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Introduction and Context 

Our Department 
The Department of Enterprise, Trade and Employment has a broad range of responsibilities 

including developing economic policy, stimulating employment creation, assisting enterprise with 

research and development needs, business regulation, promoting fair competition, protecting 

consumers and safeguarding workers. We have a global reach and work closely with international 

partners including at EU, European Court of Justice and International Labour Organisation level 

on high-priority areas such as Brexit, international trade and investment, business regulation, and 

employment and labour market standards. With this broad, outward-facing and challenging remit 

we see our Department as an attractive employer where staff have a wide range of options to 

progress and develop their Civil Service career.  

In 2020, 40 staff were promoted, 70 staff moved to new posts, and nearly 100 new entrants joined 

the Department. We funded the enrolment of 21 staff in academic courses and continued assisting 

28 staff in their studies from Diploma though to Doctorate level in disciplines such as Economic 

Science, Policy Analysis, Employment Law and Business Administration. Over 300 staff undertook 

further learning in 2020 related to the Department’s remit. We see ourselves as a Department that 

prioritises and invests in the development and progression of its staff. 

What is a ‘People Strategy’? 
For any organisation of any size, people are the driving force behind what that organisation is 

capable of achieving. For our Department to deliver on its commitments and continue to grow, the 

goals of the HR team must be fundamentally connected with our overall goals. Our ‘People 

Strategy’ sets this out – how, in HR, we support senior leadership to secure, develop and retain 

staff in order to best deliver the mission of our Department.  

What do we want to achieve? 
Goal six of the Department’s Statement of Strategy 2021-2023 sets out a vision for our workforce: 

‘Build an innovative and agile department with a strong public service ethos driving effective and 

responsible policy implementation’. This Strategy sets out what our contribution in HR will be to 

meeting this goal over the next three years. Our Strategy is built around three objectives:  

 

1. For DETE to be an ‘Employer of Choice’, where staff choose to stay and progress 

their careers, and others would like to work 

2. To develop a resilient workforce with the agility and strength to withstand future 

change and challenges  

3. To build a supportive and inclusive workplace where all staff can progress their 

career and feel valued, regardless of their background or circumstances 

 

Details on what we will do to meet these objectives are outlined in this plan. These will be broken 

down into yearly targets and deliverables in our annual HR Business Plan. 

1. For DETE to be an ‘Employer of Choice’, where staff choose to progress 

their careers, and others would like to work 

2. To develop a resilient workforce with the agility and strength to withstand 

future change and challenges  

3. To build a supportive and inclusive workplace where all staff can 

progress their career aspirations and feel valued, regardless of their 

background or circumstances 
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HR Values and Principles 
Our approach to everything we do in HR aligns with our Civil Service values of independence, 

integrity, impartiality, equality, fairness and respect; values which underpin the public service ethos 

we all share. 

Our core Values in HR are Trust, Accessibility, and Openness. Interactions with HR are treated 

with care and in confidence, and we are available to support and advise all staff equally. We are 

an experienced and qualified team who work openly and honestly with staff to find the best 

solutions. These are the core principles that are most important to us in delivering our services. 

When it comes to decision-making, our Principles are based on Balance, Fairness and Equality, 

using best practice, experience, and assessment of impacts. Our ideal outcome is one that creates 

the best balance between the business needs of the Department, the team, and the individual. 

HR Service and the Employee Lifecycle 
The service HR provides is built on the employee ‘lifecycle’, and the different stages all staff go 

through as they progress their career in the Department. During each of these stages, we work 

closely with individuals and senior leaders with the aim of providing a proactive service that is 

responsive to the needs of the Department and its Business Units.  

 

 

 

This lifecycle also informs our Strategy, and we have made sure that in planning out our objectives 

and actions we are taking into account each stage of this journey.  
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Goal 1: For DETE to be an ‘Employer of Choice’ 
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Goal 2: Develop a Resilient Workforce 
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Goal 3: Build a Supportive and Inclusive Workplace 
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Appendix 1: Changes to HR in the Civil Service 

HR Operating Model 
The way HR works in the Civil Service is changing. The Department of Public Expenditure and 

Reform (DPER) is currently leading on a ‘HR Operating Model’ (HROM) project to review how HR 

services are delivered and develop a new, best practice model.  

The project is now in its second stage, and our Department is one of three together with the 

Department of Social Protection and the Department of Public Expenditure and Reform taking part 

in the pilot phase, partnering with the Public Appointments Service (PAS) and the National Shared 

Services Office (NSSO). 

The HROM is an ambitious project, tasked with improving the strategic HR offering to Departments. 

It will introduce some changes to HR structures/processes and how HR interacts with staff and 

business teams. A key objective of the project is for HR to work more closely with teams and team 

leaders to help deliver on business goals. The infographic overleaf summarises the planned 

outcomes of the project. 

How will this affect me? 

For People Managers, these changes will mean: 

• HR ‘Business Partners’ (HRBPs) will have an in-depth knowledge of the Department/Divisions 

and will be able to support you in business planning, workforce planning, recruitment etc. 

• HR will provide enhanced support to you in relation to people management issues (via your 

HRBP and your HR team) 

• HRBPs will make people data and insights more accessible/usable for you 

 

For all staff: 

• There will be some improvements in how HR supports you and the organisation. You will be 

kept fully informed of any changes as the project progresses. 

• HR will continue to work closely with Business Units in order to help meet their objectives. 

• The new model supports the longer-term ambitions for the Civil Service to be an ‘Employer of 

Choice’ and to build the ‘Workforce for the Future’. 

HROM and the DETE People Strategy 

The design phase of the HROM project is now underway. The purpose of this is to create a custom 

HR model to meet the needs of each pilot Department. The next phase, starting in late Q4 2021, 

will be to roll out the model within our Department. This should be completed by end February 

2022. All staff will be kept informed of changes as the project develops.  

The purpose of the HROM project is to reform and streamline HR structures and processes, freeing 

up time and resources for the team to focus on working directly and more strategically with the 

Department’s business teams. In this way, the HROM can be seen as an ‘enabling’ project that 

will support the HR team to deliver the key strategic objectives set out in this document. 
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HROM: What will success look like? 
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Appendix 2: Strategy Development and 
Monitoring 

Consultation  
We carried out several consultations as we developed this Strategy, providing opportunities for all 

staff to have their say on what our core priorities should be, and how we could improve our service.  

After an initial consultation with the Management Board, we invited all Principal Officers to a WebEx 

focus group to discuss key issues and concerns. We then held a ‘Lunch and Learn’, promoted and 

available to all staff, where all attendees were given the opportunity to feedback and give their 

thoughts and ideas. In addition, an online form was made available for staff to leave feedback in 

their own time. All feedback through these sessions was considered and taken into account in 

developing this final document. 

A further key source of information has been the Department’s 2020 results from the Civil Service 

Employee Engagement Survey, which has provided baseline data on staff sentiment in several 

core areas. 

Review of ‘Connected HR’ Strategy 2018-2020 
Our previous Strategy, ‘Connected HR 2018-2020’, was built around three core goals: building 

our workforce to meet our business needs; developing excellent people managers to deliver 

the Department’s goals; and embedding the strategic role of HR within the Department.  

Under this Strategy, the HR team moved to develop a more strategic approach to operations, 

introducing new functions such as Strategic Workforce Planning, HR Business Partnering, and 

People Analytics. The focus in Learning and Development was placed on management 

development and leadership skills, as well as supporting the transition to OneLearning; and new 

initiatives were introduced to improve HR’s management and engagement with the employee 

career path such as a formal induction process, a Mobility policy, long service recognition, 

responsive training, and staff engagement forums.  

The core achievement of the ‘Connected HR’ Strategy was the establishment of new processes 

and tools that would enable HR to play a more strategic and proactive role in developing and 

structuring the Department’s workforce.  

This new People Strategy, and the HROM project running in tandem, takes the next step by setting 

out how we in HR can now leverage these tools to face a new and changed set of challenges. 

Review of Staff Data 
In preparation for this Strategy, we created a summary ‘data dashboard’ with a selection of staff 

data points, that allowed us to develop a baseline picture of our workforce and the trends that 

should inform the direction of our Strategy. This dashboard is available on bob. Using this data, 

we drew out several key insights that would need to be addressed if we were to meet our overall 

goal:  

http://intranetnew.dete.local/HR/SitePages/News/Staff%20Data%20Dashboard%202020.aspx
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• Age: Over 45% of our staff are over 50, and our average age is 47. This has been unchanged 

for the past 5 years. Our well-known challenge is working with teams to prepare for 

retirements; but we will also look at attracting and retaining younger staff and creating a 

culture that bridges and accommodates different age groups. 

• Gender balance: this is largely positive across most grades, with near 50/50 balance at 

senior management level. Our challenge is to retain this positive balance, monitoring and 

assessing potential barriers and ensuring the right supports are in place. 

• New staff: large intake with nearly 200 entrants over two years. We can expect this trend to 

continue in line with retirements and other exits over the lifetime of the Strategy. Our challenge 

is welcoming new staff into the organisation, bringing them up to speed and providing 

appropriate training and development.  

• Promotions: 75 promotions across 2019/2020 equating to nearly 10% staff moving up into 

new levels of responsibility. As with new entrants, this rate is likely to remain steady as 

vacancies are created due to retirements and exits. Promotion is an exciting and challenging 

time in any staff members’ career; making the transition successful for individuals and teams 

requires strong management, training, guidance and development from team leaders and HR 

together.  

• Movement: 60% of staff are in their current post less than four years. The knock-on 

movement that results from staff retiring, resigning, or transferring out of the organisation is a 

challenging but inevitable, and ultimately positive, feature of any modern workplace. The 

challenge here is to work with and respond to teams to support them before, during, and after 

these transitions. 

Governance, Monitoring and Feedback 
In line with the annual Business Planning process, in each year of this Strategy we will set out our 

exact actions and target delivery dates in our HR Business Plan. To assess our progress, we plan 

to add to existing datasets by introducing regular ‘Pulse’ surveys to provide qualitative feedback 

from all staff on HR initiatives, staff sentiment, and staff capability.  

We will also be engaging regularly with staff as we develop new policies, assess the results of the 

Civil Service Employee Engagement Survey, carry out Workforce Planning and Business 

Partnering, and hold clinics and workshops on practical HR and Learning and Development issues. 

All of these engagements will be used to provide feedback on the impacts of this Strategy.  

The Strategy will be reviewed and assessed each year in a written report by the Policy, Innovation 

and State Agencies Team.  
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Appendix 3: HR Services in DETE 

HR and Peoplepoint: who should I contact? 
 

HR and Peoplepoint provide complementary services to staff.  

 

Peoplepoint manages transactional processes including annual and non-annual leave, absence, 

workshare, pensions and retirements, pay, employee schemes, exit processes, and mobility 

applications. 

 

You should use the Peoplepoint portal or contact Peoplepoint directly if you are: 

• Applying for or approving leave (annual or non-annual) 

• Raising a sick leave absence for a staff member 

• Applying for a work-sharing arrangement 

• Initiating your retirement 

• Looking for information about your pension 

• Applying for a mobility opportunity 

 

The Department’s HR team manages all other HR services and supports.  

 

You should contact HR for information or support about any of the services below – full details on 

who does what and contact email addresses are available on our bob page: 

 

• Recruitment: recruitment, assignments, promotional opportunities, secondments, 

overseas postings, and workforce planning 

• Employee relations: performance, attendance, sick leave, dignity at work and other 

employment rights matters, the flexi-clock system 

• Remuneration: increments, overpayments, pay on promotion, Labour Court (Members) 

Pension Scheme and Competition Authority (Members) Pension Scheme, seniority lists 

and higher scale assignments 

• Learning and Development: in-house training programmes, information/lunch and learn 

sessions, advance payment of fees scheme, support for OneLearning, mentoring, 

coaching and leadership development opportunities 

• Staff Engagement and Recognition initiatives: Innovate@ETE, ConnEcTEd Teams 

initiative, Peer2Peer Network, Staff Ideas process, Long Service Awards, 

Interdenominational Service 

• HR Strategy and Policies: existing HR policies and HR policy development 

• Civil and Public Service Renewal: Civil Service Employee Engagement Survey, Civil 

Service Excellence and Innovation Awards, CSR2030 

• State agency recruitment: sanctions or State Board appointments 

• Disability support: the Disability Liaison Officer (DLO) can be contacted directly and 

confidentially at cian.machale@enterprise.gov.ie 

 

 

  

http://peoplepoint.gov.ie/hr-for-employees-managers/
http://peoplepoint.gov.ie/contact-us/
http://intranetnew.dete.local/HR/SitePages/Who's%20Who.aspx
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