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Joint introduction from the 
chairperson of the Board and 
the chief executive 
The Public Appointments Service is the key 
provider of recruitment and selection services 
across the civil and wider public service and 
also has a key role in sourcing and identifying 
Chairpersons and Board Members for all the 
State Boards in ireland.   We work closely with 
our clients and stakeholders across the public 
service and are guided by, but also seek to 
influence,	sectoral	HR	strategies	and	practices,	
especially in the areas relevant to resourcing 
and talent management.

The main strategic priority is to provide 
responsive, quality, timely recruitment and 
resourcing services to our core public service 
clients.  Our work is underpinned by a set 
of core public service values and we seek 
to ensure that our processes are fair and 
transparent, that appointments to the public 
service are made on merit and in line with best 
practice, and that we are attracting quality and 
committed people to roles in the public service.

As will be seen in this report we seek to be 
a learning organisation, which is constantly 
innovating and improving its processes through 
the use of new technology and based on 
feedback from all of our customer groups and 
from our internal review and quality systems.  
in 2019, we processed 65,764 applications, 
conducted 14,401 interviews and made 9,433 
appointments to a range of complex roles 
across a diverse range of client organisations.   
A number of innovations and process 
improvements were implemented particularly 
in our key recruitment entry grades at clerical, 
graduate and senior management level. 

A	new	Clerical	Officer	campaign	model	was	
introduced with a shortened application 
window, online testing, and interviews over 
a single day.  This new process was not only 
extremely	efficient	in	delivering	quickly	for	
clients but also resulted in a better candidate 
experience in terms of timescales and level of 
ongoing engagement.  Client and candidate 
feedback was very positive in relation to all 
aspects of the new process.  Following on 
from the success of the clerical model, a new 



mobile enabled application and assessment 
model was also introduced for the graduate 
campaigns, which included a comprehensive 
publicity campaign with a video advertisement 
and	significant	promotion	on	social	media.	At	
senior management entry level, the Principal 
Officer	campaign	was	redesigned	and	included	
remotely proctored tests and video interviews 
as part of the process.  This selection process 
resulted in a high calibre of candidate being 
brought to interview stage within a reduced 
timescale.

During 2019, support was provided in terms 
of recruitment to senior managerial positions 
across the civil and public service, successfully 
filling	all	vacant	posts	in	the	Civil	Service	
at Secretary General and Assistant/Deputy 
Secretary General level, through the Top level 
Appointments Committee (TlAC) process.   
Demand also continued to be high from our 
client	departments	and	offices	for	recruitment	
and selection campaigns for professional and 
technical roles and this was an area of work 
that	increased	significantly	in	2019.

in the Justice sector, we met the demand for 
civilian staff for An Garda Síochána and for a 
significant	volume	of	Garda	Trainees	to	meet	
Government commitments to planned increased 
intakes into the Garda Training College.  
Demands	from	the	HSE	in	relation	to	the	filling	
of	Hospital	Consultant	posts	continued	to	
remain	at	a	high	level	and	a	significant	number	
of	posts	were	filled	across	the	Local	Authority	
sector in 2019.  

We continued to work with public service clients 
to deliver the candidates they need to meet 
their resourcing requirements.  Recognising the 
difficulties	in	attracting	candidates	with	specific	
iT skills to the public service, we managed 
the	first	ICT	Apprenticeship	competition	on	
behalf	of	Office	of	the	Government	Chief	
Information	Officer.		Over	1,000	applications	
were received and following a selection process, 
which included online tests, shortlisting and 
interview, 34 candidates were assigned to this 
new role.  initiatives such as this will continue 
to be critical to attract talent in areas of skill 
shortages with innovative solutions required to 
meet client needs.

We continued to support client organisations 
in ensuring the State Boards under their remit 

attract a diverse pool of high quality applicants.  
60 campaigns were run in 2019, to identify 
suitable candidates for appointment through 
the State Boards process.  The process has 
continued to support gender diversity on State 
Boards with female candidates accounting 
for 51% of appointments. Opportunities were 
taken to raise awareness of the process and 
attract potential candidates to apply for 
campaigns, including hosting information 
evenings for potential candidates and using 
relevant conferences and forums to highlight 
the opportunities available. The activities have 
been well received and high calibre candidates 
have been attracted into the process. A survey 
of Chairpersons in 2019 provided very good 
feedback on the quality of the appointments 
and the positive contribution appointees are 
making to State Boards. 

We ensured that there is an independent 
review system in place for candidates to avail 
of if they are unhappy with the decision taken 
in relation to their candidature or if they 
believe there was a breach of the CPSA Codes 
in	relation	to	a	specific	campaign.	Of	the	499	
requests for formal review received in 2019, a 
total of 51 requests for review were successful 
for candidates and the original decision 
was overturned.  We are keen to learn from 
these reviews and over 60 recommendations 
were made by reviewers on foot of carrying 
out formal reviews in 2019.  The nature of 
recommendations made covers a number of 
areas throughout the process, and apply to both 
staff and Board Members.  Processes are in 
place to make sure all recommendations will be 
implemented.  

As recruiters, we recognise the need to ensure 
we deliver an engaging, streamlined and timely 
service so we can attract top quality people 
from a wide range of backgrounds.  We are 
constantly looking at new ways to present 
the public sector as an employer of choice 
and engage with our existing talent pool and 
new audiences.  We will continue to strive to 
personalise the recruitment experience for our 
clients and candidates, pioneering new and 
effective	approaches	to	attract	highly	qualified	
candidates.

in 2019, a comprehensive strategy development 
process was undertaken for the new corporate 
strategy 2020-2022, informed by environment 
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analysis and extensive stakeholder engagement. 
The development of a new strategy afforded 
the	opportunity	to	reflect	upon	and	review	the	
mission and vision and organisational values. 
Feedback from a variety of stakeholders was 
gathered, analysed, and incorporated into 
the process of developing the new corporate 
strategy.  The new strategy is the result of this 
extensive internal and external consultation 
process involving staff, clients, candidates, board 
members and other stakeholders.  This has been 
hugely	beneficial	in	informing	the	strategic	
direction for the organisation; identifying and 
prioritising key objectives for the coming years. 

in line with our commitment to continuous 
improvement, we completed a thorough and 
deep organisation-wide external assessment 
of our current innovation Capabilities and 
Ambitions in 2019.  This independent 
assessment found that the Public Appointments 
Service is ready to innovate and achieved a very 
positive	score	for	a	first	time	assessment.		This	
area will be developed further in 2020 as an 
integral element of the new Corporate Strategy.

We are committed to developing stronger public 
recognition of the Public Appointments Service 
and publicjobs.ie.  To this end, there has been 
a	significant	investment	in	a	marketing	and	
communications programme and in initiatives 
to enhance the diversity of the candidate 
pool.  This included the ongoing promotion 
and marketing of campaigns and attendance 
at careers fairs and conferences, a video and 
marketing strategy to promote international 
Women’s Day, a targeted approach to the 
Administrative	Officer	graduate	competition	
and the introduction of an instagram account 
for publicjobs. Focus groups were also held 
with groups of people who had never applied 
for public sector jobs through the Public 
Appointments Service in order to understand 
their perceptions of public service careers and 
the recruitment process. The feedback received 
will be incorporated into new recruitment 
processes being developed in 2020 and will 
be central to the development of the new 
Marketing Strategy. 

We established an Equality, Diversity and 
inclusion function in 2019 and developed our 
first	Equality,	Diversity	and	Inclusion	Strategy	
which was the outcome of an extensive 
external and internal consultation process. This 

was under the guidance of an Expert Advisory 
Board and we would like to thank the members 
of this Board for giving up their time to assist 
us, as they played a critical role in bringing 
an external challenge to our thinking, with 
expert views and perspectives from a range of 
different organisations and backgrounds. 

There	was	significant	progress	in	2019	
in relation to upgrading the facilities in 
Chapter	House,	particularly	in	relation	to	the	
redevelopment	of	the	ground	floor.		This	floor	
was redesigned in order to become more 
accessible for all candidates, in addition to 
portraying a positive image of the Public 
Appointments Service as the window to 
the irish Public Service.  it was designed to 
showcase a modern public service providing 
‘careers that matter’.  it has proven to be a 
useful space for running engaging sessions with 
staff, clients and other stakeholders.

We are committed to providing evidence-
informed expertise to the public service and 
positioning ourselves as a valued expert 
contributor to key interdepartmental and 
sectoral	HR	resourcing	related	fora.		In	2019,	we	
focused on contributing to the wider strategic 
HR	agenda	and	continuing	to	focus	on	the	area	
of benchmarking in order to share and increase 
awareness of good practice and develop our 
role as a centre of expertise.

The Board and the Management Team are very 
appreciative	of	the	enthusiasm	and	flexibility	
that staff members demonstrate in their day-
to-day interactions with clients, candidates, 
board members and the general public. This 
was also recognised when the organisation was 
re-assessed for the nSAi Excellence Through 
People (ETP) accreditation and received an 
upgrade to the ETP1000:2017 standard in 
november 2019. The Assessor found that the 
Public Appointments Service “embraces the 
concepts outlined in the scheme and the approach 
to continual improvement that the organisation 
displays in its approach to implementing 
recommendations from previous Excellence 
Through People assessments is excellent”.  
The Assessor therefore concluded that the 
organisation	merited	gold	certification	and	we	
are very proud of this achievement.

We are aware of, and responded to, key risk 
areas during 2019.  This included a Brexit 



readiness working group to provide strategic 
overview and operational direction on all 
Brexit related recruitment matters.   The Public 
Appointments Service recognises the unique, 
unprecedented	and	difficult	challenges	posed	
by	Brexit	to	its	client	Departments	and	Offices	
and is committed to working in partnership 
with them to provide timely and responsive 
services to meet their requirements as they 
arise.   

We are also very appreciative of the 
contribution of the members of the Board of 
the Public Appointments Service and of the 
Audit Committee in ensuring that we continued 
to meet the highest governance standards in 
fulfilling	our	statutory	public	service	selection	
and recruitment obligations and providing 
quality services to our clients and customers 
throughout 2019.

Finally, we would like to thank our former 
Board Members, Paul lemass and Rosarii 
Mannion,	for	their	significant	contributions	
to the organisation during their time with us. 
We would also like to welcome Barry Quinlan 
and Anne O’Connor to the Board of the Public 
Appointments Service. 

As this report relates to 2019, it does not 
cover the effects of and response to Covid 
19.	However,	at	the	time	of	finalisation	and	
publication, PAS is operating effectively and 
fully meeting the requirements of its clients. 
The overall response will feature in the 2020 
report.

Shirley Comerford
PAS Chief Executive

Tom Moran
Chairperson of the Board
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The Public Appointments Service is the 
recruitment and resourcing service provider 
for client organisations in the civil and public 
service.  it is responsible for the sourcing, 
assessment and delivery of quality candidates 
to public service clients.  it runs a wide range 
of ‘openly advertised’ recruitment competitions 
and ‘interdepartmental’ promotion competitions 
within the Civil Service.  The activities are 
primarily focused on the sourcing of candidates 
for roles in the Civil Service; the most senior 
roles in local Authorities; trainee Garda for An 
Garda Síochána; and a range of management, 
executive and specialist roles across the civil 
and public service.  The Public Appointments 
Service	also	has	a	key	role	in	the	identification	
of suitable members for State Boards.

Recruitment to the civil service and a range 
of other public bodies operates under the 
provisions of the Public Service Management 
(Recruitment and Appointments) Acts, 2004 
to 2013.  The Public Appointments Service 
operates under licence from the CPSA and 
is independent in its operations.  in carrying 
out its recruitment and selection processes, it 
complies with the Codes of Practice published 
by the CPSA, which ensure that fair and open 
processes are in place.  Where the Codes do not 
apply, it adheres to the same core principles in 
carrying out its functions.  

in 2019, the Public Appointments Service 
processed 65,764 applications, conducted 
14,401 interviews and made 9,433 
appointments to a range of complex roles 
across a diverse range of client organisations.

aBout the puBlic appointments service . . . . .
puBlic appointments service vision and values

The strategic objectives of the Public 
Appointments Service are shown in the diagram 
below.  These are published in the Statement of 
Strategy 2017 – 2019.

aBout the puBlic appointments service . . . . .
strategic oBJectives

Provide 
responsive, quality, 
timely recruitment 

and resourcing 
services to our 

core clients

Enhance our 
business 
processes 

and systems 
to maximise 
operational 
excellence

Develop 
stronger public 
recognition of 

our organisation 
to attract more 

diverse and high 
quality applicant 

pools

Consolidate our 
position as an 
influential	and	
valued partner 
and centre of 

expertise

Build a 
progressive, 

values based, 
high performance 

culture and 
workplace

1 2 3 4 5
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in 2019 a total of 65,764 applications were 
received, 14,401 candidates were interviewed 
and 9,433 candidates were assigned to 
positions. 

The Public Appointments Service continued to 
run regular large volume campaigns (both open 
and interdepartmental) to meet the demands for 
administrative staff at all levels from Temporary 
Clerical	Officer	to	Principal	Officer.		While	
the number of large volume campaigns has 
remained steady, the number of applications for 
these	roles	has	dropped	significantly,	possibly	
reflecting	increased	market	opportunities	for	
generalist skills.  The level of activity related to 
local government roles has declined with a 50% 
reduction in the number of interviews held.  On 
the other hand, 2019 saw an increased number 
of Professional and Technical posts advertised, 
with a 41% increase in requests, a 42% increase 
in interviews and a 6% increase in assignments 
for these posts; a number of these posts were 
Brexit related.   The nature of these vacancies 
requires additional resources both in terms of 
staffing	and	expenditure	on	advertising	and	
higher board costs, though application numbers 
tend to be lower than for generalist grades.  

in the Justice sector, the Public Appointments 
Service met the demand for civilian staff 
for	An	Garda	Síochána	and	for	a	significant	
volume of Garda Trainees to meet Government 
commitments to planned increased intakes 
into the Garda Training College.  Demands from 
the	HSE	in	relation	to	the	filling	of	Hospital	
Consultant posts continued to remain at a high 
level	and	a	significant	number	of	posts	were	
filled	across	the	Local	Authority	sector	in	2019.		

The overall number of applications is down 
on previous years.  This relates in part to 
the timing and frequency of large volume 
campaigns and also to lower numbers applying 
for some of those campaigns.   The numbers 
being interviewed and assigned have increased 
since 2018.  The balance of large volume 
versus specialist types of recruitment impact 
on the resource requirements of the Public 
Appointments Service, with additional resources 
required	to	fill	each	specialist	vacancy.

The Public Appointments Service introduced 
improvements in terms of delivery and 
innovations in assessment approaches and 
methods and these are highlighted throughout 
the report.

aBout the puBlic appointments service . . . . .
Key trends in 2019
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The main strategic priority is to provide 
responsive, quality, timely recruitment and 
resourcing services to our core public service 
clients.  To that end, the Public Appointments 
Service continued to develop its relationship 
with those clients in 2019 in order to identify 

their resourcing needs so that the model of 
recruitment activity can be designed to best 
meet those needs.  it continued to develop and 
improve its processes and systems to ensure 
that it is delivering the high quality services 
clients expect.

provide responsive, quality, timely recruitment
and resourcing services to our core puBlic service clients
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recruitment activity

SECTiOn  ADvERTiSED APPliED SUPERviSED 
TESTinG inTERviEWED ASSiGnED

Senior Executive 
Recruitment 27 972 0 210 23

Top level Appointments 
Committee 14 533 0 187 14

Professional & Technical 103 6,189 102 2,187 692

Specialist 14 5,018 204 719 360

local Government 46 2,196 0 500 166

Medical Consultants 93 506 0 281 145

State Boards 60 2,144 0 48 157

non-State Boards 1 37 0 4 1

large volume 
Competitions 18 40,795 10,041 8,498 6,530

Justice Sector 4 7,374 3,889 1,767 1,345

total 380 65,764 14,236 14,401 9,433

Recruitment Activity by Area 2019

interviews over a single day with candidate 
documentation processed in advance to 
allow candidates to be assigned on the day 
of interview. Further interviews were held 
throughout the year as required.  This new 
process	was	extremely	efficient	and	resulted	
in a better candidate experience in terms of 
timescales and level of ongoing engagement.  
Clients were also centrally involved in the new 
process with many acting as interview board 
members and establishing client stands on the 
various interview dates to provide information 
about	the	work	of	their	Department	or	Office	
to candidates.  it allowed clients to meet 
candidates who were assigned to them in 
advance of their start date, and gave candidates 
the opportunity to talk to other civil servants 
about their own experience and to answer any 
questions they might have.   77% of candidates 
were assigned to a role following the selection 
process.			85%	of	candidates	were	satisfied	
with the information received in relation 
to the process and 82% of candidates were 
satisfied	with	the	fairness	of	process.		Candidate	
feedback was very positive in relation to all 
aspects of the new process.

A new application and assessment model 
was also introduced for the Administrative 
Officer	competition	and	similar	to	the	Clerical	
Officer	process	the	application	period	was	
shortened.  This followed a comprehensive 
publicity campaign which included a video 
advertisement	and	significant	promotion	

on social media including Facebook, Twitter, 
linkedin and instagram.

A new web application form was developed 
and new assessments were introduced at the 
initial stages of the campaign, which could 
be completed on a mobile device. These 
assessments include verbal, numerical and 
inductive reasoning tests as well as bespoke 
situational judgement tests which were 
developed in-house.  video interviews were also 
introduced for the specialist streams, including 
HR	and	Business	and	Finance.	The	final	stage	
comprised a comprehensive interview and an 
analysis presentation exercise. The turnaround 
time for this competition which included an 
additional shortlisting stage (using video 
interviewing) was seven weeks which was a 
significant	improvement	on	previous	graduate	
campaigns.  

The	2019	Principal	Officer	competition	included	
remotely proctored tests at the initial stage of 
the process; over 1,400 candidates completed 
these tests. The top ranked candidates were 
then invited to complete video interviews, and 
the successful candidates were invited to a 
face-to-face interview and work sample exercise 
in January 2020.

The	previous	Principal	Officer	campaign	
comprised a two stage selection process 
conducted over 16 weeks and the current 
campaign which included an additional stage 
(video shortlisting) took 15 weeks to complete.  
video shortlisting was introduced to highlight 
the most suitable candidates with management 
experience	to	progress	to	final	stage.	This	
additional selection stage resulted in a high 
calibre of candidate.  Candidate feedback on the 
new process was very positive.

Summary of Recruitment Activity 1st January – 31st December 2019

Large Volume Competitions
Work continued in this period on large volume 
recruitment for general service grades in the 
Civil Service. Demand continues to be high 
for most grades.  large volume competitions 
were advertised in 2019 for grades up to and 
including	Principal	Officer	with	work	also	
progressing on existing competitions.  Some of 
these competitions had open, interdepartmental 
and irish language streams.   

in early 2019, the Public Appointments 
Service	managed	the	first	ICT	Apprenticeship	
competition	on	behalf	of	Office	of	the	
Government	Chief	Information	Officer.		Over	
1,000 applications were received and following 
a selection process, which included online tests, 
shortlisting and interview, 34 candidates were 
assigned to this new role. 

A	new	Clerical	Officer	competition	model	
was introduced in 2019 with a shortened 
application window from three weeks to 
five	days,	online	testing	over	five	days,	and	

 
 

 

I felt that it was managed very efficiently, 
there was not a lot of waiting around and the 
on the spot delivery of results and assignment 

was fantastic

 
 

 

The staff were very professional 
in dealing with everybody

 
 

 

The interviewers were professional, 
courteous and very efficient in their use of time, 
giving me ample leeway to expand on answers 

to their questions
 

 

 

I interviewed for the above competition 
this week and I’d like to say thanks for all the 

support across both presentation and interview. 
Very professional and incredibly courteous

 May I compliment PAS on an efficiently 
run competition, which eliminated 

duplication of tests and unnecessary travel 
through the use of remote invigilation 

and video interview stages
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An	Executive	Officer	(Irish	Fluency)	competition	
was advertised in november and a panel will be 
in place in early 2020.

Senior Level Recruitment
During 2019, support was provided in terms 
of recruitment to senior managerial positions 
across the civil and public service, advertising 
41 such competitions, including successfully 
filling	posts	in	the	Civil	Service	at	Secretary	
General and Assistant/Deputy Secretary General 
level, through the Top level Appointments 
Committee (TlAC) process.   

The Public Appointments Service continued to 
work closely with the TlAC to ensure that these 
campaigns attract the best calibre top level 
applications.  Where appropriate, the Executive 
Recruitment and Candidate Search programme 
was utilised to assist in creating an awareness 
of particular campaigns.  

A single provider was contracted for in-
depth executive assessment and the Public 
Appointments Service availed of their services 
to add further depth to the selection process for 
a	number	of	significant	senior	appointments.	

Medical Consultants
The Public Appointments Service, in conjunction 
with	the	HSE,	continued	to	support	the	
recruitment of permanent Medical Consultants 
into	the	Irish	Public	Health	Service.	In	2019,	
there	was	a	strong	focus	on	creating	efficiencies	
in the recruitment and selection process in 
order to reduce recruitment timelines.

From the date a post closed for advertising, 
shortlisting and interviews were completed on 
average within 8 weeks. Efforts will continue, 
in 2020, to reduce timelines further and work 
with	the	HSE	to	identify	new	efficiencies	in	the	
recruitment process.

Outputs in the area of Medical Consultant 
recruitment greatly increased in 2019 with an 
increase of almost 30% in shortlisting and main 
interview boards compared to 2018 and 55% 
more	candidates	recommended	to	the	HSE	for	
appointment.	Specific	posts	and	specialities	are	
proving	difficult	to	fill,	and	all	efforts	are	being	
made	in	conjunction	with	the	HSE	to	identify	
quality candidates for these posts.

Local Authority Recruitment
in 2019, the Public Appointments Service 
continued its role in recruiting for a diverse 
range of senior professional roles across 
the 32 local Authorities. 46 recruitment 
campaigns were advertised with 166 
candidates recommended over the course of 
the year. The relevant managers engaged in 
regular discussions with the clients in this 
sector regarding their particular needs and 
requirements.  

On foot of feedback received, a focus in 2019 
was on identifying new recruitment tools to 
help	ensure	the	most	robust	and	efficient	
recruitment and selection processes for local 
Authority roles. The use of video interviews was 
successfully introduced as a new selection tool 
for the Senior Executive Engineer nationwide 
campaign and work will continue in 2020 in 
this regard.

Professional and Technical Recruitment
Demand continued to be high from our client 
departments	and	offices	for	recruitment	and	
selection campaigns for professional and 
technical roles.  These ranged from larger 
competitions, such as that for various iCT roles, 
from which successful candidates could be 
assigned to any interested client organisation, 
to more specialised or unique competitions 
such as the Fleet Technical Manager for An 
Garda Síochána and the Botanist Grade iii for 
the	Office	of	Public	Works.	103	Professional	
and Technical competitions were advertised 
during 2019, attracting over 6,000 applicants.  
Almost 700 assignments were made to client 
organisations during the year.  

An Garda Síochána
in line with The Report of the Commission 
on the Future of Policing in ireland to 
increase member numbers by 2021, the 
Public Appointments Service has continued 
its recruitment drive by advertising the sixth 
Garda Trainee campaign in six years.  Since 
recruitment commenced again in 2014, just 
under 2,600 Garda Trainees have attested as 
members of An Garda Siochána with 600 more 
trainees expected to go into training in 2020, 
1,052 of these were delivered in 2019. 

Wider Public Service 
in 2019 the Public Appointments Service 
provided its services to the wider Public 
Service by running recruitment and selection 
campaigns for panel members (Chairpersons, 
Consultant Psychiatrists, lay members) for the 
Mental	Health	Commission	and	mediators	and	
adjudicators for the Residential Tenancy Board; 
360	such	vacancies	were	filled	in	2019.	

State Boards 
60 campaigns were run in 2019 to identify 
suitable candidates for appointment through 
the State Boards process.  During the year 157 
candidates were appointed by Ministers to State 
Boards.  The process has continued to support 
gender diversity on State Boards with female 
candidates accounting for 51% of appointments.  

Throughout 2019 the State Boards Unit have 
continued to seek opportunities to raise 
awareness of the process and attract potential 
candidates to apply for campaigns.  A number 
of information evenings were held for potential 
candidates and a number of conferences and 
forums were used to highlight the opportunities 
available.  The activities have been well 
received and high calibre candidates have 
been attracted into the process. A survey of 
Chairpersons was undertaken in 2019, the 
results of which provided rich information 
on how the process is operating.  There was 
very good feedback on the quality of the 
appointments and the positive contribution 
appointees are making to State Boards. 

The State Boards Unit continue to actively 
engage regularly with the State Board liaison 
Officers	and	other	clients	across	government	
departments.  in 2019, the advertisement of 
campaigns which did not fall under the remit 
of the Guidelines on Appointments to State 
Boards but from which Ministers could make 
appointments to a variety of committees and 
boards were also supported. 

Executive Search 
in 2019, the Public Appointments Service used 
executive search to support the recruitment 
process	in	the	Finance,	Health	and	Justice	
sectors.  A number of executive roles at CEO 
and	Director	level	in	specialist	areas	of	HR,	
Data	Analytics	and	Finance	were	filled	as	well	
as non-executive roles, including Chairman 
and non-Executive Directors, of the Boards of 

State Agencies.  in addition, interim placements 
in	Shared	Services	and	Health	were	also	filled	
with the support of executive search.  

As underpinned by the Civil Service Renewal 
Plan, these roles required executive candidates 
with	significant	strategic	leadership	and	change	
management experience and non-executive 
candidates with governance, capital markets, 
energy and audit experience.  Candidates 
sourced through executive search have been 
very interested in these roles, particularly given 
the opportunity to make a difference at a senior 
level in a large scale organisation, such as 
Government Departments and on the Boards of 
State Agencies.  

Client Engagement 
The Client Relations Management team 
continued to build on its relationship with our 
Civil Service clients, responding immediately 
to client queries and sharing information and 
updates with clients on a regular basis.

Over 20,000 candidates, all client contacts, all 
staff and a range of selection board members 
were surveyed in 2019, in relation to their 
experience of the Public Appointments Service 
and the services it provides.  The overall results 
of these surveys are set out below; the results, 
and the additional free text feedback have been 
analysed and action plans will be developed 
in order to improve the experiences of all 
customer groups.    
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SURvEy QUESTiOn POSiTivE 
RESPOnSE RATE

nEGATivE 
RESPOnSE RATE

Availability/accessibility of PAS staff to discuss 
requirements/queries 94.2% 5.8%

Timeliness	of	responses	to	specific	queries 94.4% 5.6%

PAS	understanding	of	your	organisation's	specific	
recruitment needs 85% 15%

level and accuracy of information provided by PAS on 
general recruitment activity 86.8% 13.2%

level and accuracy of information provided by PAS on the 
progression	of	your	specific	recruitment	requirements 84.9% 15.1%

The quality of advice and expertise provided by PAS 93.7% 6.3%

The quality of the generalist staff assigned to you in the 
past 12 months 89.6% 10.4%

The	timeliness	of	filling	vacancies	from	generalist	panels	
in the past 12 months 36.7% 63.3%

your satisfaction with the PAS service in relation to the 
preparation	and	advertising	of	specific	professional/techni-
cal posts for your organisation

86.7% 13.3%

your satisfaction with the PAS service in relation to the 
running	(post	advertisement)	of	specific	professional/tech-
nical posts for your organisation

85.7% 14.3%

Overall service provided by PAS 83.7% 16.3%

results of client survey 2019 

OUR WEBSiTE POSiTivE 
RESPOnSE RATE

nEGATivE 
RESPOnSE RATE

The ease of use of publicjobs.ie/ gradpublicjobs.ie? 94.1% 5.9%

The quality of information on publicjobs.ie? 94.4% 5.6%

QUAliTy & TiMElinESS

The advance notice in relation to the test(s), if applicable? 88.6% 11.4%

The relevance of test questions? 73.3% 26.7%

The timeliness of test(s) results? 80% 20%

The advance notice in relation to the interview? 85% 15%

The quality of questioning at the interview? 84.6% 15.4%

The fairness of the interview? 84.2% 15.8%

The timeliness of interview result? 85.7% 14.3%

The language used in correspondence you received? 91.6% 8.4%

Did you request feedback from PAS in relation to your 
result? yES - 28% nO - 72%

If	yes,	how	satisfied	were	you	with	the	quality	of	feedback	
provided? 53.1% 46.9%

If	yes,	how	satisfied	were	you	with	the	timeliness	of	the	
feedback provided? 77.6% 22.4%

The quality of documentation provided throughout the 
process? 89.4% 10.6%

OUR STAFF

The helpfulness of staff? 91.7% 8.3%

The level and quality of information provided by staff? 88.4% 11.6%

OvERAll

The overall service provided by PAS? 86% 14%

results of candidate survey 2019 
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SURvEy QUESTiOn POSiTivE RE-
SPOnSE RATE

nEGATivE 
RESPOnSE RATE

Do you feel you had your interview Board papers in 
adequate time to prepare for the interview Board? 91% 9%

Were	you	satisfied	with	the	quality	of	supporting	documen-
tation you received when acting on an interview board? 95% 5%

Do	you	feel	you	have	had	adequate	training/briefing	to	
effectively carry out your role as a Chairperson/ Board 
Member / Public Appointments Service Representative?

95% 5%

Do	you	think	that	candidates	are	given	sufficient	
opportunity to demonstrate their suitability for the post 
during the assessment process?

90% 10%

How	would	you	rate	your	satisfaction	with	the	measures	in	
place	to	ensure	confidentiality	for	candidates? 98% 2%

How	would	you	rate	your	satisfaction	with	the	service	
provided to you by our staff? 96% 4%

results of selection Board memBer survey 2019 

in the client survey, satisfaction levels in 
most areas were high, with the exception of 
timescales in terms of delivery.  The Public 
Appointments Service takes this feedback very 
seriously and expect that the improvements 
introduced in 2019 will help in addressing this 
concern.  

Timescales and the quality of feedback appear 
to be issues for candidates and these areas 
will be analysed in more detail as part of the 
development of an action plan.  

enhance our Business processes 
and systems to maximise 
operational excellence 
The Public Appointments Service aims 
to	provide	a	lean	and	efficient	model	for	
recruitment and resourcing, and aims to 
enhance its business processes and systems 
on an ongoing basis to maximise operational 
excellence. 

in order to achieve this objective, investment 
has been made in technology and a focus 
put on quality, continuous improvement and 
performance measurement.

use of technology in 
recruitment and assessment
Technology is key to ensuring delivery of a 
quality, timely, responsive service to both 
clients and candidates. We continue to support, 
maintain and enhance our online recruitment 
platform (STAR), a system that underpins the 
recruitment	process	from	start	to	finish.		In	
2019	work	began	on	scoping	and	defining	a	
multi-year, strategic change programme to 
replace STAR and to undertake the associated 
redesign of business processes and organisation 
structures ensuring best practice recruitment 
and selection approaches and excellent user 
experiences.  

The support and ongoing development of our 
flagship	website	publicjobs.ie	is	a	significant	
element of the overall digital marketing and 
communications strategy and our objective 
of attracting a high quality, diverse pool of 
candidates. 

The security of our systems and the data we 
store is a key priority. in 2019, we introduced 
new technology solutions to protect against 
the latest cyber threats. We are committed to 
providing innovative technology solutions to 
streamline business processes and improve the 
staff, candidate and client experience. 

The Public Appointments Service have begun 
to explore the possibilities of leveraging the 
power of Cloud Computing to deliver the 

services we provide, and that will continue 
throughout 2020.

We are active participants in the Build to Share 
initiative, a key pillar of the Public Service iCT 
Strategy and in 2019 progressed a number of 
projects including the new intranet for staff.

The Assessment Services Unit plays a key 
role in supporting the core business of the 
organisation. This team of Organisational 
Psychologists worked very closely with 
recruitment teams to deliver on challenging 
projects,	investing	significant	efforts	particularly	
when new approaches were rolled out in terms 
of Quality Assurance and training.  A suite of 
new E-learning modules were developed and 
rolled out to assist in the training of interview 
Board members. These modules covered the 
approach to interviewing, relevant legislation, 
questioning,	assessment	as	well	as	specific	
modules for different roles within the process 
such as the Public Appointments Service 
Representative and Chairperson. A new module 
on Unconscious Bias has also been developed.  

There	has	been	significant	work	done	to	
use new technologies in the assessment of 
candidates. video interviews have been used for 
both medium and large volume competitions. 
Remote proctoring has also been used for small, 
and some larger, competitions. 

There has been very good progress in the area 
of new assessment development. The new 
competencies developed through the Garda 
Job Analysis have been successfully introduced. 
A series of new E-trays have been developed, 
as well as new assessments for the Principal 
Officer	competition.	A	number	of	developments	
were made for the most recent graduate 
competition,	including	a	gamified	approach	
to online tests and an interactive Situational 
Judgment Exercise which took the form of an 
interactive messaging system. 
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Quality Improvement Programme
in 2019, the Public Appointments Service 
piloted and implemented a comprehensive 
exercise to standardise and streamline its 
recruitment and business processes and 
procedures.  Work began on embedding a 
quality management system, with a dedicated 
Quality Administrator put in place.  

Requests for Review
The Compliance and Quality Assurance Unit 
co-ordinate the review process under the 
CPSA Codes.  it has a system in place to act on 
the outcomes from these reviews in order to 
continually improve the business processes and 
customer service provided.  

The review process entails reviewing all 
relevant information from the selection process, 
ensuring that critical information is made 
available, and developing an understanding of 
the	process	involved	in	the	specific	competition	
under review.  Consultations are held with 
selection board members in the majority of 
cases.  The Reviewer may, from time to time, 
make recommendations on foot of their review 
findings.		The	recommendations	are	generally	
made to the internal Quality Group.  An 
overview of the level and types of appeals is set 
out below.   A total of 499 requests for review/
appeals were processed during 2019, as follows:

SECTiOn 7 SECTiOn 8 SECTiOn 9 OUTSiDE OF 
CODES

455 41 1 2

Of the 499 received, a total of 51 requests for review were successful for candidates and the 
original decision was overturned.
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performance measurement 
A programme is in place to evaluate the 
achievement of the Key Performance indicators 
(as set out in the Quality Customer Service 
Action Plan and Statement of Strategy). Reports 
on the achievement of these standards are 
evaluated by the Management Team and by the 
Board of the Public Appointments Service on a 
regular basis.  

The following are some of the KPis which were 
successfully achieved in 2019:

•	95%	of	all	roles	requested	by	clients	filled

• 100% of all tests delivered online

• 50% increase in digital engagement across 
key online platforms

• increased presence of, and contribution 
from, the Public Appointments Service at key 
conferences and decision-making fora

82% of senior executive campaigns were 
completed within 12 weeks (target 90%), 81% 
of professional and technical campaigns were 
completed within 16 weeks (target 90%) and 
83% of State Boards processes were completed 
within 10 weeks (target 90%). This was due 
mainly to issues such as board member 
availability.  There has been a continued focus 
on ways of meeting challenging timescales 
and on engaging with client organisations in 
relation to this matter.

The	targets	for	filling	administrative	vacancies	
for client organisations were not always met.  
As a result, a new model for general scale 
recruitment was developed and successfully 
piloted in 2019 which resulted in a 21% 

appeals overturned By stage

Over 60 recommendations were made by 
reviewers on foot of carrying out formal reviews 
in 2019.  The nature of recommendations 
made covers a number of areas throughout 
the process, and apply to both staff and Board 
Members.  

They include:
• Checking of eligibility
• Release of information to outside bodies
• Feedback
• notetaking
• Record keeping
• Communications with candidates

2
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develop stronger puBlic recognition of our organisation to 
attract more diverse and high quality applicant pools
The Public Appointments Service commits, in its Strategy Statement, to developing stronger public 
recognition of the Public Appointments Service and publicjobs.ie.  To this end, there has been a 
significant	investment	in	a	marketing	and	communications	programme	and	in	initiatives	to	enhance	
the diversity of the candidate pool.

increase in capacity and 10% improvement in 
delivery time.  Workforce planning is also an 
integral part of effective and timely recruitment.  
The commitment to this in the Civil Service 
People Strategy as a key enabler to the Public 
Appointments Service to provide effective 
service is welcomed.

Project Services 
The Project Services Unit oversees the strategic 
management process; supporting the Public 
Appointments Service leadership to ensure 
that the organisation is strategically positioned 
to respond to challenges and harness 
opportunities. 

This unit has three main areas of responsibility:

• Strategic Management

• Embedding programme and project 
management

• Promoting a culture of collaboration and 
innovation within the organisation.

in 2019, a comprehensive strategy development 
process was undertaken for the new corporate 
strategy 2020-2022, informed by environment 
analysis and extensive stakeholder engagement. 

The Public Appointments Service has changed 
since the previous Strategy Statement, staff 
numbers have grown and the environmental 
context in which the organisation operates is 
increasingly complex. The development of a 
new	strategy	afforded	the	opportunity	to	reflect	
upon and review the mission and vision and 
organisational values. The development of the 

new strategy is underpinned with an associated 
execution framework and organisational 
performance framework. 

Feedback from a variety of stakeholders was 
gathered, analysed, and incorporated into 
the process of developing the new corporate 
strategy.  The new strategy is the result of this 
extensive internal and external consultation 
process involving staff, clients, candidates, board 
members and other stakeholders.  This has been 
hugely	beneficial	in	informing	the	strategic	
direction for the organisation; identifying and 
prioritising key objectives for the coming years. 
Consultation took the form of workshops, focus 
groups and the ideation platform which was a 
new way of us engaging with one another in a 
digital way.

This innovative ideation platform was used 
to engage staff, gather their ideas, and to 
encourage discussion and collaboration 
among	staff	about	the	new	strategy.	Briefing	
sessions were held for all staff to learn 
about the platform and to encourage the 
generation of ideas on the platform. An internal 
communications campaign was rolled out using 
email, the staff intranet, and presentations 
for staff. Approximately 500 ideas and 1500 
comments and ratings were submitted by staff. 
Staff engagement was high with over 60% 
of staff using the platform. This engagement 
provided the content which would inform 
the new corporate strategy. The level of 
engagement reached on the platform was so 
successful in terms of staff participation that 
the model of engagement used is now being 
developed as a case study.

498 
ideas

146 
active users

640 
comments

1359 
ratinG made

ideation360

Innovation Development 
in line with its commitment to continuous 
improvement, the Public Appointments 
Service also completed a thorough and deep 
organisation-wide assessment of its current 
innovation Capabilities and Ambitions in 
2019.  Working with the institute of Public 
Administration, a world leading assessment 
tool, as deployed by 10,000 organisations 
to	date;	three	of	the	top	100	Global	firms	
and Public Service bodies from nASA to 
the	northern	Ireland	Office,	was	used.		The	
assessment integrated insights and data from 
157 contributors across the organisation and 
the	high-level	findings	include:	

• The organisation is ready to innovate, with 
capabilities in place to a degree for improving 
what we already do

• Our iQ score is 51; this was seen as very 
positive	for	a	first	time	assessment,	for	an	
organisation new to “systematic innovation”

• Our team is engaged and optimistic, and eager 
to work on more ambitious innovations that 
develop our impact in the Public Sector and 
for the People of ireland

• The assessment recommended focusing this 
readiness and intent on engaging more and 
deeper with clients AnD candidates, to learn, 
and then to develop our products and services

• The organisation needs to develop a strong 
innovation Process

•	The	rich	data	and	clear	findings	underlying	
the broad thrust summarised above 
establishes a foundation for business 
planning and shapes the choice of innovation 
initiatives and how these should be managed 
for performance and sustainability.

This area will be developed further in 2020 
as an integral element of the new Corporate 
Strategy for 2020-22.

PlATFORM 2018 2019

publicjobs.ie 17.5 million page views 19.6 million page views

Facebook 51,704 Followers 6,280 new Followers   
12.1%

Twitter 6,104 Followers 1,112 new Followers
18.2%

linkedin 19,686 Followers 14,345 new Followers
64%

instagram - 1,697 new Followers
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in addition to the ongoing promotion and 
marketing of campaigns and attendance at 
careers fairs and conferences, the Marketing 
and Communications function in the Public 
Appointments Service delivered a number of 
projects in 2019.  This included a video and 
marketing strategy to promote international 
Women’s Day, and a targeted approach to the 
Administrative	Officer	graduate	competition.		
The new approach to graduate recruitment 
included video, social media, careers fairs and 
promotion across our client base.  An instagram 
account was introduced for publicjobs, as was 
a new internal newsletter, and content was 
developed for the screens in the candidate area 
on	the	ground	floor.		

An external review of the Marketing and 
Communications function was also carried 
out, and a number of recommendations were 
presented, including the recruitment of a 
Head	of	Marketing	at	a	senior	level.	This	new	
appointee will take up duty early in 2020.   This 
is to enhance the provision of marketing and 
communications across the organisation and 
to develop strong public recognition of our 
organisation to attract a more diverse and high 
quality applicant pool.  

Focus groups were held with groups of people 
who had never applied for public sector jobs 
through the Public Appointments Service in 
order to understand their perceptions of public 
service careers and the recruitment process.  
The feedback received will be incorporated into 
new recruitment processes being developed in 
2020 and will be central to the development of 
the new Marketing Strategy. 

Human Rights and Equality Act Public Sector Duty 
The Public Appointments Service conducted 
an assessment of human rights and equality 
issues	relevant	to	its	role	and	is	satisfied	that	it	
is	fulfilling	its	public	sector	duty	obligation	as	
set	out	in	the	Irish	Human	Rights	and	Equality	
Commission Act 2014.  To further embed and 
promote human rights and equality principles 
the organisation took a number of actions 
in 2019, including the establishment of an 
Equality, Diversity and inclusion function and 
the	development	of	the	first	Equality,	Diversity	
and inclusion Strategy.

Equality, Diversity and Inclusion Strategy
in line with developments in the market which 
recognised the advancement of Equality, 
Diversity and inclusion (ED&i) as a business 
imperative, the ‘Connect 19’ Corporate Strategy 
contributed to the creation and embedding of 
comprehensive and consistent ED&i practices 
and processes across our key business areas.  
Over the last twelve months a commitment 
was given to a new and ambitious approach 
to putting ED&i at the centre of what we do. 
in this way the organisation demonstrated a 
commitment to our values, particularly those 
values that motivate a concern for equality and 
human rights and supporting implementation 
of	the	Public	Sector	Equality	and	Human	Rights	
Duty.

Our	first	dedicated	ED&I	Lead	was	appointed	
(at senior management level) and established 
a team to optimise impact. We focused initially 
on	developing	our	first	ED&I	strategy	and	
action plan, involving wide consultation and 
the guidance of an Expert Advisory Board. The 
Advisory Board played a critical role in bringing 
an external challenge to our thinking, with 
expert views and perspectives from a range 
of different organisations and backgrounds. it 
also included the D&i lead Advisor from our 
counterparts in the Canadian Public Service 
Commission.  We also held two focus groups 
using a World Café methodology, targeting 
people	with	an	interest	or	specific	role	related	
to equality, diversity, inclusion, recruitment or 
employment in civil and public service and not-
for-profit	organisations.	

Three	key	areas	identified,	which	will	form	
the basis of our ED&i strategy, are greater 
knowledge and understanding of the 
irish public sector workforce; attracting 
and welcoming candidates from diverse 
backgrounds; and facilitating inclusive public 
sector workplaces that promote ED&i.  These 
strategic change areas also encompass insights 
from the ED&i Forum, a cross-organisational 
staff engagement group established in 2019, 
which highlighted initial areas for action.  it 
is envisaged that the Forum will evolve and 
strengthen in 2020, playing an oversight role in 
the strategy’s implementation.

The Public Appointments Service are proud 
to demonstrate our ED&i ambition, and led 
the	way	in	partnering	with	the	Houses	of	

the Oireachtas on the pilot Oireachtas Work 
learning (OWl) Programme, an applied learning, 
development and socialisation programme for 
adults with an intellectual disability.  it offers a 
unique opportunity for trainees to gain practical 
work experience over an eleven-month period, 
while partaking in formalised training through 
the Dublin City Education and Training Board 
leading	to	a	Level	3	QQI	qualification.		Two	
OWl graduates joined the organisation in 
October 2019.  A guide to inclusive recruitment 
was developed, in conjunction with the 
Houses	of	the	Oireachtas,	to	promote	the	OWL	
programme leading to an increase in partnering 
organisations throughout the public service. 

We continue our partnership with the 
Department of Public Expenditure and Reform 
and	AHEAD	on	the	Willing,	Able,	Mentoring	
(WAM) programme for People with Disabilities, 
which is a six-month work experience 
programme for graduates, and were delighted 
to retain once again, this year, a WAM leader 
award for excellence in supporting diversity in 
recruitment and selection.

2019	saw	the	first	time	that	departmental	
groups marched together under the collective 
of ‘Proud to work for ireland’ for Pride, and the 
organisation was delighted to participate. 

 We held a discussion event with a range of 
speakers from TEni, BelongTo and Dublin Bus, 
to celebrate diversity and learn more about 
what inclusion in the workplace means in 
practice.  

Our commitment to growing ED&i capacity is 
evident across a range of opportunities for staff 
to gain awareness in relation to many aspects 
of diversity.  Staff information and awareness 
sessions were organised throughout the year, 
and included disability awareness training, 
guest speakers with expertise in particular 
ED&i areas and a mindfulness programme.  

The approach to outreach engagement was 
consolidated this year with ongoing workshops 
and seminars with targeted groups (Exchange 
House	Ireland,	EPIC,	etc.)	to	ensure	sufficient	
knowledge and capacity among potential 
applicants.  Our drive to attract a diverse 
candidate pool is evident in the promotion of 
public service opportunities across a range of 
communities, via ethnic and community based 

publications and social media platforms (Polish, 
lithuanian, Romanian, latvian, Brazilian, etc.).

Development of our Public Office
There	was	significant	progress	in	2019	
in relation to upgrading the facilities in 
Chapter	House,	particularly	in	relation	to	the	
redevelopment	of	the	ground	floor.		This	floor	
was redesigned in order to become more 
accessible for all candidates, in addition to 
portraying a positive image of the Public 
Appointments Service as the window to 
the irish Public Service.  it was designed to 
showcase a modern public service providing 
‘careers that matter’.  it has proven to be a 
useful space for running engaging sessions with 
staff, clients and other stakeholders.
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consolidate our position as an 
influential and valued partner 
and centre of expertise 
The Public Appointments Service is committed 
to providing evidence-informed expertise to the 
public service and positioning itself as a valued 
expert contributor to key interdepartmental and 
sectoral	HR	resourcing	related	fora.		In	2019	
the organisation focused on contributing to the 
wider	strategic	HR	agenda	and	continuing	to	
focus on the area of benchmarking in order to 
share and increase awareness of good practice 
and develop its role as a centre of expertise.

Sharing Perspectives on Recruitment Best Practice
2019 was a busy year in terms of contributing 
to sectoral, national and international fora 
across a range of business relevant areas. 
Some of the key events to which the Public 
Appointments Service actively contributed to 
were: 

Public Affairs Ireland Annual HR Conference – 
leading the way in Recruitment and Talent 
Management 
OECD Forum, Ottawa: Leadership for a Diverse & 
Inclusive Public Service - leadership for a Diverse 
& inclusive Public Service
European Academy of Taxes, Economics & Law, 
Public Service Recruitment Conference, Berlin - 
leading the way in Recruitment & Selection in 
the irish Public Sector
PAI Corporate Governance Conference -  Securing 
great talent for State Boards through 
Stateboards.ie
Institute of Directors Seminar -  Securing great 
talent for State Boards through Stateboards.ie
IHREC Reasonable Accommodations Conference 
- Achieving Equality at Work: Reasonable 
Accommodation in Practice
Apolitical Online Webinar	-	How	to	prepare	for	
the government workforce of 2030 
Forum, Remote Proctoring
Office of the Revenue Commissioners – HR 
Conference - The Future of Work 
Local Government Conference – Trends in Public 
Service Recruitment
International Labour Organisation, Vienna - 
Reasonable Accommodations Conference 
OECD meeting, Paris - Recruitment and Selection 
European Personnel Selection Office Network 
meeting, vienna 

European Public Sector Special Interest Group 
of the Association of Test Publishers in NATO – 
Providing Reasonable Accommodations 

UK Cabinet Office visit to Public Appointments 
Service
The Public Appointments Service welcomed 
members	of	the	uK	Cabinet	Office	in	August,	
including	the	Head	of	Online	Tests	and	
Assessments,	the	Head	of	Service	Delivery	and	
Chief	Occupational	Psychologist,	the	Head	of	
Recruitment and a Senior Account Manager.  
The	Cabinet	Office	provided	an	overview	of	
the Government Recruitment Service (GRS), 
discussed research and development in GRS, 
the GRS Business Plan and Practices and 
Developments in Online Tests and Assessments.  
One discussion of interest related to the area 
of Pre-Employment Checking and the Cabinet 
Office	appear	to	encounter	many	of	the	
difficulties	experienced	by	this	organisation	
in terms of issues such as security clearance; 
they have developed some innovative solutions 
around awareness raising to assist in the pre-
employment check process.

A representative from the Public Appointments 
Service attended the OECD Public Governance 
Committee meeting in november. The theme of 
the meeting was “Recruiting the Civil Service 
of the Future” and there were a number of 
breakout sessions and panel discussions during 
the day. it was a very informative day with great 
opportunities for sharing practices and learning 
across	different	countries	in	the	area	of	HRM	
and recruitment. 

Collaboration with Canadian Public Service 
Commission
A strong relationship was maintained with the 
Canadian Public Service Commission through 
a number of engagements during the year, 
including: 

• Meeting with Chair and key personnel during 
visit to OECD Forum in Ottawa

• Teleconference Workshop – Professional 
practice exchange on areas of common 
interest including remote proctoring and 
personality assessment

• Contribution of Canadian Public Service 
Commission Director of Diversity and 
inclusion to the Public Appointments Service 

Equality, Diversity and inclusion Strategy 
Development Advisory Board 

• Chair of Canadian Public Service Commission 
and CEO of Public Appointments Service on 
panel of contributors on Apolitical Online 
Webinar

Build a progressive, values 
Based, high performance 
culture and worKplace
The Public Appointments Service aims to 
provide challenging and interesting work to 
allow staff to deliver to their full potential; to 
strengthen the focus, capabilities and skills 
of staff; to embed a culture of continuous 
improvement; and maintain effective 
communication throughout the organisation.

The Public Appointments Service is committed 
to being a learning organisation which is 
values-based and recognises and makes best 
use of the contribution of all of its staff. 

Staff Engagement 
The Public Appointments Service is able to 
deliver on a very large workload because of 
the	flexibility	and	commitment	demonstrated	
by staff.  We ensure that staff are engaged 
through ongoing leadership, staff development 
and communication.  in 2019, 53 new staff 
started	work,	and	this	presented	significant	
challenges for the organisation.  This volume of 
new staff was essential in order to deliver on 
the	significantly	increased	workload,	but	it	was	
essential that all new staff could be assimilated 
into the organisation culture as quickly and as 
effectively as possible while maintaining the 
high levels of staff engagement for which we 
have been recognised.

People Strategy
The Public Appointments Service continued to 
embed and deliver on its People Strategy in 
2019.  This People Strategy was designed to 
help achieve the aims set out in the Corporate 
Strategy Statement 2017 – 2019 (Connect 19) 
and the People Strategy for the Civil Service 
2017-2020.  The People Strategy allows us to 
deliver on our business strategy, 

while also providing a working environment 
where people feel valued and are given all 
possible opportunities for involvement and 
development.  Updates on delivery of the 
People Strategy commitments were provided to 
all staff in July 2019 and in January 2020.

The annual learning and Development Plan 
was developed in line with these key areas and 
was agreed by the Senior Management Team 
and Partnership.  All learning and development 
initiatives	delivered	were	classified	under	one	
of the six key areas as set out in the People 
Strategy.		The	specific	areas	identified	are:	

• Professional Development
•	High	Performance	Working	Environment
• Personal Effectiveness
•	HR	Operations
• Employee Wellbeing 
• Career Development  

The learning and Development expenditure for 
2019 was over €192,600; the additional cost in 
terms of staff time was over €184,000.

53

45

12

2
14



2019 AnnUAl REPORT  | HuMAn	RESOuRCE	MAnAGEMEnT	BEnCHMARKInG32 2019 AnnUAl REPORT  | GOvERnAnCE 33

go
ve

rn
an

ceStaff Survey
Staff were also surveyed in 2019 in relation 
to a number of key areas including manager/
staff relations, views on senior management/
leadership, working environment, organisational 
issues and customer service.  The levels 
of satisfaction remain high and the staff 
engagement group and the Partnership 
Committee will monitor the implementation of 
the action plan to address any issue raised.

Human Resource Management Benchmarking
The Public Appointments Service was re-
assessed for the nSAi Excellent Through People 
(ETP) accreditation and an upgrade to the 
ETP1000:2017 standard in november 2019.  
The Assessor was on site and reviewed written 
evidence of compliance with the new standard, 
and also interviewed a selection of staff in the 
office	(randomly	selected	by	the	Assessor).		The	
Assessor	covered	all	five	of	the	core	sections.	
The sections covered were:

• Business Planning and Continuous 
improvement

• Communication and Collaboration;
• leadership and People Management;
• learning and Development;
•	HR	Systems	and	Employee	Wellbeing.

The Assessor found that the Public 
Appointments Service “embraces the concepts 
outlined in the ETP scheme and the approach 
to continual improvement that the organisation 
displays in its approach to implementing 
recommendations from previous Excellence 
Through People assessments is excellent”.  
The Assessor therefore concluded that the 
organisation	merited	gold	certification.
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the role of the Board of pas 
and the role of the ceo
The Public Service Management (Recruitment 
and Appointments) Act 2004 established the 
Public Appointments Service. it provides for 
a Chief Executive and the appointment of 
a Board. The structures put in place in the 
legislation provide for the Chief Executive 
to	be	the	Accounting	Officer	of	the	Public	
Appointments	Service	and	the	designated	Head	
of	the	Scheduled	Office	in	accordance	with	
the Public Service Management Act 1997. The 
Public Appointments Service is therefore a Civil 
Service body, and this impacts on the role and 
nature of the Board, which is advisory in nature, 
due to the robust legal responsibilities placed 
on the Chief Executive.  

Accounting Officer Role
The Public Appointments Service is one of 
a small number of State Bodies that has 
a	Statutory	Accounting	Officer	(the	Chief	
Executive) within the meaning of Section 22 of 
the Exchequer and Audit Departments Act, 1866, 
with responsibility for voted funds. Therefore, 
the preparation of the Appropriation Accounts 
and	associated	public	financial	procedures	are	
the	responsibility	of	the	Accounting	Officer.

The	Accounting	Officer	is	personally	answerable	
to the Public Accounts Committee (PAC) of the 
legislature for the regularity and propriety of 
transactions in the accounts for which s/he is 
responsible,	as	well	as	for	economy,	efficiency	
and effectiveness and the stewardship of assets. 

Role of Chief Executive as the Head of a 
Scheduled Office
The	Chief	Executive	is	designated	the	Head	
of	the	Scheduled	Office	under	the	Public	
Service Management Act 1997. As such the 
Chief Executive, rather than the Board, has the 
responsibilities set out in that legislation.     

Functions of the Board
Reflecting	the	accountability	relationship	of	the	
CEO to the Minister for Public Expenditure and 
Reform as set out above, the statutory functions 
of the Board are more advisory in nature than 
the traditional functions of State Boards and, 
essentially, relate to giving advice or guidance 
to	the	Chief	Executive.		The	specific	functions	
are set out in section 36 of the Public Service 
Management (Recruitment and Appointment) 
Act, 2004. 

the current Board of the puBlic appointments service
Chairman
Mr Tom Moran, former Secretary General, Department of Agriculture, Food and the Marine

Board Members 
Ms Shirley Comerford, Chief Executive, Public Appointments Service

Mr	Barry	Quinlan,	Assistant	Secretary,	Department	of	the	Housing,	Planning	and	Local	Government

Dr	Eddie	Molloy,	HR	Consultant

Ms Anne-Marie Taylor, Management Consultant

Ms Mary Connaughton, Executive Director, CiPD

Mr John O’Callaghan, Assistant Secretary, Department of Justice and Equality 

Ms	Anne	O’Connor,	Chief	Operations	Officer,	HSE

Mr	David	Cagney,	Chief	Human	Resources	Officer	for	the	Civil	Service,	Department	of	Public	
Expenditure and Reform

Board meetings
Six board meetings were held in 2019 (on 7th February, 17th April, 12th June, 9th October, 13th 
november and 4th December).  

BOARD MEMBER 
nUMBER OF MEETinGS BOARD 

MEMBER WAS EliGiBlE TO 
ATTEnD

nUMBER OF MEETinGS BOARD 
MEMBER ATTEnDED

Mr. Tom Moran (Chairperson) 6 6

Ms. Shirley Comerford (CEO) 6 6

Ms. Anne-Marie Taylor 6 6

Dr. Eddie Molloy 6 6

Mr. David Cagney 6 4

Ms. Mary Connaughton 6 5

Mr. John O’Callaghan 6 5

Ms. Rosarii Mannion 3 3

Ms. Anne O’Connor 1 1

Mr. Barry Quinlan 1 1



Management Board 
The purpose of the Management Board is to 
ensure delivery of the organisation’s strategy 
and to ensure that effective management 
structures, including corporate governance 
structures, are in place and are working 
effectively. The Management Board is 
responsible for assuring the Board of the 
Public Appointments Service on the effective 
use of all resources and, within the allocated 
resources, ensuring that the organisation has 
the capability to deliver on its legislative remit.

The management team leads and manages 
the implementation of the systems, processes 
and behaviours necessary to promote good 

corporate governance across the organisation 
and which ensure that all staff work 
together as a high performing team.  The 
Corporate Governance Framework for the 
Public Appointments Service is available on 
publicjobs.ie.  Each individual member of the 
management team has a responsibility to show 
leadership, to contribute to the management 
of the organisation as a whole and to actively 
support colleagues in meeting their objectives.  
leadership and management set the tone 
for effective governance from the top while 
modelling good governance behaviours and 
demonstrating a commitment to achieving 
objectives through accountable processes.
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Shirley Comerford
Chief Executive, Public Appointments Service 

Responsible for the development and 
implementation of the Corporate Strategy and 
for the management of the operation of the 
organisation (and for reporting on same to the 
Board).

Niall Leavy
Head of Strategic Projects

Responsible for leading on the implementation 
of key strategic projects which allow the 
adoption of new approaches to recruitment and 
selection.

Margaret McCabe
Head of Recruitment and Selection 

Responsible for all recruitment and selection 
services provided by PAS to all public service 
clients.

Michelle Noone
Head of Executive Search, Marketing and 
Communications, and State Boards 

Responsible for providing executive search 
services to support recruitment and selection 
services; responsible for marketing and 
communications and for managing the State 
Boards process.  

Lisa Keyes
Head of Business Analysis and Development 

Responsible for business analysis and 
development, data analytics, client and 
candidate relations and the business and 
facilities support functions.  

Aoife Lyons
Head of Assessment Services 

Responsible for providing assessment solutions 
to support all recruitment and selection 
services.  

John Keegan
Head of Justice Sector Recruitment  

Responsible for strategic engagement, support 
and liaison with the Justice sector and the 
provision of all recruitment and selection 
services within that area.

Catherine Dobbins
Head of Corporate Affairs 

Responsible for corporate services, including 
HR,	Finance,	IT	and	Compliance	and	Quality	
Assurance (which incorporates Reviews under 
the CPSA Codes and all corporate governance 
functions).

Rosemarie O’Mahony
Head of Project Services Office 

Responsible for project management and 
business planning support and promoting 
a culture of innovation and continuous 
improvement.
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Organisation Structure
The Recruitment and Selection Services Unit 
(RSSU) carries out the core business functions.  
RSSU consists of eleven recruitment teams 
and two clearance and assignment teams, 
each headed up by a Recruitment Manager.  
Each team has a core responsibility, but the 
structure	is	flexible	enough	to	focus	resources	
where demand is greatest at any given time.  A 
specialist team has responsibility for the State 
Boards process.

RSSu	is	assisted	by	the	Office’s	key	support	
units: Assessment Services, Executive Search, 
Marketing and Communications, information 
Technology, Finance, Client and Candidate 
Relations	and	Internal	Operations,	Human	
Resources, Compliance and Quality Assurance, 
Data Analytics, and Project Services.  

The Audit Committee
The members of the Audit Committee are:

chairperson
Ms Clare McGrath, Former Chairman of the 
Office	of	Public	Works		

members
Ms Anne-Marie Taylor, Management Consultant 
(Board nominee)
Mr Tom young, Former Director Bny Mellon 
Ms Geraldine Kelly, Former Director Carbon 
Solutions, ESB international 

The Audit Committee carries out functions in 
relation to the following areas:

• internal Control
• Governance and Risk Management
• internal Audit
• External Audit
• Financial Management
• Reporting Functions

The Committee met on four occasions during 
2019, on 27th March, 27th June, 
26th September, and 12th December.

The Committee continued to focus on 
developing its role in providing an enhanced 
level	of	support	to	the	Accounting	Officer	in	
all aspects of the internal audit function. Four 
Audits were scheduled to be carried out in 2019 
on the Strategic Audit Plan, of which three were 
completed within the year. The fourth Audit 

scheduled will be completed as part of the 
2020 Audit Plan.

Business Continuity Infrastructure and IT Security
The constantly evolving nature of cyber security 
threats pose ongoing risks to operations given 
our dependency on our iT system for all aspects 
of recruitment and selection. The purpose of 
this review was to ensure that the infrastructure 
and arrangements in place to mitigate these 
risks are adequate and appropriate, and 
assurance was received in relation to these 
matters. 

Procurement
The purpose of this review was to assess 
existing procurement processes and procedures 
for compliance with guidelines and current 
legislation. This review also included a review of 
the recommendations from the previous audit 
conducted in 2017 and the implementation 
of	same.	Overall,	the	finding	from	this	audit	
was a Substantial level of assurance regarding 
procurement	practice.		A	number	of	significant	
enhancements were made in relation to 
procurement documentation in 2019, including 
the development of a Corporate Procurement 
Plan and a range of supporting material.

Data retention and GDPR Compliance Review
This review was recommended given the need 
to comply with Data Protection law.
The scope of this review included collection, 
processing and retention of Data and 
destruction of records (all aspects of 
compliance with GDPR). Overall, adequate 
assurance was given that the structures and 
working practices are in place to process the 
collection, storage and erasure of records and 
personal data in accordance with its legal and 
policy requirements. 

Risk Management 
A Risk Management Framework and Risk 
Management Policy has been developed 
which	is	appropriate	to	the	office.		An	
internal Risk Management Group oversees 
the implementation and monitoring of this 
process.  The Group report to the internal Audit 
Committee at each meeting and updates on 
current risks facing the organisation are given 
to the Audit Committee and the Board at each 
meeting.  A key risk is discussed in detail at 
each meeting of the Audit Committee and 
the Board.  The Corporate Risk Register was 
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reviewed throughout 2019.  it is discussed by 
the Management Board on a regular basis.  The 
major risks facing the organisation at present 
are in the areas of information Governance, iT 
Security, meeting unexpected client demands 
and unexpected issues which might impact 
on business continuity.  Considerable time and 
resources have been invested into mitigating 
these four key risks.  

IT Security
There were no recorded iT security breaches or 
virus outbreaks during 2019.  Online iT Security 
Awareness training was introduced as part of 
all new employee’s induction programme. The 
important role all staff play in maintaining the 
security of the network and the data stored is 
recognised, and the security awareness training 
is seen as a vital part of the iT security strategy.

Information Governance 
A range of documentation, incorporating 
obligations under the new Data Protection 
legislation (General Data Protection Regulation 
and the Data Protection Act, 2018) were 
developed and published on the Publicjobs.
ie website in May 2018.  These documents 
have been revised on a six monthly basis and 
updates published on the website.

The process for conducting Privacy impact Risk 
Assessments is in place and is being used in 
advance of all new projects or the introduction 
of new ways of processing data.
information Governance project meetings are 
held regularly.  Senior managers attend and 
represent all units to monitor compliance of the 
new procedures and documentation.

Risk that the organisation cannot meet 
organisational objectives and/or client 
expectations
A number of measures have been put in place 
to mitigate this risk, including reviewing 
resourcing, enhancing the business planning 
process, and increasing the focus on workforce 
planning  and communications with clients.  
Other recruitment models have been developed 
and recruitment processes have been 
redesigned to deliver in the face of unexpected 
demands for entry level grades.

Risk that a major incident outside of our control 
will lead to disruption to services or loss of critical 
data or systems
A number of measures have been put in place to 
mitigate this risk, including a revised business 
continuity plan and iT Disaster recovery plan; 
both are tested on a regular basis.  Meetings 
have	been	held	with	the	Office	of	Public	
Works to agree alternative arrangements for 
testing/interviews if required and in relation 
to refurbishment/air-conditioning.  Remote 
proctoring is used where appropriate in place of 
in-house re-testing and an alternative interview 
site is now in place. 

Data Protection
Data is essential to all administrative business. 
in collecting personal data from our candidates, 
selection board members, suppliers and staff 
members, the organisation has a responsibility 
to use it both effectively and ethically. in 
striking the necessary balance between an 
individual’s right to privacy and legitimate 
business requirements, it is critical that all staff 
work to the highest attainable standards. The 
Code on the Protection of Personal Data was 
updated and communicated to all staff.   

Data Protection Requests by Type 2019 Data Protection Requests by Decision 2019

Freedom of Information (FOI)
The Public Appointments Service has one designated FOi Decision Maker and one internal Reviewer 
(with an alternative for each role should the Decision Maker/internal Reviewer be absent or 
involved in the subject matter in any way).  A breakdown of FOi requests for 2019 is set out below. 

The Public Appointments Service published an updated Publication Scheme in 2019 
and this is available on www.publicjobs.ie



numBer of 
applications

no. assiGned / 
recommended

Temporary	Clerical	Officer 10,902 2,464

Clerical	Officer 2,998 2,286

Executive	Officer 8,823 906

Administrative	Officer 4,489 181

Higher	Executive	Officer 2,991 205

Assistant Principal 0 255

Principal	Officer 1,754 11

total 31,957 6,308

appendix 1
Summary of Recruitment Activity 1 January - 31 December 2019
number of Competitions Advertised - 377

Senior Executive Recruitment 972 23

Top level Appointments Committee 533 14

Professional / Technical / Specialist 11,207 1,052

local Government 2,196 166

Medical Consultants 506 145

State Boards 2,144 157

non-State Boards 37 1

large volume Competitions(not including core grades) 8,838 222

Justice Sector 7,374 1,345

total 33,807 3,125

overall totals 65,764 9,433

The above information relates to activity in 2019 only.  
Applications may have been received for some campaigns in 2018 and appointments made in 2019.

Compliance with the Official Languages Act 2003
The current irish language Scheme covers the 
period 2017 to 2020. This Scheme was based on 
the	guidelines	of	the	Minister	for	Arts,	Heritage	
and the Gaeltacht and its content informed by 
the experience of delivering on commitments 
made in the previous Scheme; the submissions 
made by the public; ongoing feedback from 
customers; a review of the level of demand for 
services in the irish language and suggestions 
put forward by staff.  The Public Appointments 
Service continues to deliver on its commitments 
and to build on the progress achieved over the 
period of the last scheme. 

The Management Board keeps the effective 
operation of the Scheme under review. 
Responsibility for the day-to-day monitoring 
of the Scheme rests with senior management 
of the organisation. As the role of the Public 
Appointments Service evolves over time, every 
effort is made to take advantage of any new 
opportunities to enhance the service provided 
through irish to members of the public. 
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appendix 3 
financial statement

2019 AnnUAl REPORT  | APPEnDix 244 2019 AnnUAl REPORT  |  APPEnDix 3 45

vote 17 public appointments service
appropriation account 2019 

estimate 
provision

2019
outturn

2018
outturn

programme expenditure

a Civil and public service 
redeployment/recruitment/selection

Original                                      15,033

Supplementary                           470 15,503 14,767 12,558

Gross expenditure

Original                                      15,033

Supplementary                           470 15,503 14.767 12,558

Deduct

B Appropriations-an-aid 175 253 314

net expenditure

Original                                      14,858

Supplementary                           470

total 15,328 14,514 12,244

appendix 2
Overview of Energy Usage in 2019
The main energy usage relates to heating/
lighting	and	providing	water	in	the	office	in	
Chapter	House.
in 2019, 960 MWh of energy was consumed, 
consisting of: 
622 MWh of electricity; 
338 MWh of fossil fuels.

Actions Undertaken in 2019
in 2019, the Public Appointments Service 
undertook a range of initiatives to improve the 
energy performance, including:

•	Raising staff awareness of energy savings 
through promotional material and reminders 
in relation to energy usage; 

•	Close monitoring and control of energy usage 
including manual interventions with the 
heating system controls; 

•	Timed	controllers	on	larger	office	equipment;	

•	Replacement	of	broken	light	fittings	with	low	
energy lED lighting;

•	upgrade	of	air	conditioning	on	ground	floor.

Actions planned for 2020

in 2020, the Public Appointments Service intend 
to further improve the energy performance by 
undertaking the following initiatives: 

•	Continue to raise staff awareness in relation 
to energy savings; 

•	Continue to manually intervene in heating 
system controls when necessary; 

•	Phased upgrade of Air Conditioning Units;

•	upgrade	of	lifts	in	Chapter	House;

•	Phased	upgrade	of	light	fittings	to	LED.
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Internal Audit and Audit Committee 
I	confirm	that	the	Public	Appointments	
Service has an internal audit function with 
appropriately trained personnel, which operates 
in accordance with a written charter which i 
have approved. its work is informed by analysis 
of	the	financial	risks	to	which	the	Public	
Appointments Service is exposed and its annual 
internal audit plans, approved by me, are based 
on this analysis. These plans aim to cover the 
key controls on a rolling basis over a reasonable 
period. The internal audit function is reviewed 
periodically by me and by the Audit Committee. 
i have put procedures in place to ensure that 
the reports of the internal audit function are 
followed up.

Non-compliance with procurement rules
The Public Appointments Service ensures that 
there is an appropriate focus on good practice 
in purchasing and that procedures are in 
place to ensure compliance with all relevant 
guidelines. Two contracts active during 2019, 
and with a value of €226,586 did not fully 
comply with the guidelines.

These	related,	in	the	first	case	to	Oracle	support	
and software licensing for a values of €156,350, 
and, in the second, to the cleaning of the facility 
for an amount of €70,236. in the case of the 
Oracle licensing the exception arose because 
there is only a single suitable supplier available 
for the proprietary software. As regards the 
cleaning of the facility, it was stated in the 2017 
account that the tender had been put on hold 
pending a decision on the long term status of 
the	PAS	Chapter	House	facility	by	OPW.	As	this	
remained the case during 2018, retendering was 
again necessarily deferred. The contract went 
out to tender during 2019 and a new supplier 
is now in place. Details of these contracts have 
been included on the 40/02 return for 2019.
 
Risk and Control Framework 
The	Office	has	implemented	a	risk	management	
system	which	identifies	and	reports	key	risks	
and the management actions being taken to 
address and, to the extent possible, to mitigate 
those risks.

A	risk	register	is	in	place	which	identifies	
the	key	risks	facing	the	Office	and	these	
have	been	identified,	evaluated	and	graded	
according	to	their	significance.	The	register	
is reviewed and updated by the Management 

Board on a quarterly basis. The outcome of 
these assessments is used to plan and allocate 
resources to ensure risks are managed to an 
acceptable level. 

The risk register details the controls and 
actions needed to mitigate risks and assigns 
responsibility for operation of controls to 
specific	staff.		

Ongoing Monitoring and Review  
Formal procedures have been established 
for monitoring control processes and control 
deficiencies	are	communicated	to	those	
responsible for corrective action and to the 
Management Board, where relevant, in a timely 
way.	I	confirm	that	key	risks	and	related	controls	
have	been	identified	and	processes	have	
been put in place to monitor the operation of 
those	key	controls	and	report	any	identified	
deficiencies.	

Review of Effectiveness   
I	confirm	that	the	Office	has	procedures	
to monitor the effectiveness of its risk 
management and control procedures. 

The	office’s	monitoring	and	review	of	the	
effectiveness of the system of internal 
financial	control	is	informed	by	the	work	of	the	
internal and external auditors and the senior 
management within the Public Appointments 
Service responsible for the development and 
maintenance	of	the	internal	financial	control	
framework.

Internal Financial Control Issues    
An internal audit of Procurement recommended 
that a number of improvements were 
required to the procurement function in PAS. 
Subsequent to this a 3-year Procurement plan 
has been approved by Management Board, all 
procurement policies have been reviewed and 
updated and all contracts are now recorded 
on the contract register which is regularly 
reviewed.

no	other	weaknesses	in	internal	financial	
control	were	identified	in	relation	to	2019	that	
require disclosure in the appropriation account.

Shirley Comerford
Accounting	Officer
Public Appointments Service

statement on internal financial 
control 
Responsibility for System of Internal Financial 
Control
As	Accounting	Officer,	I	acknowledge	my	
responsibility for ensuring that an effective 
system	of	internal	financial	control	is	
maintained and operated by the Public 
Appointments Service.

This responsibility is exercised in the context 
of the resources available to me and my other 
obligations	as	Head	of	the	Office.	Also,	any	
system	of	internal	financial	control	can	provide	
only reasonable and not absolute assurance 
that assets are safeguarded, transactions 
authorised and properly recorded, and that 
material errors or irregularities are either 
prevented or would be detected in a timely 
manner. Maintaining the system of internal 
financial	controls	is	a	continuous	process	and	
the system and its effectiveness are kept under 
ongoing review.

I	have	fulfilled	my	responsibilities	in	relation	to	
the requirements of the Service Management 
Agreement between the Public Appointments 
Service	and	the	national	Shared	Service	Office	
for	the	provision	of	(e.g.	Human	Resource	and	
Payroll) shared services.

i rely on a letter of assurance from the 
accounting	officer	of	the	vote	for	Shared	
Services that the appropriate controls are 
exercised in the provision of shared services to 
the Public Appointments Service. 

The	position	in	regard	to	the	financial	control	
environment, the framework of administrative 
procedures, management reporting and internal 
audit is as follows.

Financial Control Environment
I	confirm	that	a	control	environment	containing	
the following elements is in place.

•	Financial responsibilities have been assigned 
at management level with corresponding 
accountability

•	Reporting arrangements have been 
established at all levels where responsibility 
for	financial	management	has	been	assigned

•	Formal procedures have been established 
for	reporting	significant	control	failures	and	
ensuring appropriate corrective action

•	There is an Audit Committee to advise me 
in discharging my responsibilities for the 
internal	financial	control	system

•	Procedures for all key business processes have 
been documented

•	There are systems in place to safeguard the 
assets.

 
Administrative Controls and Management 
Reporting
I	confirm	that	a	framework	of	administrative	
procedures and regular management reporting 
is in place, including segregation of duties and 
a system of delegation and accountability. This 
includes the following elements. 

•	There is an appropriate budgeting system 
with an annual budget which is kept under 
review by senior management

•	There are regular reviews by senior 
management	of	periodic	and	annual	financial	
reports	which	indicate	financial	performance	
against forecasts

•	A risk management system operates within 
the Public Appointments Service

•	There are systems aimed at ensuring the 
security of the iCT systems

•	There are appropriate capital investment 
control guidelines and formal project 
management discipline

•	The	office	ensures	that	there	is	an	appropriate	
focus on good practice in purchasing and 
that procedures are in place to ensure 
compliance with all relevant guidelines with 
the exception on 2 contracts to the value of 
€0.227m




