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1. Customer Service 

A number of initiatives outlined in the Department’s Sustaining Progress (revised) Action Plan have been progressed during the period. These include:

· Publication and circulation to all staff of a new internal Customer Charter

· Development of an Action Plan as a tool to ensure that the recommendations outlined in the independent customer survey, conducted in 2005, are fully implemented.

· Publication of customer “specific service standards” achieved in 2004 included in the Department’s Annual Report 2005

· The Department’s Language Scheme, prepared under Section 11 of the Official Languages Act 2003 was approved by the Minister for Community Rural and Gaeltacht Affairs in July 2006. The Scheme came into operation on 2nd October 2006, and is effective for a 3-year period. 

2. Efficient Use of resources 

(a) Management Information Framework: 
The rollout of key features of the Department’s financial management information system (AGRESSO) - including automated online expenditure and revenue management and collection systems - is nearing completion.  It is expected that all Divisions of the Department will be “live” by end 2006.   

The development and delivery of a comprehensive “in-house” financial management training strategy is underway, set against the backdrop of ever-increasing staff movements arising from the Department’s Decentralisation Programme.  

Rollout of new Services in 2006: 

· The application of electronic funds transfer (EFT) to internal and external payments (completed)

· Upgraded travel and subsistence package for all staff (completed).

· Introduction of electronic remittances advices (nearing completion)

· Introduction of online banking facilities for customers (nearing completion)

Other Initiatives under consideration

· online payslips and expanded credit card payment facilities  
· Improved systems relating to debt and cash management  
Enhanced monthly financial reports provide increased capability for performance analysis capable of measuring efficiency, outputs and value for money from the deployment of resources. Work on the further development of the Department’s costing framework and apportionment of all Departmental costs across programmes will assist with the preparation of the Department’s Annual Output Statement from 2007 onwards.  There are also projects in place to develop information on the returns on assets.

(b) Procurement Management Reform:  

The Department has put in place the elements necessary to comply with the National Public Procurement Policy Unit’s (NPPPU) requirement that all public bodies make procurement management reform a key strategic priority. 

A comprehensive report entitled "Department of Communications, Marine and Natural Resources - Procurement Improvement Report 2005 - 2007” was drawn up and an associated Action Plan put in place. The Action Plan forms the basis for a sustained effort to introduce best procurement practice at all levels within the Department.

The Department is in the process of preparing a Corporate Procurement Plan for the period beyond 2006 which will contain, inter alia, the following elements:

         Profiling procurement spend,

         Plans strategies for significant purchases,

         Aggregation,

         Achievement of savings and efficiencies in the purchase to pay cycle,

         Risk assessment and ways to reduce risk in procurement
(c) HR Initiatives including HR Strategy and devolved HR Functions 
HR Division set up an internal subgroup in order to draft guidelines on Increment and Probation issues. This has now been drafted, and will issue to staff shortly. 

(d) Modernisation initiatives aimed at enhancing VFM and Financial Control 

The Mullarkey Report recommendations, including those relating to risk management, have been implemented.

The Strategic Audit Plan 2005-2007 is on target.

3. DCMNR Non Commercial semi-state bodies  

(a) Modernisation Agenda in the Non-Commercial State-Sponsored Bodies (NCSSBs)

Each body has fully complied with the Sixth Phase of the Sustaining Progress Verification Process.  

All seven bodies have submitted draft Action Plans under Towards 2016 and these are currently being assessed to ensure satisfactory progress with the Modernisation Agenda and other commitments outlined in the Social Partnership Agreement.  

(b) DCMNR Innovation and Change Management Fund

The DCMNR Innovation and Change Management Fund for the NCSSBs was established in 2004. The purpose of the Fund is to support the NCSSBs in their efforts to implement the strategic change/modernisation agenda.  

Projects funded/co-funded in 2006 (18 in total) covered a wide range of modernisation issues ranging from customer service to knowledge management, integrated technology framework, partnership, use of Biofuels, developing a learning organisation and a HR Information System. 

The NCSSBs were also requested to put in place stagiaire schemes in their organisations to give 3rd level students and recent graduates short term work experience and at the same time making a contribution to project work in the Department.  Financial support was available to the bodies for funding from the Department.  Three of the bodies introduced new schemes in 2006.

(C) Review of the Framework of Performance Contracts and Service Level Agreements

As part of the improved system of governance of the Department’s NCSSB’s, a review of the effectiveness of the Performance Contracts with the NCSSB’s was undertaken in 2005.  On the basis of the outcome of the review, a new contract template was introduced.  New 3-year rolling Performance Contracts with each of the bodies have now been concluded and are available on the Department’s website.

Performance Contracts are in place between the Department and the relevant NCSSBs.  These set out the purpose, context, performance by the body, reporting and monitoring arrangements etc.

4. Better Regulation 
The Department has contributed to the work of the Better Regulation Group, which is overseeing the implementation of the action programme to give effect to the core principles of Better Regulation set out in the Government’s White Paper. The mainstreaming of Regulatory Impact Analysis across the Department’s business areas is proceeding and will be reported on in the Department’s Annual Report 2006 

Government approval was obtained for comprehensive overhaul of the Minerals Development Acts 1940 – 1979 and the Broadcasting Authority Acts 1960 to 2001, with detailed proposals for the latter now under e-consultation with the general public (under the aegis of the Oireachtas Joint Committee on Communications Marine and Natural Resources).

These measures are part of the on-going major law reform programme launched earlier this year with enactment, on 4th April 2006, of the Sea Fisheries and Maritime Jurisdiction Act to replace laws dating from 1959.  This Act, coupled with a further Act introduced in 2003, means that the national framework for the implementation of sea fisheries law has been totally updated.  This modern legal framework will ensure our full and continued compliance with the control obligations of the Common Fisheries Policy (CFP) and to allow for the implementation of the CFP.

5. Stable Industrial relations 

Stable Industrial relations were maintained during the period. There were three Department Council meetings held in the period March to September 2006. In addition there were Departmental Council sub-committee meetings held in relation to Decentralisation and the new Sea Fisheries Protection Authority, and a number of bi-lateral meetings with individual unions.  
 

Agreement was reached on a number of promotional issues related to decentralisation.  Issues arising from the transfer of corporate support staff to D/Transport were also resolved. An agreement was reached with IMPACT that 2 of 6 Senior Geologist vacant posts could be filled through open recruitment.
6. Performance Management Systems 

A significant component of the broader Civil Service modernisation agenda is the implementation, across all Government Departments, of a Human Resource Management System (HRMS), for which purpose the PeopleSoft computer software package has been selected. The implementation of HRMS in DCMNR commenced in January 2005, in conjunction with CMOD. Following a four-month implementation project in conjunction with Bearing Point/CMOD, HRMS went live in DCMNR on the 8th May 2006.  
7. Modernisation and Flexibility 

Knowledge Management (KM): 

The first stage in the Department’s Knowledge Management project has been completed.  This project was the first significant step taken by the Department into transforming itself into a knowledge-based organisation.  

Phase I Achievements (2004 – June 2006)
· All Divisions have participated in the preparatory (“Mobilisation”) phase. As well as introducing staff to the concepts of KM, it also involved Divisions reviewing and standardising how they stored their information electronically, together with identifying their processes and engaging in process mapping to facilitate ease of access to information and knowledge transfer. 

· A customised live application (the Knowledge Management System (KMS)) has been introduced and facilitates the capture of staff knowledge in a structured manner.  

· A set of recommendations, in terms of embedding KM into the day to day business of the Department, has been accepted by the Management Committee. 

Phase II Plan (July – Dec 2006)

· Rollout, in a planned and systematic way, across the Department in terms of introducing the business process of KM, 

· Train staff in knowledge management and in using the supporting software (KMS). New staff being trained in KM as standard

· Examine and act on ways to embed KM into the way we do business – this will involve organisational change and support, and will build on the recommendations emerging from the first stage of the project. 
8. Team working and cross-functional working

Team and Cross-Functional Working:  
The Department’s remits underscore the need for effective teamworking within the Department on cross-cutting issues and the development of shared solutions on a broad number of issues including policy formulation, seabed survey and research and development.  

In addition to the cross-functional teams (knowledge management, business process improvement, ICT project boards chaired by business HOFs) the following timebound cross-divisional groups, aimed at sectoral financial management improvements, have been put in place:  GSI financial control issues; Purchase to Pay rollout; Fishery Harbour Centre Fund receipts.

9. New Technology and eGovernment 

Information Technology:  

The implementation and maintenance of the Department’s high priority business projects and the delivery of our e-Government programme has progressed in line with the approved ICT strategy for 2005-2007. The overall goal of the strategy is to create an innovative, knowledge-based modern work environment to support the efficient and effective delivery of the Department's services to its external and internal customers.

The further development of the Department’s e-services has continued and the following services have been introduced since the beginning of 2006. These include:

· Integrated Fisheries Information System (IFIS) 

· Fishing Vessel Sea Fishing Licence Application

· Fishing Vessel Registration

· Fishing Vessel Closure

· Minerals Administration Programme Support system (MAPS)

· Prospecting Licence Application

· Coastal Zone Administration System (COZAS)   

· On-line create/view/search facilities for Aquaculture Licence, Foreshore Lease/Licence, Dumping at Sea Permit  

· Broadband

· New GIS (Map)-based location of Broadband availability throughout the country  

10. Atypical Working Arrangements 
(a) Stagiaire Programme:  

A stagiaire programme continues to operate very successfully in the Department.   Eighteen stagiaires have been placed in the Department this year, in a variety of roles and Divisions

(b) Pilot Equality Work Placement Scheme

In order to further the principles of equality and diversity in the Department, a two year Pilot Equality Work Placement Scheme has been run by the Department which offered work experience opportunities to minority group in society, namely Members of the Travelling Community and “new citizens”.  The purpose of the Scheme was to provide a realistic and positive insight into the modern civil service for participants who may not have had experiences of a work environment previously.  It also provided a concrete equality learning experience for staff members.

The Department will review the success and impact of the Scheme with a view to offering further opportunities to minority groups in the lifetime of the agreement.  In the meantime, the Department is currently employing two Travellers on a six-month basis, who are taking part in a Traveller Internship Programme that is being co-ordinated by the Department of Finance.  The Department intends to continue to take part in such schemes.

(c) Engineering Student Placement

An Engineering Student Placement Programme continues to operate successfully in the Department. The intention is to give students the opportunity to apprise and integrate academic theory with the practical skills required of engineering graduates in the professional work place, and provide a realistic and positive insight into the prospects available for engineers in the modern Irish Civil Service, while making a significant contribution to an agreed programme of work in the Department. There were eight student placements this year.
(d) Temporary Graduate Geologist (TGG) Scheme

Further to consultations with the Staff side and the Department of Finance, agreement was reached on the introduction of a Temporary Graduate Geologist scheme in 2006.  The scheme is a vocational training scheme providing professional development opportunities for Geologist Graduates whilst providing assistance to the Department on specified projects.  The contracts are for a maximum of 50 weeks and are non-renewable.  A total of four TGGs have been engaged to date under the Scheme in 2006.

11. Attendance Patterns 

(a) E-working

Following a review of the Department’s E-working Scheme, Phase 2 was introduced in April 2006.  As part of Phase 2, eight staff are currently e-working.  HRD continues to work with ISD to improve the scheme by investigating the possibility of upgrading e-workers to ADSL where possible.  It is hoped to commence upgrades in Q4 2006.

(b) Flexi

Responsibility for the operation and management of the Flexible Working Hours scheme continues to be devolved to local management, with assistance on its operation provided by HR Division.  
12. Redeployment of Staff 
Stagiaires have been deployed to functional areas that have been deemed as requiring resources.

13. Open recruitment 

Due to significant resource constraints and the added demands of decentralisation, a recruitment licence has not yet been applied for. The Department continues to get the Public Appointments Service to run competitions, as do most other Departments. A new recruitment and selection toolkit is now in place, which applies also to internal competitions and several HR staff inputted to the development of the toolkit and also attended a seminar on it.

14. Competitive merit based promotions 
The Department continues to operate a policy of 100% of all promotions being on competitive merit basis.
15. Training 

956 formal training days were provided up to the end of September 2006, demonstrating the Department’s continuing commitment to staff development. Formal training provided included courses on Freedom of Information, Induction Courses for new recruits, Health and Safety, interviewer and interviewee skills and specialised courses for technical grades.  DCMNR staff continue to participate in MSc/MA/PhD studies, complimenting the regular training courses on offer.

Following an evaluation of the pilot programme, full rollout of the Senior and Middle Management Training Programme commenced in September 2006. Courses have been delivered in Corporate Governance, Managing Change and Negotiating & Influencing.  Other elements of the Programme include risk management, effectiveness and success for the manager, and developing and implementing Strategy and Business Plans.  A total of 144 training days have now been delivered through this programme, which will continue into 2007.

16. Partnership 

To date the Department’s Partnership process has supported the change management agenda and has also played a central role in overseeing delivery on Sustaining Progress Action Plan commitments as well as in relation to the Department’s Decentralisation Programme.  The well established Central Partnership Group and the Partnership Groups dealing with specific issues continue to make a positive and committed contribution to change in all senses throughout the Department.  

The working of the Partnership process within the Department was externally reviewed in mid 2006 with a view to further enhancing the ethos and practice of partnership across the Department.   .

17. Equal Opportunities 

(a) Traveller Internship Programme

Following the Employment Recommendations 1 and 2 of the Report of the High Level Working Group on Traveller Issues, an initiative for the employment of Travellers in the Civil Service is being developed at present. 

DCMNR are members of the Working Group which is developing the programme known as the ‘Traveller Internship Programme’, this will consist of the placement of approximately 22 Travellers in Clerical Officer or equivalent positions in a variety of Government Departments for a period of six months.  The Department hopes to be able to accommodate two interns for a six-month period as part of the programme.

(b) Disability Act 2005

The Department’s Disability Liaison Officer (DLO) continues to provide disabled staff with support, career development and integration assistance. (The 3% target for the employment of people with disabilities in the Department has been exceeded - our figure currently stands at 4.2%.)
Awareness of the role of the DLO has, and is being raised by way of e-mails, by way of the designated Disability Homepage on the Department’s Intranet, and at induction courses.  
18. Conclusions

As outlined above, the Department has made good progress in continuing to implement the commitments made in Sustaining Progress while developing and implementing a new Action Plan to deliver on the commitments set out in Sections 28 to 32 of Towards 2016.  This has been done against a backdrop in which 74 staff have left the Department and 55 staff have joined the Department, mostly as part of the decentralisation project.  Overall, decentralisation continues to pose huge challenges for the Department as staff move from areas and we await replacements, for quite some time.  Not only is there a shortage of experienced staff in some areas but there are some areas carrying vacancies for a considerable period.  This puts serious pressure on staff with consequent impact on the quality of decision-making and service delivery.  At this stage, 30 staff have decentralised to Clonakilty and 20 staff have have decentralised to Cavan.

Over the period, DCMNR has demonstrated progress on co-operation with flexibility and modernisation through the implementation of the knowledge management project, utilising cross-functional teams and team-working to progress cross-cutting issues, utilising stagiaire schemes and further developing the Department’s e-services through the introduction of IFIS, MAPS and COZAS systems.  

Stable Industrial Relations continued to be maintained during the period.  Agreement was reached on key issues that have allowed the Department to progress its Decentralisation agenda.  DCMNR has delivered on decentralisation in advance of the Decentralisation Implementation Group (DIG) deadlines in both Clonakilty and Cavan by relocating advance parties to both locations.

The Department continues to work closely with the NCSSB’s under its aegis to ensure that the pace of modernisation and change initiatives in the bodies match that of the Department.

DCMNR have developed an Action Plan for implementing the commitments under Towards 2016.  The plan aims to build on the progress achieved so far in modernising the public service and includes actions that ensure full co-operation from all staff in reaching our goal of providing a high-quality, flexible and modernised public service.  This is not an insignificant challenge but it is one that must continue to be maintained.

In conclusion, I would be of the view that in light of the progress achieved to date, my assessment is that payment of the first general round increase of 3% to all staff grades on the 1st December 2006 is warranted.
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