Revised Action Plan for Office of the Attorney General for period November, 2004, to June, 2006. (New material is in bold type)

	1Para
	Commitment
	Specific Action 
	Date

[unless stated Departments to identify dates for achievement of specific actions]
	Achieved

Yes – Y

No -  N
	If not yet achieved or did not meet commitment date please provide further details

	
	Common Commitments
	
	
	
	

	
	Customer Service


	
	
	
	

	1
(ref. 20.13)

1a
(ref. 22.4)
	All public service organisations over the course of this Agreement will be required to commit publicly to service standards for their customers. Performance will be evaluated against these standards and the results published in annual reports or another appropriate format. Improvements in customer service will be a particular focus of the partnership structures going forward.

All Departments and Offices will publish a charter of service standards and report on performance against these standards in their annual report.


	· The Office’s Client Service Guide 2002 – 2004 will be reviewed at end 2004 with a view to publication of a Guide for 2005 – 2007.

· The Office will publish its first Customer Charter which will include reference to client service standards in relation to internal and external clients.  All staff will comply with the obligations set out in the Charter.
· The Office will through its website and Office facilities improve access for all clients by way of improving services to people with disabilities and provision of Irish language version.
· The Office will undertake a safety audit of its premises.
· The Office will prepare a scheme to implement the provisions of the Official Languages Act.




· The Office will convene meetings of its Client Panel at least once a year.
· The Office will undertake a further survey of clients.
· The Law Reform Commission will continue its work under the Second Programme for Law Reform 2000-2007.
· The Law Reform Commission will, as part of its consultation process and in order to ensure as wide a debate as possible, continue its series of seminars on the publication of Consultation Papers to seek views on its original provisional recommendations before proceeding to Report stage.
· The Law Reform Commission will review its Health and Safety at Work statement. Ongoing staff training will be provided.
· The Law Reform Commission will adhere to its service standards as outlined in its Strategy and Business Plan 2003 – 2005 which was issued in January, 2003. The preparation of a new Business Plan will commence in 2005.
· The Office and the Law Reform Commission will report on performance achieved against the standards in their respective Annual Reports from 2004 onwards.
	Early 2005

December, 2004 

December, 2004 onwards




End 2004
In line with direction of Minister for Communications, Rural and Gaeltacht Affairs.
November, 2004 onwards
November, 2005
November, 2004 onwards
November, 2004 onwards






Early 2005







Late 2005



Annual Reports to be published in 2004 to 2006. 
	
	

	
	Efficient Use of Resources


	
	
	
	

	2
(ref. 20.11)
	The parties to this Agreement will co-operate fully with the modernisation and change required to ensure that maximum value is achieved from all public expenditure in terms of defined outputs and outcomes.


	· The Office will continue to adopt a Project Management approach for all big projects as a means of enhancing value for money.

· The Office will complete its Expenditure Reviews, in respect of the Law Reform Commission and the Attorney General’s Scheme (jointly with the CSSO) and reviews on Training and Development and the Electronic Statute Book and any necessary action arising will be taken.
· The Office will review the position in relation to implementation of recommendations of the Audit Committee Reports.  Some aspects may have to await rollout of MIF and compilation of new procedures arising there-from. 
· The Office will roll out the MIF initiative which will be aimed at enhancing VFM.  The new FMS will facilitate both cash and accrual accounting, therefore providing enhanced financial management information.

· The Office, in conjunction with the CSSO, will develop an appropriate interface with the New Case and Records Management System to meet with MIF Requirements.
· Payment by EFT as part of the development of the FMS will be rolled out.

· MIF training will be rolled out to appropriate staff.
· The Office in conjunction with the CSSO, will identify appropriate performance indicators and put in place arrangements for their in monitoring and development.
· The Office is pursuing an Implementation Plan arising from the Report on the Accountability of Secretaries General and Accounting Officers.  This has included a review of internal financial procedures both in the Office and the Law Reform Commission, an enhanced internal audit function, installation of a Financial Management System including an asset tracker module, initiation of implementation of MIF and identification of potential risks.
· Risk Management Strategies will be put in place.














· A new Case and Records Management System, which covers all Office records, both legal and non-legal, will be installed in the Office in conjunction with the CSSO. It will enhance the quantity and quality of management information and facilitate the introduction of a comprehensive costing package. 


· The Law Reform Commission will review all of its tendering procedures and prepare protocols for same.

	From November, 2004 onwards
March, 2005
March, 2006

From November, 2004 onwards



Mid-2005







November, 2004




March, 2005


Early-mid 2005

March, 2005

January, 2005
End 2004
















New system to be piloted in December, 2004, and be rolled out in April, 2005, and new costing facilities to be developed in 2005.

End January, 2005

	
	

	
	Better Regulation


	
	
	
	

	3
(Ref. 20.16)

4
(Ref. 20.17)
	The Government is committed to publishing a National Policy Statement on Better Regulation in 2003. 

A model of Regulatory Impact Analysis (RIA) will be introduced on a pilot basis in a number of Government Departments during 2003.  In the light of the pilot phase, a model of RIA appropriate to the Irish context will be introduced.


	· The White Paper on Better Regulation which was published in January, 2004, included proposals in respect of improving the accessibility and coherence of Irish Statute law. These proposals have a substantial impact on the work of the Office and, in particular, the Statute Law Revision Unit. However, the Office as a whole is not involved in the piloting the RIA model.


	
	
	

	5
(Ref. 20.18)
	Well-drafted, easily understood and accessible regulation can reduce the difficulties and costs of compliance for both businesses and citizens. Building on progress in recent years and utilising the provisions of the Statute Law (Restatement) Act, a structured programme targeted on areas where the benefits to business and the citizen are likely to be greatest will be pursued to achieve these  improvements in regulations.
	· There has been an increase in work related to the policy of Restatement following the enactment of the Statute Law (Restatement) Act 2002. The Office is involved in 

· advising Departments on the strategy to be adopted to improve access to legislation through a policy of restatement,

· advising Departments on technical aspects of Restatements and,

· certification of Restatements by the Attorney General as is required by law.

· Arising from an audit of pre-1922 legislation undertaken by the SLRU in 2003
· a Statute Law Revision Bill repealing obsolete legislation is being prepared for publication.
· Advise is being prepared for Government as to what should be done in relation to pre-1922 legislation still in force and needed.
· The Office commissioned consultants to prepare a Business Case and Draft Request for Tender in relation to Restatements.  Proposals will be made to the Attorney General.
· The Office of the Parliamentary Counsel will participate in any further consultation process that may take place in relation to changes in layout and presentation of Bills that may be made by the Houses of the Oireachtas.
· The Office will pending the establishment of an appropriate national website, continue to make available the Chronological Tables, Statutes and Statutory Instruments on its website.
· In line with the greater awareness of the need to improve the accessibility and coherence of legislation, following the publication of Reducing Red Tape an Action Plan for Regulatory Reform in Ireland (1999), Regulatory Reform in Ireland (OECD, 2001) and Towards Better Regulation (2002) and the Law Reform Commission’s Report on Statutory Drafting and Interpretation: Plain Language and the Law,  it is anticipated that the Office will experience an increase in consolidation and revision/reform work. Moreover, work involving both drafting and legal advice expertise is currently underway in the areas of company law, the codification of all substantive criminal law and all law relating to the sale of alcohol and consumer law. 

· The Law Reform Commission in its Second Programme for Law Reform 2000-2007 and under the heading, Access to Justice, will undertake a comprehensive review of the Courts Acts. This will involve a review of relevant pre-1922 Statutes.
· In the context of its Trust Law project the Law Reform Commission will also consider what pre-1922 Statutes needs replacement and reform.
· The Law Reform Commission, in the context of e-Government commenced in 2003 an e-conveyancing project which will have a major input on conveyancing when implemented.
The Commission’s Consultation Paper on the substantive law element of this project was launched in October 2004. This includes a review of over 150 pre-1922 Statutes. Following a Conference on modernising land law in November, 2004, the final phase of the substantive law element is the preparation of a Report by the Commission. This will include draft legislation.


	From November, 2004 onwards
End 2004

End 2004
End 2004








Mid-2006

November, 2004 onwards
November, 2004 onwards
Commencing 2005






Commencing 2005








Late 2005
	
	

	
	Stable Industrial Relations


	
	
	
	

	6
(Ref. 19.3,  

19.6

and 20.5)
	The parties are committed to maintaining a well-managed industrial relations environment to minimise disputes affecting the level of service to the public

In this regard the agreement provides that:

(i)No cost increasing claims for improvements in pay or conditions of employment will be made or processed during the course of the 

Agreement.

(ii)Precludes strikes or other forms of industrial action on any matter covered by the Agreement.




	· The Office and the Law Reform Commission will monitor the position to ensure that no issue leads to industrial action.  In the Office biannual meetings between management and staff will continue.
· The partnership approach will be used in the Office and in the Law Reform Commission to foster good industrial relations.

· The Law Reform Commission will prepare a book of administrative protocols for best practice in consultation with staff.
	November, 2004 onwards


November, 2004 onwards
Early 2005

	
	

	
	Performance Management Systems


	
	
	
	

	7
(Ref. 20.7)
	Where these are not already in place, the parties agree that appropriate performance management systems will be introduced so that developed performance management systems will be fully operating in each sector of the public service by 1st January, 2005 


	· The PMDS has been in place in the Office since 2001. The Office will introduce the centrally produced implementation plan for upward feedback, subject to any necessary adaptations, by integration into the Office’s existing PMDS systems in respect of the 2005 cycle.
· The Office’s PMDS Implementation Working Group, a Sub-Committee of the Partnership Committee, with cross-Office representation, will consider issues, monitor the implementation of the Action Plan agreed by MAC and Partnership arising from the attitudinal/climate survey of PMDS, assess the implementation of existing core competencies so as to ensure that they continue to lead to organisational development in the chosen direction of the Office, and in relation to its core functions. Each year the Office and the Law Reform Commission will choose appopriate core competencies and implement plans for their development. Priority will continue to be given to PMDS training.

· A Sub-Committee of the Partnership Committee have been examining the issue of communications within the Office. Arising from their recommendations which are currently being considered by Partnership a communication strategy will be developed and put in place.

· A Sub-Committee of Partnership have been examining the issue of Probation Procedures within the Office.  Arising from their recommendations procedures will be put in place.
· Information about expenditure on training identified through PMDS will be provided in Progress Reports.

· The Law Reform Commission commenced implementation of the PMDS in early 2002 and has consulted with its staff. As a result, the Commission has agreed a core competency profile for each member of staff. From the information obtained a detailed Training Plan will be put in place. This Plan will be reviewed on a quarterly basis in light of the core functions of the Commission.
	
January, 2005
November, 2004 onwards
End  2004

March 2005





April, 2005 onwards



end December 2004




	
	

	
	Modernisation and Flexibility


	
	
	
	

	8
(Ref. 20.6)
	The parties are committed to increased flexibility to ensure that public services are delivered in a manner which more closely reflects the needs of its customers.  In accordance with this:
	· Significant flexibility already exists in the Office and in the Law Reform Commission in that staff co-operate to ensure that projects are completed on time and also fill in for absent colleagues on leave etc. Where appropriate, this flexibility will be enhanced. Training will continue to be provided for relevant staff.
· In the context of the effects that decentralisation will have on staffing in the administrative side of the Office, existing staff will document practices, procedures and precedents and training will be given to other staff to enable them to effect the duties involved. Staff will be moved in order to ensure that any impact due to decentralisation is spread throughout the Office.

	From November 2004 onwards
	
	

	
	Team working, cross-functional and cross-departmental working


	
	
	
	

	9
(Ref. 21.5)


	All of the parties will co-operate fully with initiatives in these areas and it remains open to management to implement such initiatives in accordance with the provisions of this Agreement.


	· The Office commits itself to the continuation of team working which is an Office competency under PMDS, and cross-functional working initiatives such as the introduction of new IT systems and policies. The Law Reform Commission separately commits itself likewise. 


· The Office will continue to participate in cross-Departmental initiatives.

· The Office will continue to promote the use of project management.

· In line with the Office’s Knowledge Management Strategy, group and other meetings in the Office will continue to be developed to promote a culture of knowledge sharing. This will assist in promoting team-working, circulation of information on technical business unit issues and on wider Office issues. It will also be a factor in facilitating flexibility and mobility of staff. 

· The new Human Resources Strategy to be agreed by Partnership will focus on issues such as mobility within the Office.  The Strategy will be implemented progressively.

· The Law Reform Commission will prepare a Human Resources Policy document.
	November, 2004 onwards
November, 2004 onwards

November, 2004 onwards

November, 2004 onwards
End 2004
From January, 2005.

Mid 2005


	
	

	
	New Technology and eGovernment
	
	
	
	

	10
(Ref. 21.6 

and 21.7)


	It is accepted that the use of new 

technology may necessitate significant change in work processes in order that the benefits of technology will be maximised.

There will be full co-operation with the design and implementation of eGovernment projects.
	· Some major IT based initiatives are underway at present in the Office, in conjunction with the CSSO, on foot of its current IT Plan. These include the implementation of a new Case and Records Management System, a new Financial Management System, an e-Legislation system, a Human Resources Management System and a Legal Know-how Application. Also, the Office has prepared a Knowledge Management Strategy 2003 – 2005 in conjunction with the CSSO.  The implementation of this strategy will ensure that both Offices capture, organise and share knowledge, experience and expertise. All of these systems offer opportunities for process review and improvement and these opportunities are being, and will continue to be, availed of where appropriate. All staff commit themselves to adopting the new procedures arising from the implementation of new IT systems within the Office, in particular, full compliance with training obligations and other aspects which fall out of the implementation of the Plan in relation to the Case and Records Management System, Management Information Framework, e-Legislation, e-Cabinet etc.,  full compliance with the changeover from Lotus Notes to Microsoft Outlook and training as to Microsoft Outlook and full co-operation with IT training to ensure levels of IT proficiency.  










· The development of an interface between the new Case Records Management System and the Financial Management System will enhance the quantity and quality of management information and facilitate the introduction of a comprehensive costing package thus ensuring that the Office meets its MIF requirements.

· The Law Reform Commission will continue to develop the IT efficiencies of its Library administration. This will enable access from all desktops using the Sirsi and Unicorn networks which are hosted by the Office.
· The Office is committed to fully supporting and facilitating the e-Government agenda, particularly e-Cabinet and e-Legislation. The Office is a key driving force behind e-Legislation and will maintain close contact with other stakeholders including the Office of the Houses of the Oireachtas and Government Departments.

· The Office will continue to co-operate with the Courts Service in the development of its IT strategy. Members of the Office’s legal and IT staff are members of and participate in the work of the Supreme Court Group on Computerisation.

· The Office is committed to improving access to legislation through:

· work underway to add the 2003 Chronological Tables on the Office web page. The 2004 Statutes will be added to the web page by the third quarter of 2005. 

· advising Government on a policy to be adopted as regards pre-1922 legislation

	End 2005

Commence implementation of Case and Records Management System in December 2004 on a pilot basis and fully from April, 2005.

Implementation of Financial Management System and roll out of Management Information Framework to Mid 2005.
Implementation of Human Resources Management System from Mid 2006.
Implement Legal Know-how Application from End 2005.
Implement Knowledge Management Strategy by end 2005. 

Implementation of training in new systems to continue to Mid 2006.






Mid 2005










Mid 2006






Mid 2006
November, 2004 onwards.
End November, 2004.
September, 2005
December, 2004.










	
	

	
	Atypical Working Arrangements
	
	
	
	

	11
(Ref. 21.8)


	The work pattern may be such in specific areas that specific work processes can be performed most effectively by part time staff.


	· Job-sharing is a feature in the Office and staff also avail of parental leave and term time. The Office is also piloting teleworking from end November, 2004.

· The Law Reform Commission is aware of the potential for assisting the work of its part-time Commissioners and legal experts by introducing external network access.
	End November, 2004




2005
	
	

	12
(Ref. 21.9)


	Situations may arise where the need to respond to temporary pressures may require the employment of temporary staff or outsourcing of work.  Unions will be notified in advance of initiatives of this kind.



	· Following consultation with the unions contract workers are employed in the Office and some work is outsourced. This consultation will continue.
	
	
	

	
	Attendance Patterns


	
	
	
	

	13
(Ref. 21.10)


	In order to provide a satisfactory level of service to the public, there is a need in certain areas for changes to the standard working day in order to provide services outside the traditional “9 to 5” pattern. The parties are committed to discussions to establish how this can best be achieved, where required. 














	· The Office does not have many direct dealings with members of the public and this is, therefore, not a significant issue. In the past, developments with a potential impact on attendance patterns such as changes to the operation of the flexible working hours system have been discussed with staff in advance. This approach will be continued in the future and any proposed change in attendance patterns will be reviewed through Partnership.

· The Office and the Law Reform Commission operate systems whereby certain staff are available where necessary out of core hours.         

	
	
	

	
	Redeployment of Staff

	
	
	
	

	14
(Ref. 21.11)


	Redeployment of staff may be necessary on occasion to respond to urgent work demands.
	· The Office and the Law Reform Commission have and will continue to reorganise themselves to respond to urgent work demands.
	November, 2004 onwards
	
	

	
	Management of the Introduction of Change and New Development
	
	
	
	

	15
(Ref. 21.12)
	In accordance with the partnership approach, unions will be informed in advance of all new significant workplace related initiatives, the reasons for them and the proposed implementation date.

Notification will be given in advance and in sufficient time to allow discussions with the union(s) concerned to take place. Such discussions will cover the nature of the changes involved, the reasons for them and any impact on staff. The discussions will be approached in a partnership manner and will be concluded in time to allow the changes to be introduced by the date specified. Subject to this, it is accepted that management have the right to implement changes in accordance with the provisions of the Agreement.
	· Changes and developments in the Office and the Law Reform Commission are discussed as appropriate with unions and staff and also in the case of the Office through the Partnership Committee. Extensive use is made of the Intranet and e-mail systems for keeping all staff in the Office informed of developments.


	November, 2004 onwards
	
	

	
	e-Government


	
	
	
	

	16
(Ref. 20.19)

16 a
(Ref. 22.24)


	The parties are committed to the further development of eGovernment on the following basis:

F(i) facilitating better citizen access and interaction with the public service by realising the potential of information and communication technologies (ICTs);


(ii) building collaborative knowledge-based structures focused on serving both citizens and the public service; and 


(iii) facilitating continuous adaptation and improvement in service delivery by fully utilising ICTs to deliver public services seamlessly and across traditional boundaries. 

T  The parties commit to full co-operation with the further development and implementation of eGovernment policy as outlined in ‘New Connections’, the Government’s Action Plan to realise the potential of the Information Society
	· See paras 21.6 and 21.7
· The Office and the Law Reform Commission will continue to regularly review their websites to ensure that the information contained therein is kept up to date. The Office’s website will be redeveloped by end November, 2004, while the Commission’s was redeveloped earlier.
· The Office and the Law Reform Commission will continue to develop the Intranet as an important channel of internal communication.
· See paras 21.6 and 21.7
	November, 2004 onwards.
November, 2004 onwards.

	
	

	
	Verification of Change Mechanisms etc.


	
	
	
	

	17
(Ref. 20.25)


	The parties agree to the establishment of a mechanism to verify that all sectors, organisations and grades in the public service deliver outputs in line with the provisions of this Agreement. This mechanism will be established in accordance with Section 26.


	· The Office will adhere to the procedures set out in Section 26 of ‘Sustaining Progress’. Progress will be monitored by a Sub-Group of the Partnership Committee.
	November, 2004 onwards.

	
	

	18
(Ref. 22.10)
	Open recruitment will be introduced for appointments above existing entry levels and one-year contracts will be extended to all new recruits to the Civil Service starting on 1 January, 2004.
	· On receipt of the promised Department of Finance guidelines the Office will, in consultation with Partnership, implement guidelines on one-year contracts on open recruitment.
	
	
	

	19
(Ref. 22.11) 
	In order to deal with certain skills and expertise shortages the following specific measures have been agreed:

(i)Beginning with IT, HR and financial management areas, open recruitment will be introduced 

(ii)Any need for open recruitment will be identified and communicated to the relevant union/unions with a view to reaching agreement on the matter speedily.

(iii)The trade unions are committed to co-operating with such open recruitment in circumstances where there is a need for it.

(iv)In the event that the parties have difficulties on such issues, a third party adjudication mechanism will be established immediately after ratification of this Agreement. This mechanism will make a final decision on any matter referred to it within a two month period.

(v)There will be a review of these arrangements within 12 months to ensure that significant progress is made.


	· In advance of any competitions the Office will have regard to the skills and competencies identified in its skills audit.
· In conjunction with the CSSO the Office is recruiting a Records Management Officer.

	November, 2004 onwards.
End 2004

	
	

	20
(Ref. 22.11)
	(vi) The Civil Service may recruit in any year a number of staff at the level of Higher Executive Officer, Assistant Principal and Principal Officer (and equivalent grades) equal to the number of staff in those grades who had resigned from the Civil Service in the previous year to take up positions in the private sector or elsewhere in the public sector.

(vii) Where posts, which are normally filled by promotion, are filled under the terms of the above arrangements by open competition, they will be regarded as fulfilling the requirements to fill posts by interdepartmental competitions and will also count towards the fulfillment of quotas of posts to be filled by open recruitment at lower levels where appropriate.


	· The Office will continue to conduct exit interviews to capture information (where necessary)

· The Office will identify members resigning from the Civil Service in 2004 and 2005, at the level of HEO, AP and PO (and equivalent grades).
	November, 2004 onwards.
February, 2005 and 2006

	
	

	21
(Ref. 22.14, and 22.15)
	Discussions will take place so that greater use of competitive, merit-based promotions within Departments will be introduced and progressed over the life of the Agreement.  Progress in this regard must be based on competitive selection methods used in Departments demonstrating best practice in this area. 

Specific measurable progress is to be made within individual Departments on a progressive basis over the life of the Agreement. 
	· Competitive merit-based promotions apply to all grades in the Office. 




	November, 2004 onwards
	
	

	22

(Ref. 22.16)
	In the case of grades that are covered by the Executive Officer dual promotion structure, the following arrangements will apply:

(i) Discussions will take place with a view to concluding an agreement on extending the proportion of competitive merit-based promotions within Departments by mid-2004 and their introduction at the first opportunity thereafter;

(ii) Where competitive promotion systems do not apply in Departments they will be introduced and progressed over the life of the Agreement.

	· As above
	
	
	

	23
(Ref. 22.17)
	(ii) The proportion of posts filled under mobility provisions of interdepartmental promotion competitions will be increased from 33.3% to 40% from the beginning of the next competitions to be held under the existing arrangements for interdepartmental promotion schemes. This proportion will be increased to 50% from the date equating to the commencement of the next subsequent competition for promotion to Principal level. 

In this context, provision, will be made where feasible for a scheme of regional interdepartmental competitions outside the Dublin area to be in place as early as possible;

	· The Office will ensure that vacancies fillable from interdepartmental competition will be filled from that panel so as to ensure that 40% of vacancies are filled by interdepartmental panel and in due course increased to 50%.


	November, 2004 onwards.

	
	

	24
(Ref. 22.17)
	In the event that problems arise in direct discussions in relation to the manner in which any of the above provisions are to be implemented, the issues involved will be processed with the aid of a facilitator, and if necessary, referred to a third party adjudication in order to assist the parties meet the objectives identified above.

	· The Office will if necessary through the Partnership Committee refer any issues to a facilitator or to a third party for adjudication and provide relevant information. 


	November, 2004 onwards.

	
	

	
	Training
	
	
	
	

	25
(Ref. 20.20)

25 a
(Ref. 22.20)
	The parties are committed to continued training and development for all staff

The target spend on training and development in the Civil Service will be 4% of payroll by 2003.
	· The Office’s Statement of Strategy 2003 – 2005 and the Law Reform Commission’s Strategy and Business Plan 2003 – 2005 place particular focus on the need for a knowledge-based organisation. The importance of ensuring that staff have access to continued training and development opportunities is emphasised.

· The Office has set aside 4% of payroll as a target for the training and development of all staff.  The training programme is also made available to the staff of the Law Reform Commission. 

· An Office Training and Development Strategy taking account of the Civil Service Strategy will form part of the Office’s Human Resources Strategy currently being prepared.  Partnership will be consulted.  The Strategy will be implemented from January, 2005.
· Special attention will be directed at training needs arising from decentralisation of Office staff.
· A breakdown of the overall expenditure on training e.g. travel and subsistence will be provided in Progress Reports. 
· A training programme will be put in place for senior managers.

	November, 2004 onwards.
November, 2004 onwards.
End 2004 
January, 2005



January, 2005



April, 2005 onwards

early 2005

	
	

	
	Partnership


	
	
	
	

	26
(Ref. 22.23)

27
(Ref. 20.9)
	The recommendations of the Review of Partnership in the Civil Service will be considered by a Sub-

Group of General Council which will present proposals for the development of partnership to General Council.

The parties are committed to building upon the structures that have been established, and to further embedding and refining the process across the public service, in order to deliver real improvements in performance at organizational level, involve staff in the change and modernization process and improve the working environment.


	· The Office Partnership Committee is currently examining how it might be further embedded and it will take account of any agreement reached at General Council.   The Committee is also considering whether to make any recommendations to the unions and management (who agreed its composition) about representation on the Committee. 
· A Sub-Group of Partnership continues to review progress in implementation of this Action Plan. This and other Partnership Sub-Committees provide an opportunity for those who are not members of the Partnership Committee to be involved.
	End 2004
November, 2004 onwards.

	
	

	
	Equality


	
	
	
	

	28
(Ref. 22.25)
	The parties agree to continue to work to promote equality of opportunity for all Civil Service staff in accordance with these policies. 
	· The Office and the Law Reform Commission will implement policies / targets on equality and diversity. 

· The Office is aware of its obligations in relation to the employment of persons with disabilities and keeps the situation under review.   The Office will progressively implement recommendations of an OPW Audit on accessibility to its premises and will contravene in respect of future recruitment competitions to make specific reference to the facilities available. 

· The Office has already achieved the Government target of 33% of AP posts filled by women. The Office will seek to ensure that the target level is maintained.  

· The Office and the Law Reform Commission will report on the above issues in their respective Annual Reports.

	November, 2004 onwards.
November, 2004 onwards.
November, 2004 onwards.




November, 2004 onwards.
2004, 2005 and 2006

	
	

	28 a
(Ref. 22.27)

28 b

(Ref. 20.21)
	The Department of Finance is currently drawing up proposals with a view to developing action plans to ensure that the Government’s policy, of a 3% employment target for people with a disability, is implemented as effectively as possible. Particular consideration will be given to improving monitoring arrangements.

The public service will continue to build on the significant progress which has been made in regard to policies on equality and diversity in order to promote equal opportunity in all aspects of civil and public service employment.

	· Currently the Office is 0.5% above the 3% employment target for people with disabilities.  The Office will when recruiting new employees seek to meet the target by way of drawing special attention to its facilities to employ and accommodate persons with disabilities. The Public Service Commission has been informed and all future competitions will include reference to the facilities.

· The HR Strategy being prepared, in consultation with the Partnership Committee, will review issues relating to equality and diversity.  The Strategy will be implemented from January, 2005.
	November, 2004 onwards.
end 2004
January 2005
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