
Labour Relations Commission annual report 2006

Item Type Report

Authors Labour Relations Commission (LRC)

Publisher Labour Relations Commission (LRC)

Download date 26/05/2023 17:03:43

Link to Item http://hdl.handle.net/10147/74633

Find this and similar works at - http://www.lenus.ie/hse

http://hdl.handle.net/10147/74633


Labour Relations Commission

     Annual Report 2006

NEGOTIATING THE WAY AHEAD



Labour Relations Com
m

ission A
nnual Report 2006

�

Presented to Mr. Tony Killeen, T.D., Minister for Labour Affairs
in accordance with Section 27(3) of The Industrial Relations Act, 1990

Labour Relations Commission

     Annual Report 2006



�

La
bo

ur
 R

el
at

io
ns

 C
om

m
is

si
on

 A
nn

ua
l R

ep
or

t 
20

06



Labour Relations Com
m

ission A
nnual Report 2006

�

Mission and Functions of the Labour Relations Commission 4

Members and Officers of the Commission 5

Chairman’s Statement 6

Chief Executive’s Report 7

Chapter 1 DEVELOPMENTS in 2006 9 

 Industrial Relations 12 

 Socio-Economic Indicators 16

Chapter 2 THE COMMISSION’S INITIATIVES in 2006 17

Chapter 3 THE COMMISSION’S SERVICES in 2006 18 

 The Conciliation Services Division 18 

 The Advisory Services Division 24 

 The Rights Commissioner Service Division 30

Chapter 4 THE CORPORATE SERVICES DIVISION in 2006 34 

 Administration 34 

 Staffing 35

APPENDICES Organisational Structure of LRC 36 

 Audited Accounts 2005 39 

 Publications available from the Labour Relations Commission 53

Contents



�

La
bo

ur
 R

el
at

io
ns

 C
om

m
is

si
on

 A
nn

ua
l R

ep
or

t 
20

06

Mission & Functions 

Mission

“To promote the development and 
improvement of Irish industrial relations 
policies, procedures and practices through 
the provision of appropriate, timely and 
effective services to employers, trade 
unions and employees.”

The Commission carries out this mission by providing the 

following specific services:

n an industrial relations Conciliation Service

n an industrial relations Advisory Service

n a Rights Commissioner Service

n a Workplace Mediation Service

n assistance to Joint Labour Committees and Joint 

Industrial Councils in the exercise of their functions

The Commission undertakes other activities of a 

developmental nature relating to the improvement of 

industrial relations practices including:

n the review and monitoring of developments in the area 

of industrial relations

n the preparation, in consultation with the social partners, 

of codes of practice relevant to industrial relations

n industrial relations research and publications

n organisation of seminars and conferences on industrial 

relations and human resource management issues
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Chairman’s Statement

I am pleased to report to the 

Minister, and through him to 

Parliament and the people, on 

the activities of the Labour 

Relations Commission (LRC) 

in 2006, its 16th year. Set 

up under law in 1990 the 

Commission is charged with 

the general responsibility 

of improving industrial relations policies, procedures and 

practices. It does this by providing a suite of appropriate, 

timely and effective services to employers, employees and 

trade unions.

The drafters of the legislation which established the 

Commission could scarcely have conceived of a situation, 

as occurred in 2006, in which a mere 7,352 working days 

were lost in ten industrial disputes, with 1,186 workers 

involved. Yet, the demand for the services of the LRC 

continues to be high, is in some respects growing, and with 

many cases becoming more complex. Several influences 

are shaping these changes including the continuing drive 

for efficiencies and reform in the health sector, where 

adversarial industrial relations are deeply embedded, and 

more generally in the public sector where existing linkages 

compound dispute resolution. Similarly, in the private 

sector continuing pressures for efficiency, change and cost 

reduction pose particular complexities in dispute resolution 

in enterprises that have already experienced a series of 

such drives. 

These trends towards reduction of traditional large scale 

collective industrial action, growth in individual and 

small scale disputes and greater complexity in dispute 

resolution are not exclusively Irish phenomena: this, too, is 

the experience of comparable dispute resolution agencies 

worldwide. In Ireland as elsewhere the environment for 

preventing and resolving workplace disputes is changing, 

driven by such influences as: the changing composition of 

the labour market; the decline of collective representation; 

the growth in employment legislation; the rise of small 

firms; the growth of non-union multinationals; the push for 

public service modernisation; and the professionalisation 

of human resource management. These developments are 

changing, in some situations have changed, the context in 

which bodies like the LRC carry out their responsibilities. 

In response, the LRC by the end of 2006 had completed 

several steps to enhance its operational processes. It had 

perfected a new case management system to better 

administer various parts of the organisation including the 

Rights Commissioners. The Conciliation Service has had 

good experience with its new reorganisation that enables 

it to be more proactive and strategic in the delivery 

of services. A new Workplace Mediation Service had 

completed its first caseload, providing prompt confidential 

and effective remedies to workplace conflicts in both the 

public and the private sector. More regular formal training 

was provided to Rights Commissioners. Cross-functional 

teams involving the Conciliation and Advisory Services 

allowed different resolution techniques to be applied 

to particular organisational problems. The list is not 

exhaustive. The point is that the LRC does not see its future 

as a continuation of its past.

The Commission will continue to look at various other 

means of improving its efficiency. It realises that the 

changes taking place in Irish society and the Irish economy 

are substantial and are generating a range of challenges to 

public dispute resolution and employment rights bodies. 

With my colleagues on the Board I salute the impressive 

way in which Kieran Mulvey and his staff have been 

meeting these challenges. I would like to thank the Minister 

for Labour Affairs, Tony Killeen, T.D., for his continuing 

encouragement; his Secretary General, Sean Gorman and 

his colleagues in the Department of Enterprise Trade and 

Employment for their support during the year ; and my 

fellow Board Members for their wisdom and commitment.

Maurice Cashell 

Chairman
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Chief Executive’s Report

The Report of the Commission 

for 2006 reflects its role at the 

centre of industrial dispute 

resolution in both the private 

and public sectors of the 

State.

In this regard, the Commission 

believes that its statutory 

services – Advisory, 

Conciliation and Rights Commissioners – perform a vital 

and essential role in ensuring that the actual and potential 

conflicts between workers and their employer are resolved. 

They provide a professional independent service free of any 

additional charge or costs to all employers and all workers 

in the State.

The Conciliation Service in 2006 recorded a high level 

of voluntary settlement (81%), continuing the trend of 

settlement rates of previous years. The Service maintained 

its heavy time commitment to conciliating restructuring 

negotiations between unions and employers across various 

sectors. An increasing feature of conciliation activity in 

2006, and likely to continue in 2007, is the prolonged 

nature of some negotiations involving a number of 

officers of the Commission in order to achieve an agreed 

settlement between the parties. It appears in some cases 

that a concentrated level of continuous conciliation over a 

long time period is required in order to obtain satisfactory 

outcomes to enterprise or public service restructuring. 

This has been particularly the case in the financial and 

manufacturing sectors and state enterprises in recent 

times.

As part of the development of its suite of services to 

clients, and its strategic commitment towards promoting 

an integrated approach to industrial relations, Commission 

officers now chair important sectoral dispute resolution 

bodies – Parallel Benchmarking for Local Authority grades, 

Financial Services, Construction, Health, Education and 

Electrical sectors.

The shape and content of the new social partnership 

agreement Towards 2016 and its significant commitments 

around new employment compliance legislation was forged 

largely from the issues raised in both the earlier GAMA 

and subsequent Irish Ferries disputes in 2005 and in which 

the Commission played a central role in their resolution. 

It is anticipated that the new National Employment 

Rights Authority should make a major impact upon our 

employment rights enforcement environment and take 

a leading role in ensuring fair and equitable employment 

standards in accordance with Irish and European Law.

The pensions agenda emerged also as a significant issue 

in 2006 and is likely to continue to play a central role in 

both Government and private sector business decisions 

throughout the next number of years. It certainly has 

become a particular feature in many enterprise re-

organisation and restructuring agendas in both the State 

and private sectors and will potentially enter the equation 

in the final deliberations of the Benchmarking Body in the 

autumn of 2007.

A more enlightened debate on pensions and their 

structures is necessary in the workplace in order that all 

stakeholders are familiar with the terms, expectations 

and potentialities that surround pension provision on 

retirement and the appropriate options, both legal 

and financial, that are available both to employers 

and employees in reconciling mutual objectives in this 

important area of deferred remuneration and post-

employment benefits.

The Commission has also been to the forefront in 

the continuing debate on migrant workers and the 

multifaceted issues surrounding their integration into 

our increasing multinational and multicultural workforce.

A major Commission research report, various articles in 

the “LRC Review” and the contributions by experts to our 

various seminars and symposia have highlighted both the 

extent and complexity of the employment relationship 

involving our multinational workforce. We still, as a 

nation, have to continue to deepen our understanding 

of their cultures, ensure their integration within our own 

culture and avoid and rid our business environment of any 

exploitation or unacceptable work practices. As a nation we 

should maximise the potential of this new aspect of our 

workplaces. 

The demands upon our Rights Commissioner Service have 

increased exponentially and the referrals to the service are 

expected to reach the 10,000 mark in 2007. Additional 

resources have been made available to the Commission in 

Towards 2016 to meet these demands. However, 
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the remit of the service is being continuously stretched 

with new legislation, new interpretations of existing laws, 

greater complexity surrounding contractual obligations 

and the growing diversity in our working population. The 

service continuously works to ensure that the process for 

expediting claims/referrals remains primarily user-friendly.

A noteworthy development in the service in 2006 was the 

increased use of legal representation on behalf of all parties 

in relation to cases and the rising numbers of complaints 

from non-Irish nationals of the European Union and other 

nationalities on a multiplicity of employment rights issues.

The Advisory Service of the Commission has experienced 

a major growth in the referrals on “Voluntary Dispute 

Resolution” under the Industrial Relations Act, 2004 and 

the accompanying Code of Practice (S.I. 76 of 2004). A 

settlement rate of 37% in these cases reflects the nature 

and scale of the issues referred initially – the particularly 

difficult circumstances in the enterprises under which 

they are referred do not tend to lend themselves to a 

ready conciliation settlement and final agreement. A more 

focused and realistic approach from the parties is necessary 

if we are to resolve these disputes without overburdening 

the Labour Court with unresolved issues in these cases. 

A factor constraining effective resolution of the issues 

in dispute is the legislative time limits involved for the 

Advisory Service, as well as the lack of trust between the 

parties.

In terms of its promotional role, the Advisory Service 

designed and distributed widely new “information packs” 

in several languages on all Commission services, with 

distribution targeted in particular to the needs of offices 

of unions, employers and citizen information services 

nationally in order to update their knowledge of the Codes 

of Practice and their application. 

The Commission this year introduced a new service –the 

Workplace Mediation Service. Advisory and Conciliation 

officers, who have undertaken extensive study and 

training in mediation, jointly deliver the Service on a 

cross-divisional basis. Early indications are that requests 

for this service will grow and will generate a higher time 

commitment by existing staff. The demand for the service 

and its outcomes will be monitored and evaluated on an 

annual basis to ensure both a value for resource expended 

and the relative successful impact of delivering for the 

disputant parties.

A major new initiative in 2006 was the commitment by 

the Commission to fund a number of research projects on 

key areas of human resources management and various 

approaches to dispute resolution. The projects are described 

in Chapter 3 of this Report and significant aspects of these 

research findings will be published in 2007.

Entering 2007, and at the early stages of the new Social 

Partnership agreement, the state of industrial relations can 

best be described as developing an increasing volatility. 

All industrial disputes do eventually get resolved. It is the 

task and objective of the Commission to use its resources 

– entirely human capital – to work with the parties in 

conflict, through the appropriate services, to achieve an 

amicable, fair and acceptable conclusion.

This process requires co-operation, solution focused 

participants, respect for the position of parties and an 

ability to use the statutory dispute resolution agencies to 

best effect. The alternative is industrial relations conflict, 

disputation in the workplace, a difficult national business/

public service environment and a potentially unattractive 

investment location.

Finally, I wish to thank most sincerely the staff of the 

Commission who epitomise the highest standards of public 

service and who in many difficult circumstances and over 

long hours deliver excellent value for money as a State 

funded public service body.

Kieran Mulvey 

Chief Executive
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This review of industrial relations in 2006 covers the 

main developments in collective bargaining, pensions, 

public sector modernisation, employment law and labour 

migration. A new social partnership agreement, Towards 

2016, was concluded after lengthy negotiations; there was 

significant activity on the pensions front; a range of new 

employee rights was agreed, and lengthy debate over the 

impact of migrant labour.

New Social Partnership Agreement
Formal negotiations on a new national agreement 

were delayed because of the major dispute between 

management and unions over job displacement at Irish 

Ferries. SIPTU and the Irish Congress of Trade Unions 

initially declined to enter national talks until the dispute 

was resolved. However, its eventual resolution by the LRC 

paved the way for five and a half months of negotiations 

that led to the new social partnership agreement, Towards 

2016, in September 2006. 

The successor to the three-year long programme, 

Sustaining Progress, Towards 2016 provides a ten-year 

framework for dealing with longer–term social and 

economic issues. Within that framework it also includes 

a two-year agreement on pay and industrial relations in 

the private and public sectors. The pay element of the 

agreement provides for a 10% wage increase over 27 

months, to be paid in four phases as follows:

n a 3% increase in the first six months;

n a further 2% increase in the subsequent nine months 

(except for those employees who are on an hourly 

basic rate of _10.25 per hour or less at the start of this 

second phase - for such employees, a 2.5% increase 

would apply);

n a further 2.5% increase in the next six months;

n a 2.5% increase in the final six months.

Starting Dates

In the private sector, the starting dates for the agreed 

wage increases vary. While pay increases for workers in the 

private and public sectors were identical, implementation 

in the public sector was deferred until 1 December 2006. 

However, actual payment of the first 3% phase in the 

public sector was further delayed for many public service 

workers as contingent performance verification had not 

gotten under way - new Performance Verification Groups 

(PVGs) that had been given the task of approving pay 

increases were being appointed at year’s end. 

Minimum Wage

The Minister for Labour Affairs, Tony Killeen T.D, accepted 

a recommendation by the Labour Court to increase the 

minimum wage to _8.65 from 1 July 2007. In the interim, 

the minimum wage rose from _7.65 per hour to _8.30 on 

1 January 2007. The Minister gives effect to the increases 

by Statutory Order.

Ability to Pay 

As was the case under Sustaining Progress, employers who 

cite inability to pay the national pay terms continued to be 

referred to the Labour Relations Commission. The LRC can 

appoint an agreed independent assessor, and this process 

requires the full disclosure of information by the employer, 

including financial information. If the assessor’s finding 

does not resolve such a dispute, then the case may be 

referred to the Labour Court for a final decision, which, in 

some instances, is binding.

Under Towards 2016, the high-level social partner group, 

the National Implementation Body (NIB), continued in its 

role of monitoring national agreements and intervening in 

major disputes. The NIB is comprised of senior government, 

employer and union representatives. In 2006 it maintained 

its policy of upholding the standing of the state’s dispute 

resolution agencies, by processing disputes towards the LRC 

and/or the Labour Court.

Non-Participants

Not every trade union accepted Towards 2016 or the 

‘second round’ of public service pay benchmarking. In the 

private sector, the retail union, Mandate, elected to opt out 

of talks on the new national agreement and did not vote in 

the overall Irish Congress of Trade Unions (ICTU) ballot to 

accept Towards 2016. Instead, the union pursued local pay 

bargaining claims for members in the big retail stores, most 

of whom paid the basic nationally agreed increases.

Chapter 1 - Developments in 2006
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Two nursing unions, the Irish Nurses Organisation (INO) 

and the Psychiatric Nurses Association (PNA), decided not 

to participate in the public service benchmarking process, 

and did not accept Towards 2016. They chose to pursue 

an eight-pronged joint pay claim, which the Labour Court 

rejected. In late 2006, the two unions announced a phased 

campaign of industrial action. 

By year’s end negotiations had not been concluded 

between health employers and hospital consultants, 

represented by the Irish Hospital Consultants Association 

(IHCA) and the Irish Medical Organisation (IMO), over a 

new common contract. (Negotiations recommenced in 

early 2007).

Pensions – ‘big issue’ in 2006

Pensions became a major collective bargaining issue in 

2006, both nationally and locally. Towards 2016 states 

that the social partners are in agreement that pensions, 

both in terms of their adequacy and coverage, are to 

be considered ‘a priority issue’. The agreement further 

states that “industrial relations issues arising from disputes 

related to pension schemes may be referred to the National 

Implementation Body (NIB) by either party”. 

It was agreed that the Departments of Finance, Social 

and Family Affairs and the Department of Enterprise, 

Trade and Employment would participate in a review of 

pension schemes, to be facilitated by the Department of 

the Taoiseach. This was to include the formulation of a 

social partner response to a government Green Paper on 

pensions policy. The Green Paper would outline the main 

policy choices and challenges in this area and devise a 

formal policy position on pensions by September 2007 at 

the latest.

At local/company-level, collective bargaining took place 

over pension reform in a number of companies in 2006. 

In several cases it was argued that the continuation of 

defined benefit pension schemes for new entrants is no 

longer financially viable, and that they should join defined 

contribution schemes instead, which tend to be less of a 

risk for the employer. In turn, trade unions have tended to 

oppose these reforms.

A major dispute between the Bank of Ireland and the Irish 

Bank Officials Association (IBOA) which emerged prior 

to the conclusion of talks on Towards 2016, played an 

important part in influencing the outcome of talks on the 

new national agreement. Like other financial institutions, 

the Bank set out to introduce a new ‘hybrid’ pension 

scheme for new employees from a specific date. (The term 

‘hybrid’ denotes a compromise between a defined benefit 

plans and defined contribution scheme.) The IBOA objected 

to the change, insisting it was not necessary in what it 

saw as a profitable organisation. The NIB intervened and 

referred the dispute to the Labour Court before the end 

of 2006. (Following the Labour Court recommendation in 

early 2007, the LRC began chairing intensive negotiations 

between the parties).

In a few instances, notably at Allianz Insurance, Irish Life 

and Permanent Group and EBS, management and unions 

negotiated new hybrid pension arrangements for new 

members. The Labour Court tended to endorse moves 

to introduce such new schemes for new employees, 

while supporting the retention of existing schemes for 

existing employees. In a separate case, however, the 

Independent News and Media Group introduced a new 

defined contribution pension plan for new employees in 

Independent Newspapers. The Group declined an invitation 

to attend a Labour Court hearing on the dispute.

Legislative Developments

A section of Towards 2016 entitled ‘Employment Rights 

and Compliance’ provided for new employment rights 

legislation. There were two distinct elements within 

this significant employment rights package - the first 

concerning the enforcement of existing employment laws, 

the second involving the more complex area of behavioural 

norms or standards.

New Employment Rights

In the area of compliance, the agreement promised a 

“major enhancement and expansion of the existing Labour 

Inspectorate” with a view to increasing its effectiveness. A 

new statutory Office of the Director of Employment Rights 

Compliance (ODERC) was to be established under the aegis 
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of the Department of Enterprise, Trade and Employment. 

(The name of the new body was changed to the National 

Employment Rights Authority (NERA) in early 2007). 

The number of labour inspectors under NERA was to be 

increased from 31 inspectors to 90 by the end of 2007.

In addition, further new legislation was expected to be 

published in 2007 “to provide that every employee must 

have an identifiable employer within the state that has a 

legal responsibility for compliance with all aspects of the 

applicable employment rights legislation”. The penalty for 

non-maintenance of statutory employment records will be 

up to _250,000 on indictment.

A number of changes were planned to address the issue of 

employment rights, primarily in response to the important 

dispute at Irish Ferries dispute in late 2005. In the Irish 

Ferries case, the employer offered a substantial redundancy 

package to encourage existing employees to leave the 

company and replace them with lower-paid agency crews 

from overseas. The unions objected to this approach on the 

grounds that it represented a means of ‘job displacement’.

Under an LRC/NIB brokered settlement, the company 

secured agreement to ‘re-flag’ its vessels, and recruit 

agency crews. The key trade union in the dispute, SIPTU, 

negotiated a minimum wage floor for agency crews - who 

are not union members. Only a small number of unionised 

seafarers remained at Irish Ferries by the end of 2006.

Redundancy Panel

Towards 2016 states that the possibility of the collective 

replacement of workers by lower paid workers from new EU 

Member States has, in certain circumstances, the potential 

to be harmful to maintaining good industrial relations. To 

forestall such developments, a special Redundancy Panel 

was agreed under Towards 2016, which is to advise the 

Minister for Enterprise, Trade and Employment on whether 

a particular case should be referred to the Labour Court for 

a ‘binding opinion’. This finding could be appealed by either 

party through the Employment Appeals Tribunal.

Specific criteria will be applied to identify such cases, as 

‘normal and legitimate’ business activity must not be 

affected. To avoid any confusion, it has been agreed that 

this special mechanism will not apply to the employment 

of agency workers, to situations where temporary business 

needs are involved, or in cases where outsourcing or the 

contracting out of services is being used.

New Consultation Rights
An important legal development in 2006 was the 

transposition of the EU Information and Consultation 

Directive – enacted under the Employees (Provision of 

Information and Consultation) Act 2006. The Act establishes 

a right to information and consultation in undertakings 

in Ireland with at least 150 employees from a date to be 

prescribed before 23 March 2007; in undertakings with at 

least 100 employees from 23 March 2007; in undertakings 

with at least 50 employees from 23 March 2008.

The Act provides:

n a 10% employee trigger mechanism for setting up an 

information and consultation structure;

n that trade unions will no longer be the sole channel for 

employee representation;

n a facility for the negotiation of ‘pre-existing’ 

agreements;

n the freedom to avail of ‘direct’ forms of information and 

consultation, to suit local circumstances.

Section 7 of the Act provides that negotiations to set up 

an information and consultation structure will have to 

be ‘triggered’ by workers themselves. This has to be done 

in the form of a written request from at least 10% of 

employees of the undertaking, subject to a minimum of 15 

employees and a maximum of 100 employees.

Trade Union Representation
There were a number of significant developments in 2006 

under the Industrial Relations (Amendment) Act, 2001 

and the Industrial Relations (Miscellaneous Provisions) 

Act, 2004, which deal with disputes over trade union 

representation rights. 
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In dismissing an appeal of a Labour Court determination 

by Ashford Castle Hotel on all six grounds, the High Court 

deferred to the specialist industrial relations expertise of 

the Labour Court. The Labour Court had awarded average 

pay increases of 17% to SIPTU members, and the High 

Court upheld this. The Dell supplier, Sercom Solutions, 

was told by the Labour Court to replace its performance-

based pay scale with a service-based scale. This suggested 

that not only could the Court recommend that pay levels 

in non-union firms be increased to the norm in related 

unionised firms, which was already a key feature of Labour 

Court findings, but that pay structures in such firms could 

mirror the unionised model. 

Industrial Disputes 
Strike statistics indicate just how rare official industrial 

action now is in Ireland. Central Statistics Office (CSO) 

data showed that there were only 7,352 working days lost 

in ten industrial disputes during 2006, with 1,186 workers 

involved. Of the working days lost, 65% were accounted 

for by two disputes in the construction sector (see figures 

1a, 1b and 1c). Disputes are included in the figures if they 

involve a stoppage of work lasting for at least one day and 

total time lost is 10 or more person-days. The figures for 

2006 are the lowest for any year since records began.

The official figures, however, do not show the whole picture 

on workplace conflict. While large-scale collective industrial 

action has decreased significantly in recent decades, the 

number of disputes referred to the various State dispute 

resolution bodies has continued to rise, a reflection of 

the fact that conflict has become increasingly absorbed 

by institutions and procedures, as well as becoming more 

individualized.

It is also clear that unions and workers are engaging in 

alternative forms of industrial or protest action, falling 

short of the traditional strike weapon. These forms of 

dispute action are frequently not counted in the official 

strike data, which does not include protest marches, 

working to rule, short stoppages, ‘meetings’ during 

working hours, and other forms such as absences cited 

as ‘sick-leave’.

Industrial Relations Developments, 
Significant Agreements
On 27 September 2006, the former state airline, Aer 

Lingus, was partially privatized in face of trade union 

opposition, particularly on the part of SIPTU. Fifty-two 

percent of the company’s shares were offered for sale 

on the market at _2.20 each, raising _531 million. The 

independent airline, Ryanair, bought a substantial stake 

in Aer Lingus, followed by a _1.4 billion bid for the entire 

company. The Government, which retained a 25% holding 

in Aer Lingus, indicated that its preference would be for 

Aer Lingus to remain independent of Ryanair, in order 

to maintain competition in the business. In December, 

97% of the Employee Share Ownership Trust (ESOT) 

members voted against the takeover bid in a turnout of 

70% of the membership. Despite the ESOT vote, Ryanair 

chief executive Michael O’Leary again urged Aer Lingus 

shareholders to accept the _1.4 million bid.

AIB and the Irish Bank Officials’ Association (IBOA) agreed 

a significant new Career Framework deal, which included an 

implementation payment of 2.5%, an increase in junior and 

managerial salary scales, a new performance pay system 

and bonus payments. The agreement covered most of the 

Bank’s 8,000 staff in the Republic and was independent of 

any pay increases agreed in Towards 2016. 

ESB management and trade unions reached agreement on 

pay and pensions, the basic terms of which included: a 2% 

non-superannuable pay rise; a buy-in lump sum of _3,000 

for every worker; increases in pension contributions from 

the company (4.5%) and the employees (2%); a once-

off _25 million company payment to the pension fund; 

agreement on the principles of local bargaining, and an 

industrial peace clause.

In December 2006, the Decentralisation Implementation 

Group (DIG) conceded that it would not meet the target 

deadlines it set for itself in 2005. However, the DIG 

maintained that “the revised schedule will still allow for 

the planned movement of up to 6,800 staff in the next 

three years in line with the target set out in June 2005”. It 

also accepted that “the delivery time for some locations 

will be later than originally projected…leading to a greater 

concentration of moves in 2009 rather than in 2008”.
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Migrant Workers
The issue of cross-border mobility and migrant workers 

continued to be a matter of serious debate. Ireland was 

one of only three EU 15 states - along with the UK and 

Sweden - that fully opened its labour market to new 

EU member states following EU enlargement. However, 

the Government announced in 2006 that entry rules for 

migrants from two further accession countries in 2007, 

Bulgaria and Romania, would be stricter.

Workers from non-European Economic Area (EEA) countries 

require employment permits to enter Ireland. Work permits 

are issued to employers only, leaving workers in a position 

of dependency on the permit holder. In view of such 

restrictions, Section 24 in Towards 2016, entitled ‘Economic 

Migration Policy’, includes proposed changes to the work 

permit system and a Government undertaking that the 

Employment Permits Bill will be enacted at the earliest 

possible date based on policies which ensure that:

n all workers will be allowed to apply for and reapply for 

their own permit;

n there will be appropriate consultation with the social 

partners in determining categories of staff/skills 

included and excluded for eligibility for work permits;

n there are adequate safeguards to protect workers’ 

rights in relation to the application for employment 

permits by: employers inside and outside of the State; 

employment agencies; and in respect of intra-corporate 

transfers;

n the employment of non-EEA students is subject to an 

application for employment permits;

n employment permit applications are not approved 

for wages below the REA/ERO rate or the National 

Minimum Wage, whichever is appropriate;

n employment permit holders may transfer to another 

employment in cases of unfair treatment; and

n spouses of employment permit holders who are granted 

residence in Ireland may be granted an employment 

permit.

Emerging Issues
A critical public policy concern of the Government in 2006 

was the extent of public service modernisation, particularly 

in the health sector. Value for money remained a key driver 

in its efforts to secure as much progress as possible under 

the ‘ongoing change’ provisions attached to the basic pay 

agreement in Towards 2016. It was considered counter-

productive to allow the change agenda to await, and be 

contingent on, the roll-out of the second public service 

benchmarking exercise, which is due to be published by the 

Public Service Benchmarking Body (PSBB) in 2007. (The 

PSBB was established in 2000, to compare the pay of public 

servants with private sector workers.)

The future of pensions emerged as one of the most 

significant issues in industrial relations over the course 

of 2006, a fact that was reflected in a number of major 

disputes. Commitments made in the Towards 2016 

agreement were indicative of how important the issue was 

regarded by the Government and the social partners.

The agreed employment rights and compliance measures 

in Towards 2016 constituted a major initiative in the area 

of enforcing existing labour standards and introducing 

mandatory provisions for employers.

Meanwhile, the growing regulation of the employment 

relationship continued in 2006, placing some degree of 

strain on Ireland’s voluntarist industrial relations traditions. 

The workload of, and the nature of issues dealt with by, 

the state dispute resolution institutions has increased 

considerably as a result in recent years.
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Figure 1a - Industrial Disputes in 2006 – by Industrial Sector 

Economic Sector  
(NACE Rev. 1)

Number of 
Disputes

Number of 
Firms

Number of 
Workers

Total Days 
Lost

Agriculture, forestry, fishing - - - -

Mining, quarrying, turf production - - - -

Manufacturing 3 3 332 1,114

Electricity, gas, & water - - - -

Construction 2 2 239 4,769

Wholesale and retail trade - - - -

Hotels and restaurants - - - -

Transport, storage & communication 1 1 40 57

Financial and other business services 1 1 280 280

Public administration and defence 1 1 270 663

Education - - - -

Health and social work 2 2 25 469

Other services - - - -

Total 2006 10 10 1,186 7,352

Source: Central Statistics Office, Ireland www.cso.ie 

Figure 1b – Ireland – Strike Statistics and Trends

Source: www.cso.ie
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Source: www.cso.ie 

Viewed on their own, the historical data on industrial 

disputes in Ireland show a tremendous improvement in 

this country’s strike record. However, the data do not show 

how the country’s record compares to that of economies 

elsewhere. Such comparisons would perhaps reflect a truer 

measure of Ireland’s performance in the management of 

industrial conflict. The UK Office for National Statistics 

published one of the most recent studies offering 

international comparisons. The following table was 

extrapolated from that study: 

The table indicates that, while Ireland recorded an 

overall reduction in the number of workdays lost per 

1,000 employees as a result of industrial action, these 

comparative figures suggest the need to view them in 

an international competitive environment. Needless 

to remark, environmental factors, corporate taxation 

and infrastructural provision are factors other than the 

industrial relations climate that influence investment 

decisions. 

0

100000

200000

300000

400000

500000

600000

1970s

583,978

317,078

61,312

25,550

130,300
114,584

74,508

37,374

215,587

97,046
114,613

21,257
37,482

20,784
26,670

7,352

1980s 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006

192Strikes 116 102 80 65 38 49 52 41 48 32 36 33 27 34 32 39 26 27 24 11 16 10

Figure 1c - Annual Days Lost due to Industrial Action in Ireland

Figure 1d - Labour Disputes: working days not worked per 1,000 employees in all industries and services, 
Ireland, EU and OECD, 1996-2005

Average 
1996-2000

Average  
2001-2005

Average  
1996-2005

Change from 
1996-2000 to 
1996-2005

Ireland 91 30 57 -67%

EU 14 average* 48 53 50 10%

OECD average* 51 33 42 -35%

*Excludes Greece, which no longer collects data on labour disputes.

Source: UK National Statistics Office, March 2007. 
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Socio-Economic Developments in 
2006

The Irish Labour Market in 2006

Employment

Employment grew by an average of 86,700 persons or 

4.4% in 2006 and at year’s end there were 2,066,100 

persons at work. This compares with an average growth 

rate of 4.7% in 2005. The strong growth in two sectors, 

Construction (+28,400) and Health (+18,700), accounted 

for just over 55% of the annual increase in the numbers 

employed, according to the Central Statistics Office (CSO). 

The CSO estimated that non-Irish nationals accounted for 

over 44,000 or almost 52% of the annual increase in the 

numbers in employment during 2006. The number of males 

in employment in 2006 increased by an average of 48,600 

or 4.3% while the number of females increased by an 

average of 38,000 or 4.6%.

Unemployment

There were 88,700 persons unemployed at the end of 2006 

representing an annual decline of 2,600 when compared 

to the same period in 2005. The seasonally adjusted 

unemployment rate stood at 4.2% at year’s end. Data from 

the Department of Enterprise, Trade and Employment show 

that there were 23,684 redundancies notified in 2006, an 

increase of 2.3% on the figure for 2005. 

Earnings

Preliminary CSO estimates show that average weekly 

industrial earnings increased by 5.3% to _623.69 during 

the year ending December 2006, with no change in the 

average working week of 40.5 hours. 

Average weekly earnings of all employees (industrial, 

clerical and managerial) are estimated to have risen by 

4.2% to _724.77. This rise consists of increases of 5.3% 

for industrial employees and 2.0% for clerical and 

managerial employees combined.

The Economy in 2006 

2006 was another year of strong economic growth in 

Ireland. Estimates suggest that Gross Domestic Product 

may have grown by up to 6.5% in 2006, compared to 

5.5% in 2005. Gross National Product is estimated to have 

risen by up to 7% indicating that GNP has been rising 

faster than GDP growth, a reversal of the historical norm 

suggesting that returns on Irish investments abroad are 

exceeding the value of profits being repatriated by multi-

national companies based in Ireland. At the end of 2006 

per capita GDP in Ireland was estimated to be some 40% 

higher than the average of that for the EU 15.

Annual inflation in Ireland increased to 4.9% at end 2006. 

The average increase over the year was 4%, compared to 

2.5% for 2005. Ireland’s rate of HICP (Harmonised Index 

of Consumer Prices) inflation averaged 2.7% in 2006, as 

against a Euro area average of 2.2%.

The 2006 Exchequer Balance was a surplus of _2.265 

billion compared to a deficit of _499 million for 2005 

and a budgeted deficit of _2,927 million. The outturn 

for the 2006 General Government Balance is estimated 

to be surplus of 2.3% of GDP. Ireland’s ratio of General 

Government Debt to GDP at end-2006 is estimated to 

have been 25.1%, down from an estimated 27.4% at end-

2005. The Budget forecast for end-2007 is 23.0%.
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LRC Symposium 2006 
The world of work is now seen as a dynamic environment where 

the very term employment relationship has itself become 

a byword for change. Within this climate, the conventional 

boundaries of bargaining are being re-shaped and the agendas 

of employers and employees as well as trade unions are being 

reassessed in the light of the expected and unexpected impacts 

of intense competition and globalization. Understanding the 

depth and breadth of the changes underway and coming to 

terms with their impacts is a major concern for the Labour 

Relations Commission. In seeking to move the debate beyond 

the conventional axis of individual or collectivist responses, the 

Commission in its Symposium 2006, the second in the series, 

invited contributors from Government, the world of business 

and academia to explore the conditions and best practices, both 

nationally and internationally, that facilitate change and enable 

better management of expectations and dispute avoidance/

resolution. 

The Symposium further served as a forum on the current and 

future research priorities of the Commission. Distinguished 

academics from Ireland, North and South, jointly contributed 

their analyses and recommendations on the nature of the 

research that the Commission should undertake over the 

coming years in order to underpin and strengthen its knowledge 

and capacity in its core activities of dispute prevention and 

resolution. These contributions and the open forum debate 

that followed helped inform the development of a research 

programme managed on behalf of the Commission by the 

Advisory Services Division. (See Chapter 3).

Chapter 2 – The Commission’s Initiatives in 2006

The Event

The LRC’s Symposium New Perspectives on Workplace Change took place on Thursday 9th November 2006, at Croke Park 

Conference Centre, Dublin, and was opened by guest of honour, An Taoiseach, Bertie Ahern, T.D. 

View or Download by 
clicking on the links below

Topic

Welcome and Opening Remarks: Maurice Cashell, Chairman, LRC 

(Olivia O’Leary, Symposium Chair)

Keynote address “Building Sustainable Social and Economic 

Development” An Taoiseach, Bertie Ahern, T.D.

“Why we succeed in Employee Relations” Danuta Gray, 

Chief Executive O2

“Dispute Resolution – An International Perspective” 

Professor William Brown – Master, Darwin College, Cambridge University

“Migrant Workers and their Integration” Dr. Pauline Conroy, Forum 

on Migration and Communication Strategy, D.I.T.

“Commission Strategy and Current Challenges” Kieran Mulvey 

– Chief Executive, Labour Relations Commission

“Employment Rights Compliance – Programme for Legislative and 

Organisational Change – Towards 2016” Tony Killeen, T.D., Minister 

for Labour Affairs

“Forum on Current and Future Research Priorities for the 

Commission” Professors Paddy Gunnigle, Bill Roche, Paul Teague 

and Dr. Tony Royle

Speech [PDF]

Speech [PDF]

Presentation [PPT]

Paper [PDF] 

Presentation [PDF]

Paper [PDF]

Paper [PDF] 

Presentation [PPT]

Speech [PDF]

Prof. Gunnigle Paper [PDF] 
Prof. Teague 
Presentation [PPT]  
Dr. Royle Presentation [PPT]

Figure 2

http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/maurice_cashell.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/taoiseach.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/danuta_grayO2.ppt
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/prof_brown_paper.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/brown_presentation.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/DrConroy.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/kieran_mulvey_sympo_paper.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/kieran_mulvey_presentation.ppt
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/minister_killeen.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/prof_gunnigle_paper.pdf
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/treague_presentation.ppt
http://www.lrc.ie/viewdoc.asp?m=&fn=/documents/symposium05/royle_presentation.ppt
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CHAPTER 3 – THE COMMISSION’S SERVICES IN 2006

The Conciliation Services Division 
in 2006

Referrals: 1504

Conciliation Conferences: 1959

Other meetings: (e.g. JIC’s/JLC’s/C&A 

Schemes)

136

Total Meetings: 2095

Mission Statement

“To provide an impartial, timely and 
effective conciliation service operating to a 
continually high standard in both the public 
and private sectors”

Director of Conciliation Services Division 

Kevin Foley

Deputy Director of Conciliation Services Division 

Tom Pomphrett

Administration 

Margaret Sweeney

Overview of Conciliation 
Activity 2006
“Conciliation is the practice by which the services 

of a neutral third party are used in disputes as a 

means of helping the disputing parties to reduce 

the extent of their differences and to arrive at an 

amicable settlement or agreed solution. It is a process 

of rational and orderly discussion of the differences 

between disputant parties under the guidance of the 

Conciliator” (ILO, Geneva)

The Division chaired 1959 conciliation conferences in 

2006, compared to 1,924 in 2005. The Division also 

convened another 136 meetings in 2006, comprising 

facilitation, the chairing of Joint Industrial Councils, Joint 

Labour Committees, Conciliation Councils, and Monitoring 

Committees etc. Therefore, the overall total of formal 

meetings convened by the Conciliation Services Division in 

2006 amounted to 2095, compared to a total of 2,054 in 

2005. (See Figure 3a for comparisons with previous years). 

In addition, the Conciliation Services Division engaged in 

many informal meetings with individual parties in potential 

dispute situations. A total of 1504 disputes were referred to 

the Conciliation Services Division in the year, compared to 

1,692 disputes referred in 2005.

Figure 3a - Conciliation Services Activity 2002 - 2006

The Service secured a settlement in 81 % of all cases 

referred to it in 2006, continuing the very high settlement 

rate consistently achieved in previous years. Figure 3b 

identifies comparative settlement rates at conciliation for 

the years 2002 to 2006 and confirms the Service’s record 

of achievement in dealing with complex and challenging 

issues over the years. Where no resolution of a dispute is 

possible at conciliation, the Service endeavours to secure 

the agreement of the parties to proceed to the Labour 

Court for investigation and recommendation. A total of 

279 cases were referred by the Commission to the Court 

in 2006. Of these, 276 were referrals under Section 26(1) 

of the Industrial Relations Act, 1990, and the remainder, 3, 

were referred by the Commission on behalf of the parties 

under Section 20(2) of the Industrial Relations Act, 1969, 

in the context of the provisions of Sustaining Progress and 

Towards 2016.
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Figure 3b - Conciliation Service Settlement Rate 
2001 - 2006

On-line Referral Facility

The Conciliation Services Division is committed to ensuring 

that access to its services is as straightforward and 

convenient as possible to parties in dispute. For this reason, 

the Division has, during 2006, promoted a facility whereby 

clients can refer cases to the Service ‘on-line’. A total of 

191 on-line referrals (13% of total referrals) were received 

during 2006. Access to the on-line referral facility is at the 

Commission’s web-site – www.lrc.ie.

Conciliation Service Delivery in 2006

The Conciliation Services Division is structured as four 

geographical regions outside Dublin together with a 

national Public Sector Unit. Officers in all of the Regions 

conduct conciliation conferences in the Dublin area. An 

overview of the activity in each of the regions is outlined 

below.

REGION 1 PUBLIC SECTOR UNIT

Deputy Director Conciliation 

Service

Tom Pomphrett

Regional Manager John Fallon

Administration Kieran Mee

Overview of Unit’s Activity in 2006

During 2006 there was a continuation of the high level 

of involvement of the Conciliation Services Division in 

disputes in the public sector. The Service was involved 

with the commercial and non-commercial Semi-State 

sector, devoting considerable time and resources to 

issues for example in Aer Lingus, the DAA (Shannon 

Airport), An Post and Iarnrod Eireann. There was also a 

significant level of involvement with the Health Sector, 

Local Authorities, the Education sector and with the Irish 

Prison Service. The Deputy Director was part of a 3 person 

expert group assisting the Labour Court in arriving at 

its recommendation in relation to An Post clerical staff 

and he also acted in a monitoring capacity in relation to 

the ‘Collection and Delivery Agreement’ reached in that 

company in early 2006. 

A total of 619 references to the Conciliation Services 

Division from employments in the public sector took place 

during 2006, and 732 conciliation conferences were held in 

such cases.

This high level of conciliation activity in the Public Sector, 

which is in line with the trend in recent years, reflects the 

change and modernisation agendas being pursued across 

the public sector. There is no doubt that this agenda of 

change will continue to be a feature of industrial relations 

in the public sector and is indeed acknowledged by the 

parties in Towards 2016. A feature of disputes in the public 

sector, reflective in many respects of the complexity of the 

matters under consideration, is the regular requirement for 

several conciliation conferences over a period of time to 

deal with the parties’ concerns, leading to situations where 

issues are often not resolved within a short time frame. 

This, as suggested above, is indicative of the complex issues 

and linkages at play in many areas of this sector.

REGION 2 EAST/SOUTH EAST

Regional Manager Brian McGinn

Industrial Relations Officer Louis Mooney

Administration Karen Buchanan

Overview of Regional Activity in 2006

In 2006 the East/South East Team provided conciliation 

services in counties Carlow, Kildare, Kilkenny, Waterford, 

Wexford, Wicklow and Tipperary (Carrick-on-Suir/Clonmel 

area) and in Dublin. 
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The East/South East Team convened 374 conciliation 

conferences in 2006. Most cases were resolved at a 

single conciliation conference but, in some cases, usually 

involving more complex/multi-dimensional issues, several 

conferences were necessary. Of the cases dealt with in the 

Region in 2006, 39 required to be referred to the Labour 

Court.

The single most common issue dealt with in the Region 

in 2006 was pay, followed closely by rationalisation/

redundancy related issues. Total closure or significant 

job losses were announced in a range of manufacturing 

companies such as Hasbro, Harris Calorific, Frigoglass, 

Duggan Steel and Moy Isover. The East/South East Team 

also dealt with high profile pensions disputes at Irish 

Independent and Regional Newspapers of Ireland, and 

with other major disputes at Roches Stores, Waterford 

Stanley and Waterford Regional Hospital. Assistance was 

also provided in a number of major sets of negotiations 

on pay and change at companies such as Glanbia and 

Tegral. During the year, the Regional Manager also, at the 

request of the parties, undertook chairmanship of the 

Parallel Benchmarking process for Health Service and Local 

Authority craftworkers, as well as chairmanship of the Local 

Authority National Council and a number of Construction 

Industry Disputes Tribunal cases. 

The overall industrial relations climate in the region in 2006 

remained stable, with, in the Commission’s view, ongoing 

adherence to the terms of Sustaining Progress/Towards 

2016 and normal disputes procedures. In a relatively small 

number of disputes, industrial action was threatened but 

averted following assistance from the Conciliation Services 

Division.

In line with the Division’s Business Plan for 2006, the 

Team completed an evaluation of the potential usefulness 

of ‘Resolve’ conferencing software in the delivery of 

conciliation. The Team also provided support to the 

Conciliation Services Division as a whole in its role as co-

ordinator of data generated by the Division’s computerised 

Case Management System. 

REGION 3 WEST/MID WEST

Regional Manager John Agnew

Industrial Relations Officers Anna Perry and 

Margaret Lawlor

Administration Marguerite Whyte

Overview of Regional Activity in 2006

The West/Mid West team provides Conciliation Services in 

counties Limerick, Clare, Galway, Roscommon, and parts 

of Westmeath and Offaly and has primary responsibility 

for the financial services sector. The Regional Manager also 

chairs the State Industry Joint Industrial Council (JIC). The 

team convened a total of 415 conciliation conferences in 

2006 - 236 in Dublin and 179 in the region. 

Under the provisions of Sustaining Progress (SP), a number 

of cases were referred to Conciliation in the Region relating 

to ‘inability to pay’ and ‘cost off-setting measures’. The 

team also conciliated on a case relating to non co-

operation with the use of technology and another case in 

which a breach of the agreement was claimed. Assessors 

were appointed in 5 cases. The team handled one case 

under the provisions of Towards 2016.

Insofar as the experience of the Conciliation Services 

Division in the Region was concerned, it appeared that 

2006 saw an intensification of competitive and change 

pressures within the general manufacturing area but also in 

the agri-business, poultry, hotel, finance and retail sectors. 

Problems relating to pension provisions and entitlements 

arose right across the spectrum of industrial sectors dealt 

with. The team made significant investments of time in, for 

example, disputes in Castlemahon Foods, Fulflex (Limerick), 

Great Southern Hotels, Jurys Hotels Group and Royal Liver 

Insurance Company. 

As well as its direct involvement in the delivery of 

Conciliation Services during 2006, the team participated 

in the broader range of initiatives undertaken by the 

Division generally. In particular the Team contributed 

to the management of the ongoing development and 

wider ‘roll out’ of the Commission’s Workplace Mediation 

Service. As part of this responsibility also the members 

of the team took part in 44 mediation sessions in both 

the private and public sectors. The Team also facilitated a 

number of meetings under the Civil Service Conciliation 

and Arbitration Scheme and was responsible for the 

organisation and co-ordination of the Construction 

Industry Disputes Tribunal on behalf of the Conciliation 

Service. 

The Team also invested significant effort in a joint initiative 

with the Advisory Services Division in the continued 

development and provision of tailored training for the 
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Commission’s clients. In the same context, the Team 

conducted a training module for students attending the 

Diploma in Mediation Studies, University College Dublin 

and also participated in training courses given by the Law 

Society and ICOS.

Together with the Director of Conciliation, the Regional 

Director developed and provided a two-week training and 

development course focussed on conciliation for Judges of 

the Industrial Court of Trinidad and Tobago. 

REGION 4 NORTH WEST AND 

BORDERS

Regional Manager Sheamus Sweeney

Industrial Relations Officer Brendan Cunningham

Administration Fiona Gallagher

Overview of Regional Activity in 2006

The North West and Borders region covers Cavan, Donegal, 

Leitrim, Longford, Louth, Mayo, Meath, Monaghan, Sligo, 

Westmeath and Dublin. In 2006 the team in the region 

convened 298 conciliation conferences with approximately 

42% (124) of these held in Dublin. In addition the 

region held 18 Workplace Mediation sessions and made 

presentations on industrial relations issues at a number 

of events in Dublin and the region. Assistance in the 

organisation and running of the Commission’s major 

Symposium “New Perspectives on Workplace Change” held 

in Croke Park in November 2006 was also undertaken by 

the Team. 

The year 2006 saw a continuation of the trends set in 

previous years with pay, redundancies, restructuring and 

new working arrangements making up the majority of 

referrals. Some cases of significance dealt with by the Team 

and requiring significant investments of time included 

NEC Ballivor, Littlefuse, Polyglass and Glanbia (Roosky), all 

closures; the Gresham Hotel, Lakeland Dairies, SR Technics, 

Irish Shell, Smurfit Press and Iralco involving restructuring/

changes in pay and conditions.

The Health Sector accounted for approximately 19% of all 

cases referred to the Conciliation Services Division from the 

Region in 2006.

REGION 5 SOUTH/SOUTH WEST

Regional Manager Damien Cannon

Industrial Relations Officers John Kelly and Michael 

Keegan.

Administration Lena Kavanagh and Kieran 

Mee.

Overview of Regional Activity in 2006

The South West Region consists of counties Cork, Kerry and 

South Tipperary.

The number of Conciliation Conferences held in the South 

West Region last year was 270 compared to 267 in 2005. 

The Team provided a further 232 conciliation conferences 

in Dublin in 2006. The similarity between 2005 and 2006 

figures for conferences convened reflects, in the view of the 

Team, a relative IR stability in the region and the active and 

effective nature of Conciliation delivery in the region. 

The Team dealt with a variety of issues throughout the year 

and was heavily involved in restructuring plans in many 

major companies in the food and pharmaceutical industries 

for example. The team was further involved in change 

management initiatives in the Local Authorities operating 

in Cork and Kerry and dealt with a variety of issues in the 

Health Service (Public & Private). The team also facilitated 

15 mediation sessions with both private and public 

organizations in the region and in Dublin. 

In Dublin the team provided 232 conciliation conferences. 

The team has also been involved in the development and 

monitoring/maintenance of the online referral system 

for the Conciliation Services Division which facilitates 

referral of cases to the Division via the Labour Relations 

Commission website. The Team has also acted as the 

Conciliation Services Division’s administrator on the LRC 

website (www.lrc.ie)

Joint Labour Committees and Joint Industrial 

Councils

The Conciliation Services Division provides Chairpersons 

and Deputy Chairpersons for a range of Joint Labour 

Committees and Joint Industrial Councils established in 

accordance with the Industrial Relations Acts, 1946 –1990. 
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Details of the Councils and Committees chaired by the 

Division in 2006 are as follows:

Joint Labour Committees (JLC’s)  

Retail Grocery, Catering (City of Dublin) and Contract 

Cleaning.

Joint Industrial Councils (JIC’s) 

Construction Industry, State Industries, Local Authorities and 

Electrical Contracting Industry.

Construction Industry Disputes Tribunal 

The management of cases referred to the Construction 

Industry Disputes Tribunal (CIDT) (established by the 

Construction Industry Registered Employment Agreement 

[REA]) is, at the request of the parties to the Construction 

Industry Joint Industrial Council, being facilitated by the 

Conciliation Services Division and was undertaken by the 

West/Mid West Region during 2006. The CIDT is a dispute 

resolution mechanism designed by the parties to the 

Construction Industry Joint Industrial Council, and the 

Labour Relations Commission has put in place procedures, 

which are designed to facilitate its effective operation. The 

most common issues arising in referrals to the CIDT have 

been concerned with pay, conditions of employment, alleged 

breaches of the REA and unfair dismissals. 

The Conciliation Services Division, also at the request of the 

parties to the CIJIC, provides an independent chairperson 

to Tribunal hearings, which also have an employer and an 

employee representative. The practice is that the Tribunal 

will only issue a decision where there is unanimity among 

the Tribunal members. 

During 2006, a total of 58 cases were referred to the 

Tribunal and 27 cases proceeded to a full Tribunal hearing. 

Eight cases were resolved locally in advance of a Tribunal 

hearing. In 17 of the referrals received it was not possible 

to convene a sitting of the Tribunal, as not all parties were 

agreeable to taking part. The remaining cases at year-end 

were in the process of being set up for hearing.

Sustaining Progress and Towards 2016

As was the case with Sustaining Progress, the terms of 

the national agreement, Towards 2016, provide detailed 

mechanisms for the resolution of disputes in relation to pay 

and other matters. In particular, clause 1.10 (ii) of Sustaining 

Progress and Clause 1.9 (ii) of Towards 2016 provide for 

the resolution of disputes in instances where the employer 

pleads inability to pay the terms of the agreement; clause 

1.10(iii) of Sustaining Progress and 1.9(iii) of Towards 2016 

deal with disputes in situations where the employer seeks 

cost offsetting measures to be implemented in order to 

facilitate payment of the terms of the agreement. The 

mechanisms in both cases involve genuine attempts by 

the parties locally to reach agreement, referral if necessary 

to the Labour Relations Commission for conciliation, 

engagement if necessary by the Commission of an 

independent assessor (nominated from a panel submitted by 

the Social Partners) to report on the economic, commercial 

and employment circumstances of the firm in the context 

of the position adopted by the employer, a further attempt 

at conciliation and referral if necessary to the Labour Court. 

In the case of referrals to the Court under clause 1.10(ii) of 

Sustaining Progress and 1.9(ii) of Towards 2016, the decision 

of the Court is binding on the parties. 

Apart from these mechanisms the agreements also 

provide a procedure for the resolution of disputes related 

to what constitutes “ongoing change” as described in 

the agreements. There are also arrangements under the 

agreements whereby the services of the Commission are 

available to assist in situations in the Civil and Public Service 

where disputes arise in relation to verification of required 

change.

In 2006 the Conciliation Service held conciliation 

conferences in 45 cases under Sustaining Progress and 10 

cases under Towards 2016. Of these, 33 of the Sustaining 

Progress cases and 8 of the Towards 2016 cases related 

to disputes about the pay terms of the agreements; the 

remaining 12 cases involved ongoing change or issues such 

as applicability of the agreements. The Commission referred 

11 cases to assessors in 2006.

The Commission, on behalf of the parties, referred 6 

Sustaining Progress cases to the Labour Court in 2006. Of 

these, 5 related to pay and 1 was a dispute about normal 

ongoing change.

Workplace Mediation Service
“Mediation is a voluntary, confidential process that allows 

two or more disputing parties to resolve their conflict in 

a mutually agreeable way with the help of a neutral third 

party, a mediator” (LRC, Dublin)
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Purpose and Objectives

The Board of the Labour Relations Commission decided 

to establish a Workplace Mediation Service in mid 2005. 

The service provides a prompt, confidential and effective 

remedy to workplace conflicts, disputes and disagreements. 

Workplace Mediation is particularly suited to disputes 

involving individuals or small groups of workers.

Structure of Service

The Workplace Mediation Service operates under the 

responsibility of the Conciliation Services Division and 

under the guidance of a three person cross-divisional 

development team. A group of eight mediators was 

appointed at the outset of the provision of the service, 

drawn from both the Conciliation and Advisory Services 

Divisions of the Commission, and this group has been 

active in the provision of the Workplace Mediation Service 

since December 2005. In June 2006 this group was joined 

by a further four staff members.

During 2006, all mediators continued to enhance their 

knowledge of mediation practice and theory supported by 

additional mediation training provided by the Commission 

and delivered by ACAS. The mediators also participated in 

a series of in-house workshops and seminars specifically 

related to the development of the Workplace Mediation 

Service, which also served to underpin the concept of 

continuous development and learning.

Activity

The service was actively engaged in 24 cases in 2006, 

although the number of contacts and enquiries far exceeds 

this number. 14 of the cases were in the public sector, the 

remaining 10 in the private sector. 

Generally the issues in cases requiring mediation involve 

interpersonal workplace relationships, often between 

managers/supervisors and subordinates. Issues around 

disciplinary and grievance procedures have also arisen 

together with workplace bullying. The majority of cases 

relate to individuals, although 3 cases concerned group 

issues generally centred on group dynamics, relationships 

and reporting arrangements.

Information about the service is available in the overall 

information package of the Commission and from the 

Commission website at www.lrc.ie.

Provision of Training 

A key strategic objective of the Labour Relations 

Commission is to develop:

‘Stronger, innovative and flexible conflict prevention 

activities to assist sectors and enterprises’. (LRC Statement of 

Strategy 2005-2007)

In pursuance of this objective, the West/Mid-West 

Team invested significant effort in a joint initiative with 

the Advisory Service in the continued development 

and provision of tailored training for various groups. In 

particular, a training module as part of a wider training 

programme relating to Conflict Management and Dispute 

Resolution for Directors of Nursing was provided for 

the Irish Nurses Organisation. A similar programme 

was also developed and provided for SIPTU Nursing 

Representatives. A module entitled ‘Skills Development and 

General Information’ training was delivered for employee 

representatives relating to the Employees (Provision 

of Information and Consultation) Act, 2006, to several 

organisations within the private sector. Training was also 

provided to all employees of City of Cork VEC in relation to 

Grievance and Disciplinary procedures. 
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The Advisory Services Division in 
2006

Mission Statement

“To work closely with employers, trade 
unions and employees to promote, develop 
and implement best industrial relations 
policies, practices and procedures, in order 
to enhance the economic well-being of 
the enterprise and assist in employment 
creation and retention.”

STAFFING OF THE DIVISION

Director Declan Morrin

Research & Information 

Officer

Larry O’Grady

Senior Advisory Officer Seamus Doherty

Strategy and Standards 

Officer 

Assumpta McGill

Advisory Officers Leo Costello, Hugh Lonsdale 

Brian Stokes (left in 2006) 

Brian Higgins, Paul Shortt 

(commenced in 2006)

Executive Officer Geraldine Drumm

Administration Noel Kenny

Divisional Structure

The Advisory Services Division consists of three units 

– Advisory, Research and Information/ICT and Strategy and 

Standards.

The Advisory Unit is responsible for the development 

and promulgation of Codes of Practice and delivery of 

enterprise level projects such as industrial relations audits.

The Research and Information/ICT Unit is responsible for 

the Commission’s research and information activities and 

oversees all ICT related activities. 

The Strategy and Standards Unit is responsible for 

assessing the effectiveness of the Commission’s services, 

surveying customer satisfaction levels, the promotion of 

best industrial relations practice and training.

Service Delivery

The Division is independent and impartial in the delivery 

of its services and its staff are experienced in industrial 

relations practice and theory. We work in a number of 

ways with employers, employees and trade unions to 

develop positive and modern industrial relations practices, 

procedures and structures. Our primary objective is to 

help build and maintain positive working relationships and 

effective problem prevention and resolution mechanisms 

which allow both management and employees more time 

to concentrate on their shared objectives of maintaining 

stable and successful workplaces. We recognize that every 

situation in which we are involved is different and unique 

in its own way. Our assistance is therefore always tailored 

to meet the specific requirements of the parties with which 

we work. This assistance is confidential to the parties and 

free of charge.

Activities In 2006

Overview

This was the busiest year on record for the Division and 

is a testament to the hard work and commitment of the 

staff. A total of 210 projects were undertaken during the 

year ranging across a broad range of activities such as 

the provision of various forms of in-company assistance, 

the managing of our research projects, the managing 

of the Commission’s ICT programme and the delivery of 

training and advice. This level of activity represents a 45% 

increase on 2005 levels.

The Advisory Unit

Industrial Relations Audits

Where a broad range of problems are perceived to exist 

or where the parties wish to gain a greater understanding 

of the dynamics at play in an organisation, it may be 

appropriate to conduct a thorough audit of industrial 

relations practices and procedures together with a survey 

of the views of all the relevant groups in the enterprise. 

Typically the audit is presented to the parties in the form of 

a confidential report containing findings, conclusions and 

recommendations. In some cases however it may be more 

appropriate to focus on the change agenda and present 

the parties with a series of recommended improvements. 

We can provide further support in the form of post report 

monitoring and, where necessary, assistance with the 
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implementation of the required changes and improvements. 

We carried out 13 industrial relations audits in 2006.

Case Study 

At the request of the parties the Advisory Service 

reviewed industrial relations practices and procedures 

at a hospital located in the Leinster Region. All relevant 

staff, supervisors, members of management and trade 

union officials were interviewed.

The key deficiencies identified related to communication 

and consultation, reporting structures and problem 

solving. A joint working party was subsequently 

established to address these issues, which was chaired by 

the Advisory Officer.

Joint Working Parties

Advisory staff chair joint sessions of company management 

and employee representatives working together to agree 

and implement recommendations or decisions to improve 

industrial relations in their workplace. This facility is designed 

to give the parties direct involvement in developing mutually 

acceptable solutions to their difficulties. Eleven joint working 

parties were chaired in 2006.

Preventive Mediation/Facilitation

Assistance is often required in situations where parties 

anticipate future difficulties. We assist in such cases 

by providing preventive mediation/facilitation. Many 

organisations also require assistance to improve work 

organisation. We advise on and assist in the development 

of specific disputes and grievance procedures, new work 

practices, structural change and other measures required to 

maintain and enhance competitiveness. We were involved in 

30 such projects in 2006.

Case Study

An indigenous manufacturing company approached the 

Division in 2006 seeking assistance in implementing a 

change programme which was necessary to underpin 

its continued growth and success. Following initial 

consultations with  management and the union officials 

an audit was conducted to establish the areas of joint

concern to the parties. This was followed by a number of 

facilitation sessions designed to develop a joint agenda 

for change. Once the joint agenda was agreed the parties 

engaged, under the chairmanship of the Advisory Officer 

to implement the changes required.

Frequent User Initiative

The Division continuously monitors levels of usage of the 

Commission’s dispute resolution services to ensure effective 

and efficient use of resources and to focus assistance on 

areas of greatest need. In 2006 the Advisory Unit consulted 

with 24 employers and associated trade unions in this regard.

Voluntary Dispute Resolution

The Enhanced Code of Practice on Voluntary Dispute 

Resolution (SI 76 of 2004) provides a recognised framework 

for the processing of disputes arising in situations where 

negotiating arrangements are not in place and where 

collective bargaining fails to take place. We facilitate the 

procedure, which is designed to assist management and 

unions to resolve the issues in dispute. 

During 2006 a total of 82 cases (involving 504 issues) were 

received (see Figure 3c below). The most common issues 

arising relate to pay, overtime, sick pay and procedures (see 

Figure 3d below). Over one third (37%) of the issues which 

were the subject of negotiation under the auspices of an 

Advisory Officer were settled within the voluntary process. 

Figure 3c
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Advice

In some instances employers, employees and trade unions 

approach the Division for detailed advice on good practice 

when putting in place negotiating agreements, grievance/

disciplinary procedures and other industrial relations 

frameworks. In 2006, we provided assistance in 10 such 

cases.

Codes of Practice

The Division is responsible for the drafting of statutory 

Codes of Practice in accordance with Section 42 of the 

Industrial Relations Act, 1990. To date the following Codes 

have been completed:

n Code of Practice on Dispute Procedures, including 

Procedures in Essential Services;

n Code of Practice on Duties and Responsibilities of 

Employee Representatives and the Protection and 

Facilities to be Afforded them by their Employer;

n Code of Practice on Grievance and Disciplinary 

Procedures;

n Code of Practice on Compensatory Rest Periods;

n Code of Practice on Sunday Working in the Retail Trade;

n Code of Practice on Voluntary Dispute Resolution;

n Code of Practice Detailing Procedures for Addressing 

Bullying in the Workplace;

n Enhanced Code of Practice on Voluntary Dispute 

Resolution;

n Code of Practice on Victimisation;

n Code of Practice on Access to Part-Time Work.

During 2006 work continued on the drafting of a Code of 

Practice on Information and Consultation. In addition, work 

on a new Code of Practice on Persons Employed in Other 

Peoples’ Homes (provided for in Towards 2016) was nearing 

completion at year-end.

Workplace Mediation Service

Staff of the Unit participate in the work of the Workplace 

Mediation Service which was established in 2005. This 

Service is managed by the Conciliation Services Division.

Re-Solve

Re-Solve is a computer-based system used by the 

Advisory Service for the speedy gathering and analysis 

of information from groups of people. This is done in a 

number of ways including brainstorming, idea charting, 

the exchange of detailed ideas and information, and 

conducting of surveys. The advantage of Re-Solve is that 

it promotes collaboration where time, distance, cost and 

personal and group dynamics, prevent people getting 
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together. The Advisory Service can bring this technology to 

any enterprise through a mobile suite of laptop computers 

or remotely via the Internet – for further information visit 

www.lrc.ie. 

Re-Solve was used in 5 projects in 2006. 

Case Study 

Re-Solve was used to survey a population of 85 

employees in Glanbia Ballitore. The object of the exercise 

was to establish the major industrial relations concerns 

of the parties. This was achieved over one and a half days 

and allowed the parties to develop a clear agenda for a 

joint working party, to be chaired by an Advisory Officer, 

which will seek to address the concerns identified.

The Research And Information/ICT 
Unit

Research Programme

The LRC’s Statement of Strategy 2005-2007 committed 

the Commission to developing a research strategy in 

collaboration with kindred organisations and academic 

institutions whose key objective would be the production 

and promulgation of knowledge of best practice dedicated 

to supporting the LRC’s core functions in dispute 

prevention and resolution. 

At the end of 2006 four research projects were being 

managed as part of an evolving research portfolio. Two of 

the projects were nearing completion:

n Building Capacity in Dispute Resolution and Avoidance, 

National Centre for Partnership and Productivity, and 

Queens University Belfast. 

n Employment Relations in Multinational Corporations in 

Organisational Context: A Large-scale Survey, University 

of Limerick. 

The results of this research work will be reproduced in 

Commission publications throughout 2007.

Building on ideas emerging from papers presented at the 

LRC’s Symposium (covered in more detail in Chapter 2), 

the LRC in late 2006 invited proposals from academic 

researchers for projects yielding qualitative results directly 

informing the LRC’s own knowledge of and approaches to 

dispute resolution and prevention in Ireland. The following 

projects were selected:

The Autonomy of Irish Managers: Agents or Active 

Players, University of Limerick. 

This project will evaluate the role and influence of Irish 

based subsidiaries of multinational corporations with 

regard to human resources and employment relations. It 

intends to establish the degree of influence and the extent 

of discretion of the Irish operations within the overall 

corporate framework of MNCs. Case examples of such 

local managerial autonomy will be examined to establish 

how managerial discretion is used in HR and employments 

relations policy and practice. This is an extension of 

the existing research on MNCs being conducted by the 

University of Limerick. It will involve a series of interviews 

with HR directors in a sample of both foreign and Irish 

owned MNCs, and with selected ‘key informants’ in this 

field area together with a detailed quantitative analysis of 

survey data relating to subsidiary discretion in the HR/ER 

sphere. The results will be available to the Commission 

during Summer 2007.

The Dynamics of Workplace Dispute Resolution in 

Contemporary Ireland, Queens University Belfast 

and University College Dublin. 

This will be a study of important dimensions of workplace 

disputes and their resolution in contemporary Ireland, 

according to the following three research topics:

n assessment of referrals to employment dispute 

resolution agencies

n survey of dispute resolution practices

n experiments in innovative organisational dispute 

resolution systems

The research methodology will combine agency record 

search and review, telephone and written surveys (the 

ESRI Survey Unit being engaged to undertake the survey 

fieldwork on dispute resolution practice) as well as case 

studies. This is the largest research project undertaken by 

the Commission, and is expected to be concluded in late 

2008.
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Information - ICT Strategy and 

Implementation 

The implementation of modern information and 

communications technology forms a key component of the 

Commission’s commitment to improving the efficiency of 

its service delivery and enabling greater customer access 

to information and services. An end-year review of our ICT 

Strategy Plan 2003-2007 - the blueprint for Commission’s 

investment in IT infrastructure - has shown that all major 

elements of the strategy have been implemented. Through 

the work of six cross-service project teams, led by the 

Advisory Service Division’s Research and Information 

Officer, and half of whose membership are staff of the 

Division, the following was achieved:

n Renew ICT Infrastructure - Since 2004 all older 

technology has been replaced with modern high-

specification servers, desktop and laptop PCs. The 

network infrastructure and operating software have 

been upgraded to ensure that systems work at optimum 

reliability, speed and efficiency. 

n Implement Case Management System - The CMS 

has been in continuous daily use for two years. It 

effectively manages an annual caseload of some 

10,000 cases across three Services. In 2006, activity 

reports were developed and implemented on the 

system. A comprehensive electronic diary and case-

scheduling component was tested and approved for 

implementation. 

n Provide Mobile Computing/Remote Access - 

Technology enabling access to LRC servers by travelling 

officers and Rights Commissioners was implemented 

successfully using laptops with 3G modem cards, and 

remote access has also been enabled through any 

internet-provided computer. 

n Develop Functional Customer-Oriented Website - 

In December 2004 the LRC launched a newly-designed 

website. Along with new images, it enabled better 

navigation and facilities for the visually impaired, and 

included new features. Some sixty new documents were 

added to the site in 2006.

Website 

The Commission’s website has become the single most 

important access-point for customers seeking information, 

guides, forms, research reports and other publications. An 

indicator of this is the rapid growth in the number of site 

visits over a short time-span – there were some 280,000-

site visitors in 2006 compared to 185,500 in 2005, a year-

on-year increase of over 50%. 

Figure 3e

LRC Website Visits 2005 2006

January 14051 20503

February 15293 23580

March 15979 31655

April 16254 26664

May 15149 28223

June 13353 22640

July 14525 21788

August 14135 16633

September 15389 19919

October 17967 22178

November 17506 22879

December 15877 23477

Totals 185478 280139

Guides to LRC services consistently rank amongst the most 

highly demanded publications. A surprising development 

in 2006 was the high level of demand for foreign language 

information guides - they were downloaded in greater 

numbers than the equivalent English language versions. It 

is a telling statistic and indicator of our changing society 

that, in 2006, leaflets in Russian were more in demand than 

those produced in the Irish language (see figure 3f).

Figure 3f

Language Numbers downloaded 

in 2006

Polish 11935

Portuguese 7650

Mandarin 3403

Russian 2699

Total 25687

The Commission continues to review its information 

services in light of the greater demands being made on it 

by ever-increasing customer requirements.



Labour Relations Com
m

ission A
nnual Report 2006

��

The Strategy and Standards Unit

LRC Information Literature

During 2006 we distributed the Commission’s new 

Information Packs and stand-alone Information Leaflets to 

its service users, to employer and trade union organisations 

and to all Citizen Information Centres throughout the 

country. 

The Information Packs are available in both English and Irish 

and contain Leaflets on the role and functions of the Labour 

Relations Commission, the Conciliation Service, the Advisory 

Service, the Rights Commissioner Service, the Workplace 

Mediation Service, an Overview of the various Codes of 

Practice and the Customer Service Charter.

Separate Information Leaflets are available in English on 

the role and functions of the Labour Relations Commission, 

the Conciliation Service, the Advisory Service, the Rights 

Commissioner Service and the Workplace Mediation Service.

In addition, Information Leaflets are available in Polish, 

Portuguese, Russian and Chinese (Mandarin) on the 

following: the role and functions of the Labour Relations 

Commission, the Rights Commissioner Service and the 

various Codes of Practice.

These leaflets are also available in electronic format on the 

Commission website www.lrc.ie.

Promulgation of Codes of Practice

During 2006 the Division arranged for the printing of new 

Information Packs containing all Codes of Practice. The 

Information Packs were distributed widely to the many 

users of the Commission’s services. In addition, all Codes are 

available in electronic format on the Commission’s website, 

www.lrc.ie.

LRC Training Services

The Commission provides a limited training and 

development service, which is managed by the Strategy and 

Standards Unit and delivered by cross-Divisional teams. 

During 2006 this service was availed of by both public and 

private sector organisations including small and medium 

sized firms and multinationals, unionised and non-unionised 

employments and by trade unions. The service was provided 

on site in the various organisations throughout the country. 

In 2006 a total of 21 programmes were delivered.

Programmes are developed to suit the specific needs of 

the parties. They can be delivered on a stand-alone basis or 

as part of an organisation’s own training programme. The 

following types of programmes were delivered in 2006:

Conflict Prevention and Resolution & Employee 

Relations Challenges for Managers: This programme is 

aimed at frontline managers whose role demands excellent 

people management skills and a good understanding 

of conflict prevention and resolution mechanisms. The 

programme aims to impart an understanding of the 

operation of the various dispute resolution Bodies of the 

State.

Conflict Prevention and Resolution & Employee 

Relations Challenges for Employees and Employee 

Representatives: This programme is aimed at employees 

and employee representatives whose role demands a good 

understanding of conflict prevention and dispute resolution 

mechanisms in the workplace. The programme aims to 

impart an understanding of the operation of the various 

dispute resolution Bodies of the State.

Employee Representatives and Information and 

Consultation: This programme gives a clear understanding 

of the role of Employee Representatives and the various 

provisions of the recent Information and Consultation 

legislation. 

Effective Communications: The programme seeks to 

address the key competencies required by employees, 

employee representatives and managers to develop and 

maintain effective communication. 

SME Workshops 

In 2006 a cross-Divisional team (Advisory/Conciliation/

Rights Commissioner) delivered two regional workshops 

for small and medium enterprises which were managed 

by the Strategy and Standards Unit. The objective of the 

workshops was to acquaint employers in this sector the 

various services available from the Commission. 

National Centre for Partnership and 

Performance (NCPP)

The Commission is represented on the NCPP’s Strategic 

Network Alliance by the Director and its Research Advisory 

Panel by the Research and Information Officer. 
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The Rights Commissioner Service in 2006

Mission statement

‘‘ To investigate and recommend on 
disputes and grievances referred by 
individuals or small groups of workers 
under the relevant industrial relations/
employment rights legislation’’

There has been significant growth in the use of the Rights 

Commissioner Service throughout 2006. Referral numbers 

increased by 28% in 2006, following on from an 18% 

increase in 2005. The geographical spread of demand for 

services was constantly monitored in 2006. The chart 

below shows the geographic origins of referrals to the 

Service in 2006. 

Figure 3g Referrals by Geographic Location

Compared to 2000, the number of referrals to the Service 

in 2006 was up by 124%, as outlined below.

Figure 3h - Rights Commissioners Activity 
2000 – 2006

 The number of cases referred to the Service increased by 

28%, from 5,598 in 2005 to 7,179 in 2006.
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Figure 3i - Numbers of Referrals by Act 2003-2006

Legislation Referrals

2003 2004 2005 2006

Adoptive Leave Act 1995 0 0 1 1

Carer’s Leave Act 2001 2 0 0 1

Competition Act 2002 0 0 0 0

European Communities (Protection of Employment) Regulations, 2000 2 4 2 6

European Communities (Safeguarding of Employees Rights on Transfer of 

Undertakings) (Amendment) Regulations 2003

96 66 116 128

Industrial Relations Acts 1969-1990 1464 1171 1236 1172

Industrial Relations (Miscellaneous Provisions) Act 2004 0 7 84 62

Maternity Protection Acts 1994-2004 24 8 26 23

National Minimum Wage Act 2000 68 63 72 107

Organisation of Working Time Act 1997 631 611 665 1087

Parental Leave Act 1998 26 24 20 15

Payment of Wages Act 1991 1285 1538 1875 2275
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Legislation Referrals

2003 2004 2005 2006

Protection of Employees (Fixed Term Work) Act 2003 10 119 296 443

Protection of Employees (Part Time Work) Act 2001 99 85 75 133

Protection of Young Persons (Employment) Act 1996 1 0 3 7

Protections for Persons Reporting Child Abuse Act 1998 0 0 1 0

Safety, Health and Welfare at Work Act 2005 0 0 2 119

Terms of Employment Information Acts 1994 - 2001 183 245 301 711

Unfair Dismissals Acts 1977-2005 846 808 823 889

Total Referrals 4737 4749 5598 7179

The chart below illustrates the percentage breakdown of 

referrals received by relevant legislation in 2006.

Figure 3j

Legislation

The most frequently used legislation is as follows:

n The Payment of Wages Act 1991

n The Industrial Relations Acts 1969-2004

n The Unfair Dismissals Acts 1977-2005

n The Organisation of Working Time Act 1997

n The Protection of Employees (Fixed-Term Work) 

Act 2003

n The Terms of Employment Information Acts 1994-2001

The Payment of Wages Act 1991

There were 2,275 claims received under this Act in 2006, 

up by 21% from 1,875 referrals in 2005. Claims involve 

issues such as the correct payment of wages, holiday pay 

or pay for working premium hours and minimum notice 

related to dismissals. A growing proportion of claimants are 

migrant workers reflecting the changing profile of the Irish 

workforce. A significant number of claims were brought 

by workers in the construction industry under Payment of 

Wages in accordance with the Registered Agreement for 

the construction industry. Claims in this industry concern 

non-payment of the agreed rate of pay for particular 

categories of worker, travel time and overtime.

Industrial Relations Acts 1969-1990

There were 1,172 referrals dealt with in 2006, a reduction 

of 5% on 2005. While the number of referrals under this 

legislation has remained relatively stable in recent years, 

the number as a proportion overall has decreased to 16% 

of the total number of referrals compared to 31% in 2003. 

This reflects the decline in the use of voluntary dispute 

resolution procedures, and an increasing reliance on legally 

enforceable claims.

Unfair Dismissals Acts 1977-2005

The number of Unfair Dismissal Acts referrals increased 

slightly to 889 from 823 in 2005. This equates to an 

8% increase. Unfair Dismissal cases may also be directly 

referred to the Employment Appeals Tribunal. 

Organisation of Working Time Act 1997

Referrals increased by 63% in 2006 to 1,087 from 665. The 

majority of complaints relate to non-payment of holiday 

pay and public holiday pay, particularly on termination of 

employment. There has been an increase in the number 

Protection of Employees
(Fixed Term Work)
Act 2003
6%

Terms of
Employment
Information
Act 1994-2001
10%

Unfair
Dismissals Acts
1977-2005 12%

Organisation
of Working
Time Act 15%

Industrial
Relations Acts
1969-1990 16%

Payment of
Wages Act
1991 33%

Other Acts  8%
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of complaints related to excessive working hours, non-

provision of statutory breaks and non-payment of Sunday 

premiums, particularly among migrant workers.

Protection of Employees (Fixed Term Work) 

Act 2003

Referrals under this Act continue to grow significantly. 

There were 443 referrals received in 2006 – a 49% increase 

on the 296 referrals received in 2005. 

Hearings under this Act are complex and time-consuming, 

often involving more than one hearing. The main sources 

of referrals were the eduction sector and medical personnel 

(consultants and non-consultant hospital doctors) in the 

health sector. The majority of complaints centred on failure 

to provide written statements (Section 8) and failure to 

provide contracts of indefinite duration (Section 9) . 

In 2006, the High Court issued a significant decision in 

HSE v Ahmed which upheld key principles adopted by 

Rights Commissioners and the Labour Court regarding the 

supremacy of the Protection of Employees (Fixed Term 

Work) Act 2003 over normal appoinment procedures.

The Labour Court has referred to the European Court 

of Justice issues regarding the jurisdiction of Rights 

Commissioners (and the Labour Court) in matters of 

Direct Effect, and whether the Directive which gave rise to 

the Protection of Employees (Fixed Term Work) Act 2003 

includes financial elements. The State is opposing the 

rulings of Rights Commissioners under both these headings. 

This is the first occasion in which issues decided by a Rights 

Commissioner have been referred to the European Court of 

Justice. 

In a separate case, the High Court has considered Rights 

Commissioner rulings upheld by the Labour Court in 

respect of key interpretations of this Act. This includes 

the definition of a contract of indefinite duration and the 

status of fixed-term workers in respect of financial issues 

and termination procedures, while a fixed-term employee. 

This is the first occasion on which the High Court has 

dealt with points of law on issues decided by Rights 

Commissioners. A decision is awaited.

The establishment of an adjudication body in the health 

sector to decide on claims for contracts of indefinite 

duration, and agreements on a number of issues in respect 

of implementation in the education sector, significantly 

reduced the number of referrals requiring full hearings. 

Rights Commissioners directly settled many claims for 

contracts of indefinite duration at hearings based on 

precedent decisions made by Rights Commissioners, the 

Labour Court and the High Court.

The Terms of Employment Information Acts 

1994-2001

The Acts provide that an employer must provide their 

employees with a written statement of terms and 

conditions relating to their employment within two 

months of commencing employment. Referrals under these 

Acts showed the largest annual increase. 711 referrals were 

received in 2006 compared to 301 in 2005 – an increase 

of 136%.

Comment on The Safety, Health and Welfare 

at Work Act 2005

Under this Act, Rights Commissioners dealt with complaints 

of alleged penalisation by employers. Uniquely, in 

employment legislation to date, there is no stated limit to 

the amount of compensation which may be awarded to a 

successful claimant. A significant number of complaints in 

2006 related to the construction industry, a trend repeated 

under the Payment of Wages Act 1991, Organisation of 

Working Time Act 1997 and the Terms of Employment 

Information Acts 1994 – 2001 – the majority of which 

involve migrant workers. There are significant issues to 

be determined as to the latitude available to claimants 

regarding the scope of Section 27 of the Act which deals 

with penalisation. Key decisions from appellant bodies on 

the interpretation of this Section are awaited in 2007.

Scheduling of Hearings

A breakdown of the hearings scheduled, withdrawn/settled, 

adjourned/on hold and the total number of cases heard in 

2006 is as follows:

Figure 3k

Hearings Scheduled Withdrawn/ Settled Adjourned/ On Hold Total Heard

4403 594 1261 2548
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Hearings may often feature more than one claimant, and 

claims under several acts may be heard at one hearing. 

Adjournments

At the end of 2006, 1,262 cases were adjourned or on 

hold. Adjournment requests are granted only for significant 

reasons, and the proportion of requests is 60/40 for 

employers (and/or their representatives) and employees 

(and/or their representatives), respectively, at the request 

of one or both parties.

Operations in 2006

n The Service provided input into the negotiations for the 

Towards 2016 Partnership Agreement. Arising from this 

Agreement, an additional 5 Rights Commissioners will 

be provided, increasing, as necessary, in line with the 

caseload of the Service

n Complaint forms for all legislation administered by the 

Service have been reviewed and revised, and have been 

on the LRC website since June 2006.

n Over 30,000 complaint forms were downloaded from 

the LRC website in 2006.

n Initial investigations into the feasibility of an on-line 

referral system took place in 2006, and will be pursued 

further in 2007.

n The Rights Commissioner Service, the Labour Court and 

the Equality Tribunal, in conjunction with the IPA, have 

established a training programme on “Quasi-Judicial 

Training”. Areas covered by the course include rules of 

procedure, the evaluation of evidence and the drawing 

of inferences.

n The Rights Commissioner Service Internal Working 

Group (IWG) was established in June 2005 on foot 

of the Employment Rights Bodies Review Group’s 

recommendations as set out in its report of April 2004. 

The IWG met throughout 2006 and implemented 

service improvements in the Rights Commissioner 

Service, such as:

• Redrafting of all complaint forms

• Revision of appeal information sheets

• Analysis and review of adjournments policy

 The Group will continue to meet in 2007.
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The Corporate Services Division in 2006

Director of Corporate Services and 

Secretary to the Board

Freda Nolan

Accounts Officer Florence Kelly

Staff Officer Declan Tighe

Board Meetings

There were 11 statutory meetings of the Board in 2006.

Audit Committee

The Audit Committee met on five occasions in 2006 

– January, February, June, October and November. An Audit 

Charter was agreed by the Audit Committee and approved 

by the Board in March 2006. The Internal Auditor undertook 

a number of audits throughout the year. The Audit 

Committee and Board considered the recommendations 

in the various Audit Reports and these are currently in the 

process of being implemented. 

Code of Practice for the Governance and 

Conduct of the LRC

The Code of Practice was reviewed during 2006 and was 

informed primarily by the recommendations made in the 

various audits undertaken in the course of 2005 and 2006. 

The Code incorporates best practice procedures for the 

conduct of the business of the Commission, the role of 

the Chairperson and the Board, the functions of the Audit 

Committee and a detailed operational code on Financial 

Policy and Procedures. The Code was considered by the 

Audit Committee and recommended for approval by the 

Board.

Annual Accounts 2005

The Comptroller and Auditor General’s Office completed 

the audit of the 2005 Annual Accounts. The draft Audited 

Accounts were considered by the Audit Committee at 

a meeting in October and approved by the Board later 

that month. The Audited Accounts were presented to the 

Minister for Enterprise, Trade and Employment, who in 

turn presents them to both Houses of the Oireachtas. The 

signed Accounts are published with the Annual Report. 

Risk Register

The Risk Register for 2006 was reviewed by the Senior 

Management Team and considered by the Audit Committee 

and the Board in November and December respectively. 

The Risk Register for 2007 was informed by the review of 

the 2006 Register and was also approved by the Board.

Ethics in Public Office

All Board Members, Rights Commissioners and relevant 

staff completed returns under the Ethics in Public Office 

Acts.

International Agencies Meeting (Galway)

The LRC hosted a meeting of international mediation 

agencies in Galway on the 23rd to 25th May. The 

attendance included the Chief Executives and Directors of 

Services from the FMCS (USA), ACAS (UK), LRA (NI), AIRC 

(Australia), ERA (New Zealand), FMCS (Canada) and CCMA 

(South Africa).

Topics discussed included:

n innovations in mediation/conciliation;

n applied research/information technology; 

n employment law developments in Europe/Australia; 

n value for money/performance indicators; 

n agency strategies and operational networking/

knowledge sharing.

There was a fruitful exchange of views and experiences 

and a discussion around whether the Group should be 

expanded to include other international mediation agencies 

from the English-speaking world.

International Engagements 

The Chief Executive presented papers at seminars organised 

by the ILO, Training Centre, Turin, Swedish Labour Market 

Delegates attending the meeting of international mediation 
agencies in Galway, May 2006.
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Board, Stockholm, and for the European Foundation on 

accession issues in Istanbul, Turkey

Refurbishment of Premises

Refurbishment works continued on Tom Johnson House 

throughout 2006. Efforts are continuing to acquire 

additional space for an expanding Rights Commissioner 

Service and for better facilities for clients of the 

Commission’s Services. 

Staff of the Commission

During 2006, Brian Stokes, Advisory Officer, moved from 

the Commission to Donegal under the Government’s 

Decentralisation Programme. Following a Department 

competitive interview, Brian was replaced by Paul Shortt. 

Gerry Fleming, who had served as a Rights Commissioner 

for many years, did not seek reappointment on the expiry 

of his Warrant of Appointment. We would like to thank 

Gerry for his significant contribution to the Service and 

wish him well in his retirement. 

Two Rights Commissioners were appointed during 2006 

– John Tierney and Peter O’Brien – and in line with 

commitments under Towards 2016, additional Rights 

Commissioners will be appointed in 2007 to deal with 

the significant increase in the numbers of referrals to the 

Service.

Throughout 2006, the Senior Management Team (SMT) 

has, through a process of engagement with staff, sought 

to extend and improve facilities in Tom Johnson House. 

Engagement with the Department of Enterprise, Trade 

and Employment and the OPW has now led to the 

delivery of additional space in our existing premises and a 

commitment to office/meeting room space in a location 

in close proximity. The Commission is appreciative of the 

understanding shown by staff – particularly in the clerical 

area – and their representative union (CPSU) of the 

timescale in achieving this positive outcome.

Significant efforts have been made by all staff of the 

Commission in delivering our new Case Management 

System for each of the Services. Their co-operation 

with the implementation of new technology and their 

suggestions around its application are much appreciated.

The SMT continues to encourage and support cross-

divisional co-operation on all of the Commission’s activities 

from IT to information activities, seminars, symposia, the 

development of new services and in Departmental activity 

and training.

The Commission’s goal is to optimise staff performance 

and development. It is very supportive of individuals 

seeking to gain relevant additional academic qualifications. 

It also aims to ensure that, in addition to providing on-

the-job development and coaching, each staff member 

has formal training during the year which has been 

identified through the Role Profile process. The Training and 

Development Unit of the Department of Enterprise, Trade 

and Employment continued to provide support to LRC staff 

in generic Civil Service training and development courses 

identified through the operation of PMDS. 

Staff of all of the Services of the Commission – Advisory, 

Conciliation, Rights Commissioner and Corporate Services 

– require an understanding and awareness of the challenges 

presented by an increasingly diverse workforce and in this 

connection a Diversity Awareness Course was externally 

sourced and delivered to all staff of the Commission in 

early 2006. Further training will be provided as required.
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APPENDIX 1 Labour Relations Commission – 
Organisational Structure 

Chief Executive’s Office Contact Details 

Kieran Mulvey Chief Executive 01-613-6705 Kieran_Mulvey@lrc.ie  

Ian Carty Secretary to Chief Executive 01-613-6705 Ian_Carty@lrc.ie   

Senior Management Team Contact Details 

Kieran Mulvey Chief Executive 01-613-6705 Kieran_Mulvey@lrc.ie  

Declan Morrin Director of the Advisory Services Division 01-613-6713 Declan_Morrin@lrc.ie  

Freda Nolan Director of the Corporate Services & Rights 

Commissioner Service Divisions, Secretary to 

the Commission

01-613-6706 Freda_Nolan@lrc.ie   

Kevin Foley Director of the Conciliation Services Division 01-613-6723 Kevin_Foley@lrc.ie  

Tom Pomphrett Deputy Director of the Conciliation Services 

Division

01-613-6716 Tom_Pomphrett@lrc.ie 

The Corporate Services Division Contact Details

Freda Nolan Director of the Corporate Services Division 01-613-6706 Freda_Nolan@lrc.ie 

Florence Kelly Accounts and Administration 01-613-6751 Florence_Kelly@lrc.ie   

Declan Tighe Staff Officer 01-613-6758 Declan_Tighe@lrc.ie 

The Advisory Services Division Contact Details 

Declan Morrin Director of the Advisory Services Division 01-613-6713 Declan_Morrin@lrc.ie 

Larry O’Grady Research and Information Officer 01-613-6732 Larry_OGrady@lrc.ie  

Assumpta McGill Strategy and Standards Officer 01-613-6763 Assumpta_McGill@lrc.ie  

Seamus Doherty Senior Advisory Officer 01-613-6740 Seamus_Doherty@lrc.ie  

Leo Costello Advisory Officer 01-613-6741 Leo_Costello@lrc.ie  

Brian Higgins Advisory Officer 01-613-6738 Brian_Higgins@lrc.ie 

Hugh Lonsdale Advisory Officer 01-613-6756 Hugh_Lonsdale@lrc.ie  

Paul Shortt Advisory Officer 01-613-6754  Paul_Shortt@lrc.ie 

Geraldine Drumm Executive Officer 01-613-6762 Geraldine_Drumm@lrc.ie 

Noel Kenny Secretary 01-613-6758 Noel_Kenny@lrc.ie 

The Conciliation Services Division Contact Details

Kevin Foley Director of the Conciliation Services Division 01-613-6723 Kevin_Foley@lrc.ie

Tom Pomphrett Deputy Director of the Conciliation Services 

Division

01-613-6716 Tom_Pomphrett@lrc.ie

Margaret Sweeney Secretary 01-613-6710 Margaret_Sweeney@lrc.ie  

  

REGION 1 Public Sector Unit

Tom Pomphrett Deputy Director of the Conciliation Services 

Division

01-613-6716 Tom_Pomphrett@lrc.ie

John Fallon Regional Manager 01-613-6708 John_Fallon@lrc.ie  

Michael Keegan Industrial Relations Officer 01-613-6734 Michael_Keegan@lrc.ie  

Kieran Mee Secretary 01-613-6725 Kieran_Mee@lrc.ie  
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REGION 2 – East/South-East Region   

Brian McGinn Regional Manager 01-613-6719 Brian_Mcginn@lrc.ie  

Louis Mooney Industrial Relations Officer 01-613-6736 Louis_Mooney@lrc.ie 

Karen Buchanan Secretary 01-613-6755 Karen_Buchanan@lrc.ie  

REGION 3 - West/Mid-West Region   

John Agnew Regional Manager 01-613-6715 John_Agnew@lrc.ie  

Margaret Lawlor Industrial Relations Officer 01-613-6728 Margaret_Lawlor@lrc.ie 

Marguerite Whyte Secretary 01-613-6718 Marguerite_Whyte@lrc.ie  

REGION 4 - North-West/Midland Region   

Sheamus Sweeney Regional Manager 01-613-6711 Sheamus_Sweeney@lrc.ie  

Brendan Cunningham Industrial Relations Officer 01-613-6731 Brendan_Cunningham@lrc.ie  

Fiona Gallagher Secretary 01-613-6714 Fiona_Gallagher@lrc.ie  

REGION 5 - South/South-West Region   

Damien Cannon Regional Manager 01-613-6727 Damien_Cannon@lrc.ie 

John Kelly Industrial Relations Officer 01-613-6713 John_B_Kelly@lrc.ie  

Lena Kavanagh Secretary 01-613-6729 Lena_Kavanagh@lrc.ie 

The Rights Commissioner Service Division Contact Details 

Freda Nolan Director of the Corporate Services 

& Rights Commissioner Service 

Divisions

01-613-6706 Freda_Nolan@lrc.ie 

Brendan Smith Assistant Principal Officer 01-613-6720 Brendan_Smith@lrc.ie 

Catherine Shivnan Executive Officer 01-613-6727 Catherine_Shivnan@lrc.ie 

Marian Smith Staff Officer 01-613-6726 Marian_Smith@lrc.ie  

Lorraine Haide Clerical Officer 01-613-6747 Lorraine_Haide@lrc.ie  

Tony Bregazzi Rights Commissioner 01-613-6744 Tony_Bregazzi@lrc.ie  

Eileen Harding Secretary 01-613-6737 Eileen_Harding@lrc.ie  

Joan Carmichael Rights Commissioner 01-613-6745 Joan_Carmichael@lrc.ie 

Debbie Royle Secretary 01-613-6747 Debbie_Royle@lrc.ie

Peter O’Brien Rights Commissioner 01 613-6739 Peter_OBrien@lrc.ie 

Gavin Lockhart Secretary 01-613-6748 Gavan_Lockhart@lrc.ie  

John Tierney Rights Commissioner 01-613-6749 John_Tierney@lrc.ie  

Niamh O’Reilly Secretary 01-613-6749 Niamh_OReilly@lrc.ie  

Janet Hughes Rights Commissioner 01-613-6745 Janet_Hughes@lrc.ie  

Bernadette Williams Secretary 01-613-6757 Bernadette_Williams@lrc.ie

David Iredale Rights Commissioner 01-613-6760 David_Iredale@lrc.ie  

Tom Joyce Secretary 01-613-6750 Thomas_Joyce@lrc.ie 

Mark McGrath Rights Commissioner 01-613-6761 Mark_McGrath@lrc.ie 

Brigette Booth Secretary 01-613-6722 Brigette_Booth@lrc.ie  

Michael Rooney Rights Commissioner 01-613-6749 Michael_Rooney@lrc.ie 

Máire Barry Secretary 01 613-6739 Maire_Barry@lrc.ie
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Appendix 2 The Labour Relations Commission 
Financial Statements for the Year Ended 31st December 2005

Index of Contents
Statement of Responsibilities of the Commission

Statement on the System of Internal Financial Control

Report of the Comptroller and Auditor General

Statement of Accounting Policies

Income and Expenditure Account

Balance Sheet

Notes to the Financial Statements
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Section 31(1) of the Industrial Relations Act 1990 requires the Commission to prepare Financial Statements in such form as 

may be approved by the Minister for Enterprise,Trade and Employment after consultation with the Minister for Finance. In 

preparing those statements,the Commission is required to:

n select suitable accounting policies and apply them consistently,

n	make judgements and estimates that are reasonable and prudent,

n	prepare the Financial Statements on the going concern basis unless it is inappropriate to presume that the Commission 

will continue in operation,

n	state whether applicable accounting standards have been followed, subject to any material departures disclosed and 

explained in the financial statements.

The Commission is responsible for keeping proper books of account which disclose with reasonable accuracy at any time 

the financial position of the Commission and which enable it to ensure that the Financial Statements comply with Section 

31(1) of the Act. The Commission is also responsible for safeguarding the assets of the Labour Relations Commission and 

for taking reasonable steps for the prevention and detection of fraud and other irregularities.

Chairperson    Commission Member

Date:

Statement of Responsibilites of the Commission
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Responsibility for the System of Internal Financial Control
As Chairman, I acknowledge the responsibility of The Labour Relations Commission for ensuring that an effective system of 

internal financial control is maintained and operated.

The system can only provide reasonable and not absolute assurance that assets are safeguarded, transactions authorised 

and properly recorded, and that material errors or irregularities are either prevented or would be detected in a timely 

period.

Key Control Procedures
The Commission has taken steps to ensure an appropriate control environment is in place by:

n Clearly defining management responsibilities and powers

n Establishing formal procedures for monitoring the activities and safeguarding the assets of the Commission

n Developing a culture of accountability across all levels of the Commission

The Commission has established procedures to identify and evaluate business risks by:

n Identifying the nature, extent and financial implication of risks facing the Commission including the extent and 

categories which it regards as acceptable

n Assessing the likelihood of identified risks occurring - a risk register is in place

n Assessing the Commission’s ability to manage and mitigate the risks that do occur

n Assessing the costs of operating particular controls relative to the benefit obtained

The system of internal financial control is based on a framework of regular management information, administrative 

procedures including segregation of duties, and a system of delegation and accountability. In particular it includes:

n A comprehensive budgeting system with a monthly budget which is reviewed and agreed by the Commission

n Regular reviews by the Commission of periodic and annual financial reports which indicate financial performance 

against forecasts

n Setting targets to measure financial and other performance

n Clearly defined purchasing and approval guidelines

n Formal project management disciplines

Statement on the System of Internal Financial Control
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The Commission employed a consultant, on a contract basis, as internal auditor to conduct a review of the effectiveness 

of the system of internal controls.

The Commission’s monitoring and review of the effectiveness of the system of internal financial control is informed by 

the the work of the Internal Auditor, the Audit Committee, the executive managers within the Commission who have 

responsibility for the development and maintenance of the financial control framework, and comments made by the 

Comptroller and Auditor General in his management letter or other reports.

Annual Review of Controls
I confirm that for the year ended 31st December 2005 the Commission conducted a review of the effectiveness of the 

system of internal financial controls.

Signed on behalf of The Labour Relations Commission

Maurice Cashell: 

Chairman

Date
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1 Basis of Accounting

These financial statements have been prepared under the 

accruals method of accounting, except as stated below, 

and in accordance with generally accepted accounting 

principles under the historical cost convention. Financial 

Reporting Standards recommended by the recognised 

accountancy bodies are adopted, as they become operative. 

The unit of currency in which the Financial Statements are 

denominated is Euro.

2 Oireachtas Grants

Income is accounted for on the basis of:

n Cash receipts from the Department of Enterprise, Trade 

and Employment

n Payments made by the Department of Enterprise, Trade 

and Employment on behalf of the Commission and an 

amount paid on behalf of the Commission from the 

Vote for Increases in Remuneration and Pensions.

3 Fixed Assets and Depreciation

The Labour Relations Commission adopts a minimum 

capitalisation threshold of _1,000. Fixed assets are stated 

at their cost less accumulated depreciation. Depreciation 

is charged at rates calculated to write off the cost of each 

asset over its expected useful life on a straight line basis as 

follows:

Furniture, Fixtures and Fittings 10% Per Annum

Equipment 20% Per Annum

4 Capital Account

The capital account represents the unamortised amount 

of income used to purchase fixed assets and the value of 

assets transferred to the Commission.

5 Pensions

The Commission operates a non-contributory defined 

benefit pension scheme for one officer which is funded 

annually on a pay as you go basis from monies provided by 

the Department of Enterprise, Trade and Employment.

Pension costs reflect pension benefits earned in the 

period. An amount corresponding to the pension charge is 

recognised as income to the extent that it is recoverable, 

and offset by grants received in the year to discharge 

pension payments.

Actuarial gains or losses arising on scheme liabilities are 

reflected in the Statement of Total Recognised Gains and 

Losses and a corresponding adjustment is recognised in the 

amount recoverable from the Department of Enterprise, 

Trade and Employment.

Pension liabilities represent the present value of future 

pension payments earned to date. Deferred pension 

funding represents the corresponding asset to be recovered 

in future periods from the Department of Enterprise, Trade 

and Employment.

Effect of Change in Accounting Policy.

The effect of the change in accounting policy arising from 

the introduction of FRS 17 is to recognise as expenditure 

in the year the cost of pensions earned rather than the 

payments made to pensioners, and a corresponding funding 

amount. In addition, the Balance Sheet recognises the 

cumulative liability for pensions earned by employees as at 

31st December 2005 together with a corresponding asset 

whereas previously this liability was disclosed by note only.

6 Stocks

Stocks of publications and stationery have no net realisable 

value and are not regarded as assets.

Statement of Accounting Policies
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Income and Expenditure Account
For The Year Ended 31st December 2005

Notes 2005 2004

\ \ \

Income

Oireachtas Grants 1 4,671,129 4,307,806

Net deferred funding for pensions 4 76,000 44,000

Deposit Interest - 23

4,747,129 4,351,829

Transfer (to)/from Capital Account 2 27,259 (149,735)

4,774,388 4,202,094

Expenditure

Salaries and Related Costs 3 2,980,266 2,663,960

Travel and Subsistence 337,527 283,397

Commission Members’ Fees 5 68,566 75,068

Rental of Meeting Rooms 72,569 51,063

Stationery and Office Supplies 39,250 36,299

Postage, Carriage and Telephone 110,059 107,490

Entertainment and Catering 12,543 8,116

Research 66,438 69,430

Office Maintenance and Renovations 114,887 80,841

Audit Fee 9,200 8,800

Consultancy and Professional Fees 144,838 164,796

Miscellaneous 56,946 77,088

Printing 96,904 28,052 

Training 25,332 57,013

Refurbishment 250,411 -

Promotional DVD’s 74,026 -

Pension costs 76,000 44,000

Depreciation 109,355 98,284

Loss on Disposal of Fixed Assets 7 1,164 82

4,646,281 3,853,779  

Surplus/(Deficit) For Year 128,107 348,315 

Balance at 1st January 309,873 (38,442) 

31st December 437,980 309,873 

The results for the year relate to continuing operations. 

The Statement of Accounting Policies and Notes 1 to 12 form part of these Financial Statements.

 

Chairperson    Chief Executive

Date:     Date:



Labour Relations Com
m

ission A
nnual Report 2006

��

Notes 2005 2004

e e

Surplus for the year 128,107 348,315

Experience losses on pension scheme liabilities (102,000) (36,000)

Changes in assumption underlying the present value of pension 
scheme liabilities

- (109,000)

Actuarial gain/loss on pension liabilities (102,000) (145,000)

Adjustment to deferred pansion funding 4(f) 102,000 145,000

Total recognised gain for the year 128,107 348,315

The results for the year relate to continuing operations.

The Statement of Accounting Policies and Notes 1 to 12 form part of these Financial Statements.

Chairperson    Chief Executive

Date:     Date:

Statement of Total Recognised Gains & Losses
for the Year Ended 31st December 2005
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Notes 2005 2004

e e e

Fixed Assets 7 390,312 417,571

Current Assets

Debtors and prepayments 8 456,155 284,565

Cash at bank and on hand 9 101,333 145,115

557,488 429,680

Current Liabilities

Creditors (amounts falling due within one year) 10 119,508 119,807

119,508 119,807

Net Current Assets 437,980 309,873

Total Assets less Current Liabilities before Pension 828,292 727,444

Deferred pension funding 4 700,000 522,000

Pension liabilities 4 (700,000) (522,000)

Total Assets less Current Liabilities 828,292 727,444

Deferred pension funding 4 700,000 522,000

Pension liabilities 4 (700,000) (522,000)

Total Assets less current Liabilities 828,292 727,444

Represented

Capital Account 2 390,312 417,571

Income and expenditure account surplus 437,980 309,873

828,292 727,444

The Statement of Accounting Policies and Notes 1 to 12 form part of these Financial Statements.

Chairperson    Chief Executive

Date:     Date:

Balance Sheet
As At 31st December 2005
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1 Oireachtas Grants 

2005 

e

2004  

e

The Department of Enterprise, Trade and Employment and the  
Department of Finance provided grant funding during the year: 4,671,129 4,307,806

2 Capital Account

Balance at 1st January 2005 417,571 267,836

Transfer from Income and Expenditure Account

Income applied to purchases of Fixed Assets 83,260 248,361

Net book value of assets disposed (1,164) (342)

Amortisation in line with depreciation (109,355) 98,284

(27,259) 149,735

Balance at 31st December 2005 390,312 417,571

3 Salaries and Related Costs

The charge of _2,980,266 includes fees of _573,083 payable to the eight Rights Commissioners. The total number of staff 

employed at 31st December 2005 was 45(2004: 44). All staff, other than the Chief Executive, are civil servants assigned to 

the Commission by the Department of of Enterprise,Trade and Employment.

4 Pension

(a) Pension scheme

The Labour Relations Commission operates an unfunded defined benefit superannuation scheme for one officer. Financial 

Reporting Standard - Retirement Benefits (FRS 17) was issued by the Accounting Standards Board in November 2005. 

Compliance with the new standard became mandatory for the financial year 2005. The results set out below are based on 

an actuarial valuation of the liabilities in respect of one officer as at 31 December 2005.

This valuation was carried out using the projected unit method.

The financial assumptions used to calculate scheme liabilities for the purpose of FRS 17 were as follows:

Assumption 2005 2004 2003 

Discount Rate 5.5% 5.5%  6% 

Salary increase  4% 4% 4% 

Pension increase 4% 4% 4% 

Price inflation 2% 2% 2%

On the basis of these assumptions, the value of the accrued liabilities in respect of one officer at 31st December 2005 was 

_700,000 (_522,000 at 31 December 2004).

Notes to the Financial Statements 
for the Year Ended 31st December 2005
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4 Pension (continued)

(b) Net deferred funding for pension in year 2005 2004

Funding recoverable in respect of current year pension costs 76,000 44,000

(c) Analysis of total pension costs charged to expenditure 2005 2004

Current service cost 47,000 24,000

Interest on pension scheme liabilities 29,000 20,000

76,000 44,000

(d) Deferred funding asset for pension

The Commission recognises these amounts as an asset corresponding to the unfunded deferred liability for pension on 

the basis of the set of assumptions described above and a number of past events. These events include the statutory basis 

for the establishment of the superannuation schemes, and the policy and practice currently in place in relation to funding 

public service pensions including contribution by employees and the annual estimates process. While there is no formal 

agreement regarding these specific amounts with the Department of Enterprise,Trade and Employment, the Commission 

has no evidence that this funding policy will not continue to meet such sums in accordance with current practices. The 

deferred funding asset for pension as at 31 December 2005 amounted to _700,000 (2004: _522,000)

(e) Movement in net pension liability during the financial year 2005 2004

Net pension liability at 1 January 522,000 333,000

Current service cost 47,000 24,000

Interest costs 29,000 20,000

Pensions paid in the year -  -

Actuarial loss/gain 102,000 145,000

Net pension liability at 31 December 700,000 522,000

(f) History of experience gains and losses

Experience gains and losses on scheme liabilities: 2005 2004

Amount 102,000 36,000

Percentage of the present value of scheme liabilities 15% 7%

Total amount recognised in STRGL

Amount 102,000 145,000

Percentage of the present value of scheme liabilities 15% 21%

5 Commission Members’ Fees

2005 2004

The annual fees payable to Commission Members are as follows: _ _

Chairman 15,237 15,237

Ordinary Members 53,329 59,831

68,566 75,068

Notes to the Financial Statements (continued)
for the Year Ended 31st December 2005
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6 Rent and Rates

The Commission operates from offices provided on a rent free basis by the Office of Public Works.

7 Fixed Assets

Furniture, 

Fixtures and 

Fittings

_ 

Equipment 

_

Total

_

Cost

At 1 January 2005 258,627 578,258 836,885

Additions In Year 43,636 39,623 83,259

Disposals In Year (6,933) (9,443) (16,376)

At 31 December 2005 295,330 608,438 903,763

Accumulated Depreciation

At 1 January 2005 89,048 330,266 419,314

Charge for Year 26,725 82,630 109,355

Depreciation on Disposals (5,770) (9,443) (15,213)

At 31 December 2005 110,003 403,453 513,456

Net book values

At 31 December 2005 185,327 204,985 390,312

At 31 December 2004 169,579 247,992 417,571

8 Debtors & Prepayments

2005 2004

_ _

Debtors 25 426

Prepayments 20,964 18,561

Advance payment to OPW 435,166 265,578

456,155 284,565

9 Bank & Cash

2005 2004

_ _

Current account 99,851 143,698

Deposit account 1,312 1,312

Petty Cash 170 105

101,333 145,115

Notes to the Financial Statements (continued)
for the Year Ended 31st December 2005
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Notes to the Financial Statements (continued)
for the Year Ended 31st December 2005

10 Creditors

2005 2004

_ _

Accruals 99,535 105,125

Audit Fee 9,200 8,800

Rights Commissioners 10,773 5,882

119,508 119,807

11 Related Party Transactions

The Labour Relations Commission is an independent statutory body under the aegis of the Department of Enterprise, Trade 

and Employment. The Commission received grant aid from the Department of Enterprise, Trade and Employment and due 

to various material transactions, this Department is regarded as a related party.

The Board adopted procedures in accordance with the Code of Practice for the Governance of State Bodies in relation to 

the disclosure of interest by the Board members and these procedures have been adhered to in the year.

There were no transactions in the year in relation to the Board’s activities in which the board members had any benefical 

interest.

12 Approval of Financial Statements

These financial statements were approved by the Board on the 16th October 2006.
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Information Packs are available in both English and Irish 

and contain LRC Leaflets on the following:

n Role & Functions

n Conciliation Service

n Advisory Service

n Rights Commissioner Service

n Workplace Mediation Service

n Codes of Practice

n Customer Service Charter

Information Leaflets are available in English on the 

following:

n Role & Functions

n Conciliation Service

n Advisory Service

n Rights Commissioner Service

n Workplace Mediation Service

Information Leaflets are available in Polish, Portuguese, 

Russian and Chinese (Mandarin) on the following:

n Role & Functions

n Rights Commissioner Service

n Codes of Practice

MULTI-MEDIA RESOURCES

n DVD Guide to the LRC 

n CD-ROM Guide to the LRC 

n LRC Website http://www.lrc.ie/ 

STRATEGIC POLICY & PLANNING

1. LRC Statement of Strategy 2005-2007, March 2005. 

2. LRC Strategy Framework 2002-2004, January 2002.

3. Improving Industrial Relations - A Strategic Policy, 1996. 

(Available on the LRC’s website at: http://www.lrc.ie/

ViewDoc.asp?fn=/documents/publications/strategy/index.

htm&CatID=10&m=v).

Labour Relations Commission Research 

Papers

n Competitive Strategies and Employee Relations in the 

Irish Retail Sector 

n A Strategic Analysis of the Irish Food Industry - 

Implications for Human Resource Practice 

n Employment and Employee Relations Practices in the 

Medical Technology Sector in the West of Ireland. 

n Migrant Workers and Access to the Statutory Dispute 

Resolution Agencies, October 2005

n Industrial Relations and Human Resource Management 

Practice in Ireland - Analysis of Twelve Years of Labour 

Relations Commission Advisory Services Division 

Company Reviews, 2005

n LRC Advisory Services Division - Effectiveness of Codes 

of Practice Survey, 2005

(Available in the Publications section of the LRC’s website)

Codes of Good Practice

n Dispute Procedures, including Procedures in Essential 

Services 

n Duties and Responsibilities of Employee Representatives 

and the Protection and Facilities to be afforded them by 

their Employer 

n Sunday Working in the Retail Trade 

n Compensatory Rest Periods and Related Matters 

n Voluntary Dispute Resolution - S.I. No. 76 of 2004

n Grievance and Disciplinary Procedures 

n Procedures for Addressing Bullying in the Workplace 

n Code of Practice on Victimisation

n Industrial Relations Act 1990 (Code of Practice on Access 

to Part-Time Working) (Declaration) Order 2006 S.I. No. 

8 of 2006 

(Available on the LRC’s website at: http://www.lrc.

ie/ViewDoc.asp?fn=/documents/publications/codes/index.

htm&CatID=23&m=u).

APPENDIX 3 Publications available from 
The Labour Relations Commission



��

La
bo

ur
 R

el
at

io
ns

 C
om

m
is

si
on

 A
nn

ua
l R

ep
or

t 
20

06

Labour Relations Commission Annual Reports

Annual Reports for the years 1991 to 2006.

LRC Review – The Journal of the Labour 

Relations Commission 

n	Issue numbers1 to 6.

http://www.lrc.ie/ViewDoc.asp?fn=/documents/

publications/journal/index.htm&CatID=25&m=u

 The Labour Relations Commission Seminar 

Series 

n	Symposium New Perspectives on Workplace Change, 

Thursday 9 November 2006, Croke Park Conference 

Centre, Dublin. Speaker presentations available on 

the LRC’s website at: http://www.lrc.ie/viewdoc.

asp?m=u&fn=/documents/symposium05/symp05.htm

n	Seminar - "Changing Approaches to Industrial Relations 

- the Republic of Ireland/Northern Ireland and the 

United Kingdom", 21 November 2005, Great Southern 

Hotel, Dublin

n	Symposium "Meeting the Challenge of Change - Irish 

Labour Market Issues in a Global Economy" 11th of 

November 2004. Speaker presentations available 

on the LRC’s website at: http://www.lrc.ie/viewdoc.

asp?DocID=396&m=f)

n	New Challenges to Irish Industrial Relations (Copy 

available for reference in the LRC). 

n	THE EURO: Implications for Human Resource 

Strategies for the 21st Century (Available on the 

LRC’s website at: http://www.lrc.ie/ViewDoc.asp?fn=/

documents/publications/researchconference/euro.

htm&CatID=27&m=u).

LRC Customer Service 

• Customer Service Charter, 2005.

The Labour Relations Commission, 

Tom Johnson House, 

Beggar’s Bush, 

Haddington Road, 

Dublin 4

Telephone: (01) 613 6700 

Lo-Call: 1890 220 227 (outside (01) area) 

Fax: (01) 613 6701 

e-mail:  info@lrc.ie 

 conciliation@lrc.ie 

 rightscomm@lrc.ie 

 advisory@lrc.ie 

Web: www.lrc.ie




