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Tina Kinirons is a business psychologist who has 
extensive experience as an external interview 
board member and is involved in both shortlisting 
and interviewing on behalf of several public sector 
organisations. She trains interview boards members and 
also delivers training courses to public sector candidates 
in interview preparation and writing application forms. 
She also coaches individual candidates and helps 
them complete application forms, CVs and prepare for 
interview. As a trainer, she develops and delivers courses 
on the topics of people management and leadership, 
interview skills, soft skills (including presentation skills, 
problem solving and communications) and training 
(training other trainers). She held senior management 
and consulting roles with large organisations before 
setting up her own business. She holds a M.Sc. in 
Occupational Psychology.

1
Be clear about how your experience matches the requirements of the 
role

Be clear in your mind about how your experience matches the role you are going interviewing for. 
What is the organisation looking for? Is there a job role description or a set of competencies describing 
what is required? What do you have to offer (skills, knowledge, competencies) and how do these 
match? There is variation in what materials are available to you – for example, the definitions of the 
competencies in the civil service and local government competitions – and you will probably have a 
role description and / or competency definitions for many of the public service roles. 

It is worth spending some time on this. Try to tune into the requirements of the role. If you are applying 
to a public sector organisation that you have not previously worked for, research what the organisation 
does, what kind of roles they have and, in particular, see what more you can find out about the role 
you are applying for. If you invest some time in preparing how your skills and experience matches 
the requirements of the role, it will help you in several ways. It helps you when writing a summary or 
position statement (on the application form), when writing your cover letter (if submitting a CV), and it 
in turn informs how you will answer questions at interview. Especially questions such as why you want 
the role, how your experience matches the requirements of the role or if you are asked to summarise 
your experience. It also underpins all of your other answers when at interview, because you need to 
be able to clearly articulate how your previous work experience matches the requirements of the role.

3

2
Read the application form carefully when answering competency 
questions

Many of the public sector competitions are now using application forms instead of a CV. The 
application form has a Work Experience section, so you complete this section as you would the work 
experience section of a CV. Most of those application forms also ask a number of competency-based 
questions or look for your summary of particular areas of experience. Read the information provided 
carefully as, in many instances, the information you provide on the application form is being used 
as part of the shortlisting process. Some application form look for the details of one example for 
each competency, some for two examples per competency, while others ask for a summary of your 
achievements and expertise in the competency that makes you suitable for the role. You need to 
be clear about what type of answer you are providing. If you are asked for one or two examples per 
competency, you can use the structure outlined in the next section of this article. If you are instead 
asked to summarise your achievements and expertise, you will need to pull together an overview of 
the highlights of your career that are particularly relevant to the competency in question.

Structure your competency answers – 1. Context; 2. Actions; 3. Result 

Whether you are providing the details of one competency example on an application form or 
answering a competency question at interview, keep this three-part structure in mind to help you 
frame your answer. Think about your best example and remind yourself of the details of both 
what you did and what you accomplished. A high-scoring answer (on paper or at the interview) 
will need you to be clear and confident about that detail. Follow this structure for your answer: 
1. Outline the context – briefly explain the nature of the task, problem or objective of the piece 

of work that you are using to outline your experience in the particular competency.
2. Detail what you actually did and how you demonstrated the skill or quality. Be clear about 

what your contribution was and what actions you took.
3. Summarise the outcome, impact or result of the work that you did.

Talk a little about the context, a lot about the actions you took in that situation and a little about 
the impact or outcome of what you did. The actions you outline allows the interviewers to match 
your experience to the requirements of the new role. The outcome or results of your actions give 
the interviewers some indication of the contribution you made and the quality of your work. The 
interviewers need to understand about the context to help them in judging your actions and the 
outcome.

Attending an interview can be a daunting task. In the civil service and public sector, you will face an 
interview board that will ask you competency-based interview questions. This article is written by 
someone who has interviewed in many competitions and has seen first-hand the variation in how 
candidates deal with the interview situation. The advice in this article is based on this interviewing 
experience and provides advise that can help you score well when being interviewed.

Interview Tips for Civil Service 
and Public Sector Interviews
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Be specific about your actions; be concrete, not theoretical

When at the interview, use sentences that start with “I”, not “we”. You may well have worked 
with others or been part of a project team, but the interviewers need to understand what you did 
and what your particular contribution was. You need to include specifics and be concrete in the 
information you include. The interviewers are not looking for a theoretical answer, they are not 
looking for buzzwords, and they are not looking for a textbook answer. Instead, they want to know 
what you actually did to display the particular skills, competence or behaviours that they know will 
be needed in the new role. You need to outline the detail of your actions. Focus mostly on what 
you did and include a little bit of why you took that approach. This is where your homework will 
stand to you, as you really need to be clear and confident of the detail of what you have done, 
even if that piece of work was from a few years ago. Where possible, lead with your most recent 
work example. Only use a non-work example when you have no other example that you can draw 
on to illustrate your competence.

Prepare for an oral exam, not a written exam!

Remember that an interview is an oral exam, not a written one. So many candidates 
put huge effort into writing up lots of notes and act like they are preparing for a 
written exam. But on the day, the interview is an oral exam, a formal business 
meeting where you have to deliver your answers in person. So do the preparation. 
Write out the main points of your examples, but don’t forget to practise those 
out loud. Don’t let the first time you answer a question be in the interview itself. 
Practise in front of a mirror, with a friend or colleague, take a video of your phone, 
and make sure you get a chance to practise answering those questions out loud. 

Prepare a summary of your experience as well as the detail in a 
particular area

It can be very helpful to have prepared both the depth and the breadth of your experience. By 
depth, I mean being able to detail all the actions that you took, using one particular example of 
where you have displayed a particular set of skills and behaviours. Some interview questions 
(and indeed, application forms) instead require you to be able to summarise the breadth of your 
experience, to give an overview of your achievements and expertise in an area. For example, a 
depth question about report writing would be, “Can you take us through an example of a report that 
you wrote recently and talk us through the process you followed when writing that report?” Here, 
the interviewers are interested in knowing the detail of the process you followed when writing a 
report; you could mention the type of report, the audience and then expand on the process you 
followed. A breadth question about report writing would be, “Can you summarise your experience 
of report writing?” In answer to this second question, the interviewers would expect a candidate 
to talk about the extent of their report writing experience, the types of reports they have authored, 
different audiences they have written for, different topics – they would be expecting a summary 
of the candidate’s report writing experience, rather than the specifics of just one of those reports.

Don’t worry if you stumble over your words

Interviewers know how nerve-wracking interviews are. They know you will be particularly nervous 
at the start of the interview and will do their best to welcome you to the interview and help you 
settle in. Interviewers are not looking for an utterly flawless performance. If you stumble over 
a word, ask for a question to be repeated, or come back at a later point in the interview with 
a rework of an earlier answer – it is okay; it will not detract from your scores. The interviewers 
are focussed on the details of your previous work experience and understanding whether your 
experience, knowledge and skills are a match for the role’s requirements. Focus on the detail of 
your answers and getting your experience and skills across to them. The interviewers are willing 
you on, they want you to do your best.
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Manage your nerves

There are things you can do to help manage your nerves. If you prepare well and know 
that you are well-prepared, this will help. Get there early and don’t put yourself under any 
unnecessary additional pressure. When you are waiting to be called into your interview, 
try tocalm your breathing and relax your shoulders. When we are nervous, our voices dry 
up, so sip some water before you start the interview (take a bottle of water with you – you 
can always leave it in the waiting area when you go in for the interview). At the start of the 
interview remember to shake hands, smile, make eye contact and then sit up straight. Pay 
attention to your body language – our body language influences how we think and feel about 
ourselves, which in turn changes our behaviour and changes our outcomes. It’s a little bit of 
“fake it until you make it”, which new research shows is more like “fake it until you become it”.

9
Make sure you answer the right questions

It’s really important that you stay on track during the interview and answer the questions 
that are being asked. If you stray off topic, the interviewers can’t award you marks. They 
have their scoring criteria and are looking for your experience in specific areas. Even 
though you may be nervous, listen carefully to the question being asked. If you are not 
sure what the interviewer is looking for, don’t be afraid to ask them to repeat or clarify 
the question. If you can think of more than one way of answering the question, ask for 
clarification. For example, a recent candidate asked for a clarification in a response to a 
question about report writing: 

“Would you prefer me to focus on an overview of the reports I have written, or 
would you like me to talk you through the detail of how I go about writing one 
particular report?” 

Remember, an interview is a formal business meeting. In any other meeting, you wouldn’t 
start answering a question if you weren’t sure of what had been asked, so do the same in 
an interview. 

10
Ask questions at the end (if given the opportunity)

If you are given the opportunity to ask questions at the end of the interview, I 
would encourage you to do so. Look at the information you have received about 
the role and try to imagine yourself starting out in that role. What questions could 
you ask that show your interest in the role; at the same time, try to not show up 
your ignorance about something you should have been able to research or answer 
for yourself. Interviewers will expect you to have done your research. Examples of 
good questions I have been asked by external candidates for public sector roles 
were: 
“How many people are working on the team?” 
“Is there a training plan in place for the successful candidate?” 
Alternatively, you could mention some strategy, policy, or other change and ask 
how that affects some aspect of the role. You are always safe to ask, 
“What are the next steps in the process”.

Team Leadership and 
People Management 

Skills for EOs and HEOs

Strong people management skills are essential 
to ensure that you get the best from yourself 
and those on your team.

Our course, aimed at EOs and HEOs, will 
give you the skills you need to lead a high-
performance team through any project.

For more information, please see our website.
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A number of leadership oriented thinkers suggest that 
the fundamentals of leadership mean that an individual 
has articulated a direction, facilitated alignment of 
perspectives and resources with that vision, and 
motivated others to work in a committed fashion to 
realize that vision. And when you ask the next question 
– what does direction, alignment, and commitment 
really look like? – you open Pandora’s box of potential 
solutions. 

Regardless of the “big” answer, the “small” answer 
resides in how leaders attend to their everyday 
interactions with others and with their environment 
(and by that I mean how they use symbols to influence 
the psychological environment). The smallest of 
interactions with your employees, peers, team 
members, or stakeholders can have an enormous 
influence on how they perceive you as a leader – and 
help you reach your business’s goals. I’ve used the 
following example a number of times to make this 
point.

As 49-year-old Cara stepped out of her car, she noticed 
an employee was having trouble carrying a variety of 
bags from his car to the building. Cara approached the 
employee saying, “Good morning! I see that you’ve got 
your hands full; I’ve got a free hand, let me help.” The 
employee was immediately grateful but declared that 
he would take care of it. Cara responded with, “At least 
let me take one of these bags to the front desk to save 
you some of the trouble.” She picked up a bag and 
started walking with the employee to the front of the 
building. She casually noted, “Looks like a department 
party. Something special today?” The employee said, 
“Some new employees are starting today and the 
facilities staff wants to welcome them.” “Great news,” 
Cara said, “We’re growing.”

Cara left the bag at the front desk and while walking to 
her office she spoke to each person she met along the 
way. Her comments were usually something like: “Hey 
Joe, I hear we’ll get to see your project report later,” 
or “Hey Diane, I haven’t seen you for awhile; I hope 
that everything is fine.” As she made her way to her 

Dr. Roger R. Pearman is regarded as one of the world’s 
preeminent experts in the field of personality type, with 
over 30 years as an active proponent of continued 
research and exploration on the nature of psychological 
type. As a coach, author, academic, and researcher, 
he is the recipient of multiple lifetime achievement and 
contribution awards. His extensive work with personality 
has led to great insight into personality type and 
evidence for a deeper complexity needed in personality 
type assessments. The culmination of Dr. Pearman’s 
expertise and immense insight led to the development 
of the Pearman Personality Integrator, an assessment 
built on a strong foundation of theory, empirical data, 
and practical application
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Leadership is the Art of 
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To be sure, leadership is a combination of vision, 
business smarts, persistence, and a commitment 
to realizing the vision through people’s efforts. But 
the single most important and simplest aspect of 
leadership is working with others and getting their 
commitment – rather than just compliance – to work 
effectively toward goals and objectives.

Make the most out of every interaction, no matter how 
small you might think it to be. Each interaction is an 
opportunity to recognize others, which communicates 
to them that they are significant to the organization. 
Asking a general inviting question shows you have 
some confidence in their work. Suggesting that you 
are willing to help communicates you see them as 
worthwhile.

At the end of Cara’s day, she dropped an e-mail to the 
manager of facilities: “I heard you had a welcoming 
party today. I hope it went well and that the new 
members of the team are excited to be here.” Is 
there any wonder why everyone I interviewed about 
the senior team of this company made the opening 
statement: “Now about Cara, I would walk through hell 
for that woman. She’s the most remarkable business 
person I’ve ever worked with.”

Leadership is building capacity and commitment 
through building relationships. And just like a brick 
house, built one brick at a time, relationships that 
matter are built through micro-interactions. How strong 
is your relationship house?

And even though we can recount this story many times 
– and I have – we come back to the realization that 
if it was easy, we would already be doing it. It is not 
easy in part because we may not be self-aware of our 
habits of mind or habitual behaviors that undermine 
our efforts. It is not easy because we might say 
attending to interactions this way is important but we 
have an excuse for relying on our Door A (Automatic) 
responses such as “I’m under a time constraint so it is 

office, she interacted with every person, making each 
interaction brief and direct. Each time she addressed 
the person by name, asked a supportive question, and 
often invited the individual to let her know how things 
were going.

Total time investment in each interaction: eight seconds. 
Return on effort: employee loyalty, trust, and a flow of 
information that every manager desperately wants and 
needs to make intelligent personnel decisions.

Cara is the Vice President of marketing in a $200 
million dollar financial services company. She is known 
throughout the organization as an impeccably dressed, 
energetic leader.

Of the 67 established manager and leader 
competencies for success and the 19 behavior 
clusters linked to career failure or derailment, the vast 
majority of behaviors are related to the management 
of relationships. Among career stallers, 75% of the 
behaviors are relationship issues (e.g. arrogance, 
betrayal of trust, defensiveness). All of these behaviors 
are connected to our most basic interactions. These 
behaviors are aspects of Emotional Intelligence, which 
leaders can learn to more effectively access and use.

Relationships are built through micro-interactions. 
Each interaction has one of two possible outcomes: You 
are seen as either inviting – or as cold and indifferent. 
After a period of time, and through numerous moments 
of potential interactions, the cold and indifferent are 
usually thought of as self-interested, too absorbed, 
and generally uninterested in others’ contributions.

Those leaders with a long list of inviting interactions 
usually have more latitude and more options when 
working with others. The perception is that you are 
invested in others and that you recognize that your 
success is tied to the work of others in the organization. 
Everyone feels like they are in the same boat, pulling 
the oars in the same direction.

hard to be nice right now.” It is more likely that there is 
a missing awareness of both what kinds of behaviors 
are available and what is required to flex.

Ellen Van Velsor, researcher at the Center for Creative 
Leadership, has often pointed out that individuals have 
to believe they have the capacity to do something 
before they are willing to do it. One of the goals I 
have for the Pearman Personality Integrator is that 
each individual will learn of his or her full range of 
capabilities as noted by the mental functions (Si, Ni, 
Te, Fi, etc) and what is required to flex (e.g. proactivity, 
composure, openness to variety, etc). In learning about 
these resources, individuals may decide to stretch and 
grow. The focus of the report is to invite individuals to 
think about their personal intelligence – who they are, 
what others are capable of, and decide on a course of 
action that benefits all.

This article is reproduced with explicit permission of 
the author. It was originally posted on Dr Pearman’s 
Linkedin page on 5 February 2016.

Analysis and 
Decision-making 

Skills

New for our Autumn term

For more information,
 please visit our website, 

www.pai.ie
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The idea of a job description that is set in stone and 
designed by management is quickly becoming a thing 
of the past. As people’s expectations of what they want 
to get from their work or career are changing, so too 
are the ways they think about their job. Traditionally, 
when people became unhappy at work they tended 
to consider two options: to grimly stick it out – an 
option that often leads to burnout – or to move job or 
organisation in search of a better fit. Rarely would an 
alternative third option have been considered, which 
involves making significant changes to their current job 
to make it more personally meaningful, what is now 
known as “job crafting”. People often tend to disregard 
this option as they are unable to see any opportunity 
for change or they are concerned about resistance 
from their manager, or potential repercussions such as 
being seen as a “trouble-maker” or “rocking the boat”. 
However, as the labour market continues to recover 

and job mobility is back on the rise, it is in the interests 
of employers who wish to retain their staff to facilitate 
and encourage their employees to mould their job to 
best suit their needs. Research now tells us that when 
people can “craft” their job, they are happier, more 
engaged and more productive. It is therefore important 
for managers to understand what job crafting entails, 
what the advantages of job crafting are, how it can be 
encouraged by managers, and any potential downsides 
it might bring to the team or organisation. 

What is job crafting? 
Job crafting is a proactive behaviour where individuals 
change the task, relational or cognitive boundaries 
of their work (Wrzesniewski & Dutton, 2001). It 
includes activities such as redefining the scope of 
work responsibilities, altering work procedures, and 
seeking out new work relationships. The interesting 

and surprising thing about job crafting is that it is 
not limited to specific job types or professional roles. 
Research on job crafting began with a study in 2001 
by researchers from University of Michigan and Yale 
that looked at how hospital janitors adapted their 
work to make it more meaningful and interesting. The 
study’s respondents saw themselves as a member 
of the professional healing team and, as a result, 
took it upon themselves to get to know patients and 
families, to rearrange furniture or room décor to help 
support patient’s recovery or to work their schedules 
to complement the schedules of the health care 
teams. Since then, interest in job crafting research 
has expanded to various types of jobs and sectors 
including business and financial, industry, health and 
welfare, and governmental organisations, showing 
that it is relevant to all organisational contexts. 
Another interesting feature of job crafting is that it is 
not a once-off phenomenon that people enact in an 
attempt to make their job better. Rather, it is a dynamic 
and ongoing process that evolves on a daily basis, 
where people continuously play with the boundaries 
of their job. To reflect this, much of the research on job 
crafting is conducted using daily diary studies where 
employees rate their job crafting activities, their work 
engagement and other features of their job for that day. 

What makes job crafting different to other types of 
work-related proactive behaviours, like initiative or 
citizenship behaviour, is that it is self-oriented. By 
crafting their job, people try to revise the meaning of 
their work and to change their work identity regardless 
of its usefulness for the team or organisation. So, 
although it has proven benefits for the team and 
company, the purpose of job crafting is not about 
problem-solving, improving efficiency or serving 
organisational goals but instead serving one’s own 
individual needs and preferences. This dialogue is not 
one that always sits comfortably with managers, as 
encouraging employees to care for their own needs 
before the needs of the team or company might be 
considered as counterproductive and unsustainable. 

However, extensive research on these activities shows 
that there is no trade-off between the personal well-
being gained through job crafting and work productivity. 
In fact, a number of recent studies have shown how job 
crafting activities, including asking for feedback and 
advice or looking for learning opportunities in the job, 
lead to higher engagement and higher performance in 
the form of helping others in the team and coming up 
with creative ideas (Demerouti, Bakker & Halbesleben, 
2015; Demerouti, Bakker & Gevers, 2015). Despite 
these benefits, not all job crafting activities are 
considered to be beneficial or productive. A group of 
researchers in the Netherlands who created valid tools 
to measure job crafting have examined three specific 
types of crafting activities that employees might 
engage in at work. These are: 
• seeking resources (e.g. feedback, learning 

opportunities, or new relationships); 
• seeking challenges (e.g. additional responsibility 

or tasks); and 
• reducing hindrances (e.g. emotional or physical 

intensity of work) 
(Tims, Bakker & Derks, 2012). 

As previously mentioned, activities where employees 
seek resources and challenges have positive 
consequences, both personally – in terms of improved 
well-being – and for the team. However, studies have 
found that when people try to reduce the hindrances 
and demands in their job, this can lead to lower 
engagement, lower productivity and less creativity 
(Demerouti, Bakker & Halbesleben, 2015; Demerouti, 
Bakker & Gevers, 2015). Examples of reducing 
hindrances could involve avoiding the physically 
demanding tasks in their jobs (for example, heavy 
lifting) or emotionally demanding tasks (such as dealing 
with difficult customers or clients). By reducing these 
demands, new work can be created for colleagues 
in the team, which can often lead to group conflict, 
particularly when members of a group work very 
closely together. It is therefore important for managers 
to understand the difference between productive and 

Dr Sarah-Jane Cullinane is an Assistant Professor in 
HRM and Organisational Behaviour in Trinity Business 
School in Trinity College Dublin. She completed her PhD 
in Dublin City University Business School. She holds a 
BA in Sociology and Psychology from University College 
Cork and an MBS in Human Resource Management 
from Dublin City University. Her research interests lie 
primarily in the area of employee well-being at work 
(e.g. work engagement, burnout and workaholism), 
and her research explores how jobs are designed by 
managers and crafted by employees to promote the 
quality of working life across both the public and private 
sectors. Sarah-Jane’s research has been published 
in international peer-reviewed journals including the 
International Journal of Human Resource Management, 
Organisational Psychology Review and Accident 
Analysis and Prevention. In line with her expertise in 
the area, she also serves on the editorial board of the 
International Journal of Human Resource Management. 

Crafting the Ideal Fit:
How Job Crafting can help employees find 

meaning in their work
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counterproductive job crafting activities so they can 
encourage those through which employees will thrive. 

How is it done?
So how can managers encourage employees to 
engage in “productive” forms of job crafting? Although 
research on how to facilitate job crafting is still 
emerging, a number of studies have had interesting 
findings to help us understand what type of work 
environment is conducive to crafting and what types of 
people tend to craft more. For example, a recent study 
by researchers in Germany found that employees were 
more likely to craft their job if they had substantial work 
experience and felt the need to create or maintain a 
positive self-image (Niessen, Weseler & Kostova, 
2016). This means that those who have worked longer 
for the organisation are more socially-integrated and 
accepted and therefore have the confidence to change 
their tasks. Therefore managers should be mindful 
of this for newer employees, who may feel restricted 
in their opportunities for job crafting and might need 
some encouragement or coaching. Other research 

has shown that when employees have higher levels 
of control over how they do their work, they are more 
likely to implement changes to their job (Leana, 
Appelbaum & Shevchuk, 2009; Petrou, Demerouti, 
Peeters, Schaufeli, & Hetland, 2012). This often goes 
hand-in-hand with the skill level of the role, whereby, 
unfortunately only those in highly-skilled, highly-paid 
jobs are given the opportunity to craft their job. This is 
a restriction that can be addressed by managers. For 
example, a recently published study in Norway found 
that when employees have a heavy workload, they will 
only take the opportunity to craft their job if they feel 
competent in their ability to adapt to difficult situations 
at work and if they have a leader who is flexible and 
comfortable with ambiguity and uncertainty (Solberg 
& Wong, 2016). Related to this, recent research also 
shows that employees imitate each other’s job crafting 
behaviour. A study across a number of European 
countries looking at pairs of employees working in 
the same team found that employees are more likely 
to craft their job and feel engaged at work when their 
colleagues also job craft (Bakker, Rodriguez-Munoz, & 
Sanz Vergel, 2016). 

In conclusion, it is important to acknowledge that job 
holders are neither completely passive nor solely 
individually instrumental in designing the job, and 
that the various local actors (i.e. the job holder, their 
supervisor and peers) are all active agents in the 
process of job design. As job crafting is not an activity 
that can be done under the instruction of a manager, 
managers should instead create more flexible jobs and 
roles that allow employees to negotiate the opportunity 
to change their job content. For example, this can be 
done by involving employees in creating their own job 
descriptions and maintaining ongoing open dialogues 
about the nature of their work (i.e. responsibilities, 
learning opportunities, building relationships etc.). 
Such opportunity to actively mould their job allows 
employees to experience greater meaning and purpose 
in their work resulting in higher job commitment and 
therefore reducing turnover for managers. Interview 

Board 
Training

27 September

Please see our website 
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Putting the 

“T” 
In Talent

… in the next five to ten years, 
some 50% of the current Civil 
Service workforce will be 
retired.

At a recent PAI Masterclass, Mazars’ Keith McCarthy 
estimated that in the next five to ten years, some 50% 
of the current Civil Service workforce will be retired. 

So then, there will soon be a push to introduce a new 
generation of workers to the public service in Ireland. 
The target group, often referred to as “millennials” 
(those aged between 18 and 35), will need to take on 
a very particular shape to truly serve the country best.
The workforce we should be working to build, and 
employ, is T-shaped. “T-shaped professionals”i is a term 
that is used to describe people with diverse abilities 
that they can apply to their position. The vertical bar 
is representative of a deep knowledge of a specific 
field of expertise. This is the kind of professional 
that was most-often sought after previously. Now, 
however, there is a focus on the horizontal bar, which 
is representative of the varied skills and the ability to 
work across disciplines and think laterally.

Dr Philip Gardner defines a T-Shaped Professional as 
someone who can display: 

“mastery of a discipline, mastery of a system, 
transdisciplinary knowledge used in the system, 
mastery of additional systems (as T grows), 
boundary crossing skills, and ME (knowing who 
I am and where I want to go)”.ii

The group behind T-Summit, a yearly US conference 
around the idea of developing and nurturing T-Shaped 
professionals, have created Figure 1 (over page) 
as a way of visualising what is expected of future 
professionals.

Creativity is key
Throughout the literature on T-shaped people, the idea 
that one must be creative is prevalent. Along with this, 
there is a call for students who are trained in “soft skills” 
areas such as liberal arts. It has been acknowledged 
that these degree programmes often develop skills 
in analysis, adaptability, creative thinking, problem-
solving, and lateral thinkingiii. There will always be 
a need for those trained in harder areas, such as 
business, law, or STEM fields. However, introducing 
some of the opportunities for creativity that are 
present in arts degrees could lead to the production 
of professionals who not only operate in disciplinary 
silos, but who can move sideways into other fields, 
when needed. Dr Loretta Jackson-Hayes suggested, 
in her 2015 article on the subject, 

“imagine how much more innovative students 
and employees could be if the pool of knowledge 
from which they draw is wider and deeper. That 
occurs as the result of a liberal arts education.”iv

 
In March 2011, the late Steve Jobs, one of the co-
founders of Apple, announced,

“It’s in Apple’s DNA that technology alone is not 
alone – it’s technology married with liberal arts, 
married with humanities, that yields us the result 
that makes our heart sing”.v

In Ireland, there is little research being done in this 
area. However, that is not to say that some of the 
principles are not being employed in the public sector.
 
The Irish Case
A 2008 OECD report into the Irish public service 
acknowledged the progress made in modernising and 
reforming the sector. It recommended, however, that 
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going forward, 
“‘is not about changing structures and systems, 
but is primarily about getting people to think and 
work outside of institutional boundaries”vi. 

A 2015 IMPACT submission regarding “Developing a 
New National Skills Strategy for the Period 2015-2025” 
noted that skills gaps are changeable and predicting 
future skills gaps is an “imperfect science”. Therefore, 
IMPACT favour a position of lifelong learning and 
provision of education and training of employees to fill 
skills gaps when they arise. That is to say, in a time 
when the needs of the sector are unclear, it is worth 
investing in employees to ensure they can “cross 
their T”. During the hiring process, it is important to 
be aware of the candidates who are willing to learn 

and progress with the needs of the organisation, and 
candidates who show an ability to move across or into 
new disciplines.

The workers that will soon fill the places in the public 
sector must not only be reactive, but adaptive.

In 2015, the Department of Communications, Energy 
and Natural Resources was recognised for the 
development of their “My First 12 Months” scheme, 
which helps new employees integrate smoothly into 
the Department. The Department of Public Expenditure 
and Reform (DPER) Delivery and Reform office noted 
that the programme had resulted in: 

“increased retention rates, engagement levels, 
and skills acquisition within the organisation … 

Figure 1

Found at http://tsummit.org/t

[It] set a high standard for nurturing the talents 
of new staff members in the Civil Service and 
has influenced and informed approaches in 
other Government Departments”. 

It also recognised the transforming of the graduate 
recruitment and development work done by DPER 
(in conjunction with the introduction of the Public 
Appointments Service). It 

“established a new graduate recruitment and 
development process to attract high quality 
graduates into the Civil Service, and further 
nurtures their skills through a programme of 
development and training.”vii

The Millennial Question
Millennials are Generation Y, and they are starkly 
different than the baby boomers who came before 
them. There is troves of research on all of the ways 
the generations differ. One of the main points is that 
millennials – having come of age in the midst of the 
Great Recession and having grown up with technology 
and globalisation abound – are highly-adaptive and 
incredibly flexible. The rate at which the society they 
grew into changed has laid groundwork that is positive 
in an employment situation. Their technological savvy, 
their cultural and social awareness, and their need to 
find work with a purpose means that millennials are the 
generation that are most-suited to the development of 
T-Shaped Professionals. So, then, are they generation 
best-poised to move into the space that will soon open 
up in the public sector in the coming years. 

Notes

i  The first reference to a T-Shaped person, 
or professional, is attributed to David Guest 
in his 1991 article in The Independent, 
“The hunt is on for the Renaissance Man 
of computing.” (September 17, 1991).

ii  Gardner, Philip. “T-Shaped Professionals”. 
Collegiate Employment Research Institute. 
Webpage. Accessed 05/06/16. Available at <http://
www.ceri.msu.edu/t-shaped-professionals/>

iii  University of Vermont. “Outcomes of a Liberal 
Arts Education: Transferable Skills”. Available at 
< https://www.uvm.edu/~career/pdf/cas.pdf>

iv  Jackson-Hayes, Loretta. “We don’t 
need more STEM majors. We need more 
STEM majors with liberal arts training.” The 
Washington Post. 18 February 2015. Available 
at <https://www.washingtonpost.com/>

v  As reported in Lehrer, Jonah. “Steve Jobs: 
“Technology Alone is Not Enough”. The New York 
Times; New York, October 7 2011. Available at 
< http://www.newyorker.com/news/news-desk/
steve-jobs-technology-alone-is-not-enough>

vi http://www.per.gov.ie/wp-content/uploads/
CS-Awards-booklet-WEB1.pdf
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Save the date
Brexit: implications for public policy and 

public administration in Ireland
Thursday 15 September,

PAI Building, Dublin.

Policy Development and Legislation in a 
Changed Political Environment

Friday 30 September,
PAI Building, Dublin.

Reversing the Housing Crisis
Thursday 6 October,

The Westbury Hotel, Dublin.

Practical Challenges in Public Procurement
Thursday 20 October,

The Radisson Blu, Dublin.

Upcoming PAI Conferences

An update on current developments 
impacting on Freedom of Information in 

Ireland
Wednesday 16 November, 
The Radisson Blu, Dublin.

Hospital Waiting Lists
Wednesday 23 November,
The Radisson Blu, Dublin.

PAI’s annual HR conference
Wednesday 7 December,

Venue TBC.
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Jan set up Head Heart + Brain to change the way 
leadership and capability development is designed 
and delivered. With a qualification in NeuroLeadership, 
she’s the driving force behind our brain-savvy approach. 
Before Head Heart + Brain, Jan ran her own successful 
consulting business and was COO at an investment 
bank, so brings a huge amount of experience to the 
table in leadership and dealing with practical business 
issues. Jan is author of Brain-savvy HR: a neuroscience 
evidence base and Brain-savvy Leading: neuroscience 
tips and tools. Jan holds a Masters in the Neuroscience 
of Leadership.

I am often asked, “what relevance does neuroscience 
have for HR?” These questions usually come from 
clients that have done a little reading about the 
research into the human brain. There are lots of claims 
and a vast amount of research being done, and the 
number of articles makes it hard for HR professionals 
to sift through what is relevant and what is not. I believe 
the best way of thinking about neuroscience, if you are 
in HR, is as research that can verify or discredit our 
assumptions and psychological theories about how 
people interact, make decisions and work effectively. 

In my view, there are a number of important findings 
that have an impact in HR-related business and 
particularly HR policy.

Social needs rule
Social needs are primary. Basically, Maslow got his 
hierarchy wrong!i Humans are driven by the need to 
connect socially. This is a primary need, just like the 
need for water and food. Research suggests that the 
assumption that the relationship between employer 
and employee is an economic one, that the employee’s 
effort for is only for a monetary return, is not the whole 
story. Social rewards and the social contract are more 
important than most policy gives credit to.

Our drive for social connections means we are sensitive 
to social slights and social rewards. Think of public 
criticism and praise. These have much more impact 
than we general focus on. How aware are your leaders 
of the potential to use social connection as a reward? 
How careless may they be about inflicting social pain? 

Threat and reward
The human brain is wired to notice threat, to move 
away from it, and move towards rewards. The sense 
of threat is stronger than the promise of reward. This 
is part of our evolutionary advantage. Noticing threat 
kept us safe. However, it is not so helpful when the 
threat is the frown on the boss’ face. Research by 
Head Heart + Brain found 47% of employees in the UK 
feel a sense of threat from their leader. The reason this 
is an important and an unhappy statistic is that when 
we feel threat we are less creative, less open to ideas, 
and the rational problem-solving systems in the brain 
are less effective.

Couple this with the importance of relationships, and 
research has found that people will tend to experience 
threat, or reward, in four key areas: 

Is neuroscience relevant to 
HR?

• The degree of certainty at work;
• the options they have over their work; 
• their reputation; and 
• their sense of equity. 
We call this the CORE model. Understanding when a 
threat might be created and how it can be mitigated, 
or when a sense of reward is created in each of these 
social elements, is essential for HR policies – like 
change and reward and, of course, communications. 
You can download a guide to Brain-Savvy change and 
Brain-Savvy relationships incorporating this model on 
the website www.headheartbrain.com. There is also a 
short video explaining more about the model.

In-group and out-group
Another organising principle of the brain is to seek to 

categorise. This is a short cut and helps the brain to be 
more efficient. The trouble is that we categorise people 
into an “in-group” or an “out-group”; we do this in work 
too. The in-group are people who we see as similar 
to ourselves. The out-group, we see as different. 
Once categorised, the brain filters new information in 
accordance with the category. So it is hard to think of 
someone as a friend if the initial judgement is as foe. 
This all happens in a nanosecond, out of conscious 
awareness, and means rituals like induction, team 
off-sites and sharing common goals are important 
for breaking down initial out-group judgements. This 
becomes crucial in teams that work remotely, where 
there may be little opportunity for physical contact that 
can quickly break down judgements.
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Efficient working
The brain is not as efficient as we think. The executive 
function – those areas responsible for planning, goal 
attainment, rational thought, and inhibiting impulse –  
tire easily. The brain runs most activity in the efficient 
older areas of the brain, the basal ganglia. This has 
been called “the habit region”. Scientist Kevin Oschner 
believes 70% of what we do is habit.ii How people do 
their jobs becomes a habit too. This is a much more 
brain-efficient way of working but can cause problems 
when change is necessary. Many HR policies and 
cultures work against, rather than with, this habitual 
tendency and implicitly assume the brain has infinite 
capacity. However, the brain quickly fatigues when, for 
example, it is required to make a lot of decisions. This 
leads to poorer judgements. Similarly, the efficiency of 
multitasking is a myth, andcan lead to poor productivity 
and reduced cognitive functioning. This means you 
should plan creative or difficult tasks early in the day, 
and avoid routine working like emails in the morning. 
Learning and making connections is encouraged through 
reflection, linking new information to old and delivering 
information in small chunks.
 
Emotions matter
The stiff upper lip actually can cause damage! You can’t 
make a decision without engaging emotions. Many 
people in business still treat emotions as unacceptable, 
and very few Leadership Development programmes 
help leaders to understand and manage emotions.
Matt Lieberman, a professor at UCLA, found that using 
simple language to “name” emotions lowers the arousal 
of the limbic system, producing a quieter brain state.
iii This allows the pre-frontal cortex to function more 
effectively. The implications of these findings in the 
workplace are staggering. If people push down feelings 
by way of “being professional”, they make it harder 
to function and create physical stress. Research by 
Antonio Damasio showed that all decisions have an 
emotional element. Understanding this, and managing 
it in the decision-making process, applies to HR and the 
leadership development it controls.There are many more 
implications emerging for change but maybe we can 
cover that another time.

Data Protection Officer
Certification Programme

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.

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

For course dates, please see our website.

Advanced Certificate in 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.

For course dates, please see our website.

Daragh O’Brien has almost seventeen 
years’ experience in Data Quality and 
Data Governance roles across a variety 
of industries. He 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.

Both of these courses are accredited by the 
Institute of Commercial Management (ICM).

Castlebridge 
Associates

Notes

i  See Maslow’s Hierarchy of Needs.

ii  Ochsner K. N., & Gross, J. J. (2005). The cognitive 
control of emotion. Trends in Cognitive Sciences, 9(5), 
242-249. 
iii  Putting feelings into words: affect labeling disrupts 
amygdala activity in response to affective stimuli. 
Lieberman MD, Eisenberger NI, Crockett MJ, Tom SM, 
Pfeifer JH, Way BM. Psychol Sci. 2007 May;18(5):421-
8.
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Sile O Donnell is a HR and Training Consultant and an 
Adjunct Assistant Professor in Trinity College Dublin. 
She has over 25 years’ experience of designing and 
implementing best practice HRM, change management 
and training strategies, initiatives, and policies in the 
public sector. She was Director of HR in the Eastern 
Regional Health Authority for five years and an 
Assistant National Director of HR in the HSE for five 
years. She provides a range of HR services (including 
individual and team coaching, line management 
and change management training, HR strategy and 
policy development, employee relations advice and 
representation) to many organisations and individuals 
in the public and private sector.

Research clearly shows that improving dignity at work 
can reduce work-related stress, absenteeism, conflict 
and the costs associated with bullying and harassment 
complaints. The UK Health and Safety Executive (www.
hse.co.uk) estimates that every year bullying costs UK 
employers up to £2bn and 80 million working days. 
Improving dignity at work can also have a positive effect 
on employee engagement, performance and service 
delivery. This article examines the concept of dignity 
at work and how it can be measured and improved. 
It also outlines the legal framework governing dignity 
at work, and the avenues available to employees for 
pursuing complaints. Finally, practical steps are set 
out to help organisations improve dignity at work in a 
meaningful and holistic way.

What is dignity at work?
According to Boltonii, defining dignity at work remains 
an elusive challenge. Albert Camus once said that 
“there is dignity in work only when it is freely accepted”. 
In reality however, people are motivated, engaged, 
or disengaged in their work for a variety of reasons. 
Studies suggest that a broad understanding of dignity 
at work – including a sense of fulfilment and self-worth, 
the respect of others, development and meaning 
through work – is necessary if organisations genuinely 
want to provide meaningful dignity at work.iii

Many organisational and individual factors impact on 
dignity at work, and based on my own research and 
experience, some of the main factors are outlined in 
Figure 1 (opposite).

“The attainment of dignity at work is one of the most important challenges 
people face in their lives. Ensuring the dignity of employees is equally im-
portant for employers as they attempt to make effective use of their human 

and social resources”i

Prevention is Better than Cure:
Improving Dignity at Work

Figure 1
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“Dignity... it means a belief in oneself, that one is worthy of the best. It means 
that what I have to say is important and I will say it when it’s important for 

me to say it. Dignity really means that I deserve the best treatment I can 
receive. And that I have the responsibility to give the best treatment I can to 

other people”– Maya Angelou.

In practice, most organisations do not spell out what 
dignity at work means in their HR policies and the 
scope of their policies is often narrowly- or loosely-
defined, with a focus on complying with law. Many 
organisations don’t join up and address all of the inter-
related factors that contribute to dignity at work. 
The importance of dignity at work has been highlighted 
at a national level; the ICTU’s “Charter for Fair 
Conditions at Work”iv, which has received cross-
party political support, recommends the development 
of a national Charter of Workplace Ethics to uphold 
workers’ entitlements “to be treated with respect and 
dignity, as they go about their work”. 

The Legal Framework
Some aspects of dignity at work are clearly defined 
in law. For example, the Employment Equality Acts 
1998-2015 define and prohibit harassment and sexual 
harassment as follows:

Harassment is “unwanted conduct (related to 
any of the 9 grounds) which has the purpose or 
effect of violating a person’s dignity and creating 
an intimidating, hostile, degrading, humiliating 
or offensive environment for the person.”
Sexual harassment is “any form of unwanted 
verbal or physical conduct of a sexual nature 
being conduct which… has the purpose or effect 
of violating a person’s dignity and creating an 

intimidating, hostile, degrading, humiliating or 
offensive environment for the person”.

It is also illegal to directly or indirectly discriminate 
against employees on any of the nine grounds covered 
by the Employment Equality Acts, 1998-2015.v

While there is no legal definition of bullying in Ireland, 
employers have a duty of care under common law 
and the Safety, Health and Welfare at Work Act 2005 
to prevent bullying. In addition, the Courts and the 
Workplace Relations Commission (WRC) regularly rely 
on the definition of bullying in the Health and Safety 
Authority’s Code of Practicevi, which is as follows:

“repeated inappropriate behaviour, direct or 
indirect, whether verbal, physical or otherwise, 
conducted by one or more persons against 
another or others, at the place of work and /
or in the course of employment, which could 
reasonably be regarded as undermining the 
individual‘s right to dignity at work.“ 

While most organisations promote the use of informal 
resolution to address dignity at work issues before 
formal procedures are adopted, employees can seek 
external redress if they believe that their legal right 
to dignity at work has been violated. For example, an 
employee could lodge a complaint on one or more of 
the following grounds with the WRC:

• a dispute under the Industrial Relations Acts 1946-
2004 (e.g. an unresolved internal bullying claim);

• discrimination, harassment or sexual harassment 
under the Employment Equality Acts, 1998-2015; 

• a constructive dismissal claim on the grounds of 
bullying under the Unfair Dismissals Acts, 1977-
2007.

It is important to note that the law also protects 
employees from victimisation and penalisation –
thereby protecting them from a broader range of 
behaviours and actions that violate the right to dignity 
at work. For example:
• Numerous pieces of legislation – including fixed-

term working, part-time working and equality 
legislation protect employees from being victimised 
(unfairly treated) where they have sought to avail 
of their rights under the relevant legislation.

• Both the Health Act 2007 and the Protected 
Disclosures Act 2014 prohibit penalisation of 
employees who make protected disclosure claims. 
The definition of penalisation in the Health Act 
for example is broad, and includes references to 
coercion and intimidation. 

Dignity at work-related claims can also be progressed 
through the Courts system – for example through a 
civil claim for psychiatric injuries suffered as a result 
of bullying and stress. However, the threshold for 
consideration of such claims is high, and a recent Court 
decision highlights a potential narrowing of the scope 
of such claims. In December 2015, the Court of Appeal 
overturned the largest ever award (€255,000) made 
by the High Court in relation to workplace bullyingvii.In 
arriving at their decision, the Court determined that it 
would be “stretching the meaning of the word ‘repeated’ 
too far to regard a continuing process of discipline in 
pursuit of legitimate concerns, as repeated behaviour” 
of a bullying nature. While they acknowledged that 
there had been a “botched disciplinary process”, they 
concluded that it had been honestly pursued in the 
interest of child protection. They determined that if 

the decision of the High Court was to stand, it would 
“widen the tort of bullying to all kinds of situations that 
it was never intended to cover”. While the Supreme 
Court has agreed to hear an appeal against the Court 
of Appeal decision, there is no doubt that the Court 
of Appeal decision may deter people from pursuing 
bullying claims through the Courts system. 

Conflict, performance management and dignity at 
work
Interpersonal conflict regularly surfaces in dignity 
at work complaints. What is considered normal or 
healthy conflict by one person can be experienced as 
bullying or unacceptable behaviour by another person. 
Because most policies do not define dignity at work and 
the scope of what it covers, certain behaviours might 
not fit within the definition of bullying, but they may well 
violate an employee’s dignity. Added to this, there is 
often a disconnect between espoused organisational 
values (e.g. dignity, respect, empowerment) and the 
behaviours that are actually tolerated or encouraged. 
Research in the UK education sectorviii highlights 
the importance of developing an open and inclusive 
culture in which staff are encouraged to report issues 
that violate the right to dignity at work. The need for 
organisational cultures that support employees in 
speaking out about unacceptable behaviours and 
practices has also been highlighted in recent media 
coverage concerning whistleblowing. 

In my experience in delivering conflict management 
training, I have also observed that cultural norms often 
dictate how conflict is managed in an organisation (e.g. 
avoidance, competing, or collaborative approaches 
to conflict management). A positive approach to 
developing conflict management styles can reduce 
the potential for unresolved conflict to escalate into 
bullying behaviour. It can also be useful to consult with 
staff to find out what dignity at work means to them, 
for example during values consultation processes or 
through focus groups.
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Dignity at work issues often emerge during the 
performance management process and at times there 
can be “a fine line between reasonable management 
control and bullying”ix.It is interesting to note that the 
potential for an increase in bullying complaints was 
raised as a concern by some senior civil servants in 
the context of the implementation of the Performance 
Management and Development system (PMDS). 
Tackling underperformance creates particular 
challenges that need to be managed well to ensure 
that the dignity of the individual is preserved. 

Where managers have shied away from managing 
poor performers, the introduction of performance 
reviews forces them to address performance or 
conduct issues that have been avoided for years or 
even decades. Added to this, it is frequently the case 
that employees have low self-awareness of their own 
underperformancex. Therefore, dignity at work-related 
issues may increase when “difficult performance 
conversations” have to take place. In my role as a 
trainer, I encounter this issue frequently, and many 

managers do not have an appetite for managing 
underperformance because of the fear of counter 
claims of bullying and stress. Under the Health and 
Safety Code of Practicexi, reasonable and essential 
disciplinary action in the course of work is not bullying, 
but of course any such actions must follow fair 
procedures (e.g. providing a right of information, reply, 
representation and appeal to an employee where 
disciplinary procedures are invoked). 

Prevention is better than cure, and coaching and OD 
interventions (e.g. to develop role clarity, improve team 
effectiveness) can help managers to manage conflict 
positively, improve performance, provide constructive 
feedback and have “difficult conversations” in a way 
that respects the dignity of the employee concerned. 
Mediation, stress management programmes, and 
dignity at work, conflict management and PMDS 
training can also be helpful. For example, the use of 
skilled mediators as part of the informal process for 
dealing with bullying and harassment complaints can 
potentially reduce conflict escalation and third-party 
referrals. 

Work-related stress and employee well-being
Numerous studies highlight links between dignity at 
work and work-related stress. The UK Health and 
Safety Executive states that bullying accounts for up 
to 50% of stress-related workplace illness, and it is 
estimated that work-related stress results in costs of 
$300bn annually for employers in the USxii.Studies 
have also shown that work-related stress can be 
caused by, and can contribute to, bullying. Employers 
have a legal obligation to protect workers from work-
related stress, which is deemed to be a “hazard” under 
the Safety, Health and Welfare at Work Act 2005. 

Many organisations have either broadened the scope 
of dignity at work policies to include stress monitoring 
and prevention or have developed stress management 
policies. The Health and Safety Authority (www.
hsa.ie) has developed a useful tool called the Work 
Positive Profile, which can be used to monitor potential 
stressors and to measure psychological well-being 
in the workplace. The scoring norms are based on a 
sample of over 6,000 employees and 25 organisations 
that have completed the Profile. The Profile can be 
used to:
• identify psychosocial risks in the workplace;
• comply with health and safety legislation;
• develop effective health and well-being initiatives; 

and
• ensure that employees are happy, healthy and 

productive.

As part of their Work Positive initiative, the Health 
and Safety Authority has also adapted the UK Health 
and Safety Executive’s “Management Standards” 
approach. The Management Standards describe the 
following six key areas that organisations should 
monitor and manage to prevent work-related stress:
1. Demands: workload, work patterns and the work 

environment.
2. Control: how much say the person has in the way 

they do their work.

3. Support: encouragement/resources provided by 
the organisation, managers and colleagues.

4. Relationships: promoting positive working to avoid 
conflict and deal with unacceptable behaviour.

5. Role: whether people understand their role within 
the organisation and whether the organisation 
ensures that they do not have conflicting roles.

6. Change: how organisational change is managed 
and communicated in the organisation.

There are clear links between all of these “stress 
prevention” areas and the factors that impact on 
dignity at work (outlined in Figure 1). This reinforces 
the importance of a holistic approach to measuring 
and improving dignity at work across HR policies and 
programmes (e.g. stress and dignity at work policies, 
safety statements, employee well-being, and employee 
engagement). 

Moving beyond compliance to employee 
engagement 
There are obvious linkages between dignity at work 
and employee engagement and this is illustrated in the 
following definition of employee engagement: 

“being positively present during the performance 
of work by willingly contributing intellectual effort, 
experiencing positive emotions and meaningful 
connections to other”.xiii

The first civil service-wide Employee Engagement 
Survey (comprising 15,000 participants) was 
undertaken in September 2015xiv. The findings showed 
that 75% of respondents experience a sense of well-
being at work, with an overall positive engagement 
level of 70%. However, comparatively low levels of 
organisational commitment were reported at 48%, and 
employee perceptions as to how the public values the 
work of civil servants revealed the lowest score of all 
the areas measured, at 33%. Public service motivation 
theoryxv proposes that public sector employees are 
motivated by a desire to serve the public and have a 
positive impact on society. Recent researchxvi highlights 
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the impact of recession and public service reform on 
the motivation of public servants and the need to 
provide a positive working environment to counteract 
the impact of these factors. 

It is important to note that improving engagement 
requires:
• a willingness to look honestly at survey findings 

– employees who are disengaged are often less 
likely to complete such surveys, so engagement 
and well-being levels might be worse than they 
appear to be. 

• commitment and resources to address problem 
areas identified in surveys. A lack of follow-through 
can leave employees feeling cynical and less 
engaged. 

• regular dialogue with employees – a survey 
only represents one point in time and does not 
constitute full meaningful engagement. 

Drawing on available research, there are a number 
of factors that can improve both dignity at work and 
employee engagement:
• an inclusive leadership and communications style, 

and line managers who motivate, empower and 
support employeesxvii;

• an organisational culture in which there is trust, 
dignity and mutual respectxviii; and

• meaningful work, employee voice, a supportive 
work environment and person–job fitxix.

Moving from prevention to cure 
“Organisations that want to promote dignity 
in the workplace need to start by creating a 
workplace where appropriate behaviours are 
promoted and supported, rather than waiting for 
bad behaviours to occur”.xx

Drawing on the themes explored in this article, there 
are a number of steps that can be taken to improve 
dignity at work:

Consult with staff to identify what dignity at work means 
to them:
• Based on this consultation, make dignity at 

work an organisational value, describe positive 
and negative behaviours and how these will be 
supported/addressed.

• Ensure equality in recruitment and selection, 
supported by audits of recruitment and selection 
processes and training for interviewers.

• Include information on organisational values, 
dignity at work, well-being and relevant HR 
supports and policies in induction training and 
employee handbooks.

• Incorporate dignity at work and positive conflict 
management into people management /
performance management training and leadership 
development programmes.

• Promote the use of mediation, coaching and 
OD interventions to prevent and resolve conflict, 
performance management problems and dignity at 
work complaints.

• Measure dignity at work through regular monitoring 
and analysis of HR data (e.g. numbers of grievances 
and third-party referrals, surveys, turnover and 
absenteeism data) and take corrective action.

In summary, improving dignity at work is not a quick 
fix and it is not simply about complying with law – it 
requires significant leadership and cultural change, 
to ensure that values, HR policies and organisational 
behaviours are aligned to support and improve 
individual dignity in a meaningful way.
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Data-sharing has been on the Government’s agenda 
for quite some time now. As far back as November 
2012, the Department of Public Expenditure and 
Reform (DPER) released a Circular noting that, 

“(t)here are significant benefits to be gained 
from the greater sharing of data held by public 
service organisations both to achieve greater 
efficiency in the delivery of public services and 
to maximise convenience and other benefits for 
the user of those services ...”. 

In a policy paper on data-sharing and governance 
published by DPER in 2014, it was noted that,

“(d)ata is the single most important resource 
available to public bodies, and is fundamental 
to the effective performance of the multiple roles 
and responsibilities of public bodies”. 

Following a consultation process, the Government 
approved the drafting of a Data-Sharing and 
Governance Bill in July 2015 and we wait to see what 
happens next. While the benefits of data-sharing are 
easy to see, to avoid falling foul of data protection law, 
the possible legal implications of data-sharing must be 
considered by public sector bodies in each and every 
case. 

Data Protection – the Basics
The Data Protection Acts 1998 and 2003 (hereafter 
”the DP Acts”) require data controllers to adhere to 
eight golden rules when processing data. These rules 
require the data controller to:
• Obtain and process data fairly;
• Keep the data only for one or more specified, 

explicit and lawful purpose(s);
• Use and disclose the data only in ways compatible 

with these purposes;
• Keep the data safe and secure;
• Keep the data accurate, complete and up to date;
• Ensure that the data is adequate, relevant and not 

excessive;
• Retain the data for no longer than is necessary for 

the purpose or purposes; and
• Give a copy of any personal data to an individual 

data subject, on request.

The Office of the Data Protection Commissioner 
(ODPC) has prepared a range of useful guidance notes 
to assist a data controller in complying with these rules. 
However, the positon becomes considerably more 
complicated when the original data controller wishes 
to share data with another public body. 

Data Sharing in the Public 
Sector

The problem with data-sharing is that, while the original 
data controller may have complied with its obligations 
to the data subject at the time the data is first collected, 
the sharing of the data with another public body 
constitutes further processing of the data. This means 
that, unless one of the permitted exceptions applies, 
the original data controller will be in breach of its legal 
obligations unless the data subject was given details of 
the future sharing of the data at the time of collection, 
or the data controller can establish that the sharing was 
one of the purposes for which the data was collected.

The European Angle 
The difficulties posed by the sharing of data between 
public bodies were highlighted in the case of Bara & 
Orsi. Ms Bara was a self-employed Romanian citizen 
who challenged the lawfulness of the transfer of her 
personal data by the national tax authority to the 
national health insurance authority. Romanian law 
permitted public bodies to transfer personal data to 
the national health authority to enable it to determine 
whether an individual could be categorised as an 
insured person. In order to carry out this assessment, 

the national health authority required a range of data, 
but did not require details of an individual’s income. 
Romanian law provided that these data transfers could 
be carried out by reference to an agreed protocol 
concluded between the public bodies. This protocol 
was akin to an administrative measure, rather than a 
legislative provision.

Ms Bara argued that the transfer of personal data 
relating to her income was not necessary as the national 
health authority did not need this information to carry 
out its assessment. She also argued that the personal 
data had been transferred and used for purposes other 
than those that had initially been communicated to 
her, without her prior explicit consent, and in reliance 
on an administrative protocol. The Romanian Court 
of Appeal decided to refer the matter to the Court of 
Justice of the European Union to establish whether 
or not a public body could transfer personal data to 
another public body for further processing in these 
circumstances.
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Finding in favour of Ms. Bara, the Court noted that the 
Data Protection Directive (95/46/EC) permits Member 
States to restrict the scope of individual obligations 
and rights provided elsewhere in the Directive when 
such restriction constitutes 

“a necessary measure to safeguard … an 
important economic or financial interest of a 
Member State … including monetary, budgetary 
and taxation matters … [or] … a monitoring, 
inspection or regulatory function connected, 
even occasionally, with the exercise of official 
authority [in certain cases]”. 

The Court noted, however, that the Directive expressly 
requires that any such restriction is imposed by 
a legislative measure. The Court found that, as 
the transfer had been effected in reliance on an 
administrative protocol and not a legislative measure, 
the transfer of data between the national tax authority 
and the national health insurance authority was in 
breach of the Directive.

Ireland – Ahead of the Curve
A similar scenario had, in fact, already been 
considered by our own Data Protection Commissioner 
in 2002. In Case Study 8 of 2002ii, a complaint was 
made by a serving member of the Defence Forces 
who had obtained damages arising out of a civil action 
taken by him against the Minister for Defence. The 
complainant alleged that details of the settlement had 
been forwarded by the Department of Defence (DOD) 
to the Department of Social and Family Affairs (DSFA), 
without his knowledge or consent, to check if he was 
in receipt of Social Welfare means-tested payments. 

During the course of investigation, it emerged that the 
DSFA had sought details of compensation payments 
for hearing loss made to ex-members of the Defence 
Forces on the basis that “it is possible that some of the 
many compensation claims currently being paid to ex-
members of the Defence Forces should be assessed 
as means for Social Welfare payments”. On foot of this 

request, the DOD released a list containing the details 
of compensation claims made by 4,275 individuals 
who were in receipt of Social Welfare payments. 

The Commissioner noted that 
“this case raised important and complex issues 
relating to the conditions which need to be 
met for personal data to be shared between 
Government Departments. Questions arose 
as to whether the Department’s purpose in 
processing claims could be said to include the 
protection of public funds by another organ of the 
State, whether the disclosure to the Department 
of Social and Family Affairs could be considered 
to be a compatible purpose and whether the 
'public interest' test could be used as a basis for 
the disclosure.”

The DOD sought to justify the disclosure by asserting 
that:
1. The initiation and maintenance of legal proceedings 

in this case, as with others, was a matter of public 
record.

2. The settlement by the State of the claim, out of 
public funds, was not the subject of any agreement 
on confidentiality between the parties. 

3. The provision of information on the fact and amount 
of the settlement by one Department of State to 
another to ensure the proper administration of 
the Social Welfare Code was entirely proper and 
appropriate. 

4. The legal restrictions on the disclosure of personal 
data do not apply if the disclosure is “required for the 
purpose of preventing, detecting or investigating 
offences, apprehending or prosecuting offenders 
or assessing or collecting any tax, duties or other 
monies owed or payable to the State…”.

The Commissioner firstly found that the data in 
question was generated by the DOD for the purposes 
of processing applications for compensation and for 
managing the civil actions and associated settlements 

that arose. It was not clear to the Commissioner that 
this purpose included the provision of assistance 
to other State agencies charged with investigating 
offences against the State. The DOD argued that 
the protection of public funds from the possibility of a 
second claim by any of the data subjects concerned 
was encompassed within the original purpose. The 
Commissioner disagreed, stating that:

“While the Department, of course, has an 
obligation to ensure that it spends public funds 
appropriately … it has no direct responsibility 
or accountability for the expenditure of 
another Department. Indeed, I found it difficult 
to understand how, in the absence of clear 
evidence that public funds had been abused, 
that the data was released. In the absence 
of a statutory provision at the time, or clear 
evidence that public funds had been abused 
in specific cases, the Department of Defence 
could not assume a new purpose for the data 
retrospectively as a basis for disclosure.”

The Commissioner did not accept that the disclosure 
was permitted on the ground that non-disclosure 
was likely to prejudice the prevention, detection or 
investigation of an offence, being one of the permitted 
exceptions to the legal rules pertaining to the disclosure 
of data. The Commissioner stated that this exception 
only applies where it is clearly established, in each 
specific case, that the non-disclosure of particular 
data would prejudice the prevention, detection or 
investigation of an offence.

Analysing whether or not the “public interest” and 
the aim of protecting public funds could justify the 
disclosure, the Commissioner noted that the Social 
Welfare (Consolidation) Act 1993 generally facilitated 
the exchange of data between the DSFA and other 
Departments for the specific purpose of controlling 
Social Welfare schemes in specific cases where there 
is a substantial risk that public funds could be abused. 
The Commissioner concluded, however, data could 

only be shared by a Department with the DSFA if there 
was a substantial risk, rather than a mere chance, that 
public funds could be abused.

Upholding the complaint, the Commissioner noted that 
“each government department is a data controller 
in its own right – Government is not a universal 
data controller – and there are mechanisms in 
place in Social Welfare and other Laws for the 
exchange of personal data, as necessary. I liken 
this to the bulkheads in a ship, so that data given 
for a particular purpose is compartmentalised 
and may not be used for other purposes without 
the consent of the citizen or without a statutory 
basis.”

This case illustrates that the legal position in Ireland 
was already in line with the Data Protection Directive 
before the judgment in Bara. Nevertheless, after 
Bara, the ODPC took the opportunity to restate the 
importance of adherence to Data Protection law when 
sharing data. Commenting on the judgment, the ODPC 
stated that 

“(t)he consequences of this judgment are 
significant and potentially very far reaching. The 
Office of the Data Commissioner recommends 
that all public sector bodies complete a full review 
of their obligations and arrangements on the 
basis of the findings in this judgement to ensure 
that those arrangements are fully compliant with 
the Data Protection Directive 95/46/EC.” 

The ODPC recently updated its Guidance Note on 
Data-Sharing in the Public Sector to incorporate 
reference to the Bara judgment. The updated Guidance 
Note makes it clear that all data-sharing arrangements 
in the public sector should:
• have a basis in primary legislation;
• make it clear to individuals that their data may be 

shared and for what purpose;
• be proportionate in terms of their application and 

the objective to be achieved;
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• have a clear justification for individual data-sharing 
arrangements;

• share the minimum amount of data to achieve the 
stated public service objective;

• have strict access and security controls; and
• ensure secure disposal of shared data.

Conclusion 
The ODPC’s Guidance Note provides a useful starting 
point for public bodies but does not offer sufficient 
clarity as to acceptable levels of security and access 
controls. Unauthorised access to data by individual 
employees, in both the public and private sectors, has 
been a frequently recurring theme over the last couple 
of years and our increasingly online world has created 
lucrative business opportunities for cyber-criminals 
making it even more important for minimum IT security 
standards to be agreed. 

While there is certainly much to be gained from data-
sharing in the public sector, the lessons learned 
illustrate that, to ensure legal compliance, careful and 
extensive planning is required before any steps are 
taken to share data, no matter how compelling the 
case for data-sharing may be. 

Notes

i  (Case Reference: C-201/14, 1 October 2015)
  
ii  Available at: https://www.dataprotection.ie/view-
doc.asp?Docid=117&Catid=39&StartDate=1+Janu-
ary+2016&m=

ICM 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. 

Public Affairs Ireland have long been recognised as a leading force in FOI training, with our training 
schedule offering a two-day Certificate several times a year, a yearly update on the legislation, and a 
yearly national conference.

PAI’s Certificate programme will provide an introduction to, and grounding in, the main aspects of 
the legislation and also the grounds for non-disclosure. 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. 

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.
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There seems to be something of an upsurge in demand 
for negotiation training of late, particularly industrial 
relations negotiation. The most likely explanation for 
this is that – with the recession and cuts in pay and 
conditions now a thing of the past – there is a shift in 
power, albeit perhaps not yet a very strong one, from 
management towards trade unions. Evidence of this 
is the greater activity of trade unions in the pay area 
and in ongoing disputes about the Lansdowne Road 
Agreement (LRA) involving teachers and gardaí. Like 
many other trainers I’m sure, my negotiation skills 
training draws largely on my own experiences of what 
has worked well for me, combined with the best advice 
available from textbooks and other sources. In order to 
test the reliability of this advice, I decided to survey a 
convenience sample of experienced management and 
trade union negotiators in Ireland. This article outlines 
some of the main findings.i

Industrial Relations Negotiation – what’s different? 
Industrial relations negotiation is essentially a process 
by which management and trade unions search for 
acceptable terms under which they can each obtain 
something of value from the other, for example a pay 
increase, in return for cooperation with organisational 

change. An agreed outcome is, therefore, an act of 
“exchange” between the parties that happens after a 
process of “searching” – finding out about priorities, 
bottom lines, concessions and so on. Needless to say, 
movement is an essential part of the process and this 
requires willingness on both sides to give and take. 
Power is an important factor and may influence the 
outcome to the benefit of one party over the other. 

Playing the Long Game
Industrial relations negotiation is never “once-off” – 
think of negotiating the purchase of something from a 
complete stranger never to be met again – but always 
happens within a framework of existing relationships, 
agreements, negotiation structures and so on. There is 
always a “long game” being played. Unfortunately, one 
of the key features of this type of negotiation is a low-
trust management / union relationship. The negotiators 
on both sides may trust each other but those on whose 
behalf they are negotiating – the wider management 
group and the union members – are not likely to share 
the same level of trust. Therefore, the methods that 
are principally used in management / union negotiation 
– such as the tactics associated with “playing your 
cards close to your chest” – were developed to work in 
this low-trust setting. 

Industrial Relations 
Negotiation:

It’s not just about the negotiators
Industrial relations negotiation affects large numbers 
of people beyond those directly involved – think of 
the current difficulties between teacher unions, garda 
unions, and the recent disputes involving nurses. 

In the public services, both management and unions are 
constrained to a greater or lesser degree by prevailing 
national and sectoral agreements, such as the LRA and 
its predecessors. In addition, decision-making on the 
part of management regarding a specific negotiation 
may be subject to decision-making at a higher level, 
particularly at the level of the Department of Public 
Expenditure and Reform (DPER). Conversely, trade 
unions make decisions through democratic procedures 
such as ballots by members, who are not directly 
involved in the negotiations. In addition, where there 
are multi-union negotiations there are often significant 
differences within the groups of unions. Think of the 
current differences within the teaching and garda 
unions on the LRA. 

Who were the negotiators who took part?
We asked some demographic questions in the 
negotiator survey. Among the 140 respondents, 59% 
represented management and 41% trade unions. 
There were 80 respondents were from the public sector 
and 60 from the private. Slightly more than six out of 
ten (61%) of the management negotiators were male, 
and 39% were female. Seven out of ten (70%) of the 
union negotiators were male and 30% were female. 
We can’t say that these figures are representative of 
all management and trade union negotiators. 

It’s worth noting that both management and union 
negotiators have been doing their jobs for a 
considerable period of time – 63% of management and 
67% of trade union negotiators for more than fifteen 
years. 

Not surprisingly, the survey bears out that trade union 
negotiators have considerably more experience “at the 

table” than their management counterparts: 35% of the 
union negotiators said they negotiated either “every 
day” or “once or twice a week” compared to 16% of 
managers. Also, 44% of the managers reported that 
they negotiated “a few times a year” compared to 
16% of the union negotiators. These figures support 
the management view that is often expressed during 
training courses: that managers are at a disadvantage, 
given the greater regularity of practice open to 
trade union negotiators, and the experience union 
negotiators have in negotiating across a large number 
of organisations and sectors. 

Union and management respondents mostly agreed 
about what topics were most frequently on the 
agenda. Work organisation / organisational change 
and conditions of employment were ranked top by both 
and both ranked disciplinary issues at the bottom. 

Management and union respondents in this survey 
experienced similar levels of formal training. Fewer 
than four out of ten respondents (38.5%) said they had 
undertaken training courses of between one and five 
days. Many said they had learned negotiation skills 
through academic courses and through practice. 
 
Planning and Preparing
Negotiation textbooks and training courses rightly 
emphasise the importance of planning and preparing. 
It is important for negotiators to scope out their broad 
goals or interests for any negotiation before drilling 
down into the specifics of what they want to achieve 
and what they are prepared to give in exchange. 
This means identifying targets and bottom lines 
(generally exaggerated) as well as “red line” issues 
and alternatives that are available in the event of a 
satisfactory deal not being achievable through the 
negotiation. It is also advisable to "put yourself in the 
other party’s shoes" in order to figure out what their 
priorities etc might be. 

Best Practice Advice from 
Experienced Negotiators
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What the negotiators said about Planning 
We asked survey participants about the practices 
they used when planning for negotiations. Table 1 
below shows how commonly each practice that was 
listed is used. The response options were: Never (0); 
Rarely (1); Occasionally (2); Very frequently (3); and 
Always (4). So, scores of 3–4 equal “very frequently” 
to “always” and so on. 

Not surprisingly, respondents said that they very 
frequently set targets, assessed the power balance, 

Practices Used in Planning for Negotiations Management Union

Set a target or aspiration 3.37 3.36

Assess our power and the power of the other party 2.99 3.36

Make a list of the issues and prioritise among them 3.11 3.05

Identify the other party’s interests 3.19 2.91

Agree an overall strategy or approach to the negotiation 3.15 2.89

Set a bottom line or reservation point 3.16 2.44

Set time aside to prepare for the negotiations 2.85 2.39

Scope out the information needed from the other side and prepare 
related questions 2.53 2.6

Identify available alternative to a negotiated agreement 2.47 2.47

Discuss the other party’s likely alternatives 2.19 1.6

Allocate roles to the members of the negotiation team 1.81 1.56

Arrange some training for the negotiation team 0.70 0.95

listed and prioritised issues, identified the other party’s 
interests, agreed an overall strategy, and set a bottom 
line. Perhaps unexpected are the findings that they 
rarely or occasionally allocated roles to the members 
of their negotiation teams and arranged training 
for them. With some exceptions, such as assessing 
the power balance and setting a bottom line, union 
and management respondents used many planning 
practices with similar frequency. 

Table 1: Practices Used in Planning for Negotiations
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Conducting negotiations 
Negotiation textbooks and training courses also 
emphasise the importance of certain practices 
during the actual conduct of negotiations, especially 
asking lots of questions and summarising to keep 
the momentum going. It is also generally considered 
important to take breaks to allow for more planning, 
revision of positions, targets, bottom lines and so on. 
There are different views as to whether or not it is 
preferable to get your claim or offer on the table first 
so as to “anchor” the negotiation around your figures. 
There are also mixed views about the usefulness of 
using cooperative methods as opposed to so-called 
"hard bargaining" methods. 

What the negotiators said about conducting 
negotiations
We asked survey participants about the practices they 
used when conducting negotiations. Table 2 below 
shows how commonly each practice that was listed 
is used. The response options were the same as the 
above.

Respondents confirmed the importance of asking 
questions, summarising and taking breaks. They 
seemed to favour collaborative methods over “hard 
bargaining” and favoured getting their claims and 
offers on the table first in order to anchor discussions 
around their positions. Surprisingly, however, they said 
that they only rarely or occasionally made exaggerated 
claims or offers and then negotiated slowly to a 
compromise. 

Practices Used in Planning for Negotiations Management Union

Summarise to ensure understanding and to keep things moving 
forward 3.37 3.36

Ask lots of questions to get as much information as possible 2.99 3.36

Take regular breaks to allow for planning, making moves and so on 3.11 3.05

Use collaborative methods such as interest-based bargaining or joint 
problem solving 3.19 2.91

Get your claim or offer in first to anchor discussion around it 3.15 2.89

Keep a joint agreed record of each negotiation meeting 3.16 2.44

Agree ground rules for the negotiation with the other side in advance 2.85 2.39

Use hard bargaining tactics including tight deadlines and threats 2.53 2.6

Play it safe and let the other party get their claim or offer in first 2.47 2.47

Make an exaggerated claim or offer and negotiate slowly to a 
compromise 2.19 1.6

Table 2: Practices used in negotiations

What makes an effective negotiator?
There are probably as many views on what makes 
an effective negotiator as there are negotiators! 
Nevertheless, we asked survey respondents to list 
what they considered were the five main characteristics 
of effective negotiators. We then categorised their 
responses into four competency areas: 
• negotiation competency (e.g. strength, 

assertiveness, power, confidence, understanding 
both sides, focus on the goal, honesty and integrity, 
flexible, stamina, tenacity); 

• cognitive competency (e.g. planning, preparing, 
understanding the issues, analytical skills, 

judgment, quick thinking); 
• communication competency (communications 

generally and listening); and 
• interpersonal competency (e.g. empathy, 

trustworthiness, calmness, emotional intelligence, 
team player). 

Needless to say, allocating responses to categories in 
this manner is not a completely precise exercise. 

Figure 1 shows the numbers of times that respondents 
cited characteristics that we have combined here into 
the four main competencies of effective negotiators. 

Advice for novice negotiators
Lastly, we asked respondents to list three pieces 
of advice they would give to a novice negotiator. 
Respondents offered many unique pieces of advice, not 
all of which were easily grouped with other responses. 
Nevertheless, we have grouped them in Figure 2 into a 
"top ten" of pieces of advice to novice negotiators from 
those with considerable experience in the field. 

Not surprisingly, in light of earlier findings from this 
survey, the most common piece of advice was to 
prepare and research. The next most common advice 
was to listen, then to understand the other side’s 
perspective and so on. The bottom two pieces of advice 
were to pursue the best outcome and to know the 
bottom line. I think what we might take from this is that 
this group of experienced negotiators are suggesting 
that if you follow the earlier pieces of advice then the 
best outcome is likely to ensue. 

Figure 1: Competencies of effective negotiators
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Conclusion
In summary, then, the findings from this exploratory 
survey appear to confirm that management and trade 
union negotiators in Ireland broadly conform in their 
planning and negotiation practices to what might be 
termed “best practice”, based on what we teach on 
training courses and in colleges, and on what we find 
in negotiation textbooks. This finding will be of use to 
management and union negotiators not least because 
the survey results reveal that only a minority engage in 
formal negotiation training but get most of their learning 
from academic courses and from the proverbial ‘school 
of life’. 

Notes

I This exploratory survey was carried out in February 
2016 using Survey Monkey. A convenience sample 
of 383 management and trade union negotiators was 
compiled based on LinkedIn and other contacts. 140 
responses (83 management and 57 trade unions) were 
used, giving a response rate of 37%. 80 respondents 
were from the public sector and 60 from the private 
sector.

Figure 2: Advice for novice negotiators BREXIT:
Implications for public policy and 
public administration in Ireland

In the wake of the British vote to leave the 
EU, there is alot of confusion, speculation 
and concern over the policy implications 
it has on both the Republic of Ireland and 
Ireland as a whole. 

This half day conference will look at the 
policy implications on four main areas, the 
“Four Freedoms” as defined in the Treaty 
of Rome – goods, services, capital and 
persons.

Leading experts in these areas will discuss 
what the impending Brexit will mean, in an 
Irish context.

Thursday, 15
September 
9am to 1pm

PAI Building, Mountjoy 
Square East, Dublin 1.
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Resilience in the Workplace

Aine Sutton is the social media guru for KinchLyons, one 
of Ireland’s leading Organisational Psychology firms. 
She shares their enthusiasm for the power of Positive 
Psychology in the workplace and having spent a year in 
the Middle East, she also has a special interest in Cross-
Cultural Psychology. She has a Bachelor of Psychology 
(First Class Honours): University College Dublin, and is 
about to commence a Masters in Applied Psychology: 
Trinity College. She also works in Our Lady’s Children’s 
Hospital, Crumlin, as an Assistant Psychologist. 

Fast-paced, target-driven, pressurised and unforgiving: 
the modern workplace is no place for the faint-hearted, 
and the price for success is too often the sacrifice of a 
healthy work-life balance. 

We have gradually become accustomed to the 
overstimulation of our caffeine-steeped minds with 
a constant bombardment of emails, calls and instant 
messages through our smartphones, laptops, tablets, 
and even our wristwatches. Although the mobility 
of such devices makes communication ingeniously 
effortless, it is also inescapable. Its insidious creep 
into all aspects of our lives has been instrumental in 
the destruction of any healthy work-life boundaries 
enjoyed by previous generations. 

The Burnout Epidemic
The rate at which the pace of corporate life is increasing 
– and with it the level of associated pressure – does 
not appear to be paralleled by an increase in employee 
coping. In the UK, more than half a million people 
report experiencing levels of work-related stress that 
are so high that they have become ill as a resulti. 
Stereotypically one of the most conscientious and 
effective workforces in the world, 31% of German 

workers rate themselves as “stressed”, and a further 
24% rate themselves as “burned-out”, according to 
a Gallup poll carried out in early 2016ii. Employee 
burnout is costing the German economy an estimated 
€9bn per annum. In Sweden, psychiatric illnesses 
such as depression and anxiety disorders are the 
most common reason for long-term absenteeismiii. 
We are more overworked, more exhausted, and more 
unfulfilled than ever before. There has never been 
a more fitting time, or indeed a greater need for, a 
psychological revolution. 

Modern psychology appears to be evolving in line with 
the changing needs of the human race. The focus is 
shifting away from the abnormal and malfunctioning 
human psyche, towards an understanding of 
the factors that facilitate extreme happiness and 
fulfillment. Dr Martin Seligman, current head of the 
American Psychological Association, believes that 
individuals can be, and should be, conditioned to 
become resilientiv. Known as the “father of Positive 
Psychology”, Seligman sees happiness as something 
to be actively worked for, defining well-being as “what 
non-suffering, non-oppressed people choose to do”v. 
This is applicable not only to individuals, but also to 
governments and businesses. 



52 53

From Soldiers to Senior Management
In response to the high numbers of soldiers 
experiencing long-term poor psychological health upon 
their return from duty, the U.S. army Chief-of-Staff 
George Casey enlisted Seligman’s help in designing a 
program that would aim to increase the mental fitness 
of soldiers in trainingvi. While designing his program, 
Seligman chose not to focus on the vast majority of 
soldiers who experience psychological ill-health (such 
as depression and Post-Traumatic Stress Disorder) in 
the twelve months following their return from duty. Nor 
did he create an approach based on the experiences 
of the minority of soldiers who failed to ever recover 
from debilitating psychiatric illnesses induced by their 
exposure to such trauma. Instead, Seligman was 
fascinated by a set of individuals who experienced 
Post-Traumatic Growth: positive psychological change 
as a result of their struggle, enabling them to live 
happier, more successful and more fulfilled lives than 
they ever had prior to the ordeal. 

Seligman picked apart the characteristics and habits 
common to these exceptional soldiers, and created 
a program that sought to systematically foster these 
components of resilience in others.vii For the average 
soldier, he designed the Comprehensive Soldier 
Fitness program. Following an initial assessment of 
psychological fitness, each soldier embarks upon a 
training course that encompasses each of the building 
blocks of resilience: emotional, family, social and 
spiritual fitness. It also includes a module dedicated 
specifically to an education around Post-Traumatic 
Growth. In addition, he designed a Master Resilience 
Training course for those holding more senior positions 
within the army.viii

Seligman’s regime is applicable to businesses for two 
particular reasons. Firstly, his tiered approach to its 
execution has facilitated the occurrence of sustainable 
change in thinking and coping styles, and also in the 
overall culture of the organisation. Each individual is 
invested on a personal level, having experienced first-

hand the benefits of the training. In addition to this, the 
Master Resilience Training (MRT) program creates a 
management team that is equipped to uphold the new 
ethos, and ensure that newly-learned skills, such as the 
open discussion around perceived setbacks, become 
ingrained habits. Research has found that strong 
leadership is absolutely key in ensuring that change 
is effectively introduced and sustainedix. Secondly, 
Seligman’s Post-Traumatic Growth (PTG) module 
facilitates effective coping with perceived “failures”, 
the likes of which individuals struggle with daily in the 
corporate world of deadlines and targetsx. Politis and 
Gabrielsson found that, in a business setting, attitudes 
to failure can be altered, and that those who strive to 
maintain a positive outlook on their shortcomings tend 
to be happier and more fulfilled in all areas of lifexi. 
Interestingly, many of the skills which are central to 
Seligman’s PTG module are mirrored in the strengths 
of one of the most resilient figures in business – the 
entrepreneur. A longitudinal study by Ayala and 
Manzano, which measured participants’ levels of 
resilience and followed their career trajectory over a 
five-year period, found resilience levels to be hugely 
predictive of future successxii. This is unsurprising, 
given the extreme highs, lows, and great uncertainties 
that are part-and-parcel of the entrepreneurial journey. 

Also associated with high levels of entrepreneurial 
success and concurrent positive mental health is an 
internal locus of control. Bulmash found that successful 
entrepreneurs attributed their entrepreneurial triumphs 
to their own hard work and persistence, rather than to 
good fortunexiii. Instilling an internal locus of control in 
individuals is also implicit in Seligman’s 2011 program. 
Individuals are encouraged to take responsibility for the 
management of their emotional responses to adversity 
by embracing the disclosure of negative thoughts and 
feelings to friends, colleagues or family. They are also 
taught to reframe their perception of their trauma in 
a positive light, identifying the personal strengths that 
they utilised when coping with the situation.

Seligman identifies the MRT as the most important 
facet of the entire program, as it facilitates a sustained 
change in the organisational culturexiv. It involves 
the development of skills that are highly-applicable 
to effective leadership in any setting, across 
modules that focus on building mental toughness, 
identifying signature strengths and developing strong 
relationships. One such skill is “effective praise”, a 
communication technique developed originally for 
use in an educational setting by Stanford psychology 
professor Carol Dweck.xiv Her research has found 
that specific praise is far more effective in boosting 
employee morale and self-esteem than general praise, 
such as “well done”xv. When performance specifics are 
praised, the employee knows that their manager is 
aware of their work, and thus feels that the praise is 
authentic. 

Positive Leadership
The skill-set developed in the MRT module is 
remarkably similar in many respects to Daniel 
Goleman’s increasingly popular coaching style of 
leadershipxvi. This approach empowers employees to 
resolve their own issues rather than micro-managing 
them, focuses on leveraging employee strengths 

and aims to build strong relationships. In line with 
Seligman’s 2011 theory on the components of a 
resilient team, this style of leadership facilitates the 
creation of a company culture of open discourse and 
optimism. Research has found that leaders who adopt 
such a style tend to enjoy better long-term physical and 
mental health themselves, due largely to the buffering 
effect that engagement with meaningful relationships 
has against stressxvii. 

Organisations as a whole have yet to step up to 
the plate in terms of supporting and bolstering their 
employees, according to Bond and Shapiro’s 2015 
study.xviii When asked from where they drew their 
resilience, less than 10% of the 835 British respondents 
of the survey said “From my Organisation”, with more 
than 90% responding “From Myself”xix. These statistics 
are somewhat bewildering, given the trend in aiding 
holistic employee well-being that has whipped the 
corporate world into a frenzy of yoga, meditation and 
on-site organic snacks in recent yearsxxi. Although 
stress-relieving practices are undoubtedly beneficial, 
they comprise just a single piece of the puzzle. 

The development of any individual stress-combating 
skill will not resolve the global burnout epidemic. 
The development of a skill-set that culminates in 
personal resilience is the first major step on the road to 
change. The second step is the creation of a company 
culture that encourages optimism and strong, open 
relationships between colleagues. The most powerful 
message that Positive Psychology holds for humanity 
is that we have the power to determine our own 
psychological well-being. Organisations have a duty to 
equip their employees with the skills to utilise traumatic 
experiences as catalysts for growth. To quote Carl 
Jung: “I am not what happened to me. I am what I 
choose to become.”
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Q:
“I read recently that there is new legislation which 
gives employees a right not to disclose criminal 
convictions. I am a HR Business Partner currently 
working in the financial services industry and I am 
concerned about this development as we generally 
enquire about convictions as part of our recruitment 
process. Any guidance would be appreciated.”

The Criminal Justice (Spent Convictions and Certain 
Disclosures) Act 2016 came into operation on 29 April 
2016. The purpose of the Act is to clear the criminal 
record of any person who was convicted of certain 
types of minor offences if seven years have passed 
since the date of the conviction. Such a conviction will 
be regarded as a “spent” conviction. 

A conviction may be regarded as spent where (i) the 
person was aged 18 years or more at the date of 
commission of the offence, (ii) at least seven years 
have passed since the commission of the offence, 
(iii) the sentence is not an “excluded sentence” (i.e. 
a sexual offence, a sentence of 12 months or more, 
or a sentence imposed for an offence by the Central 
Criminal Court), and (iv) the person has served or 
complied with the sentence. In general, a person can 
only benefit from the Act if he or she has one conviction 
only. There are exceptions to that general rule; any 

number of convictions for minor public order offences 
and minor traffic offences will be regarded as spent 
after seven years have passed.

Where a person’s conviction is regarded as spent, the 
person is not required to disclose the conviction or 
the circumstances ancillary to that conviction, when 
seeking employment or entering employment, except 
in a number of prescribed cases. This means that if a 
person who has been convicted of an offence that has 
become spent is asked by a prospective employer if 
they have ever been convicted of a criminal offence, 
that person is entitled to answer by saying that he or she 
has no criminal convictions. The right not to disclose 
spent convictions does not apply to employment 
involving children or vulnerable adults, employment 
with certain departments and offices of the State and 
certain roles that relate to financial services. 

In each issue of The Public Professional, expert employment solicitors from 
law firm ByrneWallace answer HR and employment law questions submitted 
by readers on an anonymous basis. If you have a HR query, send it to editor@
pai.ie and the query will be sent to the HR Helpdesk to be answered in the next 
issue of The Public Professional.
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We note that you work in the financial services industry. 
Where the employment will involve the performance 
of a “controlled function” under Part 3 of the Central 
Bank Reform Act 2010, there is no right not to disclose 
spent convictions. This means that if you are recruiting 
an employee who will be carrying out a “controlled 
function”, that employee will not be entitled to rely on 
the 2016 Act, and must disclose all criminal convictions 
if asked to do so. In contrast, prospective employees 
who will not be carrying out controlled functions will not 
be required to disclose any spent convictions. 

We suggest that when asking a prospective “controlled 
function” employee if they have ever been convicted 
of a criminal offence, you inform them that the role is 
a “controlled function” for the purposes of the Central 
Bank Reform Act 2010, and in these circumstances, 
they are required to disclose any and all criminal 
convictions, as the 2016 Act does not apply.

Q:
“I understand that Paternity Leave will be introduced 
from September 2016. Will we be obliged to pay employees 
availing of paternity leave?”

The Paternity Leave and Benefit Bill 2016 has recently 
been published and will introduce paternity leave for 
a ‘relevant parent’. A ‘relevant parent’ in most cases 
will be the father, however, in its current form, the 
definition is drafted to apply to same sex couples. The 
Bill provides that paternity leave can be taken by one 
person only, save in the case of adoption. 

The Bill provides for a two week period of paternity 
leave, which must be taken in one continuous period of 
two weeks, except in limited prescribed circumstances, 
to be taken at any time commencing on the date of the 
birth or adoption placement and ending not later than 
26 weeks thereafter. 

In line with existing legislation concerning maternity 
leave and adoptive leave, the Bill provides for 
the preservation of certain employment rights for 
employees on paternity leave. 

Employees on paternity leave will be eligible to receive 
a social welfare payment (Paternity Benefit) from the 
Department of Social Protection, which is to be paid at 
a rate of €230 per week. 

As is the case with maternity and adoptive leave, 
employers may, if they wish to do so, make salary 
payments to employees on paternity leave to ‘top 
up’ Paternity Benefit. If an employer does not adopt 
a consistent approach to salary payments during 
paternity leave and maternity leave, this could give 
rise to a claim of discrimination under the Employment 
Equality Acts. 

The Bill is expected to be enacted by the end of 
September.

ByrneWallace is has long been recognised as the 
home of employment law in Ireland. 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. If 
you have any questions in relation to this edition’s 
HR Helpdesk, please contact Elaine Kelly, 
Partner, at ekelly@byrnewallace.com or Donal 
Hamilton, Solicitor, at dhamilton@byrnewallace.
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Employee well-being is something at the fore of 
HR discussion at the moment, especially so in the 
public sector. This, it can be assumed, is a result of 
the sacrifices made by public sector and civil service 
workers during the toughest years of the crisis. 
However, according to Mazars’ 2016 Employee 
Motivation Survey, there is a much higher prevalence 
of Employee Assistance Programmes (EAPs) in the 
public sector than in the private sector. That being said, 
at PAI's recent Masterclass with Mazars, it was noted 
that not a lot of public sector workers know what EAPs 
are all about, and whether or not they can access one.

What are EAPs?
Employee Assistance Programmes are run by 
organisations and departments to ensure that there is 
always an option for employees who are struggling, 
for any number of reasons. According to Richard et 
ali, a sort-of EAP began to take place in the 1930s 
to combat on-the-job alcoholism. Nowadays, they 
are much more broad is scope, and focus more on 
wellness and satisfaction. In Ireland, some public 
sector organisations will invite a certified EAP service 
to provide services to their employees; other provide 
the service themselves. In the case of the Civil 
Service, a central EAP is run through the Department 
of Public Expenditure and Reform, called the Civil 
Service Employee Assistance Scheme (CSEAS). The 
goal of these programmes is to ensure that the people 
who work in the interest of this country stay happy, 
healthy and motivated at work. They provide free 
and confidential support. This can either be done by 
self-referral or through your HR department. All those 
employed by EAPs are trained and equipped to deal 
with most problems.

Who are they for?
Anyone working for an organisation that has an EAP 
in place in entitled to access the service. The trained 
Employee Assistance Officers will be able to tackle 
most issues, including (but not limited to):

• Difficulties relating to work, from bullying and 
harassment to problems balancing home and work 
duties; 

• Stress, whatever the cause;
• Physical and Mental Health issues;
• Family and marital issues;
• Financial matters;
• Reliance or addiction to substances (alcohol or 

drugs etc) or actions (spending, gambling etc) 
• Eating disorders, body dysmorphia, or other 

compulsive behaviours;
• Coping with loss;
• Sexuality or gender matters; and
• Pre-retirement issues/concerns.

What can they offer?
Most, if not all, provide free counselling services to 
employees. Other services may be available, such 
as information provided to aid the individual tackle 
an issue in their life. The amount of sessions or times 
you access the service is not set and will change on 
a case-to-case basis. In certain instances, the service 
may be extended to other members of the immediate 
family or in the household (the eligibility of this would 
be discussed with the service provider).

Are there any caveats?
While confidentiality is stressed, it is important to note 
that, as with all counselling or medical services, this 
contract may be broken in a situation where the service-
provider feels that the individual may cause harm to 
themselves or others. This is their duty, as established 
by the IACP Code of Conduct.ii They may also divulge 
information when asked to give sworn legal testimony, 
or are otherwise compelled by law to do so.

Many organisations offer Employee Assitance 
Programmes. Opposite, there is a list of some of the 
Public bodies that offer these services to employees, 
and the relevant contact information. This list is not 
exhaustive,

The More You Know…

Adoption Authority of Ireland

BIM

BAI

Central Bank

Civil Service

Environmental Protection Agency

HSE

RSA

NSAI

1800 222 833

1800 995 955

1800 882 727 
or by the internet www.wellbeingatwork.com 

01 886 0324

0761 000030

Contact Bernard at 053 9160600

Depending on your location, 
see hse.ie

1800 40 390 
or email eap@workplaceoptions.com

1800 995 955

Organisation Contact info

Notes
i  Richard, Michael A., William S. Hutchison, and 
William G. Emener. 2009. Employee Assistance 
Programs: Wellness/Enhancement Programming. 4th 
ed. Springfield: Charles C Thomas, eBook Collection

iii  http://www.irish-counselling.ie/iacp-code-of-ethics

Employee Assistance Programmes
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Appointmentsw

Thursday 5 May
Laura Ryan was appointed as the new Head of 
Communications and Marketing for Limerick City 
and County Council. Ms Ryan formerly held the role 
of Communications Officer with the Council, and 
managed the Limerick Communications Office. She 
has also held roles as a journalist in local and national 
media.

Tuesday 24 May
Ger Deering was appointed as the Pensions 
Ombudsman by Minister for Social Protection, Leo 
Varadkar TD. Mr Deering will continue on his role as 
Financial Services Ombudsman. This is in anticipation 
of legislation that will merge the Office of the Pensions 
Ombudsman and the Office of the Financial Services 
Ombudsman. He succeeds Paul Kenny, who served 
as Pensions Ombudsman since April 2003, and has 
now retired.

Monday 30 May
Garrett Stokes was appointed as CEO of Micro-Finance 
Ireland (MFI). Garrett is a career banker with global 
experience, predominately in Ireland, the UK and the 
US. He has worked in most areas of Banking and 
has extensive experience of the SME sector. Garrett 
is a Chartered Secretary, a Fellow of the Institute of 
Bankers and an alumni of Colombia Business School, 
New York.

Friday 3 June
Three people were appointed to the Board of the Digital 
Hub Development Agency. The Board members were 
appointed by Minister for Communications, Energy 
and Natural Resources, Denis Naughten TD. They are:
• Mr Michael Conlon is the CEO of the South Inner 

City Community Development Association. His 
educational qualifications include a Bachelor of 
Science in Community Development from the 
University of Ulster.

• Mr Brian Keogh has worked in the construction 
industry for over 40 years. He is a graduate of Civil 

Engineering, UCD and a Fellow of the Institute of 
Engineers in Ireland.

• Ms Ann Markey, who is currently a business 
consultant. She is a Fellow of Chartered 
Accountants Ireland, an Associate of the Irish Tax 
Institute and holds a Bachelor of Civil Law, UCD.

Wednesday 8 June
Senator Jerry Buttimer was appointed as Leader 
of the Seanad. Senator Buttimer Jerry has gained 
considerable parliamentary experience as senator, 
Dail deputy and as chairperson of the Joint Oireachtas 
Committee on Health.

Saturday 11 June
The new Board of the National Concert Hall (NCH) 
was appointed by the Minister for Arts, Heritage and 
the Gaeltacht, Heather Humphreys TD. They Board 
will consist of nine members, including the Chair 
designate. They are:
• Mr James Cavanagh is a Professor of Trumpet at 

the Royal Irish Academy of Music. 
• Ms Rebecca Gageby has been NCH Board member 

since 2014 and is currently Head of Programming 
and Administration at the Royal Irish Academy. 

• Mr Gerard Gillen is Professor Emeritus at 
Maynooth University. He was an NCH Board 
Member between 1986-91.

• Ms Eleanor McEvoy is an international recording 
artist and performer. She is also an elected board 
member of IMRO.

• Ms Maura McGrath is the Minister’s nominee for 
Chair. She has been an NCH Board member since 
2014. 

• Ms Máire O’Connor was formerly a partner at 
McCann Fitzgerald, and Ernst & Young. 

• Mr Michael O’Donovan is the COO at Microsoft 
Ireland. He is also a Board member at Dublin 
Youth Orchestra.

• Mr John Reynolds is a former Chief Executive of 
KBC Bank. 

• Mr Don Thornhill is the former Secretary General 
of the Department of Education. 

Thursday 16 June
Mr Jerry Grant has been named Managing Director of 
Irish Water (IW). Mr Grant had been Head of Asset 
Management at IW since 2013. He succeeds Mr John 
Tierney, who stepped down from the role.

Thursday 23 June
Peter Burke TD has been appointed to the Oireachtas 
Public Accounts Committee (PAC). Mr Burke is a 
chartered accountant, and has also been appointed to 
the Oireachtas Finance Committee.

Tuesday 5 July
Mr Kevin Foley has progressed from Deputy Chair to 
Chairman of the Labour Court. Director General of 
the Workplace Relations Commission. Mr Foley has 
a 30-year history in labour affairs in Ireland, having 
previously held roles such as Director of Conciliation, 
Workplace Mediations and Early Resolution Services 
with the Labour Relations Commission.

Ms Oonagh Buckley, previously Assistant Secretary on 
Pay and Pensions Policy at the Department of Public 
Expenditure and Reform, has been appointed Director 
General of the Workplace Relations Commission. Ms 
Buckley has participated in major pay and industrial 
relations negotiations of late, serving on the side of the 
Government as employer.

Both appointments are the result of two Public 
Appointments Service selection processes that have 
taken place over recent months.

Thursday 7 July
The former Secretary General of the Department of 
Community, Rural and Gaeltacht Affairs, Mr Gerry 
Kearney has been appointed as the Chair of the new 
Moore Street consultative group. The appointment 
was made by the Minister for Arts, Heritage, Regional, 
Rural and Gaeltacht Affairs, Heather Humphreys TD.

Thursday 14 July
Minister for Arts, Heritage, Regional, Rural and 
Gaeltacht Affairs, Heather Humphrey TD, appointed a 
new board of the Heritage Council. The eleven new 
members are:
• Marie Bourke is a Chair of the Board of the Irish 

Museums Association.
• Kieran Coughlanis a former Clerk of the Dái.
• Miriam Fitzpatrick is an Architecture lecturer at 

UCD.
• Mary Gallagher was formerly Secretary to the 

Board of Enterprise Ireland.
• Jane Maxwell is currently the Principal Curator of 

the Manuscripts & Archives Research Library in 
Trinity College Library. 

• Fionnuala May is currently the Fingal County 
Council County Architect.

• Sinead McCartan is, at present, acting as Interim 
Director of Collections and Interpretation for 
National Museums Northern Ireland. 

• Ivor McElveen is the founder of historic building 
and conservation consultancy practice in Wexford.

• Michael Parsons is the chairperson of the Laois 
Heritage Society.

• Muiris Ó Súilleabháin is a lecturer at UCD’s School 
of Archaeology.

• Brian Walsh is the curator of the County Museum 
in Dundalk. 
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Editor’s Letter

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 a popular current affairs blog.

Hello, and welcome to the 
second edition of The Public 
Professional.
Our first issue has been read by nearly 7,000 people. 
The feedback and demand has been fantastic, and we 
are pleased to deliver this edition, which we believe 
contains a lot of food for thought.

In creating The Public Professional, we wanted to 
create a platform that could be used by experts 
in HR and Learning and Development to discuss 
the upcoming and growing trends in the sector. As 
many professionals will know, there is an increasing 
awareness of and focussing on well-being. The idea 
of work-life balance, healthy workplaces, and wellness 
in work are over-taking the classic narrative of the 
drudging worker. In creating workplaces that allow, 
and sometimes prompt, employees to pay attention 
to their physical and mental well-being, we are taking 
more pride in our work. 

It was against this backdrop that we drew together 
the content for this issue. As you will notice, many of 
the articles herein centre on the idea of wellness at 

work, job satisfaction, and positive approaches to the 
challenges often presented to us in work environments. 

We are happy to include some of our most noted 
trainers, such as Tina Kinirons, and members of our 
Academic Council, such as Sile O’Donnell and Dr 
John O’Dowd, as well as welcoming articles from 
those in the legal sector, academia, and independent 
HR consultant practitioners. I would like to extend my 
thanks to all of the contributors for their wonderful 
insights, and for ensuring the content of our second 
issue was interesting, exciting, and timely.

I would also like to thank the rest of the team at PAI 
for their roles in the creation and development of this 
issue.

I hope you have enjoyed this issue, and that you will 
continue to read The Public Professional in the months 
to come.

As always, if you have any questions, comments, 
or insights into any of the material published in this 
article, feel free to contact me at editor@pai.ie.

Shauna Nimmo,
Editor. 

Dates for your 
diary

September

Interview Board Training
27 September, 9am to 3pm

Certificate in Public Procurement
8 days: begins 28 September, 9am to 4pm

Developing your Confidence in Workplace 
Communications
28 September, 9am to 4pm

Building High-Performance Team
29 September, 9.30am to 4.30pm

October

Data Protection Officer – Certificate Programme
2 Days: 5 and 6 October, 9am to 4pm

Report Writing
11 October, 9am to 1pm

Minute-Taking
12 October, 9am to 4pm

One-on-one Interview Coaching
13 October

Certificate in Regulatory Investigations, Inspections 
and Prosecutions
3 days: 12, 19, 26 October, 9.30am to 4.30pm

Certificate in Public Sector Corporate Governance
2 Days: 18 and 25 October, 9am to 4pm

Proofreading Skills
18 October, 9am to 1pm

Coaching Skills
18 October, 9.30am to 4.30am

Certificate in Freedom of Information
2 days: 26 and 27 October, 9am to 4pm

Conferences

Brexit: implications for public policy and public 
administration in Ireland
15 Spetember, 9am to 1pm

Taking the “four freedoms”, as laid out in the Treaty 
of Rome, experts on policy will outline what the EU 
decision to leave the EU will have on those involved in 
the development of policy, and in public administration.

Policy Development and Legislation in a 
Changed Political Environment: How has a 
minority Government impacted on the legislative 
process?
30 September, 9am to 1pm

The advent of a new minority Government this year 
represents a new vista for many in the public service 
and the political system. From a public policy and public 
administration perspective this raises real challenges 
and forces consideration of new approaches to the 
development of policy and legislation. This conference 
will address these concerns. Government Chief Whip 
Regina Doherty TD will be Keynote speaker.

For more information, or to book:
visit www.pai.ie

email info@pai.ie
or call (01) 819 8500
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Link with us socially

www.pai.ie

@publicaffairsir

linkedin.com/company/public-
affairs-ireland

facebook.com/publicaffairsire


