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FOREWORD BY THE CHIEF
EXECUTIVE
This is the first annual report on progress on the implementation of our Statement of
Strategy 2003-2005.

2003 was a year of significant achievement by the office in delivering on the
objectives set out in our Statement of Strategy. This report details progress on the
programme of activities under each of the areas of our Strategic Framework.

The primary business of the Office is the delivery of high calibre staff to our clients.
In 2003 we handled almost 60,000 applications from candidates across a variety of
recruitment and selection activity. Our work programme in 2003 involved recruiting
across a very broad spectrum. In addition to our traditional recruitment activity we also
undertook a number of recruitment campaigns for positions outside of our
conventional remit. 

In addition to our core activity this year we have continued to prepare for a new era of
public service recruitment (expected in 2004 in the form of the Public Service
Management (Recruitment and Appointments) Bill). In preparation for this, 2003 saw
a continued focus on expanding our services and developing new business
opportunities through our Business Development Programme. 

A core activity of 2003 was the development of our e-government services. We moved
into the second Phase of our e-government programme which has provided
considerable improvements in the range and quality of electronic services available to
all our customers.

Initiatives such as the introduction of a New Management Information Framework and
various commitments under Sustaining Progress ensured that this office in 2003
continued to develop in line with the Public Service Moderisation Agenda. In
December, following the announcement of the government’s decentralisation plan,
work commenced on the preparation of our Decentralisation Implementation Plan.
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This plan will ultimately facilitate the move of elements of our organisation to Youghal
Co. Cork.

Throughout the year we continued to foster a meaningful culture of involvement of
staff in the organisation through our Partnership Committee and have continued to
develop our Strategic Human Resource programme to support and meet the needs of
our business and staff. In 2003, as well as maintaining our Excellence Through
People Award we received the National Awards for Excellence in HRM. 

I would like to acknowledge the dedication and professionalism of all staff in their
continued commitment to providing a high quality service to our customers throughout
a period of on-going change in the office. I would like to acknowledge the contributions
of the Civil Service Commissioners, the Local Appointments Commissioners and the
Steering Group (on the Implementation of the Strategic Review Report on Public Sector
Recruitment) to the achievement of the aims of the organisation.

Bryan Andrews
Chief Executive
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ORGANISATION
Civil Service Commissioners

The Civil Service Commissioners have statutory responsibility for recruitment to the Civil
Service. The Commissioners are bound by law (the Civil Service Commissioners Act,
1956) to recruit by fair, open and merit-based means to various levels in the Civil Service.

[ 01 ] Dr. Rory O’Hanlon, TD, Ceann Comhairle, Dáil Eireann 
[ 02 ] Mr. Frank Murray, Civil Service Commissioner
[ 03 ] Mr. Ciaran Connolly, Assistant Secretary, Department of Finance 

Local Appointments Commissioners

The Local Appointments Commissioners are responsible for the selection, by open
competition, of persons appointed to specified senior management and professional
appointments in Local Authorities, Health Boards, Harbour Authorities, Fisheries
Boards and Vocational Education Committees.

[ 04 ] Dr. Rory O’Hanlon, TD, Ceann Comhairle, Dáil Eireann 
[ 05 ] Mr. Michael Kelly, Secretary General, Department of Health and Children
[ 06 ] Mr. Niall Callan, Secretary General, Department of Environment and 

Local Government 
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Office of the Commissioners

Both sets of Commissioners are serviced by a joint secretariat known as the Office of
the Civil Service and Local Appointments Commissioners.

[ 07 ] Mr. Bryan Andrews, Chief Executive
[ 08 ] Mr. Brendan O’Callaghan, Director of Corporate Affairs
[ 09 ] Ms. Patricia O’Grady, Director of Customer Relations
[ 10 ] Mr. Niall Leavy, Principal Psychologist 
[ 11 ] Mr. Padraig Love, Head of Recruitment and Selection
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OVERVIEW OF ACTIVITIES
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OVERVIEW
The role of the organisation is to support the Civil Service and the Local Appointments
Commissioners in carrying out their statutory roles1 in appointing personnel to specific
positions in the Public Service. 

Over the last number of years we have been cognisant that we are moving towards a
new era of public service recruitment. In preparation for this, 2003 saw us focusing
strongly on our strategic aim of new business development. To achieve this we
continued to expand our services and develop new business opportunities outside of
our traditional remit.

Our work programme in 2003 involved recruiting across a
very broad spectrum, as follows:

■ Clerical and middle management staff for Government Departments. 

■ Trainees for An Garda Síochána. 

■ Prison officers for the Prison Service. 

■ Senior Management and Professional Staff for Government Departments, Local 
Authorities and Health Boards.

■ Assisting the Top Level Appointments Committee in assessing people for senior 
Civil Service positions.

■ Selection services to the Nursing Careers Centre and other public service agencies.

A very significant development in 2003 was the launch of the first ever open
competitions for Higher Executive Officers and Assistant Principal Officers for the
Civil Service. Under the terms of Sustaining Progress these competitions were used to
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Authorities (Officers and Employees) Acts, 1926 – 1983 in the case of specific appointments within the Local
Authority and Health Service sectors.



fill any vacancies arising as a result of staff leaving for jobs in the private or public
sector. Although the number of vacancies arising under such circumstances was
limited there was still a very strong interest in the competitions. Noteworthy was the
high level of applications from people in the private sector who availed of the
opportunity to seek entry at this relatively senior level. Due to the open nature of the
competitions there was also a significant number of existing Civil Servants who
applied for positions at the higher grades. 

In addition to our traditional recruitment activity we also undertook a number of
recruitment campaigns for positions outside of our conventional remit. 

We recruited for a number of key specialist positions such as the Ombudsman for
Children and Director posts for the Environmental Protection Agency. We also
undertook new larger volume recruitment such as Fire Fighters for Dublin City Council
and administrative grades for Health Boards.

Increasingly as we move towards a new era of public service recruitment we are
expanding our services and developing new business opportunities. We have
continued to provide broader Human Resource advisory services that complement our
core business as a provider of recruitment and selection services. This includes a
range of activities such as facilitating client organisations in determining their human
resource requirements, job analysis studies, providing assessment services, training
assessors in interviewing and selection techniques, advising clients on staff induction
and retention strategies and promoting best practice in the areas of fairness, equality
and diversity.

A core activity of 2003 was the further development of our e-government services. We
moved into the second Phase of our e-government programme which has provided
considerable improvements in the range and quality of electronic services available to
all our customers.

2003 saw a number of key initiatives in the development of our organisation in line with
public service modernisation and the goals of our own strategy statement. We continued
to streamline our business processes through an extensive restructuring project and the
introduction of new initiatives such as a Management Information Framework. We
continued to foster a meaningful culture of involvement of staff in the organisation
through our Partnership Committee and have continued to develop our Strategic Human
Resource programme to support and meet the needs of our business and staff.

[ 09 ]



CHANGES IN PUBLIC
SECTOR RECRUITMENT
ENVIRONMENT 
Public Service Management (Recruitment and Appointments)
Bill 2003

This organisation faces challenging times as we move towards a new era of public
service recruitment. A key activity of 2003 was preparing the organisation for the new
operating environment which will come into effect in 2004 when the Public Service
Management (Recruitment and Appointments) Bill 2003 is expected to be enacted.
Under the proposed provisions of the Bill it is anticipated that the Civil Service and
Local Appointments Commission will cease to exist and will be replaced by 2
independent bodies – The Commission for Public Service Appointments (CPSA) and
The Public Appointments Service. The CPSA will act as a new regulator in the public
service recruitment market while the Public Appointments Service will perform the
role as the major recruiter and advisor on matters relating to recruitment and
selection. Towards the latter part of 2003 it was acknowledged that a considerable
amount of work was required to ensure that the Office of the Commissioners for Public
Service Appointments would be in a position to commence operation immediately on
enactment of the new legislation. With this in mind preliminary work started on
putting the new office of the Public Service Commissioners in place. Existing staff
from the Commission were seconded to the new interim office. This advance party of
staff began to work on locating new premises, establishing a website and most
importantly conducting research which will eventually lead to the establishment of
new Codes of Practice for those intending to involve themselves in public service
recruitment activity. It is anticipated that the new Commission’s Codes of Practice will
contain principles to be put in place for recruitment/selection procedures and that all
licence holders will be guided by these principles.
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Decentralisation Programme

A major development in the area of public sector recruitment materialised at the very
end of 2003 which is likely to have significant and long reaching consequences for both
the Civil Service and Local Appointments Commission and the manner of recruitment
and selection to the Civil Service. This development arose in December 2003 when the
Minister for Finance announced a major programme of public service decentralisation.
In this plan it is proposed to move some 10,300 public service posts to 53 locations
around the country. Of particular significance to the Commission is the fact that 100 of
its 155 posts are scheduled under the programme, to move to Youghal in Co. Cork.
Immediate steps were taken in the office to analyse any obvious impacts of this
announcement and to appoint a senior manager to oversee any future developments.

Within the Commission it is anticipated that the decentralisation programme is likely
to have far reaching consequences for the manner in which public service recruitment
is conducted in the future. The prospect of the concept of regionalised recruitment
now presents as a real consideration which will need to be explored further. It is
anticipated that decentralisation could be a very dominant theme for 2004 and
subsequent years. 
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DETAILS OF ACTIVITIES BY
STRATEGIC PROGRAMMES



ACTIVITIES 2003
Our Strategy Statement 2003 – 2005 outlines the core values and goals of the
organisation for this period. 2003 saw us make significant advances in achieving a
number of our Strategic goals in each of our defined 4 key critical success areas.

STRATEGIC FRAMEWORK

Organisation Development
“Efficient, cost effective and high quality service

delivery”

3.1 E-Recruitment

3.2 Improving our Business Processes

3.3 Managing our capacity

3.4 Developing our Management Information Systems

3.5 Developing a Culture of Cost Consciousness

3.6 Risk Management

3.7 Knowledge Management

3.8 Cross Border Co-operation

3.9 Developing our International Focus

Strategic Human Resources Development
‘Achieving Excellence Through Developing 

our People”

4.1 Becoming a Partnership Organisation

4.2 ‘Excellence Through People” - Contributing to 
Business and Organisation Development

4.3 Re-Aligning our organisation and resources to 
ensure that current and emerging business 
needs are properly supported

4.4 Fostering Innovation

4.5 Equality & Diversity

4.6 Towards a Safe, Healthy and Positive Working 
Environment

4.7 Developing External Relations

New Business Development
“Adding Greater Value to the Public Service”

2.1 Adding Greater Value to Public 
Service Recruitment

2.2 Developing our own strong portfolio of 
e-friendly Recruitment and 
Assessment Products

2.3 To Provide Excellent Equality and Diversity 
Development and Auditing Services

2.4 To provide high quality Advisory and 
Training Services

2.5 To develop our Technology base and providing 
online options for all services

2.6 EU and International Focus

Customer Service
“Anticipating and Exceeding Customers Needs”

1.1 Building on the success of our CRM Approach

1.2 Delivering recruits on time

1.3 Contributing to the Public Service 
Modernisation Programme

1.4 Understanding the Labour Market

1.5 Promoting Public Service Careers

1.6 Developing our understanding of the needs 
of potential recruits

1.7 Equality & Diversity

1.8 Enhancing Fairness and Probity

1.9 Getting it Right
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THE CUSTOMER SERVICE
PROGRAMME 
‘ANTICIPATING & EXCEEDING CUSTOMERS
NEEDS’

The Commission has a broad range of customers with differing needs and
expectations. In transacting business with this diverse group it remains important to
recognise the types of outcomes that each customer might expect. Our client
organisations (Government Departments, Health Boards and Local Authorities)
continue to expect the highest calibre of candidate so that they can continue to deliver
their own particular range of services. Candidates for advertised positions have
become familiar with a high level of personalised service when they submit an
application or request information and continue to seek improvements in the service
provided. Our internal customers – staff and interview board members - require that
information on competitions is provided in a timely and accurate manner so that they
can ensure that the process runs smoothly. Our future development will continue to
be primarily driven by the needs of all of these customer groupings. 

Our success depends on our ability to embed the principles of Quality Customer
Service into all corporate activities from strategic planning to service delivery.

Guided by our commitments in our Customer Action Plan 2001-2004 the office
progressed a number of key initiatives particularly in the area of web enabled services.



CLIENT ORIENTATION
Service Delivery Profile

The core business of the Office is the delivery of high calibre staff to our clients. In
2003 we handled almost 60,000 applications from candidates across a variety of
recruitment and selection interventions. This included filling 3,398 positions for our
clients in the civil service, local authorities and health boards. The office was also
involved in a significant amount of work in assisting client organisation to conduct
preliminary selection of a further 1,798 candidates. Typically this involved the testing
of candidates on behalf of organisations who would then interview them for
consideration of final selection. This trend towards a partnership/shared service
approach was one of the noticeable trends to develop in 2003. Indications from
clients are that this is a trend that is likely to develop further and possibly become a
significant feature in the coming years.

A full analysis of the recruitment activity and the competition activity is set out in
Appendix A.

Some of the key campaigns we were responsible for in 2003 include:

■ Competitions for clerical and middle management positions for Government 
Departments and Offices.

■ A new open recruitment programme for middle management grades of Higher 
Executive Officer and Assistant Principal Officer in the civil service.

■ A graduate recruitment programme to fill Third Secretary and Administrative 
Officer positions in the civil service. For the first time this included specialist 
options in the fields of information technology and human resource management.

■ Confined competitions to fill positions at Assistant Principal and Principal 
Officer level.

■ Support for the Top Level Appointments Committee in filling Assistant Secretary 
level positions.
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■ Specialist and professional positions for clients including solicitors, barristers, 
accountants, psychologists and engineers.

■ Provision of temporary staff to clients in a range of general service grades to 
meet requirement for the forthcoming EU Presidency in 2004.

CUSTOMER RELATIONS MANAGEMENT
(CRM) APPROACH
In 2000 the Commission took a strategic decision to restructure its staff and
resources to ensure that the needs of its client organisations became a major driving
force of all our business processes. This Customer Relations Management (CRM)
approach is designed to provide clients with a single point of access to our range of
recruitment and related services. It was deemed necessary that one designated person
in the office have knowledge of all the demands for services from a particular client.

The emphasis in 2003 was to further foster and strengthen our CRM approach.
Through an intensive communication programme all client organisations were
contacted to ensure that their particular need for staff or other related services was
accurately understood. As with all our dealings with customers a variety of
communication methodologies was used. These included regular meetings, facilitated
workshops, presentations at the Personnel Officers’ Network and customer panels. We
also continued to issue our monthly recruitment ‘e-zine’ At Your Service, which
provides up todate information on all aspects of service delivery. All information from
these customer contacts are fed back to our business units who shape the service to
better fit the clients’ requirements. As a result of one such feedback session the office
has commenced the redesign of its monthly e-Zine ‘At Your Service’ and expects to
launch a much improved version of this in 2004.



MARKETING OF THE CIVIL SERVICE
Part of the remit of the organisation is to ensure that the concept of the Civil/Public
Service as an ‘employer of choice’ is promoted actively wherever possible. In 2003
greater emphasis was placed on promoting the public service and the quality and
variety of work on offer. 

During 2003 advertisements appeared in:

■ A variety of public sector publications (Public Sector Times, Inside Government, 
Revenue Group Journal etc.). 

■ National Press (Irish Times, Irish Independent, Sports Monthly, various 
recruitment supplements etc.).

■ Special features (Rugby World Cup magazine, Luas supplement, GAA 
publications etc.).

■ Third Level (Student Year book, HETAC Year book, HEA Year Book, College 
Times etc.).

In an effort to support this extensive media campaign and with the specific intention
of bringing information to those who might be most receptive to it we attended a series
of Careers Fairs during 2003. It has been our experience that many potential
candidates for public service jobs like to avail of the opportunity to meet ‘real’ public
servants at these venues. During 2003 Commission staff attended Careers fairs in:

■ University College Dublin ■ University College Cork
■ Trinity College ■ NUI Galway
■ Dublin City University ■ Tullamore AIB Careers Seminar
■ University of Limerick ■ Athlone Institute of Technology
■ Tallaght IT ■ Sligo Institute of Technology
■ RDS AIESEC Fair ■ FÁS Opportunities Croke Park
■ Queen’s University, Belfast

It is our intention to further extend this list of venues where possible in 2004.
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IMPROVEMENTS IN ELECTRONIC SERVICE
DELIVERY FOR CLIENTS
During 2003 significant progress was made on further extending the range of
electronic facilities to our clients. (See page 21).

Phase II of our e-government programme commenced in 2003. Part of this
programme was the development of a client ‘portal’ on our website. The purpose of
this portal is to provide a self-service facility that will allow client organisations
electronic access to competition progress and data. On completion of this work clients
will be able to track their own competitions without any necessity to make direct
contact with this office. Feedback from customer panels has indicated that this would
be of significant assistance to clients who like to keep in very regular contact with
active competitions as they progress through the system.

Recognising the important contribution of individuals who sit on interview boards, in
2003 we continued in-house development of our Board Members Management
System. This system allows us to manage, in a more professional manner, our various
contacts with board members. Through profiling the board members, staff in the office
can ensure that individuals are not contacted needlessly or when they clearly are not
available to assist on a particular competition. The system also allows the Commission
record Board Members special requirements or requests for training. 

It is expected these interventions will ensure not only the quality of board members
but will also contribute to the delivery of a more efficient service to both board
members and client organisations.
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CANDIDATE ORIENTATION
Upgrading our test centres

The availability of suitable test venues is a major priority for the Commission when
conducting examinations around the country. It is essential to realise that a test centre
is usually the first contact that a person has with the Civil/Public Service and therefore
must be presented in a professional manner.

2002 saw the introduction of our on-site SMART Centre in Chapter House, Abbey St.
Dublin 1. This purpose-built test facility has a capacity to test up to 40 candidates at
a time. In 2003, following analysis of feedback from candidates, it was decided that
a new test centre was required to cater for very large numbers of candidates
presenting for testing. Following an examination of our requirements it was decided to
use Croke Park conference facilities. These facilities gave candidates access to an
extremely modern multi-media facility with appropriate levels of comfort and car
parking. Feedback from our candidates who have used this facility has been extremely
positive. We will continue to source similar standards of facilities around the country
during 2004.

In 2003 the Commission conducted tests and interviews in:

■ Dublin
■ Limerick
■ Galway
■ Belfast
■ Brussels
■ Cork
■ Letterkenny
■ Athlone
■ Sligo
■ Waterford

Information seminars for new recruits

We recognise that the provision of timely and appropriate information is crucial in our
efforts to attract and recruit good quality candidates. The launch of our Career Store
in 2002 was a major step forward towards achieving this objective. In the Career Store
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potential candidates can obtain current information on careers in the civil service from
experienced civil servants. They can also view information on our online facilities and
on various CD roms and videos. In 2003 a further initiative was launched to improve
the quality of information provided. This initiative involved the design and provision
of a series of information seminars for people applying for positions as clerical
officers. The seminars, presented by our own clerical staff focused on providing
prospective employees with a practical insight into a career in the civil service. Topics
such as career progression, training and generally familiarising candidates with the
nature of the Clerical Officer role were included.

Improvements in electronic service delivery for Candidates

Page 23 sets out the detail of Phase 2 of our e-Government strategy.

The latest phase of our e-Government strategy which was progressed throughout 2003
now offers the following services to candidates:

■ Facilities to book tests and interviews online.

■ Facilities to receive all information about their application including 
feedback online.

These developments are a further step towards an extensive self-service approach that
the office wishes to provide for candidates. It is anticipated that further phases of our
e-Government project will add additional functionality to these and the other portals. 

Equality & Diversity

We are committed to reaching and transacting business with all our customers in a
manner which is most acceptable and appropriate for them. Particular initiatives in
this area in 2003 to meet this commitment were:

■ Continuing equality monitoring activity to ensure that no categories of applicants
are adversely impacted by virtue of our testing programme.

■ Preparatory work began on a new Equality Monitoring System which will go live 
in 2004.



■ Upgrading our publicjobs.ie website to meet international Web Accessibility 
Initiative Standards on accessibility. 

■ Employment of a full-time Irish translator to meet the needs of customers 
wishing to carry out their business with us through Irish.

We continued to closely monitor each recruitment programme for equality purposes in
line with the Employment Equality Act 1997. 
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BUSINESS DEVELOPMENT
PROGRAMME
‘ADDING GREATER VALUE TO PUBLIC
SERVICE RECRUITMENT’

Over the past number of years the Commission has recognised the growing demand
for recruitment and related services from both its existing clients and other
offices/agencies. In 2003 we concentrated much of our efforts on broadening both the
range of services we make available to our existing clients as well as developing new
business opportunities by broadening our client base.

Adding Greater value to Public Sector Recruitment.

We continued to provide services to a number of public service organisations outside
of our core remit. This included the following new recruitment campaigns:

■ Fire-Fighter for Dublin City Council (attracted 4,365 applications).

■ An innovative campaign for the National Children’s Office to recruit the new 
Ombudsman for Children. 

■ Job analyses and recruitment campaigns for a number of Health Boards and 
Local Authorities.

E-Government Strategy 

Since 2000 the Commission has been investing heavily in a strategy to make more of
its services available to its customers over the internet. Given the international nature
of our candidate pool it is essential that the office does not adopt a traditional 9-5
approach to service delivery. Through investment in web technology we now provide
an international 24/7 service to our customers. Progress on our e-Government strategy
has been steady since 2000.
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Phase I: This phase provided us with the online application system www.publicjobs.ie.
which allowed candidates to view current vacancies and if interested to register their
interest for competitions. This facility also allowed visitors to the site to express an
interest in vacancies that might arise in the future. When such vacancies arise the
system automatically notifies the person via email. On the site people can also learn
more about jobs in the civil service and the tests used for entry to those jobs.

Phase II: In 2003 a further extension of our e-Government Strategy was launched. This
Phase has built on the existing services and extended the range of functionality to our
full range of customers. When fully completed in 2004 this phase will have delivered:

■ Client portal: This will allow clients to view details and progress on their 
particular competitions. 

■ Candidate portal: Candidates may book their place on specific tests and receive 
results and feedback on their performance.

■ Board Members’ portal: where board members may register their interest for 
particular boards or to record their availability for future dates. It will also allow 
for the scoring and calculation of points during the course of an interview. 
Automatic generation of reports will also be facilitated.

■ Employee portal: This will allow staff members to manage the running of their 
competitions from their desktop and without the heavy dependency on manual 
files. The setting up of interviews and tests together with the issuing of results 
will, on completion of this phase, be automated.

Developing our portfolio of Recruitment & Assessment Products

Building on the creation of our SMART Centre which provided us with a top class
testing facility we have continued to develop our electronic testing capacity. In 2003
we launched a major programme to provide computer based testing capability. Tests
administered in this fashion will be an intrinsic part of the way recruitment and
selection will be completed in the future. 

The new system when completed will enable us to deliver our own testing products to
candidates. A large scale trial of this new system took place in the final quarter of
2003. It is envisaged that the first real testing sessions will begin in 2004 with the
Clerical Officer grade.



THE ORGANISATION
DEVELOPMENT PROGRAMME
Our aim is to continuously evaluate our work practices to ensure that effective systems
are in place to support current and emerging business needs, while optimising the
benefits of information and communication technologies. 

E-Government programme

A key aspect of this programme is the electronic delivery of recruitment services. In
2003 we furthered this aim through Phase II of our e- government programme. 

In summary Phase II was a key business activity during 2003 which moved us towards
a self-service approach to serving the needs of board members, clients and
candidates. This has created efficiencies by reducing paperwork and increasing the
range of electronic services available. Part of the programme involved a comprehensive
review of business processes prior to further development of our electronic services. It
has also allowed us to develop www.publicjobs.ie as a recognised brand and channel to
portray the public service as a modern and dynamic employer.

Developing our Management Information Systems

In 2003 we prepared the groundwork for the implementation of an enhanced
management information system which will support the efficient delivery of services
and enable us to move to accruals based accounting procedures. This system is
particularly designed to automate the necessary reports relating to our financial
transactions. The need for such a system was established following an examination of
the processes in our Finance Unit. On completion of this project we will be in receipt
of quality management information from costing of services to ‘real time’ financial
reports. The system will be in place in early 2004.
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Developing our International Focus

For the past 3 years the Commission has actively sought to expand and share its corporate
knowledge through learning from other organisations both nationally and internationally.

In May a meeting of the Civil Service Commissioners from Northern Ireland and from
the Republic of Ireland took place in Farmleigh. This was the third occasion that
Commissioners from both jurisdictions formally met since 2001. The meeting
provided an opportunity to share information and insights on the diverse range of
issues facing both sets of Commissioners.

During 2003 the Chief Executive was requested to participate in a number of Strategy
Workshops organised by the Institute of Public Administration and held in some of the
new EU Accession countries to assist in developing a more strategic approach to
public service management. 

The Commission continues to host students from the Polish Institute of Public
Administration on an annual basis. For the past number of years staff of the
Commission has found this experience very informative.

With a view to expanding the wider public service’s knowledge base on the issue of
recruitment and selection the Commission has commenced preparations for a major
international conference in 2004. It is proposed that this conference will be aimed at
all our public service clients and will offer attendees a chance to hear renowned
international speakers address topics such as talent retention, management
development and the challenges of diversity in the workplace. Speakers for this
conference will be drawn from the United States, UK, Holland and Northern Ireland.  
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THE STRATEGIC HUMAN
RESOURCES PROGRAMME
Our goal in relation to becoming a business driven and customer orientated
organisation is underpinned by a strong commitment to developing the capabilities of
our people and fostering a culture of meaningful involvement for all staff.

During 2003 a number of key developments took place.

A Partnership Organisation

We continue our commitment to being a Partnership organisation in the truest sense
based on an inclusive culture where all staff have a valuable role in shaping the future
of the organisation.

During 2003 our Partnership Committee continued to play a major role in tackling a
number of key issues in the organisation. Of major significance to the Committee
during the year was the requirement to establish an action plan for modernisation that
would be acceptable to both the organisation itself and the Civil Service Performance
Verification Group (CSPVG). Progress against this action plan had to be measured and
reported on throughout the year and this culminated in the CSPVG complimenting the
Commission on the rate of progress it had made to date.

The Partnership Committee continued to tackle various internal issues such as
contributing to the development of internal Human Resource policy documents and
developing the office’s Learning & Development Plan. 

As a reflection of the progress that the organisation has made in embedding the
Partnership process into the culture of the organisation we were chosen by the
National Centre for Partnership and Performance as one of the good practice case
studies. Through real involvement Partnership has become embedded as a concept
and way of doing business in the organisation.
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Excellence through People – Development Priorities

We believe our drive towards business excellence is critically dependant on our
capacity to involve staff in the future direction of the organisation and to equip them
with the skills they require to fulfil their role and achieve their potential.

A Learning and Development Plan fully aligned with strategic plans was fully
implemented in 2003. A budget of 5% of payroll was invested in staff development.
At the core of our training and development programme was the operation of a full
cycle of the Performance Management Development System. Significant progress was
made towards this aim with over 91% of staff participating in a Planning meeting and
75% having at least one review meeting. We are fully committed to exploiting the full
benefits of the PMDS system by achieving our target of 100% participation.

An extensive range of training courses were provided for staff following identification of
their particular needs through the PMDS process. A total of 12 staff were supported in
attaining professional/educational qualifications through the Refund of Fees Scheme.
To encourage continuous professional development the office also funded memberships
and subscriptions to relevant professional bodies and publications. 

To encourage staff to continue to study and maintain their levels of knowledge the
Commission opened a library containing a wide variety of books, journals and e-
learning facilities during 2003.

Devolution of Human Resource functions

In line with the public service modernisation agenda the office has been devolving
responsibility for HR functions to line managers. This is being progressed on a phased
basis in close consultation with line managers to enable them manage more effectively. 

This year saw the roll out of a devolved time and attendance system. Training and
support for the new system was provided by our HR Unit. In addition a series of in-
house HR advisory sessions for managers took place. The emphasis of these sessions
was to equip managers to deal with staff matters such as staff induction and
managing the probationary period. 
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Staff Awareness Campaigns

During 2003 a range of information sessions were held for staff. This included
promoting initiatives such as Family Friendly Day, International Day against Racism
and National Heart Week. This year, as a follow up to our successful Health and
Welfare sessions in 2002, a range of information sessions took place promoting
awareness of financial issues such as pensions and health insurance.

External Accreditation – Benchmarking

This year we retained our Excellence Through People award. This award is the national
standard for best practice HR activity. It can only be achieved by organisations who can
demonstrate their commitment to staff training and development, communication and
involvement in organisation decision making. We improved our score from 2002 and
remain one of the few public service organisations to have achieved the award to date.
The Commission has also been working with a team of consultants retained by FÁS to
assist in the revising and upgrading of the Excellence Through People standard.

The Commission was honoured to receive the Arthur Cox Award at the National Awards
for Excellence in Human Resource Management. These awards are designed to
recognise major achievements in the area of human resources and this office received
the award in recognition of its efforts during a particularly sensitive organisation
restructuring project which took place early in the year. 
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APPENDIX A

RECRUITMENT DELIVERY
This Appendix consists of a series of statistical tables which summarise our
recruitment activity during 2003.

For the purpose of this report, all similar recruitment activity is combined together
under single headings. It is also worth noting that the tables combine all related
recruitment activity undertaken during the year 2003 ie interviews. This may give rise
to apparent inconsistencies - for instance, the number of candidates interviewed for a
particular grade may exceed the number of applications received in the year in
question as some of the interviewees applied in response to a recruitment drive in a
previous year. 

Gender data is supplied wherever it was available.



Civil Service Commission
- Clerical 14,033 664 1,060
- Administrative 23,672 1,030 373
- Temporary Assignments for EU Presidency 102
- Senior Management & Professional 3,743 1,452 385
- Total 41,448 3,146 1,920

Local Appointments Commission

- Local Authorities 1,675 418 96
- Health Sector 982 554 228
- Total 2,657 972 324

Other Activity

- Garda Recruitment 6,800 1,802 1,142
- Prison Officer 12
- Total 6,800 1,802 1,154

Selection/Testing Services Provided

- Nurses 1,585

- Ombudsman for Children 97 11

- Director EPA 75 12

- Assistant Director General IPA 64
- Firefighters in DCC 4,365
- Assistant Staff Officer Grade IV NWHB 1,198

- SO/EO Confined Revenue 1,085

- Total 8,469 23

Overall Total 59,374 5,943 3,398

Summary of Recruitment Activity 2003

Total Number of 
Applications

Received

Number
Interviewed

Number Assigned
/Recommended

797 names forwarded to the
Nursing Careeers Centre

644 names forwarded to Revenue

9 names forwarded to IPA

3 names forwarded
to Minister for

Children

3 names forwarded
to Minister for the

Environment,
Heritage & Local

Government. 

Continued in 2004
342 names forwarded to North

Western Health Board

[ 33 ]

Note: Combining all related activity can give rise to apparent inconsistencies.
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Accountancy

Survey Co-Ordinator in 
the Central Statistics Office 32 38 70 6 20 26 0 3 3

Assistant Local 
Government Auditor, 
D/Environment & 
Local Government

Local Government Auditor 21 9 30 7 2 9 0 2 2

Professional Accountant 33 12 45 12 5 17 1 0 1

Trainee Auditor 34 12 46 16 5 21

Legal

Advisory Counsel Grade III 6 11 17 3 8 11 2 1 3

Assistant Parliamentary 
Counsel Grade 2 12 8 20 4 7 11 0 1 1

Solicitors 1 2 3

Law Clerk Legal Aid Board 1 0 1

Legal Executive Chief 
State Solicitors 0 3 3

Legal Researchers 27 27 54 5 5 10 0 3 3

Legal Advisor, Foreign Affairs 2 3 5 2 2 4 0 1 1

Professional Officer DPP 15 8 23 13 3 16 2 0 2

Probation & Welfare Officer, 
Dept of Justice, Equality & 
Law Reform 77 121 198 20 32 52 11 27 38

Civil Service - Senior Management & Professional Appointments 2003

Male Female Total M F T M F T

Number of
Assignments

Number Attended
Main Interview

Number AppliedProfessional Category

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

>

Advertised prior to 2003
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15 8 23 15 6 21 1 0 1
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Senior Management

Commissioner for 
Taxi Regulation 17 0 17 3 0 3

Principal Inspector, 
Railway Safety Commission 4 1 5 2 1 3 0 1 1

Secretary to the 
Commission of Charitable 
Donations & Bequests

Senior Executive Officer 186 97 283 61 33 94 4 2 6

Head of Collections, 
National Museum 6 3 9 3 1 4 1 0 1

Head of Administration, 
National Museum 17 5 22 6 2 8 0 1 1

Member of the 
Competition Authority 38 9 47 3 1 4 1 0 1

Deputy Chief Executive/
Manager of Courts Services 
-Special Residential 
Services Board

Manager of Corporate Affairs, 
Policy & Research - Special 
Residential Services Board

Pensions Ombudsman 21 2 23 5 1 6 1 0 1

Civil Service - Senior Management & Professional Appointments 2003

Male Female Total M F T M F T

Number of
Assignments

Number Attended
Main Interview

Number AppliedProfessional Category

Continued in2004

>

12 5 17 5 2 7 1 0 1

1 4 5 1 2 3 0 1 1

0 2 2 0 2 2 0 1 1



Administrative

Advisory Officer, 
Labour Relations Commission 1 0 1

Development Specialist, 
Ireland Aid 83 78 161 12 14 26 2 2 4

Director of the National Drug 
Strategy Team, Dept Comm, 
Rural & Gaeltacht 

Industrial Relations Officer, 
Labour Relations Commission 17 11 28 16 11 27 1 0 1

Architectural & Engineering

Architectural /Engineering 
Inspector 6 11 17 3 8 11 1 1 2

Engineering Inspector (Roads) 14 1 15 8 1 9 1 0 1

Engineers 73 22 95 36 2 38 17 2 19

Architectural Inspector 1 1 2

Architect/Architectural Assistant 5 3 8 4 3 7 1 1 2

Archaeologist 9 8 17 9 8 17 9 8 17

Science

Assistant Agricultural Inspectors 130 94 224 63 35 98 25 8 33

Veterinary Inspector 18 11 29

Chemist 23 40 63 6 15 21 2 1 3

Laboratory Technicians 3 20 23

Geographical Information 
Systems Technician 18 18 36 6 8 14

Forensic Scientists 3 1 4

Forestry Inspector 0 1 1

Meteorological Officer 8 5 13
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Civil Service - Senior Management & Professional Appointments 2003

Male Female Total M F T M F T

Number of
Assignments

Number Attended
Main Interview

Number AppliedProfessional Category

>

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

Continued in 2004

Advertised prior to 2003

7 6 13 4 4 8 0 1 1
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Medical

Nurse Officer in Prison Service 1 7 8

State Pathologist 1 1 2

Educational

Special Education 
Needs Organiser 380 51 198 249

Irish Language Teacher, 
An Garda Síochána 1 7 8 1 7 8 0 1 1

Social & Psychological 
Studies Teacher, 
An Garda Síochána 16 17 33 2 3 5 0 1 1

Director, Curriculum 
& Assessment 10 4 14 4 3 7 0 1 1

Post Primary Inspectors 150 221 371 78 110 188

Primary District Inspectors 96 150 246 13 28 41 4 10 14

Examination & 
Assessment Managers 38 77 115 7 11 18

Educational Psychologist 0 6 6

Inpector Social Services 
Inspectorate 0 1 1

Miscellaneous

Artefact Conservator 7 11 18 0 7 7 0 1 1

Archivists 21 18 39 8 13 21 3 5 8

Aistritheoir 16 23 39 4 6 10 1 3 4

Translator 4 10 14 0 1 1 0 1 1

Civil Service - Senior Management & Professional Appointments 2003

Male Female Total M F T M F T

Number of
Assignments

Number Attended
Main Interview

Number AppliedProfessional Category

>

Advertised prior to 2003

Continued in 2004

Advertised prior to 2003

Advertised prior to 2003

Continued in 2004

Continued in 2004

Continued in 2004
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Case Officer (Special 
Residential Services Board) 35 67 102 8 10 18 2 0 2

Court Officer (Special 
Residential Services Board) 18 21 39 4 5 9 1 5 6

Curators (National 
Botanical Gardens) 8 0 8 8 0 8 5 0 5

Stiurthoir Cunta 1 0 1

Statistician 1 1 2

Sea Fisheries Officer 1 1 2

Inspector - Environment 20 16 36 4 5 9 0 1 1

Assistant Fire Advisors 18 1 19 15 1 16

Fire Safety Officer 
Irish Prison Service 15 1 16 10 0 10 1 0 1

Area Mediation Co-Ordinator 2 6 8 2 6 8 0 2 2

Medical Assessor 6 4 10 4 4 8 1 0 1

Cartographer, 
An Garda Síochána 8 9 17 3 6 9 2 0 2

Agency for Personal 
Service Overseas Conf 7 12 19 7 12 19 7 9 16

Ushers in the Houses 
of the Oireachtas 1 1 2

Industrial Training Instructors 3 0 3

Technical Agricultural Officer 47 17 64 4 1 5

Technical Assistants 73 89 162 4 15 19 1 1 2

Chief Technical Advisors 40 2 42 6 2 8 2 0 2

Civil Service - Senior Management & Professional Appointments 2003

Male Female Total M F T M F T

Number of
Assignments

Number Attended
Main Interview

Number AppliedProfessional Category

>

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

Continued in 2004

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003
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Librarians/Asst. Librarian/Asst. 
Keeper 11 25 36 3 9 12 1 4 5

Wildlife Inspectors 2 7 9

Wildlife Rangers 0 1 1

Map Draughtperson 121 77 198 10 12 22 1 6 7

Nautical Surveyor 1 0 1

Research Officer 59 101 160 9 16 25 0 2 2

Radio Officer Grade III 6 0 6

TOTALS 3,743 1,452 385

Civil Service - Senior Management & Professional Appointments 2003

Male Female Total M F T M F T

Number of
Assignments

Number Attended
Main Interview

Number AppliedProfessional Category

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003



Administrative 

County Manager 86 2 88 16 1 17 2 1 3

City Manager 38 5 43 7 1 8 2 0 2

Chief Executive Officer 3 2 5 2 2 4

Director of Services 719 92 811 70 2 72 13 0 13

Head of Information Systems 25 3 28 7 0 7 1 0 1

Management Accountant 24 11 35 4 4 8 0 1 1

Financial Accountant 28 6 34 4 2 6 1 0 1

Financial/Management 
Accountant

Finance Officer 16 7 23 4 2 6 0 1 1

Head of Finance 36 8 44 11 2 13 0 2 2

Professional and 
Technical

Senior/Executive/Senior 
Executive Engineers 272 22 294 120 10 130 38 3 41

Senior/Executive/Senior 
Executive Planners 98 47 145 51 24 75 6 7 13

City/County/Executive/
Senior Executive Architects 15 2 17 9 2 11 3 2 5

Assistant Chief Fire Officer 1 0 1

Senior Executive 
Scientific Officer 8 14 22 4 9 13 0 1 1

Senior/Senior Executive 
Solicitors 4 7 11 4 5 9 1 5 6

Law Agent 4 4 8 3 3 6 0 2 2

County/City Librarian 16 21 37 13 12 25 2 0 2

Totals 1,415 260 1,675 333 85 418 70 26 96
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Local Authority Recruitment Activity 2003

Male Female Total M F T M F T

Candidates
Recommended for

Appointment

Number of Applicants
Interviewed

No. of Eligible
Applicants

Category

Advertised prior to 2003

Continued in 2004

23 7 30 4 4 8 0 1 1
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Administrative

ACEO/Programme Manager 62 10 72 22 4 26 6 0 6

Area Chief Executive 5 2 7 3 2 5 1 0 1

Regional Chief Executive 4 0 4 1 0 1

Medical 

Medical Consultants 472 154 626 229 88 317 77 36 113

Senior Area Medical Officers 0 1 1

Specialist in Public 
Health Medicine 2 16 18 2 13 15 0 7 7

Community Opthalmic Physician 9 3 12 7 2 9 2 1 3

Para-Medical

Chief II Pharmacist (oncology) 0 1 1 0 1 1 0 1 1

Chief Physicist 2 0 2 2 0 2 1 0 1

Specialist in Orthodontics 9 13 22 8 12 20 3 9 12
\
Pharmacists/Senior/
Chief Pharmacists 0 1 1

Senior/Basic Grade 
Psychologist 53 139 192 31 105 136 12 37 49

Director of Nursing 1 10 11 1 6 7 1 1 2

Principal/Senior/Basic Grade 
Environmental Health Officer 7 3 10 6 2 8 2 9 11

Superintendant Community 
Welfare Officer 2 2 4

Director/Assistant Director of 
Nursing Mental Health 6 3 9 3 1 4 8 7 15

Totals 628 354 982 318 236 554 116 112 228

Health Sector Recruitment Activity 2003

Male Female Total M F T M F T

Candidates
Recommended for

Appointment

Number of Applicants
Interviewed

No. of eligible
Applicants

Category

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003

Advertised prior to 2003
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Commissioner Office of Public Works

Assistant Sec, Personal & Remuneration Div. Department of Finance

Assistant Sec, Civil Law Reform & Courts Policy Div. Department of Justice

Assistant Sec, Company Law & Insurance Div. Department of Enterprise, Trade & Employ.

Head of Economic Policy Unit, Budget & Economic Div. Department of Finance

Top Level Appointments Committee

In 2003 the office assisted the Top Level Appointments Committee with the following appointments:



APPENDIX B

FINANCIAL REPORT
EXPENDITURE

Our expenditure during 2003 is set out below: -

€000

Salaries                                                                              5,617

Travel and Subsistence                                                             235

Incidental Expenses (including Training)                                    438

Postal and Telecommunications Services                                 207

Office Machinery                                                                      1,177

Office Premises Expenses                                                          795

Consultancy Services                                                                  907

Advertising, Accommodation and Printing of Test Papers       1,403

e-Government                                                                            910

Gross total                                                                              11,689

Appropriation-in-Aid 235

Net total: 11,454

Prompt Payment of Accounts
On 7 August 2002 the European Community (Late Payments in Commercial
Transactions) Regulations 2002 came into effect and reduced the number of days for
paying claims from 45 to 30 days.  In 2003, there were 9 cases, where payments were
not made within the prescribed time frame. A total of €449.70 was paid in penalty
interest during 2003.
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