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Feedback
Whilst this Report is a document of record it is important it is also relevant
and informative to the public. Should you have any comments regarding
any aspect of the Report (e.g. content, layout etc.) the Civil Service
Commissioners would be happy to receive them. Any such comments
should be sent to the following address:

Office of the Civil Service Commissioners for Northern Ireland
5th Floor
Windsor House
Bedford Street
Belfast BT2 7SR
Alternatively, please e-mail the Commissioners at:

ocsc@nics.gov.uk
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CHAIRPERSON’S FOREWORD
On behalf of Civil Service Commissioners, I am
pleased to present the 2010/11 Annual Report,
which provides an overview of our work and of
progress made on meeting the objectives set out
in our 2008-11 Strategic Priorities and 2010/11
Business Plan.
Notwithstanding the Northern Ireland Civil Service
(NICS) moratorium on recruitment and the
subsequent impact on numbers of appointments
to the Civil Service during this period,
Commissioners have continued to be extremely
busy and have dealt with some interesting new
issues and developments.
Last year I referred to our intention to publish a
revised Recruitment Code during 2011/12. I am
delighted to report that the review of the Code
is nearing completion and will be published, as
planned, later in the year. As regulators, the
Recruitment Code remains the bedrock of our
work, ensuring that high standards and good
practice are observed in recruitment and selection
across the NICS. The review of the Code, which
involved consultation with key stakeholders,
including Section 75 groups, provided us with a
unique opportunity to examine the Code in detail
and engage with interested parties in a practical
and meaningful way. After careful consideration
of all the views and comments received,
Commissioners made a number of amendments
to the Recruitment Code. The revised Code aims
to provide greater clarity and guidance on the
interpretation and application of the principle
of selection on merit, on the basis of fair and
open competition, for posts within the NICS.
Commissioners look forward to working closely
with the NICS over the coming year, to ensure that
the revised Code is reflected in NICS recruitment
and selection policies and practices.
During the past year, Commissioners also
reviewed and reflected upon our role in auditing
recruitment to the NICS. Since audit is one of our
statutory functions and a primary tool in seeking
assurance of adherence to the Recruitment

Code by the NICS, it was a natural progression
for Commissioners to examine our approach to
audit. This review process has become a critical
and dynamic part of our work during the past
year. The 2010/11 strategic issues section of this
Report outlines progress in this area in greater
detail and we look forward to undertaking a pilot
audit under the revised arrangements during
2011/12.
Following difficulties in relation to the provision
of NICS recruitment-related, validated official
statistics for the 2008/09 and 2009/10 reporting
periods, I am delighted to report that there has
been a satisfactory resolution of this issue with
the Head of the Civil Service. After significant
engagement and effort, a mechanism has been
put in place to ensure that Commissioners, and
more importantly, the public, will now have access
to relevant and validated recruitment-related
information. This should enable us to consider
emerging trends as well as to identify areas where
action may be needed in order to further promote
the Merit Principle. Commissioners are keen to
build on this work going forward to ensure that
the recruitment context and underlying trends
are understood and, where necessary, issues of
under-representation and fair participation are
considered and addressed by the NICS. The
Northern Ireland Statistics and Research Agency
(NISRA) has published the required recruitmentrelated data on behalf of the NICS. This data
can be accessed at http://www.nisra.gov.uk/
publications/Analysis of NICS Recruitment
Competitions 01Apr09 - 31Dec10.pdf.
This year, as always, our meetings with GB and
ROI colleagues have proved to be invaluable
learning opportunities and we benefitted,
in particular, from their willingness to share
approaches to audit and experiences of good
practice.
As he retires from his post, I would like to
record our appreciation and thanks to the Head
of the Civil Service, Sir Bruce Robinson, who
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has consistently lent his personal support
across a wide range of issues in pursuit of our
common objectives. We wish Sir Bruce well in
his retirement and look forward to continuing
this constructive and collaborative working
relationship with his successor.
Finally, as I approach the end of my own term
of office, I also would like to extend my personal
thanks and gratitude to fellow Commissioners
for their diligence, commitment, industry and
friendship over several years and to thank and
commend our loyal and dedicated Secretariat
for the support, advice and guidance which
they have continued to provide to each of us
throughout the past year. I would particularly
like to thank Rosemary Crawford, Secretary to
Commissioners, who recently moved to another
post in the Civil Service. Rosemary has guided
and supported the work of Commissioners with
energy and dedication and we owe a huge debt

of gratitude to her for her contribution to much
of the work progressed by Commissioners over
the last four years.
I very much hope that you find this Annual
Report both interesting and informative. If you
would like further information about any aspect
of our work, you can visit our website at www.
nicscommissioners.org or contact the Secretariat
who will be happy to respond to your queries.

BRENDA McLAUGHLIN CBE
Chairperson
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ROLE AS REGULATOR
Who we are
Civil Service Commissioners are independent of Government and the Civil Service. We are appointed
under, and derive our powers and responsibilities from, the Civil Service Commissioners (NI) Order
1999. Commissioners are appointed on merit following public advertisement and fair and open
competition and bring to the job wide experience from the public, private and voluntary sectors. The
independence of Commissioners is fundamental to our role as regulator. Details of all Commissioners in
post during 2010/11 are provided in Annex A.

TONY HOPKINS, MARION MATCHETT, RUTH LAIRD, BRENDA MCLAUGHLIN (CHAIRPERSON), VILMA PATTERSON AND RAYMOND MULLAN
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What we do

meet regularly with the Head of the Civil Service,
Permanent Secretaries and senior officials within
Corporate Human Resources (CHR), Department
of Finance and Personnel (DFP), in order to
influence and inform recruitment policy and
encourage best practice.

Our primary role is to regulate recruitment to
the NICS, at all levels, to ensure that the Merit
Principle is adhered to, both in spirit and in
practice.
We discharge our statutory responsibilities by:
•

maintaining the principle of selection on merit
on the basis of fair and open competition in
relation to selection for appointment;

•

making General Regulations which prescribe
the circumstances in which the Merit Principle
shall not apply;

•

•

•

Commissioners have also held Links meetings
with the relevant Permanent Secretaries and, on
occasion, other senior officials to focus on issues
of common concern. Matters explored during the
most recent meetings included:
•

the need to balance financial cuts while
securing future talent pools;

•

publishing and maintaining a Recruitment
Code on the interpretation and application of
the Merit Principle;

the impact on merit of the increased use of
internal competitions;

•

auditing recruitment policies and practices
followed in making appointments to the Civil
Service to establish whether the Recruitment
Code is being observed; and

the practice of making multiple appointments
from existing Senior Civil Service (SCS) merit
lists;

•

the added value of devising sound selection
and assessment methods which allow the
potential of candidates to be explored properly
and effectively;

•

the importance of effective, appropriately
tailored, training for panel members and all
those involved in the recruitment process;

•

Ministerial involvement in appointments to the
SCS; and

•

the Commissioners’ approach to auditing NICS
recruitment policies and practices.

requiring the publication of such information
as we may specify relating to recruitment and
to the use of permitted exceptions to the Merit
Principle.

We also have a role in hearing appeals made
by existing civil servants under the NICS Code
of Ethics. In exceptional circumstances,
Commissioners may consider taking an appeal
direct from the complainant.

Working with the NICS
As Commissioners, we work closely with the NICS
to ensure that the Merit Principle is understood
and upheld. This work is crucial in promoting
public confidence in NICS recruitment. We

In consultation with the Head of the Civil Service
and Permanent Secretaries Group, Commissioners
are reviewing how best to engage with the Senior
Management in relation to our regulatory role and
issues of strategic importance. We will report, as
necessary, any change in approach in next year’s
Report.

CIVIL SERVICE COMMISSIONERS FOR NORTHERN IRELAND

ANNUAL REPORT 2010-2011

10

KEY STRATEGIC
ISSUES WHICH
AROSE DURING
2010/11

Ensuring appointment on merit & safeguarding ethics

KEY STRATEGIC ISSUES WHICH
AROSE DURING 2010/11
The following paragraphs set out the key strategic
issues considered by Commissioners during
2010/11.

Review of the Recruitment Code
As reflected in our last Annual Report, a major
focus of our work during 2010/11 was the
review of the Recruitment Code. After a detailed
internal review of the Code by Commissioners,
we determined that the broad thrust and main
principles remained relevant and appropriate. We
did, however, consider that a number of changes
were required to provide advice and guidance on
the interpretation and application of the principle
of selection on merit, on the basis of fair and open
competition, for posts in the NICS.
As part of the review process, in September
2010, Commissioners undertook a formal public
consultation exercise in order to stimulate
constructive debate and to secure, and take
account of, as many views as possible on a revised
Code. In total, twenty organisations contributed
to the consultation process by submitting written
responses, participating in workshops and / or
attending meetings. Commissioners also engaged
closely with senior officials in Departmental HR
who are required to interpret, understand and
apply the Code. Commissioners considered it
important to test the draft Code for clarity of
understanding and purpose with this key group of
stakeholders and so organised a workshop for HR
Directors.
The main points made by those who commented
on the draft Code can be summarised as follows:
• it might be helpful to define more clearly a
number of terms used in the Code;
• the greater clarity provided in relation to
Commissioners’ expectations and how the

requirements of the Code might be satisfied,
was welcomed;
•

the Code should support the non-partisanship
of the Civil Service and ensure that
recruitment decisions are free from political
influence;

•

it might be timely to review the Civil Service
Commissioners for Northern Ireland General
Regulations 2007, which set out the
circumstances in which appointments by way
of exception to merit might be permissible;

•

a specific concern was raised in relation to the
need to ensure fair treatment of people with
criminal convictions; and

•

no concerns were registered in relation to
potential differential impact on any Section 75
group.

Commissioners were particularly pleased that the
consultation process did not identify differential
impact in relation to any Section 75 groups.
After careful consideration of all the views and
comments received, a number of amendments
were made to the Recruitment Code. The
revised Code seeks to provide greater clarity
on the interpretation and application of the
Merit Principle so that all those involved in the
recruitment process may understand better the
requirements of the Code and how these might
be satisfied in practice. Commissioners intend
to publish a copy of the consultation response
document and the revised Code during 2011/12;
these will be available on the Commissioners’
website at www.nicscommissioners.org.
The review of the Code is nearing completion and
it will be published, as planned, later in the year.
Commissioners look forward to working closely
with the NICS over the next year to ensure that
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the revised Code is reflected in NICS recruitment
and selection policies and practices.

Audit
Audit is one of the primary regulatory tools
available to Commissioners to establish whether or
not the requirements of the Recruitment Code are
being observed during NICS recruitment. Audit
presents an important independent challenge
function, the primary aim of which is to seek
an assurance that the Merit Principle is being
upheld. To build on the revised Recruitment
Code, Commissioners decided to examine the
approach to auditing in order to provide greater
assurance to Commissioners and others that the
requirements of the Recruitment Code were being
met.

Revised Approach to Audit
A sub-group of Commissioners, supported by a
member of the Secretariat, was established to
review the current approach to audit and bring
forward recommendations for a revised approach
in order to:
•

establish the extent to which the Recruitment
Code and its principles are being observed in
both the interpretation and application of the
Merit Principle;

•

ensure that audit is an effective and
accepted mechanism to promote sustained
improvement;

•

ensure that the principle-based nature of
the Recruitment Code does not reduce
Commissioners’ ability to audit and regulate
recruitment to the NICS; and

•

inform the publication of recruitment-related
information.

As part of their work, the Audit sub-group,
assisted by the Northern Ireland Statistical
Research Agency (NISRA), undertook a
benchmarking exercise and worked alongside
key internal and external stakeholders, local and
international partners, as well as Departmental
Permanent Secretaries and HR Directors. This
work contributed significantly to the development
of an Audit Framework which is to be used as a
primary tool in seeking evidence-based assurance
that the Code is being observed by the NICS.
One of the key challenges in going forward will be
to introduce and implement the revised approach
to audit, within existing budgetary constraints.
This work will include: developing audit guidance
and an associated protocol; close engagement
with the Head of the Civil Service, Permanent
Secretaries, Corporate HR and HR Directors and
other key stakeholder groups as to how this will
be taken forward; training and developing audit
teams; and undertaking a pilot in 2011/12. We
consider this work to be a strategic priority over
the next three years. In light of Commissioners’
commitment to achieving efficiency savings, this
new area of work has had to be prioritised within
reducing resources and, as a consequence, the
audit programme for 2010/11 was deferred.
We look forward to reporting progress on this
important area of work in next year’s Report.

NICS Recruitment and Selection Training
Commissioners regard recruitment and selection
training and skills development as fundamental to
ensuring adherence to the principles set out in the
Code. During the year, Commissioners continued
to engage with, and received progress reports
from, the NICS in relation to the implementation
of the Effectiveness of Training Audit
recommendations. A very positive outcome
resulting from the audit was the re-design and
development of the NICS recruitment and
selection training to address the concerns raised
in our Report. In October 2010, Commissioners,
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as chairs of selection panels for the appointment
of Senior Civil Servants, attended a pilot NICS
Strategic Recruitment Programme. The
programme included an overview of the strategic
approach to recruitment; the principles
underpinning effective job analysis; introduction
to job analysis techniques; using the outcomes of
job analysis to create eligibility and shortlisting
criteria; and quality assuring job analysis
undertaken by others. Commissioners are very
pleased with the proactive response and
commitment demonstrated by the NICS in their
implementation of the recommendations
contained in the audit report entitled
Effectiveness of Training.

Management Arrangements Audit
It was not possible to complete the audit
examining the current management arrangements
within the NICS. Commissioners will consider
management arrangements as a focus for future
audit when the revised approach to audit has been
introduced and an audit programme is developed.

Publication of Recruitment-related
Information

This development should enable us to identify
emerging trends as well as to identify areas where
action may be needed to promote further the Merit
Principle.

2010/11 Business Plan
The objectives and targets for 2010/11 were set
out in our Business Plan and published on our
website. Progress against the Plan was monitored
and reviewed regularly throughout the year and
discussed on a quarterly basis. The key outputs
achieved during the year are summarised in
Annex B.

Training and Development
Commissioners are committed to their continuing
professional development. During the year,
Commissioners attended a number of training
events, including sessions on strategic recruitment
and job analysis, analysis of official statistics,
equality and diversity and information assurance.
Commissioners will continue to apply the learning
gained to contribute to and promote improvement
in NICS selection and recruitment processes.

Commissioners have a statutory power to
require the publication of information relating
to recruitment. As regulators, we are mindful of
the importance of access to accurate, relevant
and timely information on recruitment-related
activity. This is important in order both to inform
key business decisions within the NICS and also
to promote public confidence in the process of
recruitment to the NICS. As reflected in previous
Annual Reports, we experienced considerable
difficulties in relation to securing the necessary
data from the NICS. We are delighted to report
that, after protracted negotiations and effort,
arrangements have now been put in place to
ensure that Commissioners, and more importantly
the public, have access to relevant and accurate
recruitment-related information, going forward.

CIVIL SERVICE COMMISSIONERS FOR NORTHERN IRELAND

ANNUAL REPORT 2010-2011

14

RECRUITMENT
TO THE NICS
DURING 2010/11

Ensuring appointment on merit & safeguarding ethics

RECRUITMENT TO THE NICS
DURING 2010/111
The Civil Service Commissioners (NI) Order 1999
and the Commissioners’ Recruitment Code require
NICS Departments and Agencies to publish a wide
range of information and statistical summaries
regarding recruitment to the NICS.
Placing this information in the public domain
improves the accountability of Departments and
Agencies, ensures openness and transparency
and encourages public confidence in recruitment
to the NICS. Recruitment-related information
is published in the NICS Appointments and
Marketing Branch Annual Report and by the
Northern Ireland Statistics and Research Agency
(NISRA).
In our last Annual Report, we reflected on the
difficulties in securing validated official statistics
on NICS recruitment-related activity during
2009/10. We are pleased to report that there has
been a satisfactory resolution of this issue with
the Head of the Civil Service. After significant
engagement and effort, a mechanism has been
put in place to ensure that Commissioners, and
more importantly, the public, will now have access
to relevant and validated recruitment-related
information. This should enable us to consider
emerging trends as well as to identify areas where
action may be needed in order to further promote
the Merit Principle. Commissioners are keen to
build on this work going forward to ensure that
the recruitment context and underlying trends
are understood and, where necessary, issues of
under-representation and fair participation are
considered and addressed by the NICS. NISRA
has published recruitment-related data for the
2009/10 period and from April to December
2010 on behalf of the NICS. This data can be
accessed at http://www.nisra.gov.uk/publications/
Analysis of NICS Recruitment Competitions
01Apr09 - 31Dec10.pdf.

1

The NISRA report provides an overview of the
recruitment of staff to the NICS, analyses
applicants across various equality categories and
compares the profile of appointees with what
might be expected if the applicant groups within
each equality category had been equal in merit.
Information has been presented separately for the
periods 1 April 2009 – 31 December 2009 and 1
January 2010 – 31 December 2010. Where the
numbers have permitted, information has been
separated into applications for and appointments
to permanent and temporary / fixed-term jobs.
The nine-month reporting period for 2009 is
required for the transition to reporting on a
calendar year basis, thereby making the reporting
period for recruitment data consistent with all
other reports on equality statistics relating to NICS
staff.

NISRA Report – Main Findings
Recruitment competitions for permanent jobs for
the period 1 April 2009/10 – 31 December 2009
•

Over the period 1 April 2009 to 31 December
2009, 60 recruitment competitions for
permanent jobs in the NICS were held. The
total number of valid applications received was
2,782.

•

The profile of applicants was approximately
two thirds male (66.6%) and one third female
(33.4%). In terms of community background,
over half of all applications received were
from Catholics (53.0%), 43.7% from
Protestants and 3.3% from applicants whose
community background was not determined.
The proportion of applications from minority
ethnic groups was 0.9% and the proportion of
applicants who declared a disability was 1.5%.

From 1 April 2010 NICS recruitment-related data has been reported on a calendar-year basis to bring the reporting period in line with other reports on
equality information.
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In terms of age, 16.8% of applicants were
aged 16-24, while 10.7% were aged 50 or
over.
•

Recruitment competitions for permanent jobs for
the period 1 January 2010 – 31 December 2010

By 1 May 2011, a total of 161 appointments
had been made from 55 of the competitions
held during 2009, while no appointments
had been made from the remaining 5
competitions.

•

Included in the figures reported above are 10
competitions for permanent jobs in the Senior
Civil Service. A total of 157 applications
were received for these competitions. By 1
May 2011, a total of 10 appointments had
been made from nine of the competitions,
while no appointments had been made from
the other competition.

•

The analysis shows that for the competitions
held in 2009 for permanent jobs, the profile
of appointees was broadly similar to what
would be expected, if the applicant groups
within each equality category had been equal
in merit.

•

The analysis shows that for the competitions
held in 2009 for permanent jobs, the profile
of appointees was broadly similar to what
would be expected, if the applicant groups
within each equality category had been equal
in merit.

•

Over the period 1 January 2010 to
31 December 2010, 65 recruitment
competitions for permanent NICS jobs were
held. The total number of valid applications
received was 5,434.

•

The profile of applicants was approximately
three fifths male (59.2%) and two fifths
female (40.8%). Around half of all
applications received were from Catholics
(48.7%), with 40.5% from Protestants and
10.8% from applicants whose community
background was not determined. The
proportion of applications from minority
ethnic groups was 3.7% and the proportion
of applicants who declared a disability was
2.3%. In terms of age, 34.4% of applicants
were aged 16-24, while 5.3% were aged 50
or over.

•

By 1 May 2011, a total of 79 appointments
had been made from 52 of the 2010
permanent competitions, while no
appointments had been made from the
remaining 13 competitions.

•

Included in the figures reported above are 22
competitions for permanent jobs in the Senior
Civil Service. A total of 392 applications
were received for these competitions. By 1
May 2011, a total of 21 appointments had
been made from 18 of the competitions,
while no appointments had been made from
the other four competitions.

•

The analysis presented in the report shows
that for the 2010 competitions for permanent
jobs, the profile of appointees was broadly
similar to what would be expected, if the
applicant groups within each equality
category had been equal in merit.

Recruitment competitions for temporary or
fixed-term jobs for the period 1 April 2009 - 31
December 2009
•

In relation to temporary and fixed term jobs,
one competition took place over the period
1 April 2009 – 31 December 2009. As
the number of applicants totalled 13 and
there was one appointment, no analysis is
presented since the numbers involved are too
small.
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Recruitment competitions for temporary or fixedterm jobs for the period 1 January 2010 to 31
December 2010

•

By 1 May 2011, a total of 73 appointments
had been made from 10 of the 2010
temporary/fixed-term competitions.

•

Over the period 1 January 2010 to
31 December 2010, 12 recruitment
competitions for temporary or fixed-term
NICS jobs were held. The total number of
valid applications received was 6,331.

•

The analysis presented in the report shows
that for the 2010 competitions for temporary/
fixed-term jobs, the profile of appointees was
broadly similar to what would be expected,
if the applicant groups within each equality
category had been equal in merit.

•

The applicant pool was half male (50.2%)
and half female (49.8%). Just over half
of applicants were Catholic (50.9%), with
46.4% of applicants Protestant and 2.7%
with a community background that was not
determined. The proportion of applicants
from a minority ethnic background was
1.1%, while 2.3% of applicants declared
a disability. A majority of applicants for
temporary or fixed-term jobs were aged under
25 (54.7%) with fewer than one in twenty
aged 50 or over (4.9%).

Figure 1 - Appointments by type from
competitions held during the period 1 April
2009 to 31 December 2009

Commissioners welcome the assurance provided
by NISRA that the analysis of recruitment
outcomes for permanent and temporary/fixedterm jobs over the period 1 April 2009 – 31
December 2010 has revealed that the outcome
of recruitment competitions, in equality terms,
was broadly in line with what would be expected
if the applicant groups within each equality
category had been equal in merit.
A summary of appointments by type is provided
in Figure 1 and 2 below.

Figure 2 - Appointments by type from
competitions held during the period 1 January
2010 to 31 December 2010

CIVIL SERVICE COMMISSIONERS FOR NORTHERN IRELAND

ANNUAL REPORT 2010-2011

18

RECRUITMENT TO THE NCIS DURING 2010/11

10-11

Senior Civil Service (SCS)
Recruitment
As Commissioners, we chair the recruitment
panels for all SCS open competitions and our
involvement begins at the very early planning
stages. We attend initial scoping meetings with
senior Departmental representatives to discuss the
job descriptions and person specifications. We are
involved closely in all aspects of the competition
design, including agreeing the eligibility and
short-listing criteria, the assessment process and
interview questions and associated indicators.
This direct involvement enables Commissioners to
ensure that all aspects of the competition process
support and promote the Merit Principle and gives
us first-hand experience of how the process works
in practice.
Summary SCS recruitment-related data is
included in the NISRA Report – Main Findings
detailed on pages 16 to 18 and can also be
accessed via the web link on page 16. Although
we have not been able to comment on key findings
and emerging trends in SCS appointments for this
period, Commissioners intend to progress this area
going forward.

The Recruitment Code makes provision, on an
exceptional basis, for Ministerial involvement in
senior appointments. It is important that any
such involvement should be accommodated
within a system which ensures that individual
appointments are made on the basis of merit, free
from personal or political partiality, so that the
public may be reassured that the appointees may
serve Ministers of different political backgrounds.
This is important in order to safeguard the nonpartisanship of the Civil Service and to ensure
that recruitment decisions are free from political
influence.
Commissioners’ approval was sought for
Ministerial involvement in five of the 22 senior
competitions. Requests related to all aspects
permissible under the Recruitment Code. After
detailed and rigorous scrutiny of each request,
we were persuaded that the business arguments
put forward were relevant and appropriate and we
were, therefore, content to grant approval. Two
requests were withdrawn subsequently.
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EXCEPTIONS TO THE
MERIT PRINCIPLE
The Recruitment Code allows for circumstances
which warrant appointments being made as
exceptions to the Merit Principle. Any such
appointments should be rare and there should
be strong and compelling grounds to justify such
an appointment. Commissioners scrutinise and
challenge all requests from Departments on a
case-by-case basis and grant approval only when
we are satisfied fully that an appointment is both
necessary and appropriate.
During 2010/11, we were asked to consider
five requests to approve appointments by way of
exception to the Merit Principle. In one of the
requests, following detailed consideration of the
circumstances presented, we concluded that the
requirements of the Recruitment Code had not
been satisfied and we did not, therefore, grant
approval. A summary of the requests is outlined
below:
•

a request to second five members of the Home
Civil Service (HCS) SCS under Regulation 3(a)
by way of exception to the Merit principle as a
result of the devolution of Policing and Justice.
We noted the exceptional circumstances
surrounding these secondments and, after
careful consideration, we were content to grant
approval;

•

two requests, under Regulation 3(b) to appoint
two members of staff at SCS Grade 5 level
to the NICS as a result of the devolution of
Policing and Justice. After consideration of
each case presented, we were content to grant
approval;

•

a request for an extension to an existing
secondment below SCS level. After careful
and detailed scrutiny, we were persuaded that
the business case put forward was relevant
and appropriate and were, therefore, content
to grant approval; and

•

a request to re-consider an earlier decision
not to appoint a group of individuals under
Regulation 3(d). After careful consideration
Commissioners remained of the view that
neither proven distinction nor exceptional
reasons justified by the needs of the NICS
had been established and so approval was not
granted.

While the specific approval of Commissioners
is required for some appointments by exception
to merit, the Recruitment Code does permit
Departments to make appointments via exception
to merit in certain limited circumstances. Under
delegated authority Departments may make
appointments as exceptions to the Merit Principle,
at grades below Senior Civil Service, for periods
of up to two years. Departments and Agencies
are required to publish, annually, details of such
appointments. During 2010/11, Departments and
Agencies reported a total of 871 appointments
made as exceptions to the Merit Principle. The
comparable figures for 2009/10 and 2008/09
were 26 and 16, respectively. Figure 3 presents
a breakdown of the appointments made by
exception to merit, by category. Commissioners
note that the sharp increase in the use of
exception (a) and (b) was to manage the transfer
of staff into the NICS upon the devolution of
Policing and Justice functions. Excluding these
figures, there continues to be a reduction in the
number of appointments made by exception to
merit.
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Figure 3
Appointments made by exception to merit: April 2008 - March 20112
Exception Category

Number of appointments:
April 2008 - March 2009

Number of appointments:
April 2009 - March 2010

Number of appointments:
April 2010 - March 2011

(a) Secondment

12

6

293

(b) Transfer from another civil
service of the crown

2

0

8424

(c) Transfer of persons
employed on functions being
transferred

0

19

0

(d) Exceptional needs of
the NICS

1

1

0

(e) Appointments made
under Government
initiatives/programmes

1

0

0

(f) Reinstatement

0

0

0

Total

16

26

871

2

The data presented in this table is management information provided by NI Departments and does not fall within the requirements
of the Code of Practice for Official Statistics.

3

This figure includes 25 secondments from the Northern Ireland Office to the Department of Justice upon the devolution of Policing
and Justice on 12 April 2010.

4

Northern Ireland Court Service staff transferred into the NICS upon devolution of Policing and Justice on 12 April 2010.
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NICS CODE OF ETHICS
The NICS is governed by a Code of Ethics which
requires civil servants to act with integrity,
honesty, objectivity and impartiality. If a civil
servant is aware of actions by others which
s/he considers to be in conflict with the Code,
s/he can raise this within the Department under
an internal complaints process. If the civil
servant is unhappy with the outcome of the
internal process s/he may refer the complaint
to Commissioners, who may decide to hear an
appeal. In exceptional circumstances, we may
consider taking a complaint direct from a civil
servant without the person first going through the
internal process.

the Code of Ethics or other employment-related
procedures, such as those relating to harassment,
bullying or discrimination, Commissioners
consider it prudent, in most cases, to await the
outcome of any internal or external procedure
before making a determination regarding a
possible breach of the Code. This approach is
taken so as not to jeopardise any ongoing process,
regardless of the outcome of that process.
During this reporting period, no approaches
were made to Commissioners regarding potential
breaches of the Code of Ethics.

Commissioners are concerned primarily about
issues which have a public interest dimension.
Where there is an overlap or ambiguity as to
whether a complaint should be considered under
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LINKS WITH OTHERS
As Commissioners, we place a great deal of
importance on establishing and maintaining
effective relationships with stakeholders in order
to share experiences, expertise and learn from
existing good practice. In addition to our links
with the Head of the Civil Service and the NI
Permanent Secretaries we also work closely with
our counterparts in Great Britain (GB) and the
Republic of Ireland (ROI) to explore issues of
mutual interest and concern.
As part of the benchmarking phase of the review
of our approach to audit, Commissioners engaged
with a number of other regulators and bodies,
including, the NI Ombudsman, Criminal Justice
Inspection, the Civil Service Commission for GB,
Commissioners for Public Service Appointments
for the ROI, the Public Service Commission of
Canada, the Education and Training Inspectorate,
the Equality Commission for NI, the Regulation
and Quality Improvement Authority and a large
private sector chartered accountancy business.
This proved to be a most valuable learning
exercise and one which has informed the
development of our revised approach to audit. It
has also established for us a valuable network of
public and private sector partners with whom we
plan to continue to engage in order to promote
mutual learning and the sharing of best practice.

Throughout 2010/11, we continued to seek
opportunities for engagement with a wide range
of other stakeholders who might inform and
influence our work. During the year, there were
meetings with NI Statistics and Research Agency,
the Assistant Crown Solicitor, representatives
from the Equality Commission for NI, Corporate
HR, NICS Departmental HR Directors and
senior officials in the Northern Ireland Office.
A Commissioner also attended the “Profession
in Perspective” Conference. These sessions
proved fruitful in terms of exchanging views and
experiences as well as sharing information about
our roles and responsibilities.
Our Secretariat continued to keep in regular
contact with GB and ROI counterparts and
met during the year, as necessary, to be better
informed of significant developments within
the strategic agendas. We recognise the value
of continued and regular engagement with our
counterparts and the opportunities offered to
share ideas and exchange views on relevant and
important issues.
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PROMOTING EQUALITY AND
GOOD RELATIONS
As a public authority, we are committed to
fulfilling our obligations to promote equality of
opportunity and good relations under Section
75 of, and Schedule 9 to, the Northern Ireland
Act 1998. Our Equality Scheme and related
Implementation Plan set out how our obligations
will be fulfilled. Copies of both documents are
available from our website at
www.nicscommissioners.org
In July 2011, we presented our annual report to
the Equality Commission outlining the progress
made in implementing the Equality Scheme
during 2010/11. In due course our scheme will
be updated, in line with the guidance produced
by the Equality Commission regarding the revision
of Equality Schemes. As part of the Equality
Commission’s planned phased introduction of the
new arrangements, we anticipate that we will be
asked to submit our revised scheme in May 2012.
Initial preparatory work has commenced and, in
the meantime, we will continue to operate the
existing Scheme and monitor progress accordingly.
Progress against our Good Relations Strategy
continues to be monitored on a regular basis
and relevant targets and objectives have been
reflected, as appropriate, in our 20/11/12
Business Plan.
We are committed to fulfilling our statutory
disability duties and have incorporated appropriate
objectives and targets into our Disability Action
Plan. Progress against our Plan was included
in the Annual Progress Report to the Equality
Commission. In addition, disability considerations
are taken into account when developing the Terms
of Reference for our Audit Programme.
Diversity, inclusivity and equality of opportunity
are at the core of all our activities. In addition,
as regulators, we seek to use our influence to

encourage the NICS to take proactive measures to
promote equality of opportunity and good relations
throughout all stages of the recruitment process.
During this reporting period, we continued to
take an interest in the implementation of the
NICS Employment Equality and Diversity Plan.
Commissioners welcome the vision aspired to in
the Plan for the NICS to be an employer of choice
and are interested to hear of the strategy and
activities to achieve this and to attract a wider
pool of applicants for NICS vacancies.
As part of the review process of the Recruitment
Code, in September 2010, Commissioners
undertook a formal public consultation exercise
in order to generate constructive debate and to
secure, and take account of, as many views as
possible on a revised Code. An initial Equality
and Human Rights screening of the revised
Code was undertaken and, as a result, it was
determined that a full equality impact assessment
was not required. However, consultees
were invited to inform Commissioners if, on
examination of the draft Code, they found that any
aspect of the proposals might have a differential
impact on any Section 75 group.
In total, twenty organisations contributed to
the consultation process by submitting written
responses, participating in workshops and / or
attending meetings.
The outcome of the consultation process did not
identify any differential impact.
After detailed consideration of all the views and
comments received, a number of amendments
were made to the Recruitment Code.
Commissioners’ plan to publish a copy of the
consultation response document and the revised
Code during 2011/12. These will be available on
the Commissioners’ website at
www.nicscommissioners.org
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ANNEX A

COMMISSIONERS IN POST
DURING 2010/11
Chairperson: Brenda McLaughlin, CBE (re-appointed in May 2009)
Brenda was first appointed in May 2006 and reappointed in May 2009 for a
further period of 3 years. She is a graduate of Queen’s University Belfast, where
she served as a member of Senate and then as Pro-Chancellor for eight years,
until December 2007. She is a member of the Public Service Commission and
retired as a Director of Ulster Bank in June 2009.
Brenda was the first Chair of South and East Belfast HSS Trust until 2001,
and also served as a Non-Executive Director on the Departmental Board of the
Northern Ireland Office for five years, until June 2006.
She was Chair of the Opportunity Now Campaign (NI) for nine years, is a former
Board Member of Business in the Community and of the BBCNI Broadcasting
Council.
Brenda was appointed to the Board of the Ulster Orchestra in 2008 and has also
served on the Executive Councils of Action Cancer, Northern Ireland Chest Heart
and Stroke Association and Extern.

Anthony Hopkins, CBE (appointed 2 February 2009)
Dr Tony Hopkins chaired the Northern Ireland Higher Education Council from
2002 until late 2009. He was Chair of Laganside Corporation from 1997 until
2007 when Laganside completed its task of securing the regeneration of the
riverside area of Belfast and Cathedral Quarter. He was a public servant for 21
years working in the field of industrial development first in the Northern Ireland
Development Agency and later with the former Industrial Development Board for
Northern Ireland where he was Chief Executive from 1988 until 1992.
From 1992 – 2001 he became Senior Partner of Chartered Accountants Deloitte
in Belfast. He was NI Chair of the Chartered Institute of Management for six
years. He has served on the Boards of the Northern Ireland Tourist Board and of
the NI Probation Service. He is currently Chair of Ulster Garden Villages, a large
local charitable and philanthropic organisation.
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Ruth Laird (re-appointed in June 2009)
Ruth was first appointed on 1 June 2006 and reappointed in June 2009 for a
further period of 3 years. She has over 25 years experience in the field of human
resource management and organisational development, working in the public,
private and voluntary sectors. She was formerly Director of the National Trust NI,
Head of Personnel, BBC (NI) and a Fair Employment Commissioner until June
1999.
Ruth is a chartered member of the Institute of Personnel and Development. She
is currently a member of the NI Judicial Appointments Commission; a NI Parole
Commissioner; a Board member of the Health and Personal Social Services
Regulation and Quality Improvement Authority and a non-executive Director of
the NI Transport Holding Company. Ruth is also a member of the Council of the
University of Ulster (appointed from 1 October 2009).

Marion Matchett, CBE (appointed 8 March 2010)
Marion was appointed on 8 March 2010. Marion has spent all of her working
life in the public sector and has been involved in education and training at a
number of levels. As a former teacher, adviser, lecturer and inspector Marion’s
professional experience extends across the education and training sectors in
Northern Ireland and beyond. Marion was Chief Inspector of the Education and
Training Inspectorate until her retirement in 2008 and was also a member of
the Chief Inspector’s Forum (UK) and the Standing International Conference of
Inspectorates. Marion has a particular interest in the contribution of regulation
and inspection to the promotion of improvement in services.
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Raymond Mullan, OBE (appointed 1 October 2009)
Dr Raymond Mullan, appointed in October 2009, was Director & Chief Executive
of Newry & Kilkeel Institute of Further & Higher Education from 1991 to 2007
and was Interim Director and Chief Executive of Belfast Metropolitan College
during 2008 and 2009. He is also a lay Commissioner of the Northern Ireland
Judicial Appointments Commission and is a non-executive Director of the
Southern Health & Social Care Trust. Dr Mullan has also served on the Northern
Ireland Economic Development Forum and is a member of Newry Chamber of
Commerce and Trade.
He is an Economics graduate of Queens University, Belfast, holds a Masters
Degree from the University of Ulster and is a Doctor of the University of Ulster.
Dr Mullan received an OBE in 2000 for his services to education in N Ireland.

Vilma Patterson, MBE (appointed 2 February 2009)
Vilma has spent over 30 years in the construction industry, in sports ground
construction, consultancy, research and network development and is Director
of John G Duff (Annadale) Ltd. She was previously a member and Chair of the
Independent Monitoring Board for HMP Maghaberry and Chair of the Association
of Members of Independent Monitoring Boards for <<Northern Ireland>>. She
is also the former Chair of the Women in Business Network and was a member
of the Parades Commission 2006-2010. She is currently a Member of the
Probation Board for NI and a non-executive member of the Audit Committee of
the Police Ombudsman for NI.
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BUSINESS PLAN

END YEAR POSITION - 31 MARCH 2011
1. POLICY & OUTPUTS
Objectives

Targets

1.1 To be an exemplary To undertake a review of
regulator.
the Recruitment Code
and:

Actions
Review the Code and produce
a final draft agreed by
Commissioners.

End Year Position
Addressed, with some
delay.

by 30 June, to have
Consult key stakeholders
established a final draft
regarding the draft Code.
agreed by Commissioners.

Addressed.

to consider the need
Consider the need for, and
for an Equality Impact
if appropriate undertake, an
Assessment (EQIA) and,
EQIA.
if necessary, complete the
exercise within six months
of agreeing the final draft.
Reflect the outcom of
consultation, and if
appropriate the findings of the
EQIA, and publish the revised
Code.

Addressed.

During 2010/11, to
maximise the effect
and impact of the Audit
Programme.

Work with the auditors to
deliver the 2010/11 Audit
Programme.

Deferred – Commissioners
are in the process of
developing a revised
model/approach to audit.

Liaise with the NICS
/ CHR to discuss and
explore key audit
recommendations.

Acceptance and
implementation of key
recommendations.

Addressed.

Monitor implementation
of agreed Action Plans.

Increased public awareness of Addressed.
the Commissioners’ regulatory
role.
Addressed.

Report the summary
findings and outcomes
against key
recommendationsin the
Commissioners’ Annual
Report.

Addressed. The Revised
Code and the Consultation
Response document
will be published during
2011/12.
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Objectives

Targets
During 2010/11,
continue to exercise
the Commissioners’
independence and
challenge function.

Actions

End Year Position

Throughout the year,
Addressed.
continue to make effective
use of the regulatory tools
at the Commissioners’
disposal including the
Recruitment Code; monitoring
and, where appropriate,
approval of appointments
by way of exception to the
Merit Principle; the audit
programme; and ensuring
the publication of relevant
information.
To produce and publish an
Annual Report by end August
2010.

Addressed – but with some
delay. The Annual Report
was held back to wait for
validated official statistics.
The 2009/10 Annual
Report was published on
16 March 2011.

Monitor and report on (in
Addressed.
the Annual Report) all
appointments made by way
of exception to the Merit
Principle and scrutinise and
challenge any such requests
which require Commissioners’
approval.
During 2010/11,
continue to work
closely with the NICS
to understand key
issues and use the
Commissioners’ influence
to help shape and inform
recruitment policy and
practice.

Facilitate 1 formal meeting
with the full Permanent
Secretaries’ Group (PSG).

Addressed.

Facilitate 1 formal meeting
with the PSG Sub-group.

Addressed.
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Objectives

Targets
During 2010/11,
continue to work
closely with the NICS
to understand key
issues and use the
Commissioners’ influence
to help shape and inform
recruitment policy and
practice.

During 2010/11,
promote and encourage
partnership working with
similar bodies to share
knowledge and experience
and develop closer
relationships with other
regulators.

Actions

End Year Position

Facilitate 1 formal meeting
with the full Permanent
Secretaries’ Group (PSG).

Addressed.

Facilitate 1 formal meeting
with the PSG Sub-group.

Addressed.

Maintain the regular
programme of Links meetings
between Commissioners and
NI Permanent Secretaries,
following the agreed common
agenda, to communicate
and seek to promote the
Commissioners’ role as
regulator and other relevant
key messages.

Addressed.

Commissioners to produce
a short record of each Links
meeting and share with
colleagues.

Addressed.

Secretariat to scrutinise the
records of Links meetings
and draw Commissioners’
attention to key concerns and
any emerging trends.

Addressed.

Liaise on a regular basis with Addressed.
GB and ROI Commissioners to
share knowledge, experience
and expertise on issues of
common concern.
Arrange a formal annual
meeting with GB
Commissioners.

Deferred – to be
scheduled, as appropriate,
during 2011/12.

Arrange a formal annual
meeting with ROI
Commissioners.

Deferred – to be
scheduled, as appropriate,
during 2011/12.
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Objectives

Targets
During 2010/11,
continue to work
closely with the NICS
to understand key
issues and use the
Commissioners’ influence
to help shape and inform
recruitment policy and
practice.

1.2 To guard the Merit
Principle.

During 2010/11,
to clearly establish,
and put in place
arrangements to secure,
the Commissioners’
information and data
requirements.

Actions

End Year Position

Facilitate 1 formal meeting
with the full Permanent
Secretaries’ Group (PSG).

Addressed.

Facilitate 1 formal meeting
with the PSG Sub-group.

Addressed.

Maintain the regular
programme of Links meetings
between Commissioners and
NI Permanent Secretaries,
following the agreed common
agenda, to communicate
and seek to promote the
Commissioners’ role as
regulator and other relevant
key messages.

Addressed.

Commissioners to produce
a short record of each Links
meeting and share with
colleagues.

Addressed.

Secretariat to scrutinise the
records of Links meetings
and draw Commissioners’
attention to key concerns and
any emerging trends.

Addressed.

Liaise with NISRA to agree
the data / information to be
provided to Commissioners
and agree format and
timescales.

Addressed.

Review, and as appropriate
revise, Appendix C to the
Recruitment Code and ensure
the NICS / CHR are aware of
the publication requirements
placed on them.

Addressed.
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Objectives

1.3 To promote
diversity in
recruitment
and promote
equality and good
relations as a
public authority.

Targets

Actions

End Year Position

Ensure that the NICS
publishes the information
required under Appendix C to
the Recruitment Code.

Addressed – but with some
delay in the publication by
the NICS.

Where possible and
appropriate reflect, in the
Commissioners’ Annual
Report, key findings and
emerging trends.

Deferred – NISRA has
established a mechanism
to provide validated official
statistics – this work will
continue into 2011/12.

On an annual basis, monitor
trends in SCS appointments.

Deferred – see above.

During 2010/11, ensure
that appointments to the
SCS are made in line with
the Merit Principle.

Commissioners to chair
all SCS open recruitment
competitions and ensure
commonality of approach
by using the agreed
Chairperson’s Checklist.

Addressed.

By end June 2010,
consider the 4-stage
authorisation procedure
for SCS competitions
to determine if it
remains necessary and
appropriate.

Presentation by
the Secretariat to
Commissioners on the
existing process and how it
is implemented.

Addressed.

During 2010/11,
encourage the NICS
to promote diversity,
equality and good
relations via the
recruitment process.

Continue to encourage the
NICS to ensure that panels
are equipped to address
diversity considerations in
selection and recruitment
processes.

If necessary and
appropriate, amend the
process.
Addressed – ongoing.
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Objectives

Targets

Throughout
2010/11, ensure that
Commissioners, as a
public authority,
effectively fulfil all their
statutory equality
responsibilities.

1.4 To examine
complaints under
the NICS Code of
Ethics.

During 2010/11, ensure
a considered and timely
response to any requests
to Commissioners to
consider potential
complaints under the
NICS Code of Ethics.

Actions

End Year Position

Review and, as necessary,
comment on progress reports
on implementation of the
NICS Employment Equality
& Diversity Plan insofar as it
relates to recruitment.

Addressed.

Within the required
timescales, undertake a
review of the Commissioners’
Equality Scheme following
the publication of relevant
guidance by ECNI.

Deferred – revised Scheme
to be produced by May
2012.

By end August 2010, submit
to ECNI an Annual Report on
the implementation of the
Commissioners’ 2009/10
Equality Plan and include a
report on the implementation
of the Commissioners’
Disability Action Plan.

Addressed.

Ensure all potential
complaints are dealt with
promptly in line with agreed
procedures.

Addressed – no complaints
received during 2010/11.

Develop and implement
improved procedures for
the handling of potential
complaints under the Code
and, when finalised, arrange
appropriate training for all
Commissioners and staff.

Deferred – this will
be considered in the
2011/12 programme of
work, depending on other
pressures / priorities.
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2. PEOPLE
Objectives

Targets

Actions

End Year Position

2.1 To provide
effective strategic
leadership and
direction.

By April 2010, ensure
that the annual objectives
for 2010/11 are
finalised and effectively
communicated to all
Commissioners, staff and
other key stakeholders.

Ensure that all staff fully
understand the commitments
in the Plan and their role in
contributing to its effective
delivery – this should be
appropriately reflected in all
Forward Job Plans.

Addressed.

Ensure regular and
effective monitoring of
progress towards agreed
2010/11 targets.

Undertake quarterly reviews
of progress towards in-year
targets for consideration by
Commissioners.

Addressed.

Ensure effective and
Facilitate a business planning Addressed.
timely forward planning day in Autumn 2010 to review
beyond 2010/11.
and refresh the strategic
priorities and develop annual
objectives for 2011/12.

2.2 To provide
appropriate
training and
continuous
professional
development for
Commissioners
and staff and
maintain a
well-managed
and motivated
Secretariat.

By end April 2010,
develop and begin to
implement an appropriate
training and development
plan to meet the needs of
Commissioners and staff.

2.3 To ensure line
managers fulfil
their people
responsibilities
effectively.

Throughout 2010/11,
ensure that all
managers and staff
effectively fulfil their
responsibilities in line
with NIO performance
management processes.

By April 2010, identify
training needs of
Commissioners and staff and
develop a Plan to address
these during 2010/11.

Addressed.

Monitor in-year changes in
Addressed.
training needs and adjust Plan
accordingly, paying particular
attention to any emerging
issues in relation to equality /
legislative responsibilities.
Establish Forward Job Plans
Addressed.
by 15 April 2010, then
undertake in-year reviews and
complete annual appraisals
within agreed NIO timescales.
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Objectives

Targets

Actions

End Year Position

Facilitate regular team
Addressed.
meetings to review progress
and provide guidance and
support to staff in the delivery
of their responsibilities.
Ensure staffing levels are
Addressed.
maintained and any necessary
succession planning is
effectively managed.
Line managers to provide
support, recognition and
guidance to individuals, as
appropriate.

Addressed.

Any new staff joining the
team should be provided with
effective induction training
and have Forward Job Plans
agreed within 2 months.

Addressed.

The Chair to undertake regular Addressed.
reviews of performance with
individual Commissioners
in line with agreed NIO
procedures.

2.4 To fully comply
with the
requirements
of the Health &
Safety at Work
(Northern Ireland)
Order and
other relevant
employment
legislation.

To provide a safe
and healthy working
environment for all staff
and visitors.

Ensure that all operational
and emergency procedures
are in place and effectively
communicated.

Addressed.

To ensure safe access
and egress to and from
the place of work.

Ensure that staff are
adequately trained, fire drills
are practised and safety
procedures are circulated to
staff and publicly displayed.

Addressed.

Ensure that staff are aware
To ensure compliance
of all relevant employment
with relevant
employment legislation. legislation and attend

Addressed.

appropriate training in line
with NIO requirements.
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3. FINANCE
Objectives

Targets

Actions

End Year Position

3.1 To make the
best possible
case to secure
the resources
needed to enable
Commissioners
to achieve
their 2010/11
business
objectives.

Throughout 2010/11,
secure the necessary
resources to support
delivery of the
Commissioners’ 2010/11
Plan.

Establish resource
requirements.

3.2 To shape, steer
and challenge
the deployment
and management
of available
resources so as to
secure maximum
efficiency
and value for
money in the
achievement
of business
objectives.

Throughout 2010/11,
to live within baseline
allocation.

Monitor expenditure in-year
through analysis of reports
and monthly meetings.

Addressed.

Throughout 2010/11,
report in line with
monitoring timescales and
participate in efficiency
reviews to achieve savings
where possible.

Monitor current and future
resource requirements and
provide early warning of
potential problems.

Addressed.

3.3 To effectively
fulfil
responsibilities
to account for
the expenditure
of resources and
performance
against
objectives.

Throughout 2010/11,
monitor progress
against the achievement
of objectives and
report quarterly to
Commissioners.

Review expenditure on a
monthly basis.

Addressed.

Comply with all appropriate
financial monitoring requests
from NIO within agreed
timescales.

Addressed.

Addressed.

Submit timely bids in
Addressed.
appropriate NIO financial
monitoring rounds in line with
the Comprehensive Spending
Review process.

Provide Commissioners with
Addressed.
a quarterly report on progress
towards annual business plan.
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4. PROCESSES
Objectives

Targets

4.1 To enable
Commissioners
to deliver on
their statutory
responsibilities by
providing highquality, timely
support and
advice.

Throughout 2010/11,
provide appropriate
support to facilitate
Commissioners’ meetings.

Actions

End Year Position

Produce and circulate
agendas, papers and briefing
material no less than 3 days
prior to meetings.

Addressed.

Produce and circulate draft
minutes promptly following
meetings.

Addressed.

Liaise regularly with the
Chairperson to ensure
Commissioners’ needs are
being met.

Addressed.

Formally seek feedback
Addressed.
from Commissioners, on an
annual basis, to review the
service delivery and support
provided by the Secretariat
and encourage Commissioners
to provide informal feedback
throughout the year.
Throughout 2010/11,
provide accurate
and timely advice to
Commissioners in relation
to requests from the
public, civil servants, the
NIO, NICS Departments
and others, as and when
required.

Produce high-quality
Addressed.
submissions to Commissioners
which take account of key
issues and which at all
times seek to protect and
promote the Commissioners’
integrity, independence and
professionalism in regulating
NICS recruitment and
safeguarding the Code of
Ethics.
Obtain legal advice, as
required.

Addressed.

Develop and implement
appropriate arrangements to
record and monitor response
times.

Addressed.
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Objectives

4.2 To facilitate
effective
corporate
governance.

Targets

Actions

Throughout 2010/11,
By April 2010, develop, and
establish and implement agree with Commissioners, a
effective corporate
2010/11 Risk Register.
governance arrangements.
Review the Risk Register,
in terms of completeness
and the status of risks, and
report to Commissioners on a
quarterly basis.
Ensure that all staff are
trained in, and effectively
operate, all appropriate
NIO financial management
procedures.

4.3 To facilitate
effective
communication
with key
stakeholders.

To ensure effective
lines of communication
with key stakeholders
are established and
maximised throughout
2010/11.

End Year Position
Addressed.

Addressed.

Addressed.

Implement the agreed annual Addressed.
schedule of meetings with
PSG, the PSG Sub-group,
Permanent Secretaries (via
Links meetings), CHR and GB
and ROI Commissioners.
Maintain a professional
web presence, regularly
reviewing and updating
content to ensure relevance,
appropriateness and ease of
access.

Addressed.

Engage with other relevant
Addressed.
key stakeholders as and
when the need / opportunity
arises including: the NI
Executive; MLAs; trade union
representatives; NIO; other
regulatory and public bodies
(for example, the Office of
the Commissioner for Public
Appointments (OCPA), the
ECNI, the Human Rights
Commission, the NI Consumer
Council); the media and the
public.
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Objectives

4.4 To continually
seek to improve
internal
electronic records
management,
particularly
with a view to
responding to
requests for
information.

Targets

Actions

End Year Position

Throughout
Undertake an annual review
2010/11, ensure that
of the Commissioners’
Commissioners effectively Publication Scheme.
fulfil their obligations in
relation to a Publication
Scheme.

Addressed.

To deal effectively
with any Freedom of
Information requests
within agreed NIO
timescales

Establish and ensure staff
are effectively trained in the
management of FOI requests.

Addressed.

To comply fully with
NIO data handling
requirements.

Ensure appropriate use of
protective markings on all
data (both electronic and
hardcopy) and ensure it
is stored and transmitted
securely in line with the
relevant classification.

Addressed.

Maintain a high level of
awareness among both
Commissioners and staff of
the importance of this issue
and, as required, provide
NIO encrypted laptops and
confidential storage facilities.

Addressed.

To establish Information
Sharing Agreements with all
relevant bodies.

Addressed.

To ensure compliance with all
NIO Information Assurance
requirements.

Addressed.

Proactively keep up-to-date
with developments in relation
to the Oasis filing system
and effectively manage and
maintain the system.

Addressed.

To continue to develop
branch information
processes to make best
use of OASIS.
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Objectives

Targets

To ensure all paper
and electronic files are
updated and disposed of
as necessary.

Actions

End Year Position

Maintain efficient monitoring
and information retrieval
arrangements.

Addressed.

Periodically review / dispose
of files in line with NIO
guidelines.

Addressed.

CIVIL SERVICE COMMISSIONERS FOR NORTHERN IRELAND

ANNUAL REPORT 2010-2011

45

ANNEX C

2010/11 RESOURCES
AND BUDGET SPEND

10-11

To deliver our statutory responsibilities we receive support from a Secretariat
which comprise the following officials:

Secretary: Rosemary Crawford
Grade 5 (part-time)

Deputy Secretary: Joanne Dowling
Grade A (part-time)

Iris Lovell (until December 2010)
Hugh Todd (appointed on 10 January 2011)

B1

Gareth Wright
B2

Jacqui Dawson

Grade C

Mae Hamilton

D1 (part-time)

Item

(£000s)

Commissioners’ Fees*

72

Staff Salaries

270

Accommodation and overheads

59.5

Training (Commissioners and Staff)

0.5

Total

402

* Includes fees related to attendance at training events, travel and subsistence
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5TH FLOOR, WINDSOR HOUSE, BEDFORD STREET, BELFAST, BT2 7SR
t. 028 9054 9151 f. 028 9054 9414 w. www.nicscommissioners.org

