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Our Chair and 
Chief Executive 
share their vision

We are delighted to publish our first Equality, Diversity 
and Inclusion (ED&I) Strategy for the period 2021 to 
2023. The Public Appointments Service has a central 
role to play in recruiting diverse talent to take up public 
service employment opportunities. As recruiters we 
recognise and value the importance of attracting and 
welcoming a workforce that is responsive, accessible, 
resilient and reflective of the communities it serves.   



We are recruiting talent within a labour market context 
that is constantly changing and evolving. A focus on 
ED&I is increasingly important against the backdrop of 
growing diversity in Ireland and the need to recognise 
and design for intersectionality at work. We believe that 
a public service that is energised by the contribution of 
employees from all sectors of society supports the delivery 
of more responsive and inclusive public services. Inclusive 
workplace cultures also play a key role in attracting and 
retaining talent, driving business and team performance 
and supporting collaboration and innovation. 

This Strategy provides us with an opportunity to put  
our longstanding commitment to ED&I front and centre. 
It assists us to take a planned and systematic approach 
to realising our ambition to recruit a diverse workforce 
for the public service, ensuring also that we deliver on the 
statutory commitments embodied in equality and human 
rights legislation and national strategies. Importantly, it is 
aligned and integrated with the vision, mission and values 
of our Corporate Statement of Strategy, Nua. The three 
areas of strategic change that we have identified for ED&I, 
relate directly to the key strategic priorities set out in Nua 
– Delivering Recruitment Excellence; Becoming a Trusted 
Partner and Developing Our People and Our Organisation. 

Our ED&I Strategy has been developed in consultation 
with a range of stakeholders and three areas of focus for 
strategic impact have been prioritised:

• Greater knowledge and understanding of diversity in  
the recruitment market and the Irish Public sector

• Recruitment and selection processes encourage and 
enable access to candidates from diverse backgrounds; 

• Our culture models best practice in ED&I and we support 
our clients in building inclusive workplaces   

We are focusing on how we can develop our recruitment 
and selection processes and collaborate with our 
stakeholders to attract and welcome candidates from 
diverse backgrounds. We are also keen to build our own 
capacity to demonstrate leadership and to work with 
our stakeholders to promote ED&I, so that public sector 
workplaces champion and embrace inclusion. 

This is an ambitious Strategy. We would like to thank 
those from public sector organisations and not-for-profit 
organisations who contributed to its development.   
We would also like to thank our staff, members of our  
ED&I Forum and members of an Advisory Board who 
engaged with us in a range of ways to inform and 
challenge our thinking and encourage our ambition.  
We look forward to working with the Public Appointments 
Service Board, the management team and all our staff, 
clients and stakeholders to deliver on an ambitious 
programme to promote and enable ED&I in recruitment 
and in the workplace across the public service.

Shirley Comerford 
Chief Executive

Tom Moran 
Board Chair 
Public Appointments Service



Context and 
Opportunities – 
A focus on ED&I

The Public Appointments Service continue to recruit and attract the talent and skills for the Irish 
public service in a constantly evolving labour market context. We have yet to understand what 
the full impact of Covid-19 will be on how we live and the future of work. More services are being 
delivered remotely with a significant number of staff working from home, as the world of work is 
influenced by the development of new technologies and increased automation of roles.

Increasing population diversity is evident and significant societal developments in recent years 
include changes in how values, beliefs and cultural practices are expressed in relation to areas 
such as family, sexual orientation, disability, age, ethnicity and gender roles.  In this context a 
workforce that is responsive, accessible, resilient, culturally competent and reflective of the 
communities it serves is of critical importance.  We also need to recognise and design for 
intersectionality at work, recognising how recruitment practices and workplace cultures impact 
individuals and groups across diversity dimensions.  

Public Service Reform

The Irish public service landscape has undergone, and continues to strive for, progression and 
reform in its development, growth and service delivery. This is evidenced in the breadth of 
initiatives that have placed real emphasis on the need for a creative, innovative, diverse public 
service, and the associated supports needed to realise this ambition. 

Our Public Service 2020 highlights that public service organisations should be representative 
of Irish society as a whole. Employees from traditionally under-represented groups should be 
fully included in the work of their organisations and have equal opportunities for advancement. 
Specifically, Action 16 seeks to promote equality, diversity and inclusion, incorporating 
a collaborative approach around areas such as data collection and the development of 
organisational leadership to effect change. Action 18 includes a focus on reviewing public service 
culture and values and fostering positive organisational culture and employee engagement 
across the public service.



Legislation and Policy
The Irish public sector operates within a legislative framework that recognises the 
importance of diversity and inclusion in the workforce and work environment.  This 
includes polices that promote the rights and inclusion of groups across the equality 
grounds.  Some strategies include specified targets; for example, an increase from 
3% to 6% of people with disabilities in the workforce (Comprehensive Employment 
Strategy for People with Disabilities) and 1% of the workforce to comprise ethnic 
minorities (Migrant Integration Strategy, National Traveller and Roma Inclusion 
Strategy 2017-2021).

As per the Public Sector Equality and Human Rights Duty (‘the Duty’), public service 
organisations have a statutory obligation to eliminate discrimination, promote 
equality of opportunity and protect the human rights of staff and those to whom 
they provide services. This legal mandate to put human rights and equality at the 
heart of the work of the public service is a positive, potentially transformative step in 
how public bodies engage with the public, staff and clients. 

Client and Stakeholder 
Expectations

Strengths and Opportunities

As an independent recruiter, the Public Appointments Service holds a reputation for 
fair and impartial processes. This Strategy balances ambition with achievability, while 
building on progress to date; maintaining our position as a trusted partner. At the 
forefront of this Strategy is building our own organisational ED&I capacity. Through 
demonstrating leadership and collaborating with the wider public service, we can 
ensure our organisations are places where staff can bring their ‘whole selves’ to work.  
We also have opportunities to tap into a pool of diverse candidates with different 
ethnic, nationality, linguistic, cultural and socio-economic backgrounds, age profiles, 
genders and varying abilities and talents. 

The Public Appointments Service works to fulfil client and stakeholder expectations by providing 
meaningful and purposeful careers in the public service and agile recruitment solutions to our 
clients. It is incumbent on the Public Appointments Service, as an employer, to lead by example 
and model best practice, by demonstrating inclusive leadership and creating inclusive working 
environments that recognise the unique contribution of each individual. As a trusted partner,  
we will collaborate with colleagues across the public service to share experiences and learnings  
as we embed our ED&I strategy into our recruitment processes and working practices.  



Approach
The development of our ED&I Strategy was informed by an ED&I Advisory Board that brought 
together internal and external expertise from across the public service to explore a range of areas 
including recruitment, ED&I practice and research, equality and human rights.  The Advisory Board 
provided us with the space to reflect on how to maximise our impact in terms of promoting and 
enabling ED&I. 

It challenged us to think about levels of ambition and frameworks for strategy implementation, 
prioritisation and review. We identified the importance of leadership as well as drawing on our 
values and the Public Sector Equality and Human Rights Duty as frameworks to guide prioritisation, 
implementation and review.

Engagement with external stakeholders and staff played a significant role in informing and 
strengthening the development of our ED&I Strategy.  We ran external focus groups targeting 
people in the civil and public service and not-for-profit organisations with an interest or specific 
role related to equality, diversity, inclusion, recruitment or employment.  We invited written 
submissions from key stakeholders. Our staff also played an important role in identifying the key 
issues impacting diverse groups accessing employment in the public sector, drawing on their 
professional expertise and in-depth knowledge of the recruitment process. Many of the themes 
identified were consistent with the themes coming through the focus group consultations and 
written submissions.

ED&I Advisory Board

Consultation



Implementing our Public Sector Equality 
and Human Rights Duty 

We recognise our statutory obligation to implement the Public Sector Equality and Human 
Rights Duty set out under Section 42 of the Irish Human Rights and Equality Commission 
Act 2014. 
This requires us, as a public body, to eliminate discrimination, promote equality of 
opportunity and protect the human rights of staff and people to whom we provide 
services. It requires us to set out an assessment of the equality and human rights issues we 
believe to be of relevance to our purpose and function in our strategic plan. In addition, it 
requires us to set out how we intend to address these issues so that we can report on any 
developments and achievements in our annual report. 

Our Assessment
Our engagement with staff and external stakeholders to inform the development of both our 
Corporate Statement of Strategy Nua and our ED&I Strategy 2021-2023, provided us with key 
insights and feedback. This facilitated our assessment of issues related to equality and human 
rights in recruitment and in the workplace. For example, surveys with staff, candidates, board 
members and clients included a question which provided respondents with an opportunity 
to identify particular issues that they felt we needed to be aware of across the nine grounds 
named in the equality legislation, or in relation to socio-economic status. 
Key themes identified included:
• The need for diverse access routes to employment in the public sector and the need 

to explore positive action measures for certain groups of people to enable access to 
employment. 

• Perceptions of barriers arising for some groups of people in assessment and testing used 
during recruitment. 

• Challenges for accessibility and inclusion within recruitment systems and processes as 
well as the importance of reaching out to diverse candidate pools. 

• Importance of a positive organisational culture
• The need for inclusive leadership, champions and role models
• The need for training and the need to share practice in applying ED&I across the civil and 

public service. 
The gap in data and analysis to build a profile and understand the experience of diverse 
candidates and employees was also highlighted. Insights from our cross-organisational 
ED&I Forum set up in 2019 identified a number of initial areas for action. These related to 
further enhancing reasonable accommodation for people with disabilities at all stages of 
the recruitment process, including assignment with prospective employers. It also related to 
reviewing eligibility criteria for recruitment campaigns to understand and address barriers 
to accessing public sector employment for different groups in society.

Address and report
Analysis of the feedback we received from staff and external stakeholders, as well as 
reflection on key themes with our ED&I Advisory Board, played a significant role in defining 
the strategic impacts and results we would like to achieve to enable ED&I. Our strategic 
impact areas are embedded and aligned with strategic priorities set out in our Corporate 
Statement of Strategy Nua. 
The Public Sector Equality and Human Rights Duty and our values provide important 
frameworks, alongside a results-based planning framework, for the implementation of our 
ED&I Strategy 2021-2023. This is reflected in the routes we plan to take and the indicative 
actions we plan to implement as set out in this Strategy. We have also identified signposts 
to ensure that we can assess our progress along the way and report against key measures 
of success set out in our Corporate Statement of Strategy Nua. 



Our mission

Corporate Statement of Strategy Nua 2020-2023 

Our vision

To recruit a diverse range of 
people with the talent, ability 
& commitment to deliver  
for Ireland

Our ED&I ambition is aligned with, and 
embodied in, our Corporate Statement of 
Strategy Nua 23. Both Nua and our ED&I 
Strategy 2021-2023 place diversity and 
inclusion at the heart of our purpose and 
approach to delivering on our vision, mission 
and strategic priorities. Our organisational 
values reflect our commitment to equality 
and human rights for staff, candidates, clients 
and broader stakeholders. They include an 
emphasis on promoting the public sector and 
making a difference for careers that matter as 
well as being recognised as a leader and centre 
of excellence that is guided by a commitment 
to equality, inclusion and innovation. To be recognised as the centre 

of excellence in recruitment,  
trusted by those we serve

Alignment



Our 
values

STRATEGY
2020–2023

Nua – our Commitment 
to ED&I 
Some relevant commitments from Corporate Strategy Statement Nua: 

We believe that workplaces are energised by the contribution of 
employees from all sectors of society, leading to more responsive and 
inclusive policies, programmes and services.

We recognise the role we have to foster ambition, model leadership 
and set standards to enable thriving public sector workplaces that 
embrace ED&I.

We are committed to implementing the Public Sector Equality and 
Human Rights Duty and using it as a framework, along with our 
values, to guide our work and realise our vision and mission.

We are developing our understanding of the equality and human rights 
issues for customers and staff in the development and delivery of our 
Corporate Statement of Strategy 2021-2023 and supporting strategies 
and business plans.

Our values guide us in addressing and reporting on our progress to 
promote equality of opportunity, to prevent discrimination and to 
protect human rights of our customers and staff.

Trust Leadership

Customer FocusExcellence

Inclusion

Innovation



Our ED&I  
Ambition
To be a thriving public sector energised  
by the contribution of employees that  
reflect diversity from all sectors of society,  
leading to more responsive and inclusive  
policies, programmes and services.
On the following pages we have highlighted 
some of the key actions you can expect to see 
across the three strategic change areas. 

Nua  
23

Delivering  
Recruitment Excellence

STRATEGY
2020–2023
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Delivering Recruitment Excellence

Greater 
knowledge and 

understanding of 
diversity in the 

recruitment market 
and the Irish Public 

sector

Recruitment and 
selection processes 

encourage and 
enable access 
to candidates 
from diverse 
backgrounds

Our culture 
models best 

practice in ED&I 
and we support 

our clients in 
building inclusive 

workplaces          



ED&I Results

To ensure the Irish public sector is acknowledged 
as a thriving workplace that has embraced ED&I 
and which is energised by the contribution of 
employees that reflect diversity from all sectors 
of society leading to more responsive and 
inclusive policies, programmes and services.



This is a strategic priority because…
	It facilitates understanding of how workplaces are changing and the 

implications of these changes for recruitment and employment

	It enhances our understanding of the experiences and barriers of 
potential candidates from diverse backgrounds

	It assists with marketing public sector employment opportunities 
with a diverse audience and communicating the commitment of 
public sector employers to creating inclusive workplaces

	It enables monitoring and reporting on progress in implementing 
our statutory commitments under the Public Sector Equality and 
Human Rights

Greater knowledge and 
understanding of diversity 
in the recruitment market 
and the Irish Public sector

Increase our knowledge about the recruitment 
and employment profiles of the Irish public service 

  Develop a data driven, evidence-based 
diversity profile of candidates throughout the 
recruitment process

  Engage with the civil and public sector to 
contribute to mechanisms to map a diversity 
profile of employees

  Track visibility of ED&I in recruitment in the civil 
and public sector

Increase our targeted and informed outreach 
and engagement with potential candidates and 
representative organisations

  Regular and tailored engagement with relevant 
representative organisations and candidates 
from diverse backgrounds to understand 
employment barriers

  Targeted programme of engagement with 
relevant bodies providing services to potential 
candidates from diverse backgrounds to 
create awareness of public sector employment 
opportunities

  An ED&I focused social media / electronic 
campaign

By December 2023 we will… 



This is a strategic priority because…
	It places a positive candidate experience at the centre of our 

recruitment model, demonstrating our ambition for ED&I and our 
values in action.

	It enhances accessibility and reflects our commitment to assessing 
and addressing barriers to recruitment for candidates from diverse 
backgrounds.

	It supports us to work with our clients to set standards that enable 
us to fulfil commitments set out in legislation and national policy 
strategies related to ED&I.

Recruitment and selection 
processes encourage and 
enable access to candidates 
from diverse backgrounds

Quality assure our recruitment and selection 
processes to embed accessibility and inclusion

  Proof / audit the various aspects of the 
recruitment model and practices to assess their 
impact on ED&I

  Initiate and influence policy on actual or 
potential barriers to achieving ED&I in 
recruitment and selection

  Incorporate an ED&I element in training to 
ensure that all recruitment decision makers are 
informed by knowledge and experience of ED&I 

  Establish and train a diverse pool of people 
with ED&I expertise that can be drawn on to 
participate on interview boards

Achieve greater clarity about expectations and 
standards with our clients

  Review and incorporate ED&I appropriate 
language in our internal and external messaging 
and in our marketing material

  Ensure a visible focus on ED&I in our 
communication and engagement with clients, 
including a statement of expectations and 
standards in service level agreements

By December 2023 we will… 



This is a strategic priority because…
	There is a strong business case that a diverse workforce enhances 

productivity, collaboration and innovation, with positive outcomes 
for employees and customers.

	Championing ED&I gives expression to public sector values, allowing 
people to bring their ‘whole selves’ to work and to become role 
models for others.

	Exploring the potential for positive action in employment can assist 
with delivering on commitments under legislation and national 
policy strategies related to ED&I.

	There is a broader social impact that offers the possibility of work as 
a source of dignity and worth to more people in society.

Our culture models  
best practice in ED&I, and we 
support our clients in building 
public sector workplaces  
that embrace inclusion and 
reflect society

Model ED&I best practice in our culture

  Identify, develop and implement models of 
engagement within Public Appointments Service 
to raise awareness of ED&I, harness staff expertise 
and change practices to enhance ED&I

  Explore and innovate around models to 
enable employment of people from diverse 
backgrounds in the Public Appointments Service 
and develop structured programmes of support 
to enable inclusion in the workplace

  Ensure excellence of infrastructure to enable 
accessibility and take-up of employment 

  Build and demonstrate leadership in ED&I 
through our Values in Action programme and 
training 

Facilitate a stronger, more visible ED&I culture 
within the broader civil and public service

  Gather, highlight and share positive models and 
experiences of ED&I within the civil and public 
service

  Create and participate in networks of expertise 
to facilitate the development and spread of 
ED&I-related institutional capacity within and 
across the civil and public service

  Develop models and identify diverse access 
routes to employment at all levels through 
collaboration with relevant public sector bodies 

  Explore potential and opportunities for positive 
action and identify and address any possible 
legislative and policy barriers where possible

By December 2023 we will… 
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