most
pressing problems.
The implication of this new frontier in diversity
is that leaders and organisations must let go of
the idea that there is “one right way” and instead
focus on creating a learning culture where people
feel accepted, are comfortable contributing ideas,
and actively seek to learn from each other12.
A diversity strategy must identify measures that
will help move to a team-based performance
evaluation framework by:
• supporting staff to know and evaluate their
unique thinking strengths and make their
optimum contribution;
• purposely aligning individuals to certain teams
and jobs based on different thinking styles; and
• supporting managers to encourage taskfocused conflict that can push their teams to
new levels of creativity and productivity.

Harnessing Diversity of Thought
Diversity of thought is about how people think,
and that’s a manifestation of who they are. Our
multiple identities inform and shape how we
think, construe, discuss, undertake and accomplish
tasks. Diversity of thought helps guard against
“groupthink”, a tendency in groups to focus on
group conformity. If harnessed, it can trigger more
thorough and creative information processing
than typically occurs in homogeneous groups. It
involves mixing up the types of thinkers in the

Serving All Customers
In Ireland, we have two aspects to our equality
legislation to promote a supportive diversity
environment. Employment equality legislation
protects workers while equal status legislation
protects us as consumers.
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Section 42 of the Irish Human Rights and Equality
Commission Act 2014 requires that a public body,
in the performance of its functions will
“have regard to the need to;
(a) eliminate discrimination,
(b) promote equality of opportunity and
treatment of its staff and the persons to
whom it provides services, and
(c) protect the human rights of its
members, staff and the persons to whom
it provides services”13.

A Chartered Institute of Personnel Development
(CIPD) report revealed that the central theme of
“valuing everyone as individuals – as employees,
customers, and clients” extends diversity beyond
what is legislated for through to the positively
valued. They revealed four positive effects of
managing diversity well: promoting cost-effective
employment relations, enhancing customer
relations, enhancing creativity, flexibility and
innovation in organisations and promoting
sustainable development. A diversity strategy
must also contain measures that aim to gather
information about the diversity of customers and
their differing expectations. A diversity strategy
should set out steps for mainstreaming, in this case
diversity considerations with customer satisfaction
surveys, focus groups etc.

In giving effect to the duty, public bodies must
consider their obligations under the Employment
Equality Acts 1998–2012 and the Equal Status Acts
2000–2011; and those human rights guaranteed
by the Constitution and in domestic legislation.
The duty covers the totality of the body’s functions
as an employer, policy maker, service provider,
and procurer of services. The duty will apply to all
public bodies and government departments10.

Delivering on the Public Sector Duty
The trend in the private sector to report on diversity
is growing, particularly in the technology sector
where a number of high profile ICT companies have
recently been criticised for their lack of diversity at
senior levels.
The EU non-financial reporting initiative, requiring
companies to report on diversity as part of the
non-financial indicators and the publication of pay
audits in the UK are also examples of activities
aimed at increasing transparency. Allied to this
are the growing demands for more visibility in
procurement processes and in assessing the social
impact of business activities.
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•
•

•

•
•

Attract and retain talent
Generate better promblem
solving, innovation,
performance and customer
satisfaction outcomes
Obey the law

Measures that value diversity
among our staff and customers
Use of management tools to
ensure fair treatement of all and
monitor progress

The Irish Human Rights and Equality Commission
(IHREC) in enforcing the duty and may issue
guidance materials and codes of practice on the
operation of the duty.

specify how its implementation will improve the
policy making process so that better outcomes are
achieved for all.

This duty will require personnel in the civil service
to go beyond avoiding potentially discriminatory
acts against employees and service users to being
more proactive in addressing how the organisation
will prevent discriminatory acts, promote equality
and protected human rights. Any diversity strategy
in the civil service will need to take account of this
new duty, address the necessary synergies and

Diversity Supporting Success
By actively utilising differences and similarities for
the benefit of all stakeholders we can improve
organisational success. Progressive organisations –
big and small – are seeking to reap the benefits of
diversity to be the best at what they do. Equality
and diversity strategies are central to building staff
commitment to creating a great place in which to

work and access services, and so are crucial to the
organisations success. Groups with a broader set of
attributes will increase the number of opportunities
to find errors, discover key information, and
propose alternative solutions. It is now becoming
clear that the ability to bring varied perspectives
to light, using different talents and perspectives
to find solutions is critical to an organisations’
success. This, in turn, increases the chances of
generating opportunities for innovation, renewal
and creativity. Fundamentally, a diversity strategy
will help to ensure that effective measures are put
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Coaching Skills
Three day course

in place to support people to act.
The increased emphasis on value for money in the
public sector underpins the need for an effective
diversity strategy. The ability of personnel in
government departments and public bodies to
implement a diversity strategy will be critical and
support will be needed for them to:
1. Review existing equality and diversity data,
policies, procedures and strategies to identity
gaps and design action plans that name the
measures, and personnel, that are responsible
for performance and outcomes;
2. Harness diversity of thought to improve
experiences for all employees and enhance
customer satisfaction;
3. Capitalise on synergies with the new public
sector duty;
4. Monitor and report on how the strategy
is working in practice by gauging cultural
change to get an insight into the impact of
measures, and making outcomes visible so that
responses that are required to meet changing
circumstances can be delivered; and
5. Lead the way by ensuring that leaders are
visibly committed, act as role models and have
a high level of sensitivity to their own identity.

In these, as in all areas of organisational
development, it is crucial to review and assess
impact. This requires decisions as to the best data
collection systems, appropriate indicators and
effective reporting mechanisms. It is only through
reflection involving all stakeholders, regular
structured reviews and monitoring outcomes
that we can throw light on progress achieved,
improvements required, lessons learned and
assess the impact of diversity activities across the
business. The civil service has an opportunity now
to lead the way and demonstrate how diversity can
be progressively managed in a coherent strategy
that delivers success.

Notes
1.
2.

Conclusion
Diversity in the workplace is about the range
of dimensions that make us human and acting
to ensure that the different characteristics we
have are brought to bear on achieving success.
External and internal pressures have produced
the momentum for diversity to become a central
issue for managers, and it is very likely that
these pressures will continue. Effective diversity
management requires informed and skilled
people to consciously and visibly apply inclusive
practices to leverage diversity for the benefit of
the organisation.
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Fostering well-being in
contemporary workplaces
Workers in the 21st Century are often faced with
the demands of an “always-on” culture, where
expectations about being constantly available
pervade their lives outside of work, ultimately
making work-life balance increasingly elusive.
This, combined with the pressures on workers
to be proactive, innovative and responsible for
their own professional development can place
such demands on them that it slowly erodes their
well-being. Understanding how these demands
impact on the way people work and on their wellbeing over time is critical if we want to foster a
sustainable, balanced and healthy working culture.
This article commences with a brief description of
what it means to experience well-being at work
and considers why that is not only important for
employees themselves but why it is also crucial
for their employing organisations. It considers
the concept of work engagement, an experience
of fulfilment at work that supports performance
without compromising health or work-life balance.
It presents some of the key enablers and barriers
to well-being at work, focusing on the role of smart
technology in work intensification, an experience
that involves working longer hours but working
harder than before. Finally, it concludes with some
recommendations for taking responsibility for
protecting our own work-life balance.

Yseult Freeney is a Lecturer
in Organisational Behaviour
and Psychology in Dublin City
University Business School and
completed her PhD in Psychology
in University College Dublin as a
UCD Scholar. Yseult was awarded
an IRC Post-doctoral Research
Fellowship in 2009 to continue
her work in Trinity College
Dublin. Her research centres on work engagement,
the creation of positive, fulfilling work experiences
and the management of engagement and well-being
through transitions in people’s lives. In line with her
expertise in the area of work and well-being, Yseult
serves on the Editorial Board of Human Resource
Management Journal. Yseult Freeney’s publications to
date include Human Relations, International Journal of
Nursing Studies, Learning and Individual Differences,
Journal of Health Organization and Management and
the British Educational Research Journal. She also coedited the Blackwell Encyclopaedia of Management:
Organisational Behaviour with her colleague, Prof.
Patrick Flood.
Yseult has extensive experience in graduate and
executive education in the areas of leadership, work
and well-being and organisational change. She is
currently Director of the DCU Masters in Work and
Organisational Behaviour/Psychology. She has won
awards for her excellence in teaching, being shortlisted
twice for the DCU President’s Excellence in Teaching
Award while she was awarded a regional teaching
fellowship by the Dublin Region Higher Education
Alliance. Yseult also acts as one of the Chairing Judges

Work engagement: Work-related well-being
The concept of employee well-being has grown
in popularity over the past few years, with a
growing acknowledgement that employees are
an asset worth nurturing. Work engagement is a
concept that is closely linked with motivational
30

Dr Yseult Freeney explores what it means
to work happily, to maintain your work-life
balance, and to make the most out of your
time off

as well as with strain processes and is currently
considered to be a valid indicator of work-related
well-being (Schaufeli & Bakker, 2010). It involves
positive feelings of energy, dedication and happy
immersion in one’s work. Work engagement is a
predictor of performance in many contexts and,
to take just one example, it was found to be
significantly related to patient satisfaction, patient
mortality, staff absenteeism and turnover in a
healthcare setting (West & Dawson, 2012). There
are numerous factors at work that help to foster
work engagement. Most of these revolve around
job resources. The types of resources that help an
employee to experience engagement vary from
one industry to the next and within workplaces
themselves. Four factors are, however, reasonably
universal. Employees who find that their work
is meaningful, who experience autonomy at
work where they control and make decisions
about how and where they do their work, who
feel competent and able in carrying out the
requirements of their roles, and who have positive,
supportive relationships with their colleagues
and line manager are significantly more likely to
experience engagement, i.e., well-being at work
(e.g., Freeney & Fellenz, 2013; Xanthopoulou et
al., 2009).

to switch off from work during down time. Unlike
workaholics, engaged workers manage to stop
working and engage in other activities, including
social activities and hobbies (Bakker et al., 2013).
Thus, the self-driven ability to switch off appears
to be important in maintaining a healthy state of
well-being. However, people who fail to impose
clear boundaries between work and home are
often easily hooked by cues to work outside of
normal working hours. One of the biggest triggers

“One of the biggest triggers
to revisiting work outside of
normal working hours is, of
course, the smartphone”
The Ubiquity of Technology
Smart technology is a particular culprit in blurring
the boundaries between work and non-work
domains as it allows people to work remotely and
facilitates work flexibility. However, the immediacy
and persistence can be perceived as an intrusion
in their private lives. The real question, though, is
whether it makes us more productive in the longer
term. While it may make work communication
easier, it also increases the rate of interruptions
and multi-tasking, thus raising questions about
increased productivity (Jett & George, 2003).
Overall, research suggests that refreshing your
email inbox before you turn off the lights in

Although the experience of being fully-engaged
at work is positive and has beneficial outcomes,
there is a potential dark side to over-engagement,
where continued immersion in one’s job might be
detrimental for a person’s well-being; essentially,
too much of a good thing (Sonnentag et al., 2008).
Healthy levels of engagement result in being able
31

bed only serves to detract from well-being, thus
hindering rather than boosting productivity. Indeed,
there is a growing body of evidence to support a
link between smartphone usage and work-home
interference and we already know that work-home
interference is associated with increased stress
and decreased performance (Butts et al., 2013)
and deteriorating health (Amstad et al., 2011).
Remote access certainly blurs the boundaries
between work and home and there are worrying
trends emerging on the potential impact of smart

with experienced work-home interference.
What is particularly interesting about this study,
however, is that some organisations, particularly
supervisors within those organisations, generate
norms around expected availability outside of
work to their employees. The results showed that
employees are more likely to experience negative
work-home interference if their supervisor at work
expects them to be available (Derks et al., 2015).
Conclusions
There is a difficulty in defining work-life balance
because it exists in the eye of the beholder. Some
people thrive on constant pressure while others
buckle when they feel overwhelmed by multiple
demands that are in conflict with each other. Thus,
permeable boundaries between work and home
are partly-dependent on the organisation but also
on individual preferences (Kossek, et al., 2005).
This implies that employees have to take some
responsibility for maintaining clear boundaries
between work and home life. It starts with their
behaviours at work. Employees need to think
carefully about how they craft their down time,
starting with lunch breaks. There are so many
health and performance benefits to making the
most of time away from work, where proper
recovery after work supports better engagement
the next day and is much better for well-being
over time. At a recent conference on well-being
interventions in workplaces, one of the few
studies to show positive effects on subsequent
engagement at work was where employees were
asked to take a solitary 15-minute walk in nature
during their lunch break (de Bloom et al., 2015).

technology addiction. It appears that the more
times you check your smartphone, the higher your
stress levels. Interesting research on individuals
who are used to getting frequent text messages
and push notifications on their phones will feel
stress levels rise if they hit long stretches of
inactivity on their phones. “In the worst cases, study
subjects experienced “phantom” vibrations when,
in fact, they had not received an alert” (Balding &
Stafford, 2012). In a recent diary study conducted
in the Netherlands, fluctuations in smartphone
usage across five days were directly associated
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Switching off and embracing your downtime
can lead to better well-being overall

Improve your writing
skills with PAI

Psychology, 98, 1–25

This not only helps employees to be more alert
and productive in the afternoons, but it sends
important signals to colleagues that boundaries
between work and non-work domains should
be valued. The more employees who willing to
embrace their downtime and to switch off after
work, the more this becomes a social norm and
the less likely that work-life interference, when
it does happen, will have deleterious effects on
well-being.

de Bloom, J. Kinnunen, U., Korpela, K. & Sianoja, M. (2015). “Have
a break, have a …??? An intervention study about the effect of
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Organizational Psychology Biennial Congress, Oslo, May 20-23rd,
2015.
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Data Protection Officer
Certification Programme

Certificate in Data Protection

Advanced Certificate in Data Protection

The Certificate in Data Protection will provide
learners with an understanding of the importance
and breadth of Data Protection law, the role of
the Data Protection Information Commissioner
and review recent court decisions. This intensive
two day workshop takes learners through Data
Protection legislation to develop a thorough
grounding in the obligations required under the
Act and the challenges and opportunities there are
in the field of Data Protection.

Our new Advanced Certificate for Data Protection
practitioners is offered to anyone who has
completed the Certificate Programme or is looking
for a more advanced course to become a certified
Data Protection Officer.
Learners will further explore key concepts in
Information Quality and Data Governance, to
help develop a holistic understanding of how
these disciplines interact with your role as a Data
Protection Officer.

This programme can be undertaken as a standalone two-day course and is certified by the
Institute of Commercial Management.

This two-day course will take place on Tuesday
14 and 21 June and is certified by the Institute of
Commercial Management.

Our first offering of this new and improved course
will take place Tuesday 5 and 12 April.
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Daragh O’Brien
Daragh O’Brien has almost seventeen years’ experience in Data
Quality and Data Governance roles across a variety of industries. He
spent a number of years in roles with operational responsibility for
Single View of Customer strategy and regulatory governance in the
telecommunications sector. He is a strong strategic thinker, with a
focus on improving how people in organisations can use data and
information more effectively to improve the bottom line, society, and
personal satisfaction. Daragh has contributed to Irish Government
policy development on data protection and data governance, and
freedom of information. He is also a regular media commentator in
Ireland and internationally on data management related issues.
Daragh and his associates have helped PAI design our new Data
Protection Certification course.
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Castlebridge
Associates

“A woman with a voice is by definition a strong
woman. But the search to find that voice can be
remarkably difficult.” –
Melinda Gates
of the glass ceiling are true. We also asked who
their biggest role models were, in their lives and
in their careers.

In 2014, Ireland ranked eight of 145 countries
in terms of gender equality. By 2015, the World
Economic Forum’s publication saw us rise to fifth
in the rankings. This should hardly be surprising,
when women make up 46% of the workforce in
Ireland and hold almost 30% of the seats of the 32nd
Dáil. However, much like the majority of countries
surveyed, women’s pay is still behind that of men.
Women are also more likely to occupy lower-level
and less stable positions. Female presence on
management boards is still a talking matter.

First, we speak to Julie O’Neill of Join the Dots,
where she is a strategic management consultant.
She sits on several boards, including Ryanair.
Sharon Donnery’s was recently appointed as of the
Deputy Governor (Central Banking) at the Central
Bank of Ireland. She will be the first woman to
ever hold this role.

With the introduction, and rush of membership, of
the 30% Club in Ireland, and with gender issues
being such a conversation topic of General Election
2016, focus falls on Ireland’s high-ranking women.

Louise McGirr, Principal Officer at the Department
of Public Expenditure and Reform has been
instrumental in revamping the Civil Service Dignity
at Work programme.

In this article, The Public Professional speaks to
three female professional powerhouses who have
each excelled in their own arena. We picked their
brains on what it takes to get where they are,
what they faced and whether the horror stories
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We ask them the big question: What makes a
successful woman?
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Julie O’Neill had 37 years’ experience in
the Irish public sector. Her determination
has help her “tune out” any sexism she
may have come across

“Impostor syndrome is a term ...
referring to high-achieving individuals
marked by an inability to internalize
their accomplishments and a persistent
fear of being exposed as “fraud”. Is this
something you’ve ever come up against?
For women who feel like this: what would
you suggest? Is there a part of success that
Yes of course I recognise the “impostor syndrome”.
Most people, women and men, feel like frauds at
some stage in their career and it’s more honest to
feel that way than to hide behind a false confidence
in your abilities. I have noticed some differences in
the ways in which men and women cope with the
feeling though. For instance, over the years I’ve
taken part in lots of interview panels for senior
positions and I’ve noticed that men apply for jobs
when they meet about 60% of the criteria and talk
about their “potential” while women tend only
to apply when they meet 100 or 110% and will
talk about their “achievements”. That sometimes
holds women back but also accounts for why they
can be disproportionately more successful when
they do apply for positions. Women are also more
likely to be diffident and to talk about the lucky
breaks that got them to where they are than their
accomplishments.

Julie O’Neill is an experienced independent nonexecutive director and strategic management
consultant focussed on harnessing energies and skills
across the private, public and not for profit sectors to
promote sustainable business growth.
She is Chairperson of the Sustainable Energy Authority
of Ireland and a non-executive director of Ryanair
plc, Permanent tsb bank and AXA Life Europe. She
is a strategic management consultant at Join the
Dots (www.jointhedots.ie) and also chairs the Audit
Committee at Trinity College Dublin.
She was Secretary General of the Department of
Transport from 2002 to 2009 and, in a career that
spanned 37 years in the Irish public service, worked in
strategic policy development and implementation in 8
Government Departments. She holds an MSc in Policy
Analysis from Trinity College Dublin and a B. Comm
from UCD.

I attribute some of my own career success to
being willing to take a leap of faith and take on
challenging roles. It all goes back to my Dad who,
when I was facing a school bully at an early age,
used to recall to me a song from The King and I,
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Ironically, the absence of options like job-sharing
and parental leave meant I faced a stark choice
of muddling through or giving up my job and
I chose to keep going. I think it made it easier
that I had my children when I was at a relatively
early stage of my career whereas my daughter
and son’s generation have tended to leave it later
when they are in mid-career and the balancing
act is even more complicated. Apart from that I
never noticed “hurdles”, just “opportunities” and
I tuned out any conscious or unconscious sexism I

which he sang as: “whenever you feel afraid, just
hold your head erect and whistle a happy tune
so no one will suspect you’re afraid”. There’s a
line in the song which goes “for when I fool the
people I fear, I fool myself as well.” That always
stuck with me so I guess I go with the “fake it
until you feel it” approach and take a deep breath
when the scared feeling kicks in. At the same time
it’s important to be ruthlessly honest with yourself
about your strengths and weaknesses and also to
admit, perhaps to a close friend or mentor, when
you are feeling shaky. That can help re-ground you
when the going gets rough.

Who were, and are, your role models?

As a generalisation, men tend to be more focused
and driven about their careers while women
“muddle through”. That’s partly to do with career
progression tending to be less linear for women
than men due to the impact of children and family
responsibilities – what Sheryl Sandberg described
as “more of a jungle gym than a ladder”. I’ve
noticed women becoming more strategic in their
career choices in recent years and more willing to
reach out for advice and opportunities. That’s good

I never went in much for role models. My Dad was
obviously my first one and the second was my
English teacher, Ms Hickey, in secondary school in
the early 1970s. She told me I could be anything
I chose to be. The election of President Mary
Robinson had a huge impact on me and redefined
my sense of myself as a young Irish woman. More
recently I’ve been impressed by and identified
with Sheryl Sandberg of Facebook, whose honesty
about what it’s like to be a woman leader really
resonated.

What is the biggest hurdle you’ve faced in
your career progression?

Over my career there have been many men I have
worked with, admired and learned from. That’s a
reflection of the absence of female role models in
my early years but also I believe that by observing
what effective male leaders do well, how they
cope with conflict in the workplace, their clarity,
vision and drive I can become more effective too.
That continues to this day. We should all be open

There were challenging times when my two
children were very young in the early 1980s.
Childcare and maternity leave were much less
developed then and at times it was difficult
to keep going in the job. I wouldn’t have been
able to do so without my husband’s support.
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Sharon Donnery is the first woman to ever
be appointed the role of Deputy Governer of
the Central Bank of Ireland. She dismisses
the idea of finance still being a “boys club”

What tips and advice to you have for other
women working their way up the ranks?

What tips and advice do you have for other
women trying to progress in their careers?

Be authentic. I made a very conscious decision to
be myself and not to try and behave “more like
a man”, perhaps because I came across a small
few women early in my career who seemed to
feel the key to success was to be tougher than the
toughest man. So I always tried to let the (mostly)
men I worked with see the human side of me and
to be a leader my way rather than by some book
of rules.

well enough, someone will notice and put a tiara
on my head”. The most common way people give
up their power is by believing they haven’t got
any so make your own luck and create the story of
your own life.

I would advise women to identify a good mentor
or champion in their workplace; maybe more
than one, to cover different aspects. This should
be someone who you can go to for sound advice,
who knows the corporate structure and has the
experience and knowledge to provide wise
counsel.

And finally, support other women in their choices.
I think it was Madeline Albright who said there
was a special place in hell for women who don’t
support other women and a special place in heaven
for those who do.

Face the elephant in the room: the effect of biology
on the way we women are “wired”. Different isn’t
better or worse, it’s just different and diversity
brings a huge value to every management table
and board room. Make the choices along the way
that work for you.View your career as a portfolio of
interesting projects and opportunities that will run
until you are 85, rather than a ladder you have to
climb between 20 and 60.

It is important to be able to communicate
effectively, so I would advise ensuring that your
skills in this area are strong. On a personal level,
it helps to build up a small number of trusted
confidants with whom you can discuss issues fully
Sharon Donnery was appointed to the position
of Deputy Governor (Central Banking) with effect
from 1 March 2016. She is an ex officio member
of the Central Bank Commission and the Governor’s
Alternate on the Governing Council of the European
Central Bank (ECB). Sharon previously served as the
Bank’s Alternate Member of the Supervisory Board
of the Single Supervisory Mechanism (SSM). She is
currently the Chair of the SSM’s High Level Group on
Non-performing Loans (NPLs) which is examining
approaches to the supervision of banks with high
levels of NPLs across the euro area.

Don’t get hung up on “having it all”. Getting things
done is better than getting things perfect and that
means compromising. I still have a 1980’s series of
magazines called SuperWife which had me batchcooking all weekend and doing home crafts before
a full-time week at work – bad move!

Are there any women you look up to? Who
are your role models?
Mary Robinson was elected President in 1990,
which was the year I left school and went to
university. She had been a successful barrister and
senator prior to that, and it certainly made me
think that women could become whatever they
wanted to be.

Sharon joined the Bank in 1996 as an Economist in
the Monetary Policy Division and has held a range
of senior positions including Head of Consumer
Information, Head of Consumer Protection. From
February 2013 to August 2014, she held the statutory
position of Registrar of Credit Unions.

Don’t just lean in, as Sheryl Sandberg would say. get
stuck in and grab opportunities with both hands.
Some women wait around to be discovered, the
so-called “Tiara Syndrome” – “if I’m doing my job

Internationally, I hold Christine Lagarde, Managing
Director of the IMF, in high regard. I have heard
her speak a number of times. She was the first
female finance minister of a G8 country and
the first female head of the IMF. She is a strong
advocate for women and particularly the idea that
empowering women builds stronger economies

Sharon holds a BA in Economics and Politics and an
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differences in our employees. Employees with
different experiences and attitudes bring diverse
perspectives and ideas to the Bank, which together

When talking about powerful women,
people often bring up the “sacrifices made
at home” or the dichotomy between a work
life and a home life. Is this something
you’ve faced? Or is the issue irrelevant?
What’s the best way to achieve balance?

There is a perception that industries
like Finance have a type of “boy’s club”
environment. Is this true? What challenges
do this present for women trying to advance
in the industry?

Achieving a healthy work-life balance is always a
difficult issue for men and women and particularly
at the stage when a person has to work hard to
build up their career. For women there may be
the added challenge of a ticking biological clock
and for both men and women there can be the
problem of finding good and affordable care for
children or other family members. This is a very
personal issue depending on each individual’s
circumstances and values.

Over my career I have seen a lot of change in
this area. In my early career I would have been
very conscious of the rarity of women in senior
roles in the finance sector and of the absence
of role models. I can recall going to meetings
or presentations where rooms were a sea of
dark suits, with perhaps only one woman, if any,
present.

I think it is important to be aware of the need to
achieve a balance that works for you. Of course,
compromise and sacrifice will be necessary at
times, but what’s important is aiming to achieve an
overall balance that allows you to make progress at
work while not compromising your physical health
or your important relationships. I fully realise this
is easier said than done but this has always been
my aim though I would have to admit to having
fallen short at times!

But there has been significant change particularly
in the past four or five years and, very particularly,
I think, in financial regulation where the lack of
representation of women is not as stark as it is
in other areas. For example, the largest banking
supervisor in the world, the ECB, is led by two
women, Danièle Nouy and Sabine Lautenschläger,
the Chair and Vice-chair respectively of the
Supervisory Board.

It helps if your place of employment values and
encourages a healthy work life balance by putting
appropriate policies in place. At the Central Bank
we are committed to respecting and valuing

While there is still progress to be made on the
percentage of women across the senior levels in
central banking, nowadays it is no longer unusual
to see women in key roles in central banks.
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to the 30% Club Ireland – the aim of which is
to reach a 30% female gender balance in Irish
business boards and executive management level
by 2020. The aim is to achieve this in a sustainable
way and indeed the Central Bank Commission
(Board), which has 10 members, has three female
members.

More than a dozen central banks are headed
by women, and central banks in developing
economies, for example, often have more gender
diversity at a senior level.
In a speech last year to a group of teenage girls,
Bank of England governor Mark Carney underscored
the increasing diversity when he said: “In my job,
the three most important people I deal with outside
of the UK are all women”. He was referring to the
US Federal Reserve chair, Janet Yellen, German
chancellor Angela Merkel and Christine Lagarde,
Managing Director of the IMF.

In the finance sector generally I think the level of
diversity is increasing. As supervisors, we have a
strong interest in corporate governance and the
effectiveness of boards. We know that diversity on
boards leads to better outcomes. Clearly gender
diversity is one aspect but so too is age, skills,
competency, life experience and so on. Diversity
reflects the real world.

Women have faced and continue to face significant
challenges where diversity is limited. I think
women have had to work harder and smarter to
make progress in this environment. The challenges
include finding opportunities to present their ideas
and opinions, ensuring they are heard and taken
seriously.

I think we have pushed boards to look carefully
at this issue by setting out corporate governance
codes which require the boards of regulated firms,
such as banks and insurers, to establish written
policies on diversity in board membership. We
believe that diverse boards are more likely to ask
difficult questions, stimulate debate and challenge

At the Central Bank we have made significant
progress to build diversity. We have signed up
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Louise McGirr is DPER’s Principal Officer
for the HR Policy Unit and played a large
role in HR policies for the Civil Service

Has your gender ever been an issue in your
career? Especially combined with the fact
that you are so young.
I can honestly say that I have never felt that being
female has been an issue in terms of the quality
of work and the opportunities I have been given in
the Civil Service. I have spent most of my career
in the Civil Service in the Department of Finance
and subsequently the Department of Public
Expenditure and Reform. I have had opportunities
to work on many different projects and policy
areas in the Department. To a large extent, the
roles I have worked in have been the ones that I
was interested in and that were a good fit with my
own skill set.
Much of my experience to date has been in roles
that were related to reform and HR, which does
tend to be more female than male dominated; if
anything we probably need to balance HR to have
more men.

Louise currently works as the Principal Officer in charge of
the civil service HR Policy Unit in the Department of Public
Expenditure and Reform. Louise is focused on delivering
reform across a broad number of HR areas which are aimed
at strengthening HR service delivery and policy across the Civil
Service.

For me, the major challenge in career development
has been to achieve a reasonable balance between
my work and my family life. I have a young family
and want to have both a fulfilling career and still be
energetic enough to spend time with my children.

She holds an Honours MBS from Dublin City University in HR
Strategies. Her primary degree is in European Studies from the
University of Limerick.

In comparison to many men and women who hold
senior positions in the private sector, I think that
I have been given significant flexibility over the
years. My work is challenging and interesting with
lots of opportunities for innovation and changing
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HR practices.
I think it is very important, that in seeking to
have a healthy work-life balance, that I do not
put my own development on hold. The reality
is that many women do not put themselves
forward for promotion at more senior levels; for
example, the level of applications among women
is relatively low for the most senior positions in
the Civil Service – women made up only 21% of
total applicants and 24% of appointments to the
top level in 2013. It may be a personal choice of
many women not to go for promotion at certain
times in their life because of demands on them
both inside and outside the workplace. In making
that decision, I think it is also important that, even
if I am not interested in promotion at this time,
I continue to challenge myself and develop new
skills and expertise. To do this I need to make sure

I think having diversity within teams and
organisations is a critical part of strengthening
performance overall. A diverse team is much
more than gender diversity. It can come from
people of different ages, abilities, ethnicity, socioeconomic backgrounds, working styles, work and
life experience, all working together.
Diversity is key in helping to avoid group think.
Policies are more effective in their implementation
when they are developed with input from a broad
range of stakeholders with different experience
and perspectives on issues.

Who were, and are, your role models?
My role models include both men and women
from within and beyond the public service. In
particular, I have been positively influenced by
people who are good managers. I think good
management (which for me encompasses a strong
leadership element) is underrated. Leadership as a
concept can be more attractive to people and it is
very important. But I think an overemphasis on
leadership without strong management capability
lacks substance and can leave teams floundering
and ill-equipped to deliver on a vision.

Do you believe that women have to go
about business differently to men? Do they
have to be louder and more assertive? Or
do they have to work in the background?
There are many different factors which influence our
working style – gender is just one of them. In my
experience, women in senior positions can have very
different working styles to each other and to men.
Some people are more reflective and others more
action-oriented. While I have found that women in
senior positions often question ways of doing things
and can take quite a practical approach to doing
business, there are also many men who share similar
characteristics.

The people that have inspired me the most are
the ones who can enable their team to perform
to a higher level than they do as individuals and
bring the best out in their staff. I have worked with
people who are very good listeners and can help
to coach you through a problem – a skill I would
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ILM Certificate in Leadership
3-day course

like to be better at myself! I admire people whose
own personal success is secondary to that of their
team and they focus their energy and time on
bringing their team on but are not afraid to call a
difficult decision.
I also admire people with high performance
expectations for both themselves and their teams
– wherever they work or whatever they do. I have
a lot of respect of people who set important and
challenging goals and then deliver on them.

What does it take to be a good leader and manager in public sector
organisations in the current difficult climate? Have you the skills and
knowledge to lead and manage a team effectively? How can you motivate
and build others’ commitment to achieving work place objectives?

What tips and advice to you have for other
women working their way up the ranks?

It is often said that good leaders are made and not born and that
leadership skills are acquired through identifying your own leadership
styles and adapting them to the situation and people involved in your
workplace. Formal training programmes in leadership do provide a learning
structure within which to develop an understanding of the principles of
leadership and identify areas in which individuals need to concentrate
their development effort to be excellent leaders and managers.

I think it is important to speak out and make your
views known. If that means asking questions about
the way things are done or even why things are
being done – you should ask them. Don’t be scared
to challenge the norms you come across if they
don’t make sense to you. That should be the case
regardless of gender.

benefit of the Civil Service is the within the diverse
roles that exist there should be a role to suit your
abilities – provided you want to find it.
Don’t sell yourself your short because you may be
comfortable in your role and it suits your worklife balance. I have to remind myself that I need
to continue to build up my skills and experience
across a range of different roles. I also want a
reasonable work-life balance. Sometimes I just
assume I cannot have both but I think the Civil
Service, as one of the leading employers in the
country in terms of flexible working, allows me
to have challenging interesting work as well as a
reasonable work-life balance.

Play to your strengths and find the type of work
that suits you. For someone to be successful (for
me that means believing that you can make a
difference in your role and do something that is
important) you need to work at something you
believe in that allows you to use your natural
abilities. Just because you may be at a more junior
grade or have less or different experience to others
in your team, it is important that you believe you
are contributing to the best of your ability. A major
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Our three-day Leadership course equips you with the skills to be the best
leader you can be, based on your personality.
Ashley Hughes, one of our panel of expert trainers, leads the course. You
can find a profile of Ashley on our website.
For more details, visit pai.ie or cal (01) 819 8500
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Foolproof Planning
Know your project
Don’t just define the finish line, but everything
that will get you there. Ask yourself questions:

Once you have mapped out where you need to
go, and exactly how you will get there, you can
sit down and write out a rough long-term plan.
Depending on the scale of the project, this could
take the form of a calendar, or a list of things to be
done, and the possible solutions for your problems.

How will you go about it?
What is your ideal outcome?
What will your milestones be?
What will your roadblocks be?
What staff will you need?
Do you have all of the skills needed to complete
each task?
What is your budget?
How will you measure your success?

Keeping a written account of your plan helps to
keep you on track, and shows how far you have
come. It also stops smaller tasks getting way-laid
in the process.

Be realistic

Achieving goals is crucial to a productive and
rewarding work life; planning is crucial to achieving
goals.

project. However, planning can seem daunting.
With the end goal seeming so far away, it can feel
impossible to start.

Projects are a huge part of any career. Whether it’s
a task you have to complete yourself, or as part of
a team, planning is the key to success. According
to Project Planning and Project Success: The 25%
Solution (Pedro Serrador, CRC, 2014), “64% of
project managers considered project definition
and planning the most important phases” of the

There are a few tips you can follow when trying to
put a solid project plan in place. Here, you can find
six helpful things to keep in mind when facing a
new project.

If your budget is small, purchases will need to be
researched, considered and possibly approved. If
there are pages of typing to be done, it’s unlikely
that you will get it done in fifteen minutes.

First of all: set a deadline. This may sometimes be
dictated by the project, but it is important to have
your own timetable to work to. Deadlines may
not always be static, they may move forward and
backwards, depending on outside forces. Your boss
could drop some work on your desk that needs
completing by the end of the day, and that may
throw off your own timetable for completing a
part of your project. Don’t panic. Be adaptive. Gain
time somewhere else.

If you are a project manager, know when to quit. It
is no good to think that too much work has already
gone into it. Weigh up the opportunity cost, the
emotional toll. Some projects seem fantastic in
development, but are just not practically applicable.
There is no harm in pulling the plug.

Honestly acknowledge your restraints. If your
project is enough work for two people, but you are
working on it alone, it will realistically take longer.
50
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Employ a triage system
It’s okay to let issues “skip the queue”. It’s
impossible to be able to foresee every roadblock
you will meet while doing a project. In fact, several
issues will probably arise at once. Practically
assess which are of highest importance, which
are moderately important, and which are least
important. Tackle them in this order.

are both bigger than the wrong font being used
on a secondary page. They should be addressed in
that order.
Small or trivial issues can be tackled a later stage
of “dotting the I’s and crossing the T’s”.

For instance, if you are designing a website and
suddenly your contact form is not working. That is
a bigger problem than a dead link on a page. They

Get some perspective

Objectivity, while important, is difficult to achieve.
Getting some advice from someone else can force
you to look at something in a way you previously
wouldn’t have. Someone with a different skill set
may have a better, easier way of solving your
problem. Someone with different taste to you
might spot some issue in some design you’ve
done. Getting an outside look, either from a
team member working on a different section of
the project, or from someone else in your life,
could open your eyes to issue that could turn into
roadblocks later down the road.

If you know you are going to need to employ
someone who has a very particular skill, i.e., web
design or coding, it is a good idea to get some
perspective from them at the planning stage. If
this is not your area of expertise, you may not
realise that the things you want to do cannot be
done. They will be able to help with an accurate
and thorough plan.
Just because you are the PM does not mean you
have to plan and structure the whole project
alone. Input will only improve the output. It can

Communication is key
Be honest, and assign the best people for the job
to the job. This will help the project to completion
not only on time, but to the best possible end. This
is a professional environment, not school. People
should be assigned based on their strengths, not
based on where they would ideally like to be.

process, let them see the progression. It will give
them several early chances to voice any concerns
they have, and for you to plan accordingly.
Most of all, make sure there is an environment
of open communication among the team. Ideas
should flow freely throughout the project.
Opinions and constructive criticism should always
be considered. You are all working towards the
same goal, and everyone should want the project
to be the best it possibly can.

Acknowledge the chain of command. If you
need someone to approve the project, it seems
counter-intuitive to only include them at the final
hurdle. Open up and include your higher-up on the

Break it down dynamically
While a long-term plan helps you see the big
picture, planning the minute details weeks or
months in advance can lead to oversights, issues,
and a lack of proper application. This is especially
true when unforeseen issues arise.

component tasks you need to complete a bigger
task, making sure to leave time for any new issues
that arise.

Use your long-term plan as a guide to mark your
milestones and your overall journey, and then
break that down dynamically.
Start your day or week by writing out a plan on a
smaller scale – for that day or week. Include all the
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ByrneWallace is one of Ireland’s largest law firms with a diversity
of expertise that covers all areas of Irish Law. A forward thinking
law firm, we focus on securing the best possible outcomes for
our clients through the provision of expert legal services.

The Public Professional HR Helpdesk
Supported by ByrneWallace

Do you have a HR query?

About ByrneWallace
ByrneWallace has long been recognised as the
home of employment law in Ireland.

If so, The Public
Professional's HR
Helpdesk can help.

Described by Chambers & Partners as “a centre of
excellence in employment law”, the ByrneWallace
Employment Team is consistently recognised,
nationally and internationally as leaders in
employment law.

In each issue of The Public Professional,
expert employment solicitors from law
firm ByrneWallace will answer HR and
employment law questions submitted by
readers on an anonymous basis. Questions
are invited on all areas of employment
law, from recruitment to dismissal. Trust us,
ByrneWallace has seen it all.

The team’s specialist employment law solicitors
have unrivalled experience advising large domestic
and international clients, both private and public,
across all industry sectors. The team is particularly
renowned for its excellence in client service and
proven track record advising on complex and novel
employment issues.
In April 2015, ByrneWallace was once again named
Employment Law Team of the Year at the Irish Law
Awards.

How does it work?
You send your HR queries to editor@pai.ie
and we send them to the HR Helpdesk to
be answered in the next issue of The Public
Professional. It’s as easy as that!

Meet the Team
Michael Kennedy
Partner, Head of Employment
Direct: +353 1 691 5660
Email: mkennedy@byrnewallace.com

Michelle Ní Longáin
Partner, Employment
Direct: +353 1 691 5662
Email: mnilongain@byrnewallace.com

Elaine Kelly
Partner, Employment
Direct: +353 1 691 5661
Email: ekelly@byrnewallace.com

Lorraine Smyth
Partner, Employment
Direct: +353 1 691 5619
Email: lsmyth@byrnewallace.com

Gary Byrne
Consultant, Employment &
Pensions / Litigation
Direct: +353 1 691 5646
Email: gbyrne@byrnewallace.com

Emmet Whelan
Partner, Employment
Direct: +353 1 691 5303
Email: ewhelan@byrnewallace.com

Loughlin Deegan
Senior Associate, Employment
Direct: +353 1 691 5675
Email: ldeegan@byrnewallace

Deirdre Lynch
Associate, Employment
Direct: +353 1 691 5651
Email: dlynch@byrnewallace.com

The team is known for its commercial, innovative
approach to problem solving. This practical
approach, combined with the team’s expert
knowledge, makes ByrneWallace the ideal partner
for The Public Professional's HR Helpdesk.

Contact Us
Dublin
88 Harcourt Street, Dublin 2, Ireland
Tel: +353 1 691 5000
Fax: +353 1 691 5010
Email: info@byrnewallace.com
www.byrnewallace.com

The firm is also the only top-ten Irish law firm
accredited with the Lexcel international standard
of excellence in practice management.
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Regulatory Impact
Analysis:
Statutory Instruments, and 0n proposals for EU
Directives and significant EU regulations, when
they are published by the European Commission.
The previous Government endorsed the RIA
process in its Programme for Government, in April
2011, and set a requirement for Departments to
carry out and publish RIAs before Government
decisions are agreed. Specifically the Programme
for Government stated that
“We will require Departments to publish
Regulatory Impact Assessments (RIAs)
before Government decisions are taken,
thereby offering a further channel to obtain
the views of civil society on new rules and
regulations”2.

Tom Ferris is a Consultant
Economist specialising in Better
Regulation. He lectures on a
number of PAI courses and
contributes blogs regularly
to PAI. He was formerly the
Department
of
Transport’s
Senior Economist.

Policy and Practise in
Ireland

RIAs published in past five years
Many RIAs have been published during the past
five years. The websites of most Departments
show that they have been meeting the
commitment to publish; although, in the case of
many of the websites, it is necessary to dig-deep
to actually find those published RIAs. Moreover, it
is not always easy to ascertain if, in fact, some
regulatory proposals are presented without RIAs
actually having been undertaken. Of course, it
must be pointed out that there are circumstances
where RIAs are not required. For example, a RIA is
not required in the case of emergency legislation
or in the case of the Finance Bill.

Good regulation is very important for the progress
of the economy and society. One of the tools
that helps translate regulatory policies into good
regulatory practices is Regulatory Impact Analysis
(RIA)1. This article examines the extent to which
impact analysis was undertaken during the
life of the previous Government. It also makes
recommendations for changes that might be made
by the next Government.
Introduction of RIA in Ireland
In June 2005, Regulatory Impact Analysis (RIA)
was introduced by Government to assess the
likely effects of regulatory changes. Since then, all
Government Departments and Offices have been
required to conduct a RIA for primary legislation
involving changes to regulations; on significant

In Ireland, there is an absence of publication, on
a regular basis, of the overall number of RIAs
that have been undertaken and published. A Dáil
Question tabled by then-Deputy Seán Ó Fearghaíl
(recently appointed Ceann Comhairle for the 32nd
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Dáil) last December helps to fill the information gap.
The question was answered on 17 December 20153.
Table 1 reproduces the question and the different types
of answers provided. It should be noted that three
Departments were unable to provide the requested
information in the time allowed. The relevant
information was only supplied directly to the author by
the three Departments during February 2016.
Table 1 : Source of RIA Statistics
(9 March 2011 – 17 December 2015)
1. Dáil Question: Deputy Seán Ó Fearghaíl tabled the following Dáil Question for the
Taoiseach and all Government Ministers:
“To ask the Minister for... the number of Bills his Department has published since
9 March 2011, the number and Title of these that included a Regulatory Impact
Assessment in advance of publication, the Regulatory Impact Assessments published,
the number of promised Bills for publication, the Bills that will include a Regulatory
Impact Assessment, the Regulatory Impact Assessments that will be published
before publication of the Bill; and if he will make a statement on the matter”.
2. Dáil Replies: The Taoiseach and twelve Ministers provided detailed answers to the
question on 17 December 2015. The Minister for Finance, the Minister for Environment,
Community & Local Government, and the Minister for Justice and Equality informed the
Deputy that their Departments had been unable to provide the requested information
in the time allowed and that as soon as the details became available, they would be
forwarded to the Deputy directly.
3. Follow-up: The author of this article followed-up directly with the three Departments
that had not provided detailed responses. The three Departments provided the information
requested during February 2016.
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The assembled statistics from the Departmental
replies are summarised in Table 2. It shows that
234 Bills were published during the five period
examined. RIAs were prepared for 104 of the Bills.
In turn, over 92% of those RIAs were published on
the relevant Departmental websites.

Table 2: Bills and RIAs Published
								
		
9 March 2011 – 17 December 2015
Bills
Published

Departments

7
5
7
8
4
9
32
32
2
27
23
24
25
14
1
14
234

Agriculture, Food & the Marine
Arts, Heritage and the Gaeltacht
Children and Youth Affairs
Communications, Energy & Natural Resources
Defence		
Education and Skills
Environment, Community & Local Government
Finance		
Foreign Affairs and Trade
Health		
Jobs, Enterprise and Innovation
Justice and Equality
Public Expenditure and Reform
Social Protection
Taoiseach
Transport, Tourism and Sport
Total
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RIAs
Prepared

RIAs
Published

7
0
3
7
0
6
17
7
0
5
19
13
7
2
0
11
104

7
0
3
4
0
5
17
7
0
5
17
13
5
2
0
11
96

Views of the OECD
Are there external views on Ireland’s record for
assessing regulatory impacts? The OECD4 has
published some interesting views on Ireland’s
regulatory performance in its Regulatory Policy
Outlook in October 20155.
The Outlook acknowledged that, over the past
decade, Ireland has introduced new directives and
guidelines for improving the regulatory process, and
that RIAs are conducted in practice for all primary
laws and all major subordinate regulations. It also
acknowledged that pre-legislative scrutiny by the
relevant Oireachtas Committee is now a general
requirement for non-emergency, non-budget
primary legislation, and that committees can and
do consult with experts and civic society groups.

Most OECD countries have now adopted a degree
of ex post evaluation6 for regulatory proposals. In
the case of Ireland, the OECD criticised the limited
extent to which ex post evaluations are conducted.
Specifically, it points out that
“Ex post evaluations are only conducted
for some primary laws; there are no
automatic evaluation requirements, though
the government has indicated an intention
to introduce post-legislative review for
recent primary legislation. There are
no requirements regarding the types of
impacts such evaluations should assess, or
specific guidelines on how to conduct ex
post evaluations. Developing a transparent,
systematic process for conducting ex post
evaluations, including a clear methodology
and guidance could help strengthen the
regulatory process”.

However, the OECD Report criticised the limited
extent to which consultation (a key stage of impact
assessment) takes place in Ireland. Specifically, it
stated that:
“Stakeholder engagement is only formally
required in the development for some
primary laws and subordinate regulations;
and there is no requirement that
consultations are made open to the general
public. In practice, later stage consultation
is conducted for all primary laws, usually
a formal consultation with selected groups,
but neither early nor later stage consultation
is conducted for subordinate regulations”.

Scope for enhancing the RIA Process
The advent of a new Government is a good time
to review the current RIA process, to see if there is
need to change the process in any way. There are
three areas that merit examination:
Vetting of RIAs: While a considerable number of
RIAs continue to be produced, there is no evidence
of an official vetting system for quality – an
RIA “gatekeeper” – to ensure that RIAs achieve
certain quality standards. It is not always clear
that RIAs are undertaken before Government
decisions are actually made. The EU has a good
model for ‘gatekeeping’ – the Regulatory Scrutiny
Board. It provides a central quality control and

The OECD places great store on carrying out ex
post evaluations of impact analysis in order to
ensure that regulations are effective and efficient.
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support function for the impact assessment
and evaluation work being undertaken by the
European Commission. It was set up in July 2015
and replaced the previous Impact Assessment
Board. The Board examines and issues opinions
on all the Commission’s draft impact assessments
and of major evaluations and “fitness checks”
of existing legislation. In principle, a positive
opinion is needed from the Board for an initiative
accompanied by an impact assessment to be
tabled for adoption by the Commission. Having a
scrutiny board in Ireland would help to ensure that
RIAs meet quality standards.

webpage where officials could easily identify
where and when courses are available. A useful
model is the OECD website called Education and
Training Policy – Pointers for Policy Development7.
This website has been designed for policy-makers
wanting to avail of the OECD’s policy advice on a
range of different education and training topics. It is
possible to subscribe to a dedicated OECD website
to receive alerts to newly released material on
education and training topics.
Recommendations
The foregoing analysis generates recommendations
for action in six areas:

Publicising RIAs: One way of “spreading the
RIA message” wider would be to have a central
government website, similar to the one for the
Peer Reviews of Information and Communications
Technology (ICT) Projects (www.peerreview.gov.
ie). Such a central website would make RIAs more
widely available, facilitating the sharing of “best
practices” and providing recommendations and
help to shape better the design of future regulatory
policies. Also, with a central website, those wishing
to study completed regulatory impact assessments
could easily find them.

Do RIAs at an early stage: It is important to
reinforce the message that RIAs should be carried
out at an early stage, so they can help in the design
of good policies that will be effective in achieving
their objectives, while not imposing unnecessary
costs on citizens and businesses.
Need for a RIA “gatekeeper”: There is need to
have an official “gatekeeper” who can assess
the quality of individual RIAs and to challenge
proposals that are not accompanied by satisfactory
assessments. The EU’s Regulatory Scrutiny Board
provides a good model for this.

Capacity: It is important that each Government
Department has the capacity to undertake RIAs.
Training takes place in a number of training
organisations including short-term courses that
are provided by Public Affairs Ireland. It would be
of very helpful if a timetable of training courses
for RIAs was to be regularly published by one of
the central Departments; preferably a dedicated

Notes

should be placed on training for “doing RIAs”. This
function should be coordinated at a central level
of Government. The work of the OECD could help
greatly – see the OECD website on Education and
Training Policy – Pointers for Policy Development.
More Consultation: There is need to ensure that
meaningful consultation takes place when RIAs are
being undertaken. Recall that the main objective
of regulatory policy – ensuring that regulations are
designed and implemented in the public interest
– can only be achieved with help from those who
are subject to regulations.
Ex Post Evaluations: Ex post evaluations refer to
evaluations of regulations that have been in place
for some time. The requirement for such ex post
evaluations should be built into the policy cycle.
After all, it is only after implementation that the
effects and impacts of regulations can be fully
assessed, including direct and indirect incidence
and unintended consequences.
Conclusion
There is good work going on to improve the quality
of regulation in Ireland. Government Departments
have been doing RIAs. But there is much more that
needs to be done to fully embed regulatory impact
analysis into the policy process.

Visibility of RIAs: There is need to improve the
visibility of RIAs. A central website, such as www.
peerreview.gov.ie, would aid visibility of all the
RIAs that are produced.
Increasing RIA Capacity: A greater emphasis
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1.

Some countries use the term Regulatory Impact Assessment,
while others use the term Regulatory Impact Analysis. The
latter term is used in this article.

2.

Available at http://www.taoiseach.gov.ie/eng/Work_Of_
The_Department/Programme_for_Government/

3.

Available
at
http://oireachtasdebates.oireachtas.ie/
debates%20authoring/debateswebpack .nsf/takes/
dail2015121700001?opendocument

4.

Organisation for Economic Co-operation and Development

5.

Available at http://www.oecd-ilibrary.org/governance/oecdregulatory-policy-outlook-2015_9789264238770-en

6.

Ex post evaluations refer to evaluations of regulations after
they have been in place for some time. It is only after
implementation that the effects and impacts of regulations
can be fully assessed, including direct and indirect incidence
and unintended consequences.

7.

Available
at
http://www.oecd.org/edu/school/
educationandtrainingpolicy-pointersforpolicydevelopment.htm

8.

Available
at
oecddirect.htm

http://www.oecd.org/about/publishing/

Appointmentsw
January 2016

+ Associates. He is a part-time lecturer in the
Department of Planning and Environmental
Policy in UCD, and is on the board of directors
of the Buildings of Ireland Charitable Trust. He is
a Member of the Royal Town Planning Institute,
and is a Fellow of the Irish Planning Institute and
chairman of its private practice branch.

Reappointment of Ms Noreen Wright to the Board
of ESB for a second term of office.
Ms Wright will be reappointed as a Ministerial
nominee to the Board with effect from 28 June
2016.

He replaces Aidan O’Hogan, Director of Property
Byte who was PII Chairman since 2013.

Ms Noreen Wright is a barrister; she joined
Northern Ireland Electricity’s (NIE) in-house legal
team in September 1976 and remained with
NIE/Viridian until 2001. She holds a number of
public appointments in Northern Ireland including
Member of the Industrial and Fair Employment
Tribunals, Lay Magistrate and Member of the
Northern Ireland Valuation Tribunal. She is also a
Director of Springvale Training Ltd and Co-operation
Ireland Ltd and is a Trustee of Garfield Weston Trust,
University of Ulster. She has previously served as
Commissioner for the Equality Commission for
Northern Ireland, as a Council Member of the
University of Ulster, and as a Trustee of the Bytes
project.

March 2016
Fianna Fáil TD Seán Ó Feargháil was appointed
as Ceann Comhairle of the 32nd Dáil following a
secret ballot.
Seán was elected to Seanad Éireann in a byelection in 2000 and was elected to Dáil Éireann
for the first time in 2002. He headed the poll in
2007 for Kildare South; he retained his seat in
2011. He has served on a variety of Oireachtas
Committees, having chaired the Oireachtas Health
Committee from 2009 until 2011. He is currently
Party Spokesperson on Defence, Arts, Heritage and
Culture.

February 2016

He beat Fine Gael’s Andrew Doyle, who came
second in the vote. Independent Maureen
O’Sullivan came third.

The Ibec group that represents businesses
working in the Irish property and construction
sector, Property Industry Ireland (PII), elected
Tom Phillips as its new Chairman.

He replaces Fine Gael’s Seán Barrett.
Mr Phillips has experience in town planning and
urban designing. He is Director of Tom Phillips
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Positions
availablew
The Commission for Energy Regulation
searching for a Human Resources Officer.

Here you will find details of open
positions, as advertised by the Public
Appoinments Service (PAS)
via publicjobs.ie and by stateboards.ie

Digital Hub Development Agency are
seeking to appoint members to their Board.

is

There are three vacancies on the Board, and
the Minister for Communications, Energy
and Natural Resources invites qualified
candidates to apply.

The listing calls for:
“The CER is now seeking a qualified, high
achieving individual to join the Human
Resources team to support the HR Manager
and to be a key business partner in the
continuous development of the H.R.
function within the Commission for Energy
Regulation.”

An information booklet included in the listing
outlines further that the Agency are looking
for a member with Finance Expertise, a
member with Project Management/Property
Management Expertise and a member to
represent the local community.

Required attributes:
• Third Level Qualification in a relevant discipline
(such as HR, Business, Legal, Health & Safety);
• 2 years’ HR experience

Time commitment will be approximately 10
half-day meetings.
Qualifying candidates should apply with a CV
and a cover letter through the State Boards
website.

They request that qualifying candidates send a CV
and cover letter to:
HR Manager,
Commission for Energy Regulation,
The Exchange,
Belgard Square North,
Tallaght,
Dublin 24.

The position was listed on stateboards.ie on
Tuesday 5 April.
Closing date for applications is midnight of
Thursday 28 April.

or by email to: hrdepartment@cer.ie
The position was listed on publicjobs.ie on Monday
4 April.
Closing date for applications is Friday 22 April.
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The more you know
Did you know there is a tax incentive
scheme that could help you improve
your health?

The bikes main purpose should be the undertaking
of all or part of journeys which are necessary
for you to make in order to get to work (called
qualifying journeys). While employers are not
obliged to monitor this, you will be asked to sign
a statement that says the bicycle is for your own
use, and that you will mostly use it for these
qualifying journeys.

The Cycle to Work Scheme encourages workers to
cycle to and from work – by having your employer
buy your bike and equipment for you. You then
pay the cost back through salary sacrifice over up
to 12 months. You will not be liable for tax, USC or
PRSI on these repayments.

At the beginning of 2016, PAI established
its new Academic Council
Public Affairs Ireland provides training in five main fields: HR and People; Leadership and Management;
Personal and Interpersonal Effectiveness; Legal, Regulatory and Public Policy; and Public Procurement and
Public and Financial Management.
Together with the board of directors and PAI management team, the Academic Council comprises a panel
of academic and industry experts including HR consultants, Employment Law firms, senior ex-public sector
representatives, organisational psychologists, economists and university professors. Council members play
a key role in shaping PAI’s strategy, programme development and delivery. They also serve as ambassadors
for PAI, helping develop its network and offering strategic customer insight and market knowledge.

Eligibility is up to the discretion of your employer.
If you would like to participate in the scheme,
contact must be made with them to arrange it.

Employers can cover the cost of a new bicycle or
electrically-assisted bicycles called pedelecs. They
can also cover equipment such as helmets, bells
and horns, lights, locks and chains, repair kits, and
reflective clothing. The maximum cost afforded by
the scheme is no more than €1,000. You may only
avail of the scheme once in a five-year period.

You can find out more about this scheme on the
Revenue Commissioner’s website.

The repayment arrangement is flexible, and should
be agreed upon by you and your employers. It will,
however, invariably be taken out of your gross pay
and will not be subject to taxation.
However, there are some qualifiers that should be
noted:
When buying the bike, you should have the shop
invoice your employer. No reimbursement can be
made if you pay for the goods yourself.

This means all of our training is conceptualised, developed, administered and delivered by top experts in
the industry.
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Two-point PMDS Rating:
A simpler system?
feedback from both jobholders and managers,
they found that “PMDS has not been working as
well as it should. A significant finding was that
PMDS needs to be streamlined and simplified. With
this change, a new single form was introduced
to replace the previous three forms. Phase two
was initiated in 2013. One of the main changes
introduced was a revised Competency Framework,
wherein there would be six key competencies
for every grade, and they would be mutuallyapplicable across grades and roles throughout the
Civil Service. While the wording of the evaluation
grades was changed to be more reflective of the
work being done, the five marks were retained.

When PMDS was established in 2000, section four
of the report which laid out the details stated that
“it will be important that the implementation
and development of the PMDS is monitored
and evaluated as it evolves”. The system, as
established, included a “cycle” of goal-setting,
training and development, and review. It included
three forms: the Role Profile, Interim Review and
Annual Review. A jobholder’s overall performance
would be graded by their manager. Five grades
were available: Outstanding, Exceeds Required
Standards, Fully Acceptable, Needs Improvement,
and Unacceptable.
It underwent overhauls in both 2012 and 2013,
in an attempt to make it more fit-for-purpose. In
a statement announcing the 2012 changes, the
Department of Public Expenditure and Reform
(DPER)’s HR Department said that, following

Now, in 2016, the decision has been made to
restructure again as part of the Civil Service Renewal
Plan. Action 11 of the Civil Service Renewal Plan
called for a way to “strengthen the performance

When the PMDS system was established, it
was done so with a commitment to continuous
review to ensure its effectiveness

may have prevented the Jobholder’s achievement
of the goals”. Conversely, it also mentions
“significant improvement in performance made by
the Jobholder where a Performance Improvement
Plan is in place”.

“Action 11 of the Civil
Service Renewal Plan called
for a way to ‘strengthen the
performance management
process’.”

These new ratings will apply during the 2016

Tips for Interim and Annual Reviews

management process”. As a result of the “the
Civil Service Management Board decided that the
current five-point PMDS rating system should be
replaced with a two-point system”. Instead of
varying degrees of satisfaction, managers must
now simply state whether the jobholder has
performed to a satisfactory level, or not.

Interim Reviews should take place around
June or July, with Annual Reviews taking
place in December.
In anticipation of these, you should
review your personal goals and required
competencies as set out at the beginning of
the year.

The new rating system, according to the information
provided by the HR Department of DPER states that
this new two-point system aims to
“take the focus of PMDS away from looking
back at past performance and instead to
looking forward towards the development
of future performance”.
As always, jobholders must provide evidence of
the goals they have achieved and the work they
done to achieve them.

Ask yourself what you have done so far, and
how you did it. Further, ask yourself what is
left to do so that you can achieve your goals,
and what work do you still need to do to
achieve the goals you have set out.
You should also be ready for an open and
honest conversation, where it is a possibilty
that any underperformance may be raised.

There is also call for managers to examine the
circumstances behind the rating. For example, the
form calls into attention “any major reason that
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For more tips on preparing for these reviews,
see the PMDS 2016 Jobholder Guide, available
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The Public Professional reached out to IMPACT, the public sector trade union, to ask
their stance on this most recent change to the PMDS system. Andy Pike, National
Secretary for the Civil Service had the following to say:
“The agreement reached on establishing a new PMDS rating system is welcome. The
previous five-point rating scale proved to be complex and cumbersome for staff and
managers to operate. There can be little doubt that the nature of the rating system,
and the difficulty in identifying the most appropriate rating, contributed to the very
low proportion of civil servants deemed to be working unsatisfactorily or requiring
improvement.
We would not expect any performance management system to show that large
numbers of civil servants are not working at a satisfactory level, as the reduction in
public service numbers over the last eight years has required all Civil servants to work
differently, and in a more flexible manner, to carry out an enhanced range of duties
with fewer staff. However, we recognise the need to identify poor work performance
in a simple and straightforward manner so that the necessary steps can be taken to
assist the employee in reaching the required standard.
The new rating system will categorise civil servants as either working satisfactorily or
unsatisfactorily. This will prove to be a much more efficient system to operate for all
concerned. Where a performance problem is identified, the PMDS system prioritises
training and development requirements and also suggests that managers review the
employee’s work assignment to ensure their skills are being put to the best use. This
new rating system will contribute to maintaining excellence within the Service, with
much clearer processes for dealing with poor performance, whilst taking account of
personal issues (such as poor health) that might inhibit the employee’s ability to
achieve reasonable objectives for improving their work performance.
The Civil Service trade unions jointly negotiated sufficient safeguards within the PMDS
system to protect against any abuse or unfair outcomes. These measures include the
ability of civil servants to access an independent appeal mechanism in the event that
they wish to challenge an unsatisfactory rating.”
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PAI offer a range of
In-house Training options
If you require training for four or more of your team,
it may be worth your while looking into an In-House
training option.
PAI offers a more economical solution where several
members of your staff will be attending a session.
Choosing to run a course In-House allows us to customise
the course content and schedule to meets your needs,
while we arrange all training materials, logistics,
evaluation and all administrative requirements..
Our designated In-House Training Executive will work
with you to chose the right trainer and course that meets
your requirements.
For more information, you can contact Muireann by
calling us at (01) 819 8500 or emailing training@pai.ie

Dates for your
diary

Letters to the Editor

April

June

Workplace Investigations

Industrial Relations Negotiations

13 April, 9am to 4pm

7 June, 9am to 4pm

Time Management

Minute-taking

19 April, 9am to 1pm

14 June, 9am to 1pm

No-Nonsense IT Project Management

Certificate in Data Protection (Advanced)

19 April, 9am to 4pm

Two days: 14 and 21 June, 9am to 4pm

Problem-solving and Decision-making
20 April, 9am to 1pm

Masterclasses

Certificate in Public Procurement

Eight days: 20 and 21 April
4, 5, 18 and 19 May and
8 and 9 June, 9.30am to 4.30pm daily

Protected Disclosures

Certificate in Leadership

Dignity at Work for HR Practitioners

11 April, 9.30am to 12.30pm

Three days: 21, 28 and 29 April, 9.30am to 4.30pm

20 May, 9am to 11pm

Proofreading Skills

21 April, 9am to 1pm

The challenges faced by professionals in the public
sector in Ireland are a unique set, and we recognise
that. Our aim in producing this magazine was to
tailor the content to those working in all areas of
the public sector.

Shauna Nimmo has a BA in
English from UCD, and an MA in
Publishing from NUI Galway. She
joined Public Affairs Ireland in
2015, and has been working on
the online and print publications
since then. She has held various
roles as an editorial assistant
with Columba/Currach Press,
Thompson Reuters Roundhall,
and ROPES Literary Magazine. She also contributes to

In this issue, you will find articles that are not
only informative, and conducive to positive career
development, but that are light and interesting.
It has been a pleasure to see these articles go
from ideas, to rough drafts, to the finished project.
The Public Professional prides itself on producing,
curating, and aggregating high-class content that
serves a real purpose in the life of Ireland’s public
sector workers.

a popular current affairs blog.

Welcome to the first issue of
The Public Professional.

I would personally like to thank all of our
contributors for this issue, as well as the amazing
team at PAI for the part they played in putting this
issue together.

Conferences

Editing Skills

26 April, 9am to 1pm

Freedom of Information Conference 2016
9 June, 9am to 1pm

Women in Leadership
27 April, 9am to 4pm

Speakers will include Information Commissioner Peter
Tyndall and Paul Lavery of McCann Fitzgerald

May
Certificate in Change Management

Two days: 11 and 18 May, 9am to 4pm

Interview Skills for Interviewers
12 May, 9am to 3pm

Certificate in Corporate Governance
Two days: 15 and 22 May, 9am to 4pm

For more information, or to book:
visit www.pai.ie
email info@pai.ie
or call (01) 819 8500

Interview Skills for Interviewees
19 May, 9am to 3pm

Certificate in Freedom of Information
Two days: 25 and 26 May, 9am to 4pm
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For over a decade, Public Affairs Ireland (PAI) has
been a leader in training and development for
public sector workers. Over that time, we’ve built
up a huge network of trainers who are experts in
fields as varied as HR and Financial Regulation. Our
trainers work tirelessly to help us produce content:
in the form of courses and pieces for publication.

I’m pleased to welcome you to the first issue, and I
look forward to any letters, comments, observations
or questions you have in further issues.
Further, any suggestions of submissions, topics of
interest, or queries about advertising can be sent
to me.

At PAI, there is a focus on life-long learning. We
believe that there is always room to improve, to
grow. That is why we aim to offer as wide a training
programme as possible. The Public Professional is a
way for us to spread the knowledge and resources
we’ve built up with our customers. It is a tool for
career development, and a source of news and
interest for everything that’s happening in the
training and development world.

If you would like to get in touch, you can reach me
at editor@pai.ie.
Until next time, enjoy!

71

Link with us socially

www.pai.ie

@publicaffairsir

linkedin.com/company/publicaffairs-ireland

facebook.com/publicaffairsire

