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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.

Mission & Functions 
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Members and Officers of the Commission 
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Key features of the Business Plan for 2007 approved 

by the Board in December 2006 were: 

n maintenance of the 80% settlement rate of the 

substantial, if declining, number of referrals 

coming to the Conciliation Service;

n monitoring the new Mediation Service and its 

integration into the LRC suite of dispute resolution 

options;

n expansion of the Rights Commissioner Service to 

meet the rise in referrals which have practically 

doubled in three years; and 

n completion of a major programme of research 

and fact-finding to facilitate evidence-based 

management. 

I am pleased to report that these were delivered 

on time and within the resources approved by the 

Minister and Dáil Éireann (Parliament).

In 2007 we took a long hard look at where the LRC 

is going and how well it is prepared for that journey. 

Our clients, surveyed by us, told us that they are not 

in favour of radical change of the dispute resolution 

system, but they want to see continuing improvement 

in the way we deliver our services. We know that 

Ireland is not out of step with international practice 

either in relation to dispute resolution or employment 

standard-setting. We are, broadly, doing the right 

thing, but we need to develop, expand and improve on 

service delivery. In particular we have to respond to 

the criticism that access to some services and processes 

can be seen as slow, while some believe recruitment of 

personnel is too narrowly based, limiting the knowledge 

and skills base available to the Commission.

There are two dimensions of our activity in 2007 

with which I am particularly pleased. One is the 

continuing erosion of the classical boundaries 

between the Conciliation Service, the Advisory 

Service and the Rights Commissioner Service and 

the development across all LRC services of better 

ways of doing the job through sharing with clients 

mutual approaches towards positive, improved 

and continuous dispute resolution processes and 

structures. The second is the emergence of deeper 

programmed collaboration with strategic partners 

with a view to enhancing the knowledge, learning 

and training opportunities for better workplace 

relationships. Ireland has a comprehensive 

framework for dispute resolution and employment 

standard-setting but the very multiplicity of bodies 

can be confusing not least to the employee with 

a grievance. Recent collaboration has included 

jointly-funded projects with the NCPP; a programme 

of jointly-conducted studies with the Labour 

Relations Agency in Belfast; shared learning with 

the Employment Appeals Tribunal and the newly-

established National Employment Rights Authority; 

common study with ACAS on the methodology 

for value for money assessment and the provision 

of Workplace Mediation Services. In each instance 

collaboration is focused on an identified problem 

that can be addressed more effectively by working 

with another organisation than by working alone.

I would like to thank the members of the Board 

for their support of the LRC over the last year. The 

full Board met on �� occasions and, in addition, 

there were several Board committee meetings. The 

members remain highly committed to meeting 

their responsibility to promote the improvement 

of industrial relations and in that way to enhance 

Ireland’s national performance in these challenging 

and changing times.

Chairman’s Statement
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It is important to acknowledge the on-going positive 

relationship with the Minister for Enterprise, Trade 

and Employment, Mr Micheál Martin, T.D., the 

Minister for Labour Affairs, Mr Billy Kelleher, T.D., 

and officials of the Department of Enterprise, Trade 

and Employment. 

In the year in which the number of workdays lost to 

industrial disputes is at an all time low it is imperative 

that I recognise the good co-operation between 

the LRC and other Government Departments and 

Agencies and the social partner and non-governmental 

organisations with whom the LRC works. It is the 

collaborative effort of all which has enabled us to 

realise these ambitions. At every level the social 

partnership process has demonstrated its worth in 

building the stability, continuity and confidence that 

continued progress requires in a small but dynamic 

and rapidly-changing economy; it has protected living 

standards and achieved the continuity of policy and 

behaviour that has attracted and retained investors. 

We are privileged to have had the opportunity to learn 

from the success of co-operation, shared endeavour 

and a determination to make the vision real. 

Finally I want to thank Kieran Mulvey, his officials 

and the Rights Commissioners for their important 

individual and team contributions to the delivery 

of dispute resolution services, often in difficult 

circumstances. I look forward in the year ahead to 

continuing progress and implementation of the key 

initiatives announced in the Strategic Objectives 

2008‑2010.

Maurice Cashell 

Chairman
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The Commission in 2007 

undertook a considerable 

level of activity in the area 

of dispute resolution – from 

key national disputes to 

individual employment 

grievances. The scope of 

the Commission’s activities 

continues to expand both 

in terms of specific dispute 

resolution and in its 

information, good practice and research activities. 

2007 has witnessed the continued and significant 

increase in employment rights/grievance referrals. 

This has been matched by an increase in the number 

of Rights Commissioners appointed late in 2007. 

The Commission is the major “first instance” dispute 

resolution body in the Republic and this role will 

continue with the planned extension of further 

employment rights based legislation in 2008.

The Commission has decided also to provide a new 

Workplace Mediation Service, after piloting such 

a service for the last two years. This service will be 

provided within existing resources and will provide 

our clients with additional options in our suite of 

dispute resolution services.

The Commission in 2007 undertook an important 

and innovative Client Focus Survey of our major 

clients, the Social Partners, Government Departments/

Agencies and experienced individual human resource 

practitioners. The findings and observations arising 

from the Survey formed an important and vital 

component of our Strategic Objectives 2008‑2010.

The Commission is extremely grateful for their public 

and private comments, which we have found to be both 

constructive and critical to our policy formation and 

service provision. These views, opinions and suggestions 

around service delivery, training, professionalism and 

client interface and support are reflected in our strategic 

business plans for 2008 and beyond.

The industrial relations environment in 2007 reflected 

a high degree of stability, with the lowest level of days 

lost (6,000) in only six disputes being at an all time 

historic low. However, the underlying trends – continued 

high inflation, increasing unemployment, uncertainty 

in financial markets and rising commodity prices – do 

not augur well for 2008. In addition national exchequer 

returns are likely to decrease, creating pressures on 

public services and their provision. Already by end 2007, 

the Commission was involved in an increasing number 

of enterprise closures, company reconfigurations and 

downsizing. Significant issues for resolution still remain 

in many State Enterprises, including the perennially 

difficult public health care system.

The Commission is of the view that both Social 

Partnership and robust statutory and independent 

dispute resolution bodies have contributed enormously 

to the economic well-being of our society. It 

continues to be the view of the Commission that 

national framework agreements on pay, enterprise, 

restructuring, legislation and taxation remain the firm 

bedrock upon which the difficult issues of productivity, 

competitiveness, inflation and social inclusion can 

be addressed. Social Partnership has proven to be a 

flexible and transparent process and in the somewhat 

difficult times ahead it will again be called upon to 

prove its capacity for adaptation and resilience in an 

emerging uncertain global marketplace.

The outcome of the second report of the Benchmarking 

Body will feature significantly in 2008, particularly 

in regard to many, if not all, of the public services 

and will present challenges for all human resource/ 

industrial relations practitioners in 2008 and beyond. 

It will require imaginative, constructive and possibly 

a radical focus on how we approach modernisation, 

value for money and efficiencies in public service 

management and delivery in health, local authorities, 

state enterprises, education and public administration. 

The OECD report when published in May 2008 may 

bring some challenging and visionary perspectives to 

the future process of public service modernisation.

Chief Executive’s Report
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The Commission itself in 2007 underwent considerable 

change. With the assistance of the Department and the 

OPW we were in a position to provide additional and 

upgraded facilities. The continuing high turnover of staff, 

almost exclusively through promotions within the Civil/

Public Service, places major pressures upon the consistency 

of delivery of Commission services. The loss of corporate 

memory, expertise, and experienced personnel is difficult 

to sustain on an annual basis. This high level of turnover 

of staff, which continued into 2008, the long lag periods 

within which replacement officers can be appointed 

and trained, and the difficulties in obtaining clerical and 

administrative support services is placing enormous 

pressure on the corporate and frontline services. 

In addition the Commission is required to fulfil an 

increasing array of corporate oversights and good 

governance requirements more akin to agency or non-

commercial semi-state body status. The Commission’s 

services represent excellent value for the taxpayers’ 

investment in our activities and the Commission seeks 

to place a premium in our staffing levels upon direct 

services to our clients. Increasingly the Commission 

in response to the necessary requirements will have to 

increase its administrative, financial and legal support 

services. The Board of the Commission is committed also 

to an external “value for money” study of our services 

and their relative value in the Irish social and commercial 

economy. This study will commence in 2009.

Finally, I wish to thank all staff of the Commission 

and the Rights Commissioners for their dedicated 

and committed service and in many circumstances 

under increased pressure and demands. In particular 

I would like to publicly acknowledge and extend my 

appreciation of the dedicated work of both Declan 

Morrin and Freda Nolan who were two invaluable 

members of the Senior Management Team over recent 

years and who have moved on to other challenges.

Kieran Mulvey 

Chief Executive
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This annual review examines industrial 

relations developments in 2007, covering 

Social Partnership, industrial disputes, 

collective bargaining, public sector pay and 

employment law developments. 

New Government
A general election took place in May 2007. Fianna 

Fáil and the Progressive Democrats (PD), having been 

in coalition since �997, were joined in Government, 

for the first time, by the Green Party. Mr Bertie Ahern, 

elected Taoiseach for the third time in succession, said 

that public sector reform would be a key element in 

the new government’s programme and he reiterated 

his personal and the administration’s commitment to 

Social Partnership.

Looking forward, the Government indicated that it 

would hold a referendum in 2008 on the newly signed 

EU “Lisbon” Treaty – making Ireland the only EU 

country to do so. 

Pay Agreement
2007 marked the twentieth anniversary of Social 

Partnership, which emerged in �987 with the 

negotiation of the Programme for National Recovery 

(�988-�990) – the first of what has become seven 

successive national agreements. 

Towards 2016 set the parameters for pay agreements 

in 2007 in both private and public sector employments. 

The pay terms for both private and public sector 

workers were the same but the start date for those 

in the public sector was six months later than in the 

private sector – i.e. with effect from �st December 

2006. The pay deal was due to expire in the first half 

of 2008 (depending on the phasing arrangements in 

particular sectors/companies – some finish later than 

others). Towards 2016 provided for a �0% wage 

increase over 27 months, paid in four phases as follows:

n	a �% 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 €�0.25 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.

Minimum Wage
The statutory national minimum wage was increased 

to €8.65 per hour with effect from �st July 2007 

following a decision made in December 2006 by the 

former Minister for Labour Affairs, Tony Killeen, T.D., 

endorsing a Labour Court Recommendation.

Ability to Pay 
As was the case under Sustaining Progress, employers 

who cite inability to pay the agreed 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, may be binding. There were 4� cases 

under this provision processed in 2007. 

Review of Higher Remuneration in 
the Public Sector
The Review Body on Higher Remuneration in the 

Public Sector, covering over �,000 top public servants, 

issued its report in November 2007. The Review Body 

awards were calculated on the basis of comparisons 

with the lower quartile of private sector executives, 

and averaged 7.�%. The remit of the Review Body 

included political office holders, judges, civil servants, 

local authority and health service officials, posts in 

the third level education sector, chief executive officers 

of non-commercial state-sponsored bodies and top 

Garda and Defence Forces posts. 

The Government decided to defer the pay rises to 

Government Ministers for one year – they were to be 

Chapter 1 – Developments in 2007
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paid with effect from September 2008 over a three 

year period. However, all other top public servants 

would receive their pay increases in full and on a 

phased basis

(a) 5% from �4/9/2007

(b) Half the balance from �/9/2008

(c) The remaining balance from �/�/2009

Public Service Pay Benchmarking
The second report of the Public Sector Benchmarking 

Body (PSBB), expected in December 2007, was 

published in January 2008. The PSBB exercise was 

established to compare the pay of public servants with 

private sector workers. In its first report in 2002, the 

PSBB recommended average pay increases of 8.9% 

across the public service, with variations depending on 

occupational groups.

In December 2007, it was widely reported that most 

public servants would receive little or no pay increases 

under the second benchmarking review, a number of 

observers stating that the rationale for this outcome 

would be based on acceptance of the argument that 

pension entitlements for most public servants outstrip 

those of private sector comparators by between �2- 

�5%. When published the PSBB recommended no 

increase for the vast majority of grades, with only �5 

of the �09 grades examined receiving an increase. 

‘Parallel’ Benchmarking
A separate pay review process, known as ‘Parallel 

Benchmarking’ covers 4,000 public service craft 

workers employed in health and local authorities. 

Some 45,000 general operatives and related grades in 

the same sectors have a direct 80% pay relationship 

with the craft categories. As such, the process covers 

nearly 50,000 workers in total. In 2007, the official 

side and the craft unions representing health and 

local authority craft workers were unable to reach 

a negotiated settlement in 2007 under this analogue 

process, and referred the matter to the Labour Court, 

whose findings are expected in mid 2008. Based on a 

consultants’ report on the matter, the Department of 

Finance had argued at the Court that no pay increase 

was warranted for the workers concerned. 

Industrial Disputes

Aer Lingus/IMPACT/SIPTU
The restructuring of former state company, Aer Lingus, 

gave rise to difficult industrial relations between 

company management and trade unions during 

2007 centred, in particular, around negotiations 

on the company’s 2007 cost reduction plan – the 

Programme for Cost Improvement (PCI-07) – and the 

establishment of a Belfast base. The latter issue being 

resolved in conciliation talks at the Commission on 

the eve of a threatened pilots’ strike. Despite a number 

of serious strike threats, the airline avoided industrial 

action, apart from a brief and limited unofficial dispute 

at local level. The airline and IMPACT (Irish Municipal 

Public and Civil Trade Union) reached agreement 

at the Labour Relations Commission on pay and 

conditions for pilots in the company’s new Belfast base, 

which opened in December. Meanwhile, the National 

Implementation Body intervened in November to 

prevent two days of rolling four-hour stoppages by 

SIPTU, in protest over the airline’s decision to press 

ahead with key elements of PCI-07. The NIB proposed 

a special process for all unions, chaired by the Labour 

Relations Commission, which included a number of 

deadlines in early 2008. The company also announced 

a freezing of Towards 2016 payments until final 

agreement was concluded on PCI-07. 

Eircom/Communications Workers Union
In a dispute that required the intervention of the 

Labour Relations Commission, the fixed-line 

operator, Eircom – another former state-owned 

company – agreed to meet the terms of the national 

pay deal under Towards 2016 on the basis of the 

parties’ shared commitment to developing solutions 

addressing the impact of the company’s change 

programme. Eircom initially withheld a 2% pay rise 

provided for under Towards 2016, which led to a 

threat of industrial action by the company’s four trade 

unions, the largest of which is the Communications 

Workers’ Union (CWU). 
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ESB/ESB Group of Unions
In the state-owned Electricity Supply Board (ESB), a 

newly formed group of unions objected to a number 

of key provisions in a Government White Paper on 

Energy, which advocated the transfer of the assets 

of the national transmission grid to stand-alone 

state company, EirGrid. The ESB unions warned 

that they would take industrial action to prevent 

any transfer of the ownership of these assets, which 

are already administered by EirGrid. The unions 

formally opposed the sale of existing older power 

plants. The unions told the company that action to 

implement the disputed aspects of the White Paper 

would result in industrial action against the ESB – not 

the Government. The unions cited as a basis for their 

position the terms of a series of tripartite partnership 

agreements between themselves, ESB and the 

Department of Communications, Energy and Natural 

Resources, containing a commitment not to dilute 

the assets in this way, and to retain the company as a 

Vertically Integrated Unit (VIU).

Dublin Bus/NBU/SIPTU
Around 460 bus drivers employed by state-owned 

Dublin Bus in north Dublin took part in a week-long 

strike in November 2007. Drivers had refused to 

operate two new routes which require some starts, 

breaks and finishes in the city centre – unlike all 

existing routes which operate from the suburban 

depot they are based in, which start, break and 

finish in the depot itself. Suspension of drivers who 

refused to work the new routes led to the strike 

action. The strike ended following a Labour Court 

Recommendation.

The Health Sector
A new high-level National Health Forum was mooted 

by key Social Partners with the intention of securing 

a more structured engagement between the different 

interest groups in the sector. It was envisaged that the 

Health Forum would meet monthly, in a format not 

unlike the way in which the National Economic and 

Social Council (NESC) operates. The Forum is chaired 

by Dermot McCarthy, Secretary-General, Department 

of the Taoiseach. Members of the Forum encompass 

politicians/officials from the Department of the 

Taoiseach, Health, Finance; employer representatives 

from the Health Service Executive and IBEC; and 

union leaders representing a diverse range of health 

workers, including medical, paramedical, nursing, 

clerical and administrative grades, therapists and 

laboratory staff, and various support grades.

During the year, the Irish Nurses Organisation (INO) 

and the Psychiatric Nurses Association (PNA) sought 

a �0% pay increase for nurses and a �5 hour working 

week. Although the INO/PNA had earlier withdrawn 

from the second Benchmarking process, the unions 

agreed to defer industrial action when the National 

Implementation Body recommended that the nurses 

cooperate with Benchmarking and accept a process to 

address their claim for a �5 hour working week. 

Elsewhere in the health sector, after about four years 

of negotiations, health employers and consultant 

representatives were unable, in 2007, to agree a new 

common contract for hospital consultants, intended 

to cover the core issues of pay, private practice 

entitlement and new patterns of working time for 

hospital consultants. Negotiations were ongoing at the 

time of publication of this report.

Landmark Pension Agreements
Pensions again topped the collective bargaining 

agendas for many employers and trade unions in 

2007. In the private sector, a gradual move away 

from defined benefit (DB) pension schemes to defined 

contribution (DC) schemes emerged as a trend. A 

number of innovative ‘third way’/‘hybrid’ pension 

deals (a combination of DB/DC elements) were agreed 

between management and unions during the year, 

notably in the banking sector. 

AIB/IBOA
In a notable development, AIB and the Irish Bank 

Officials Association (IBOA) under the Chairmanship 

of the Director of Conciliation agreed a hybrid 

pension scheme for staff joining the bank after 

�997, who, previously, only had access to a defined 

contribution (DC) scheme. The deal offered all 

employees a defined benefit (DB) pension up to a 
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certain limit, while leaving the original DB scheme 

unchanged for those employed prior to �997. The 

most significant feature of the agreement was that 

the DB element would apply on the basis of a salary 

cap at €6�,997, which is the equivalent of the bank’s 

Assistant Manager salary range.

Bank of Ireland/IBOA/Unite
Bank of Ireland, the IBOA and Amicus (now Unite) 

resolved a dispute over the terms of a new hybrid 

pension scheme for new employees, establishing a 

benchmark in the trend toward innovative hybrid 

pension plans. Known as LifeBalance, it was negotiated 

with the assistance of the Labour Relations Commission, 

and was endorsed by the Labour Court. The LRC and 

the Labour Court played critical roles in securing the 

agreement, and the bank’s agreement to enter a process 

devised by the Court marked an important endorsement 

by a major employer of the role of the State’s dispute 

resolution agencies in this field.

Both unions involved were also at the forefront of a 

wider union campaign on pensions. It was significant 

that they acknowledged that the Bank of Ireland, as 

an employer, had had to take account of the global 

financial economy, while at the same time negotiating 

a fair outcome from an employee perspective. 

Pensions were expected to remain a prominent issue 

in any new round of national pay talks in 2008. The 

ICTU reiterated that it wanted the Government and 

employers to undertake the introduction of mandatory 

pensions to protect the 50 per cent of the working 

population without a pension. However, the Irish 

Business and Employers Confederation (IBEC) said 

it opposed any mandatory provision, given the costs 

it would impose on employers and the opportunity 

to further encourage pensions provision through a 

structured and flexible voluntary approach.

Employment Law Developments
There were a number of significant legal developments 

in 2007. Some of the new employment rights 

provisions agreed by the Government and the Social 

Partners in Towards 2016 were enacted. These 

measures put in place a comprehensive institutional 

and legal framework providing for the protection of 

employment standards in Ireland.

The Protection of Employment (Exceptional Collective 

Redundancies and Related Matters) Act 2007 gives 

greater protection to workers in collective redundancy 

situations. The Act established a special Redundancy 

Panel to advise the Minister for Enterprise, Trade 

and Employment on whether a collective redundancy 

case should be referred to the Labour Court for a 

‘binding opinion’. The purpose is to provide additional 

safeguards in exceptional collective redundancy 

situations to prevent the compulsory collective 

replacement of existing workers by lower paid 

workers. The three-member Redundancy Panel consists 

of a chairman and alternate appointed by the National 

Implementation Body (NIB), and ordinary members 

and alternates nominated by the Irish Congress of 

Trade Unions (ICTU) and the Irish Business and 

Employers Confederation (IBEC).

As well as domestic commitments stemming from 

Towards 2016, the new collective redundancy 

protections were also, in part, necessitated by the 

landmark decision by the European Court of Justice 

(ECJ) in the Junk v Kuhnel case.

In addition, the Employment Law Compliance Bill 

(which is expected to come into force in 2008) 

contains a substantial package of measures designed 

to secure better compliance from employers with 

employment law – also fulfilling commitments in 

Towards 2016. 

This employment rights package includes the 

establishment of a new statutory office, NERA, 

dedicated to enforcing employment rights compliance; 

a trebling in the number of labour inspectors 

together with a highly skilled and a well resourced 

administrative support structure; greater coordination 

among the various organisations concerned with 

enforcing compliance; new requirements in respect 

of record keeping; enhanced employment rights 

awareness activity; the introduction of a more user 

friendly system of employment rights compliance; 

increased resourcing of the system; and higher 

penalties for non-compliance – up to €250,000 for 
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breaches of employment law. It is also envisaged that 

legislation will provide for fixed-payment notices 

(“on-the-spot-fines”), to deal quickly with minor 

breaches of employment law.

The new National Employment Rights Authority 

(NERA) was established on an interim basis in 

February 2007. NERA has a regional structure. Its 

headquarters are in Carlow, but staff are also located 

in Dublin, Cork, Shannon and Sligo. In total, �4� staff 

were expected to be employed in NERA by the end 

of 2007. In relation to this, there was a commitment 

in Towards 2016 to increase the number of labour 

inspectors to 90 by the end of the year. 

Another major legal development, in February 

2007, was the judgment of the Supreme Court in 

the Ryanair/Labour Court/IMPACT case. IMPACT 

Dublin-based pilots had taken a case under the 200� 

and 2004 Industrial Relations Acts, which regulate 

claims on pay and conditions from union members in 

non-union firms where collective bargaining is absent. 

The Supreme Court hearing arose out of Ryanair’s 

appeal against a refusal by the High Court to overturn 

the findings of the Labour Court, which arose after 

contested conditions were imposed in 2004 by the 

company on pilots for retraining, in order to fly new 

Boeing aircraft.

Ryanair won its Supreme Court challenge to the 

Labour Court’s decision that there was “a trade 

dispute” between the airline and its Dublin-based 

Irish Airline Pilots Association (IALPA) – (a branch of 

IMPACT) – pilots and which the Labour Court said 

it had jurisdiction to investigate. The Supreme Court 

ruled that the Labour Court, in reaching its decision 

that it had jurisdiction to decide issues referred to it by 

the union, did not follow fair procedures, and did not 

have evidence before it to support its findings that:  

(�) there is a trade dispute between Dublin-based 

pilots and Ryanair; (2) it is not Ryanair’s “practice”  

to engage in “collective bargaining negotiations”; 

and (�) the airline has no operative internal dispute 

resolution procedures.

Crucially, the Supreme Court found that the Labour 

Court had not properly investigated whether there 

was internal machinery within Ryanair for resolving 

the issues concerned with the pilots or whether that 

machinery had been exhausted. Neither had the 

Labour Court followed fair procedures in allowing 

complete non-disclosure of the identity of the pilots on 

whose behalf the union was acting.

Few cases were taken under the 200�-2004 Acts, 

since the Supreme Court ruling, reflecting a trade 

union perception that the judgment rendered the Acts 

unworkable in practice. 

A legal challenge by the Irish Hotels Federation (IHF) 

to the Joint Labour Committee (JLC) for part of the 

hotel sector in late 2007 had potentially far-reaching 

implications for all JLCs. The case has since been 

settled without any major impact upon the current 

JLC structure. 

Merger – New Unite Union
The main structural trade union change in 2007 

related to a merger between two UK-based trade 

unions: Amicus and the Transport and General 

Workers Union (ATGWU), to form the super-union 

UNITE. The new private sector union has �00,000 

members on the island of Ireland – divided equally 

between Northern Ireland and the Republic.

Agency Workers – Emerging Issue
At the end of 2007, the Department of Enterprise, 

Trade and Employment was engaged in drafting 

an Employment Agencies Regulation Bill, which is 

intended to tighten the regulation of employment 

agencies, in order to prevent the potential exploitation 

of agency workers. The new law will replace the 

existing �97� Employment Agency Act. The main 

changes in the Employment Agencies Regulation 

Bill will be a ‘Monitoring and Advisory Committee’ 

overseeing employment agencies, which will include 

representatives from the agency sector itself and the 

Social Partners. It will police a statutory Code of 

Practice governing standards of behaviour expected 

of agencies, which will have ‘legal teeth’. Compliance 

with the Code will be a condition for granting licenses 

to agencies.
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ICTU and many of its affiliates (including SIPTU) 

argued that the Government should go further than 

these provisions and introduce legislation for the 

treatment of agency workers on terms comparable 

with those of permanent work colleagues in matters 

of pay, conditions and employment status. The Unions 

pointed out that Ireland was only one of three EU 

member states (along with the UK and Hungary) that 

had not yet legislated for equal treatment. 

In contrast, the employers body IBEC regarded agency 

working as a critical component of labour market 

flexibility, which must be preserved in what are more 

challenging economic times. The effect of meeting 

union demands would be to increase the cost of 

agency employment and discourage its use. IBEC has 

argued that across the EU there is a wide diversity of 

practices across member states and even in the case 

of those who have adopted the equal pay principle, 

derogations are available in a variety of ways and 

definitions are used which reflect elements of national 

labour law and practice being taken into account.

Talks on New Agreement
At the end of the year, a number of emerging issues 

faced the Social Partners and their constituent 

members in advance of talks in 2008 on the next 

module of the Towards 2016 framework agreement. 

These included: 

n	Trade union calls for increased regulation of 

employment standards and the preference of 

employers for a ‘light touch’ approach to State 

intervention;

n	Employer calls for trade unions to be more 

responsive and supportive of change across the 

private and public sectors;

n	The future of the public service benchmarking 

exercise and the potential for further reform and 

modernisation in the public service, in particular 

the health sector;

n	The future of the 200�-2004 Industrial Relations 

Acts in light of the Supreme Court ruling in the 

Ryanair/Labour Court/IMPACT case; 

n	Growing concern about the competitiveness of 

the economy, allied with equal concerns around 

inflation/unemployment, indicated that achieving 

a workable compromise on a new national pay 

agreement would be difficult.

Industrial Dispute Trends
Central Statistics Office (CSO) strike data indicated 

that there were 6,0�8 days lost due to industrial 

disputes. There was a total of 6 disputes in 2007. 

These figures are the lowest ever recorded. 
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Socio-Economic Developments  
in 2007

The Irish Labour Market in 2007

Employment
FÁS estimated that the total number at work in 

Ireland reached the 2.� million mark in 2007, an 

increase of 600,000 in the �0-year period since the 

beginning of �998. The number employed is estimated 

to have increased by �.4% (+70,000) in 2007, of 

which CSO figures suggest, non-Irish nationals 

accounted for over 70% of the increase. The majority 

of these non-Irish nationals came from the �2 new EU 

Accession states. The rate of employment growth has 

declined steadily since it peaked at 5.2% in Q� 2005. 

Given that a high proportion (over half) of the recent 

jobs growth was accounted for by part-time work, 

the underlying rate of growth in 2007 may actually 

be below �%. Employment growth is anticipated to 

moderate to 0.9% (+20,000), in 2008.

Unemployment
The annual average unemployment rate for 2007 was 

4.5% but current indications are for an upward trend 

in the numbers unemployed. 

Earnings
Earnings growth rates across all sectors of the 

economy have been averaging around the 5% mark 

in nominal terms, which has meant negligible growth 

in real terms. However, this average earnings figure 

disguises the fact that growth has been much stronger 

at the lower end of the spectrum due to the two 

increases in the national minimum wage in 2007.

The Economy in 2007 
Department of Finance budget estimates indicate that 

in 2007 Gross Domestic Product increased by 4.8% 

to reach €�87,950 billion. Gross National Product 

is estimated to have increased by 4.2% to €�60,�50 

billion. The ESRI forecast that GDP and GNP rates 

will slow to an average of 2.�% respectively in 2008.
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The Conciliation Services  
Division in 2007

Referrals: �,28�

Conciliation Conferences: �,690

Other meetings:  
(e.g. JICs/JLCs/C&A Schemes)

2�6

Total Meetings: �,926

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 2007
“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 �,690 conciliation conferences in 

2007, compared to �,959 in 2006. The Division also 

convened another 2�6 meetings in 2007, 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 2007 amounted to �,926, 

compared to a total of 2,095 in 2006. (See Figure �a 

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 �,28� disputes were 

referred to the Conciliation Services Division in the 

year, compared to �,504 disputes referred in 2006.

The reality of the Conciliation experience in 2007 

has been a reduction in the overall level of referral 

to the Service but an increase in the complexity of 

the challenges facing parties in dispute. The Service 

has delivered extensive service in a range of serious 

disputes including in Aer Lingus, the DAA in Shannon, 

Cork Port, the film industry and companies right 

across the manufacturing sector. The nature of these 

involvements has frequently dictated a process 

involving long and numerous meetings with relatively 

high time inputs per dispute on the part of the officers 

of the Service.

Figure 3a – Conciliation Services Activity 2002-2007
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The Service secured a settlement in 80% of all cases 

referred to it in 2007, continuing the very high 

settlement rate consistently achieved in previous years. 

Figure �b identifies comparative settlement rates at 

conciliation for the years 2002 to 2007 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 25� 

cases were referred by the Commission to the Court 

in 2007. Of these, 250 were referrals under Section 

26(�) of the Industrial Relations Act, �990, and 

the remainder, �, were referred by the Commission 

on behalf of the parties under Section 20(2) of the 

Industrial Relations Act, �969, in the context of 

the provisions of Sustaining Progress and Towards 

2016. In addition, officers of the Commission chair 

important national bodies, including the Parallel 

Benchmarking process (Brian McGinn), the ESBJIC 

(Kevin Foley), the HSNJC (Kevin Foley) and the 

CBFSAI Benchmarking Body (Chief Executive). 

Figure 3b – Conciliation Service Settlement Rate  
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On-line Referral Facility
The Conciliation Services Division is constantly 

endeavoring to ensure that access to its services is as 

straightforward and convenient as possible to parties 

in dispute. The Division has, during 2007, continued 

to promote its ‘on-line’ referral facility. A total of �67 

on-line referrals (��% of total referrals) were received 

during 2007. Access to the on-line referral facility is at 

the Commission’s website – www.lrc.ie.

Conciliation Service Delivery in 2007
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 NATIONAL UNIT

Deputy Director 

Conciliation Service: 

Tom Pomphrett

Regional Manager: John Fallon

Administration: Kieran Mee

Overview of Unit’s Activity in 2007
During 2007 the Conciliation Services Division had a 

high level of involvement with disputes in public sector 

employments. This was a continuation of the pattern 

over recent years and saw the Service involved with 

practically all areas of the public sector. There was a 

significant level of involvement with the health sector, 

Local Authorities, the education sector and with the 

Irish Prison Service. The Service was also involved with 

the commercial and non-commercial semi-state sector, 

devoting considerable time and resources to disputes 

in Iarnród Éireann, Bus Éireann, the DAA (Shannon 

Airport), An Post and the Irish Aviation Authority. 

The Conciliation & Arbitration schemes covering a 

range of public sector employments, for example, the 

civil service, teaching, the Garda, Defence Forces and 

the Prison Service now provide for a facilitation role 

involving the Conciliation Service and this is being 

increasingly availed of. There are also many instances 

where officers of the Service act in a chairing and 

decision-making role, either on an ad hoc basis or as 

part of grievance, disciplinary or other procedural 

agreements. This happens for example in Dublin Bus, 

Bus Éireann, An Post and the Irish Prison Service. 
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A total of 524 disputes were referred to the 

Conciliation Services Division from public sector 

employments during 2007, and 6�0 conciliation 

conferences were held in such cases. This high level 

of conciliation activity in the public sector reflects the 

change and modernisation agendas being pursued 

across all areas of the public sector. There is no 

doubt that this change agenda will continue to be 

a feature of industrial relations in the public sector. 

The outcome of Benchmarking and the forthcoming 

discussions between the social partners on a new pay 

agreement will also undoubtedly pose challenges for 

the future. 

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 2007
In 2007 the East/South East Region Team provided 

conciliation services in counties Carlow, Kildare, 

Kilkenny, Waterford, Wexford, Wicklow and Tipperary 

(Clonmel and Carrick-on-Suir area) and in Dublin.

The Team chaired �7� meetings with employers and 

trade unions in 2007, covering a range of single and 

multi-issue disputes. In disputes where no resolution 

can be achieved at the conciliation stage, the Team 

encourages and facilitates early referral to the Labour 

Court where appropriate. A total of �9 disputes in the 

Region were referred to the Labour Court in 2007.

The single most common issue dealt with in the Region 

in 2006 was pay, covering a range of matters such as 

basic pay, allowances, shift rates, on-call payments, 

bonus, sick pay and pension. There were very few cases 

of employers pleading ‘inability to pay’ or seeking cost-

offsetting measures under the provisions of Towards 

2016. The second most common broad category of 

dispute related to redundancy issues and there were 

several notable plant closures where the service provided 

assistance in closure negotiations. These included 

Magna Donnelly, Lapple, O’Reilly Bookbinders, Sanofi 

Aventis, Roadstone, and Dawn Meats. There was also 

a large proportion of cases relating to rationalisation/

downsizing and ‘change’ issues.

During the year, the Regional Manager chaired a Joint 

Working Party conducting the second round of ‘Parallel 

Benchmarking’ for Health Service and Local Authority 

craftworkers. He also provided a high level of assistance 

to HSE South and the TEEU in seeking to resolve a 

range of issues that led to a withdrawal of on-call 

services by TEEU craftworkers throughout the region. 

He also assisted the Director of Conciliation in an 

intensive examination, conducted at the request of the 

National Implementation Body, of a major dispute at 

Aer Lingus relating to a major cost reduction plan and 

issues arising out of the termination of the company’s 

Shannon-Heathrow route. In addition, the Regional 

Manager acted as chairman of the Local Authority 

National Council. He was also appointed as chairman 

of a newly established Joint Labour Committee for the 

contract cleaning industry nationwide.

The overall industrial relations climate in the region 

in 2007 remained orderly and stable with, in the 

Commission’s view, ongoing adherence to the terms of 

Towards 2016 and normal disputes procedures. Industrial 

action occurred in a very small number of cases.

In line with the Commission’s Business Plan for 

2007, the Team 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. It also completed a 

project to improve data flow. Members of the team 

also participated in a number of internal Working 

Groups on projects and proposals to improve internal 

supports to officers and enhanced services to clients.
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REGION 3 WEST/MID WEST

Regional Manager: John Agnew

Industrial Relations 

Officers: 

Brendan Cunningham

Anna Perry and Margaret 

Lawlor (both of whom 

left the Commission 

during 2007)

Administration: Marguerite Whyte

Overview of Regional Activity in 2007
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) which 

meets six times yearly. A number of changes in the 

team occurred in 2007. Anna Perry and Margaret 

Lawlor both left the Commission on promotion and 

returned to the Department of Enterprise, Trade and 

Employment. Brendan Cunningham joined the team in 

July moving from the North West/Midland Team.

In 2007 a total of �5� conciliation conferences were held 

– �57 (45%) in Dublin and �94 (55%) in the Region. 

The experience of the Conciliation Services Division in 

the Region in 2007 saw a continuation of the trends set 

in previous years with sustained competitive and change 

pressures within the general manufacturing area but 

also in the agri-business, hotel, finance and retail sectors. 

Under the provisions of Towards 2016, a number of 

cases were referred to Conciliation in the Region relating 

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

Assessors were appointed in � cases. 

The team made significant investments of time in 

a number of disputes in the region including Atlas 

Aluminum (Limerick), Mohawk (Shannon), Eye 

Cinema (Galway) and United Drug (Limerick) and 

in Dublin in Cadbury’s, NTR, Stena Line and Veolia 

Transport. As well as its direct involvement in the 

delivery of Conciliation Services during 2007, the 

team participated in a broader range of other activities 

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. The Team also chaired 

a number of Construction Industry Disputes Tribunal 

hearings and had responsibility for providing the 

administrative function associated with the operation 

of the Tribunal during the first half of 2007. The Team 

also participated in a joint initiative with the Advisory 

Services Division in the continued development and 

provision of tailored training for Commission clients. 

REGION 4 NORTH WEST AND BORDERS

Regional Manager: Sheamus Sweeney

Industrial Relations 

Officer: 

Mairead Daly

Brendan Cunningham 

(moved to West/Mid-

West Region mid 2007)

Administration: Fiona Gallagher

Overview of Regional Activity in 2007
The North West and Borders Region covers Cavan, 

Donegal, Leitrim, Longford, Louth, Mayo, Meath, 

Monaghan, Sligo, Westmeath and Dublin. The 

Regional Manager also chairs the National Joint 

Industrial Committee for the Electrical Contracting 

Industry, which met eleven times in 2007, including 

subcommittee meetings.

In 2007 the team in the region convened 268 

conciliation conferences with approximately 4�% 

(��4) of these held in Dublin. The health sector 

accounted for approximately �6% of all cases 

referred to the Conciliation Services Division from the 

Region in 2007. The Team also chaired a number of 

Construction Industry Disputes Tribunal hearings and 

from June to December 2007 was also responsible for 

providing the administrative function associated with 

the operation of the Tribunal.

A considerable volume of referrals in the Region 

in 2007 related to pay, enterprise restructuring, 

rationalisation, redundancies and closures. Cases of 

significance dealt with by the Team and requiring 

significant investment of time included Drogheda 

Concentrates (closure package), Stena Line, Patrick 

Monahan Ltd, Pfizer (Dun Laoghaire), Medisize, 

Abott Ireland, SR Technics and Argos.
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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 2007
The South West Region consists of counties Cork, 

Kerry and South Tipperary. The bulk of the caseload 

arises in Cork City although a significant caseload also 

arises in Kerry.

The team serviced 226 meetings in the Region in 2007 

and a further 220 in Dublin. The number of Conciliation 

Conferences held in the South West Region last year was 

226 compared to 267 in 2006. The contrast between 

the 2006 and 2007 figures for conferences reflects 

relative industrial relations stability in the Region and 

the position of the Conciliation Service at the forefront 

of IR developments in the Region. The Team dealt 

with a variety of issues throughout the year and were 

heavily involved in restructuring plans in many major 

companies in the food and pharmaceutical industries and 

in port authorities. 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 sector. All Officers in the Region 

undertook a number of mediation sessions (as part of 

the Commission’s Workplace Mediation Service delivery) 

with both private and public organisations in the 

Region. An Officer from the Region is a member of the 

Mediation Service Management Team.

In Dublin the Team was involved in a variety of 

industrial relations issues and chaired 220 conciliation 

conferences. The Team has also been involved in 

ongoing monitoring, maintenance and development 

of the Conciliation Service’s online dispute referral 

system via the Commission’s website (www.lrc.ie) 

and acts as the Conciliation Service administrator for 

ongoing development of the site. 

The Region continued to be involved in facilitating 

an industry agreement in the Irish Film Industry 

throughout 2007.

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, 

�946-�990. Details of the Councils and Committees 

chaired by the Division in 2007 are as follows:

Joint Labour Committees (JLCs) 
Retail Grocery, Catering (City of Dublin) and 

Contract Cleaning.

Joint Industrial Councils (JICs)
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. 

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 2007, a total of 70 cases were referred to 

the Tribunal and 28 cases were assigned for a full 

Tribunal hearing. �7 cases were resolved locally in 

advance of a Tribunal hearing. For the remaining 
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referrals it had not, at year end, been possible to 

convene a sitting of the Tribunal, as not all parties 

have agreed to take part. 

Towards 2016
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 �.9 (ii) of Towards 2016 provides 

for the resolution of disputes in instances where the 

employer pleads inability to pay the terms of the 

agreement, and Clause �.9(iii) deals 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 require 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 �.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 “normal ongoing change” 

as described in the agreement. There are also agreed 

arrangements 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 2007 the Conciliation Service held conciliation 

conferences in 86 cases under Towards 2016. Of these, 

4� of the cases related to disputes about the pay terms 

of the agreements; the remaining 4� cases involved 

ongoing change or issues such as applicability of the 

agreements. The Commission referred �8 cases to 

assessors in 2007.

The Commission, on behalf of the parties, referred �9 

cases to the Labour Court in 2007. 

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)

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 Service provides trained Workplace Mediators 

to respond promptly, confidentially and efficiently to 

requests to remedy workplace conflicts, disputes and 

disagreements.

The team of mediators work within the general 

operations of the Conciliation Service under 

the guidance of a three person cross-divisional 

development team led by John Agnew and Seamus 

Doherty. The mediators have supplemented their 

expertise by receiving advanced training from ACAS 

and specialised training providers.

Activity
Since its inception the team has mediated in over fifty 

cases although the number of contacts and enquiries 

far exceeds this number. The majority of the cases 

dealt with have arisen in the public sector, particularly 

in the health and education sectors. A number of cases 

have also arisen in the voluntary sector. About 25% 

of the mediations have been referred from the private 

sector, both unionised and non-unionised.

Issues include one-to-one interpersonal difficulties 

often around the supervisor/ employee relationship 

but also group conflict. Most cases have been initiated 

by the employer as the commissioning agent.
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The feedback to date from users has been positive and 

the further development and full integration of the 

Workplace Mediation Service into the Commission’s 

suite of conflict resolution activities was agreed and 

decided upon by the Board in November after a 

Report on its pilot operation was approved.

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 continued to invest 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 was 

developed in July for GSM’s Irish operation for elected 

representatives for the purpose of redundancy. Other 

aspects of the training activities of the Commission 

are outlined in the Advisory Division section of the 

Annual Report. 

The Advisory Services 
Division in 2007
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 
(up to end Dec 2007)

Research & 
Information Officer:

Larry O’Grady

Senior Advisory Officer: Séamus Doherty

Strategy and Standards 
Officer:

Assumpta McGill

Advisory Officers: Leo Costello

Brian Higgins 
(left August 2007)

Paul Shortt 

Alyson Gavin

Executive Officer: Geraldine Drumm  
(up to end Dec 2007)

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. 
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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. The 

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. It recognises that 

every situation it is involved in is different and unique 

in its own way. The 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 2007

Overview
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. 

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. It can provide further support in the 

form of post report monitoring and, where necessary, 

assistance with the implementation of the required 

changes and improvements. The Service carried out �0 

industrial relations audits in 2007.

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. �0 joint working parties 

were chaired in 2007.

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 24 such projects in 2007.

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 2007 

the Advisory Unit consulted with �0 employers and 

associated trade unions in this regard.

Advice
In some instances employers, employees and trade 

unions approach the Division for detailed advice 

and assistance on good practice when putting in 

place negotiating agreements, grievance/disciplinary 

procedures and other industrial relations frameworks. 

In 2007, we provided assistance in 8 such cases.



Labour Relations Commission Annual Report 2007
26

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. 

The level of activity for 2007 was substantially down 

from 2006 (from 82 referrals in 2006 to 25 referrals 

in 2007). This is a reflection of the fall-out arising 

from the judgement of the Supreme Court in the 

Ryanair/Labour Court/IMPACT case (February 2007). 

Essentially there is a perception from trade unions 

that the judgement has diluted and rendered void the 

effectiveness of the process.

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, �990. 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;

n	Code of Practice on Persons Employed in Other 

People’s Homes.

The drafting of a Code of Practice on Information and 

Consultation has been finalised with the Social Partners, 

approved by the Board, and has been transmitted 

formally to the Minister for Labour Affairs.

Guides
The Division was responsible for drafting and 

publishing during 2007 a Labour Relations 

Commission Guide on Work-Related Stress.

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

Advisory Service for the speedy gathering and 

analysing 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 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 2 projects in 2007.

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 is 

production and promulgation of knowledge of best 

practice dedicated to supporting the LRC’s core 

functions in dispute prevention and resolution. 

Three separate research projects were undertaken on 

behalf of the Commission this year, the aim being to 

provide the Board with assistance in assessing current 

strategy and devising future approaches in the broad 

arena of dispute resolution, conciliation, mediation 

and advice. This chapter provides an overview of these 

projects, highlighting the salient elements in each case, 

and concludes with a brief comment.
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The Client Survey
The LRC client survey was carried out in July of 

this year by John O’Dowd Consultants on behalf of 

the Commission. Overall this shows a very positive 

response to the LRC and its role, with its strengthening 

in its capability in dispute settlement based on key 

Commission personnel. The Commission is seen as 

having a long track record of success, but the survey 

also provided some critical commentary on specific 

areas, such as access to services and recruitment of 

personnel. The clients also expressed a widespread 

desire to see better resourcing for the Commission.

The clients interviewed for the survey came from the 

private and public sectors, government departments, 

the Labour Court, representative bodies – such as 

trade unions and employer organisations – as well 

as a few selected individuals with key experience 

of restructuring in Irish-based enterprises. There is 

general agreement that there is no longer a ‘one best 

practice’ model of industrial and employee relations. 

There is also a general acknowledgment of the 

rising importance of individually based rights and of 

methods and institutions for vindicating these rights. 

Clients expressed broad confidence in the economy 

and in Social Partnership, but highlighted a number of 

immediate areas around which they have concerns:

n	Inflation and interest rates;

n	Ryanair judgment – trade union recognition;

n	Benchmarking – main, parallel and higher grades;

n	Nurses’ dispute – wider implications and 

completion of processes;

n	Competitiveness of manufacturing: productivity 

and costs;

n	Negotiation of next Social Partnership agreement 

in 2008.

Conciliation – The Critical Service
Commenting on the Conciliation Service, the response 

of the client survey ties in very much with the overall 

view of the LRC, while containing also a number of 

seemingly contradictory stances. While there is real 

confidence in the Commission’s tried and trusted 

services and officers, there is also concern about speed 

of delivery and the narrowness of the recruitment base. 

Among the ‘positives’ for the Conciliation Service, 

clients point to its ‘huge success rate’ and a ‘well 

established and robust process’. The skills of the 

conciliation officers are commented upon favourably 

as are relationships with the same officers to the 

parties involved. Their ability to ‘bang’ heads, forcing 

parties ‘to face realities’, and their ‘capability to 

suggest solutions’ are also highlighted. They are seen 

as impartial ‘in the main’; they allow the parties to 

have a handle on the outcomes; and provide a ‘rapid 

response when needed.’ 

Some of the criticisms of the Conciliation Service 

involve the almost opposite perspective. Some clients 

say access and process can be slow, and say there is 

sometimes an ‘insufficient appreciation’ of sectoral 

conditions. Some believe recruitment is too narrowly 

based – a common perception – which many feel limits 

the knowledge and skill base available to the service. 

There is also a perception that there is a high 

turnover and loss of skilled people due to civil service 

promotion schemes. Clients were critical that the 

service ‘doesn’t always deliver finality’ and that some 

cases are referred to the Labour Court for minor 

adjustments by the parties.

Rights Commissioner Service 
Clients generally see the Rights Commissioner 

Service as providing a ‘very effective means of settling 

individual disputes especially around legislation.’ The 

importance of this service has increased ‘substantially’ 

in the eyes of clients, and they see the service as having 

very ‘practical knowledge/skills’ because of their 

backgrounds. (Most are former industrial relations 

practitioners). ‘Traditionally’, the survey notes, the 

Commissioners are ‘quite informal and user friendly’. 

As was found with the Conciliation Service, some 

clients say access can be very slow. There is a view that 

due to greater encroachment of the law there is less 

discretion available to the RCs to ‘split the difference.’ 

This has created a ‘tension between vindication of 
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rights and settling disputes’. Clients believe, therefore, 

that RCs now require a greater legal knowledge than 

previously; that not all of them have an equal grasp of 

legal complexities; that the increasing use of solicitors 

is ‘not welcomed by anyone’; and that this means the 

service is ‘losing informality’.

The Advisory Service
The Advisory Service is an area where clients do 

not have a problem with access, but as with the 

Conciliation Service, clients perceive that a wider 

recruitment policy ‘might strengthen the service’ and 

that having some background in conciliation would 

be an advantage. The survey finds positive reports 

from those who have used the service, and notes that 

criticism comes mostly from those who have not used 

it. Those who have used the service record ‘positive 

reactions’ to its work on union recognition cases and 

reviews of relationships and IR procedures. It can also 

be very good for correcting very poor relationships 

and help clarify ‘best practice.’ 

When specifically asked about recruitment and 

training, clients noted two important ‘positives’ about 

the current situation: civil service background is 

seen as ‘supporting impartiality’ and has produced 

‘exceptionally high calibre officers’. On the other hand, 

the criticisms were consistent with comments made 

in relation to the various core activities. For instance, 

clients criticise the lack of provision for recruitment 

from the ‘main user areas’ – business, health, local 

government, unions etc. Clients also believe that the 

current recruitment policy limits the knowledge that 

would accrue were officers exposed to the different 

backgrounds. They suggest that more training is 

needed, including time spent in different sectors.

Mediation, Codes of Practice and Training
Knowledge of the LRC’s Mediation Service is not 

widespread the survey finds, with usage confined 

mainly to the public service. Like the Advisory Service, 

there is no problem with quick access for users. Some 

concern was expressed that the service could divert 

resources and focus from key areas of conciliation. In 

regard to bullying and harassment cases, it is seen as a 

better option than investigation and legal routes.

There is also limited awareness and limited use by 

clients of the various codes of practice provided by 

the Commission. That said, they are seen as having 

‘significant status’ as they are jointly agreed official 

documents. They are seen as more important by trade 

unions than employers, and are useful when serious 

difficulties arise. However, clients believe that there are 

too many codes on bullying and harassment.

Similarly, there is ‘little awareness’ that the 

Commission provides training, but most clients think 

it is a good idea. For example, there appears to be 

an appetite for training in preparing to avail of LRC 

services. Areas specifically mentioned as suitable for 

training are: bullying and harassment, legislation, best 

IR practices, and use of LRC services. 

Binding Arbitration and ‘Finality’
Clients seem more ambivalent when asked about the 

related areas of binding arbitration and the expressed 

desire by some for ‘finality’. There was no widespread 

demand for binding arbitration from the Labour 

Court based on new legislation, and the importance 

of ‘voluntarism’ was stressed. At the same time, there 

was a strong emphasis on the importance of ‘finality’. 

Where the parties wanted finality they argued for a 

role for the LRC in ‘ad hoc arbitration’. The survey 

says that arguments in favour of ad hoc arbitration 

were that ‘conciliation officers had all the knowledge 

and skills needed and would reach finality earlier, 

not having to start off again with Labour Court 

submissions.’ The argument against was ‘how do you 

enforce the outcome?’.

Bargaining Skills 
A perceived decline in collective bargaining skills could 

be addressed by LRC-provided training, clients believe. 

Many organisations seem to have well-established local 

bargaining structures, but twenty years of national 

partnership has ‘lessened the scope of the bargaining 

agenda’ in both the public and private sectors.

By way of conclusion, the survey report lists a number 

of observations and suggestions for developments, 

which provide a sharply focused and easily digested 

guide for policy makers:
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n	No widespread demand for new services;

n	Improve speed of access;

n	Change aspects of the recruitment policy;

n	More training for LRC officers;

n	Greater legal backup and training for the Rights 

Commissioner Service;

n	Greater requirement for administrative and 

specialist backup for LRC;

n	More Rights Commissioners;

n	Explore potential for arbitration;

n	Provision of central point for all information 

about workers’ rights;

n	Publicise the Workplace Mediation Service; 

n	Publish Rights Commissioner findings while 

protecting confidentiality;

n	Promote the training and development services; 

n	Another review of health service industrial 

relations.

Access for Civil Servants 
On the difficult question of whether civil servants 

should have access to the LRC and the Labour Court, 

opinion is divided. Two unions, IMPACT and the 

CPSU, are in favour of access for a variety of reasons. 

They say their experience in the semi-states is ‘very 

positive’. Access to Rights Commissioners on legal 

issues is seen in the same light, while they believe 

the process itself is useful. They also suggest that the 

Department of Finance ‘seems to favour’ access. 

Two other public service unions put the case against 

access. The PSEU and the AHCPS point out that 

arbitration findings can only be changed by Dáil 

Éireann, and say that the present system ‘can be 

modified to increase access to third parties’.

Employment Dispute Resolution and 
Standard Setting in the Republic of Ireland 
(Professor Paul Teague, Queen’s University Belfast & 

Dr. Damian Thomas, National Centre for Partnership 

and Productivity)

In a tightly focussed and sharply analytical research 

project undertaken for the LRC/NCPP, the authors 

come up with a number of succinct, practical and 

thought-provoking findings. In their study entitled 

‘Building Capacity in Dispute Resolution and 

Avoidance’ the authors had three goals. 

One was to provide a comprehensive account of 

the activities of dispute resolution and employment 

rights bodies – what they do, how they have evolved 

since being set up, what their priorities are and so 

forth. Second was to examine the capabilities and 

competencies of these agencies and assess the focus of 

their activities, as well as assessing their accessibility 

and whether they deliver a ‘joined up’ service. Third 

was to assess the Irish system in a comparative 

context to benchmark domestic dispute resolution 

and employment standard-setting activities against 

approaches adopted elsewhere.

Incremental coverage
At the outset, Teague and Thomas comment that 

the findings of their study are not in line with the 

‘influential view’ in the industrial relations literature, 

which suggests that changing labour markets oblige 

industrial relations institutions to change their 

repertoire of activities so they remain connected with 

what is happening on the ground. In fact, they warn 

that the evidence is that too quick a departure from 

core activities can cause a dispute resolution body 

to lose an established identity without acquiring a 

positive new one. ‘Almost everywhere the preference 

is for incremental and evolutionary change, in which 

new programmes are grafted onto established ways of 

doing things.’ Another finding from the comparative 

case studies, the authors say, is that proposed new 

dispute resolution activities are more likely to succeed 

with the support of Government, the political system 

and the Social Partners.
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The study found no support for radical change to 

the Irish dispute resolution and employment-setting 

system among government, trade unions or employer 

organisations. In fact, a positive message arising 

from the survey is that Ireland is not out of step with 

international practice in relation to dispute resolution 

or employment standard setting. Given the emphasis 

placed on enforcing and enhancing the employment 

standards in the current Towards 2016 agreement, it is 

instructive to note precisely what the authors have to 

say on this subject:

‘… the issues that are emerging in Ireland – access 

to enforcement bodies, the training of inspectors, the 

search for new compliance strategies and dealing with 

international workers – are similar to those emerging 

elsewhere. Many of the responses of the Irish agencies 

to these problems are just as thoughtful and worked 

out as anything other countries are doing, although 

both Canada and the UK have launched interesting 

initiatives on vulnerable workers which may have 

some relevance to Ireland.’

The authors caution that there is no universal best 

way to settle disputes, with dispute resolution systems 

shaped by the national environment from which they 

emerge: ‘proposals must be customised so that they fit 

in with Irish traditions’.

Emphasis on Practical Responses
While the authors say there is recognition that there 

should be further collaborative initiatives across the 

dispute resolution and employment agencies, there is 

also a clear message that this must not be done lightly. 

It should be practical in character and in response to 

an identified need.

They say a lesson learned from the study is that as 

employment relations systems become more legalistic 

so the search for less punitive enforcement methods 

intensifies. This can take a number of different 

forms, such as getting the Social Partners to design, 

implement and police employment standards in 

particular sectors, while allowing firms to self-police 

standards if they create credible monitoring standards. 

The authors say that side-by-side with these new 

decentralised forms of regulatory enforcement stands 

a range of new problem solving approaches to dispute 

resolution. An example of this sort of proactive service is 

the recently created LRC mediation arm, which is now 

an established part of the work of the Commission.

Teague and Thomas say that a number of procedures 

overseen by the LRC ensure that the national Social 

Partnership agreements do not run into problems as 

a result of workplace conflict. They say that in this 

regard, various initiatives have been established to 

promote less adversarial more interest-based collective 

bargaining. These developments, the authors believe, 

are significant: 

‘… through a variety of piecemeal and pragmatic 

initiatives the governance of the employment relations 

systems is becoming more flexible and consensus-

oriented. A family of new approaches around the 

themes of problem solving and soft regulation are 

leading to even fewer Irish industrial relations outcomes 

being the result of adversarial collective bargaining.’

Conciliation – Meeting Demand
The main findings of the case study the authors 

conducted into the LRC found it to be ‘an efficient 

organisation’ with an inbuilt capacity to evolve by 

adopting new programmes and initiating internal 

organisational change. At the same time, they say 

the Commission’s core activity of conciliation has 

remained the same since it was set up at the beginning 

of the �990s. ‘Its path of organisational development 

has been to change the focus of its conciliation activity 

and graft onto this core activity additional services 

and programmes as appropriate.’ 

The nature of the Conciliation Service has shifted 

in focus – due to internal organisational change 

and shifts in the industrial relations environment. 

They say that in the past, conciliation was used a 

lot to resolve impasses in what are described as ‘big 

collective bargaining conflicts’. Now the focus is on 

the facilitation of major restructuring deals – ‘it is as 

if both employers and trade unions are seeking the 

LRC’s imprimatur as a form of public underwriting of 

restructuring programmes.’
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Attention is drawn to the fact that the Conciliation 

Service is taking a pro-active approach to its work, openly 

encouraging trade unions and employers to develop less 

adversarial and ‘interest bargaining’ approaches through 

initiatives such as the Working Together Projects. Teague 

and Thomas say that this chimes with the new problem-

solving ethos governing employment relations and is 

likely to continue if not intensify. 

But the authors say that this has two important 

implications. The first is that conciliation must place 

greater emphasis on more directive forms of conflict 

management such as mediation: problem-solving requires 

the blurring of the demarcations between different modes 

of conflict management. The second is that advisory and 

conciliation units need to work even closer. 

Rights Commissioners
The authors say the role of the Rights Commissioner 

service is likely to grow, as individual-based 

employment differences constitute a higher share 

of overall disputes. They point out that this was 

recognised in Towards 2016, which stipulates a 

significant increase in the number of Commissioners. 

This prompts some firm advice for the Commission: 

‘the appointment, training and management of 

Commissioners is likely to be an important matter that 

the LRC will have to have under continual review’.

Role for Advisory Service
The authors believe that the work of the Advisory 

Service is set to become ever more important – due to 

the emphasis now placed on dispute avoidance – and 

for pro-active activities that not only settle disputes 

but turn around employer-employee relations. 

‘It is this unit that must develop experimental dispute 

resolution activities to upgrade the services of the 

Commission. It is also the unit that should take the 

lead in developing joint projects with other dispute 

resolution and employment rights bodies. Strategy-

making that takes note of employment relations 

developments in Ireland and interesting dispute 

resolution initiatives in other countries is likely to 

become an increasingly important activity of the 

Advisory Service.’

The Knowledge Base
A trend uncovered by the case studies of agencies in 

Ireland as in other countries, is the increasing use of 

evidence-based organisational decision making. This 

finding, the authors say, has relevance for the work 

of the LRC. As a result of providing a wide range 

of services and getting involved in a large number 

of disputes, the Commission is ‘a treasure trove of 

information about the type of firms that are involved 

in different forms of decision-making, but a case may 

exist for a more systematic mining of this data so that 

it can be more easily accessed through a data bank to 

better customise its interventions.’

The study draws attention to the knowledge base 

of the LRC and says this is an issue that requires 

the careful attention of senior management. It says 

that the discretionary nature of much of the work 

of many of the LRC’s staff has implications for how 

the LRC designs its skill development and knowledge 

management systems. In particular, they say, the 

Commission has to find ways that encourage staff 

to share their tacit knowledge and skills with each 

other. ‘This is a tricky task which if not done properly 

can result in the level of knowledge possessed by the 

organisation being lower than the sum of knowledge 

held by employees.’

Maintaining Pre-Eminence
Teague and Thomas emphasise a point reiterated 

throughout their study – the LRC faces a range of 

emerging challenges due to rapid changes in the Irish 

labour market and more intense competitive pressures 

bearing on organisations here. 

But another challenge to the work of the LRC, the 

authors warn, is the greater use of private consultants 

by organisations to solve employment disputes and 

grievances. “It is not clear why organisations are 

increasing their use of private consultants, but the 

effect is to create a ‘market for dispute resolution 

services.’ They say the LRC must recognise that it 

is now operating in a market environment, which 

requires the delivery of services and programmes 

in a manner that chimes with the expectations 

of organisations. If it does this successfully, they 
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predict that the Commission will continue to be the 

pre-eminent provider of dispute resolution services in 

the country. 

The Commission has contracted with Oaktree Press to 

publish the findings in a book format and publication 

is due in April 2008. 

Managing HR in Multinational Companies 
in Ireland: Autonomy, Coordination and 
Control
P Gunnigle, J. Lavelle, A. McDonnell & M. Morley. 

Kemmy Business School, University of Limerick,  

July 2007

Research into the multinational sector is always 

pertinent given the level of FDI in Ireland. A major 

research project on the management of Human 

Resources management in multinationals provides 

instructive insights on multinational corporations – 

some of whom would be LRC clients, or potential 

clients, in this dynamic and vital part of the Irish 

economy. The study asks whether Irish managers in 

these foreign-controlled MNCs are simply executors 

of HR and employee relations (ER) strategies 

conceived and created at higher levels, or do they 

play a more strategic role? For example, do they have 

the autonomy to adjust HR and ER strategies and 

policies to the local context? Uniquely, the study also 

focussed on Irish-owned MNCs that have established 

international operations and the autonomy afforded 

to those foreign subsidiaries.

The authors point out that it has already been 

observed that MNCs can change their stance over 

time, involving either an increase or decrease in local 

managerial autonomy. They say that, by and large, one 

would expect to find greater local autonomy in HR/

ER compared to other management spheres, “given 

that HR/ER tends to be more sensitive to particular 

national characteristics, such as labour legislation, 

labour supply and trade union organisation.”

The U.S. Influence
The project came up with some 490 foreign-owned 

MNCs and 72 Irish-owned MNCs, with US-owned 

MNCs making up 42% of the foreign-owned category, 

followed by the UK on �9%, other EU states on �8% 

and ‘rest of the world’ on 8%. The number of MNCs 

in services was greater than in manufacturing – 29� 

compared to 268. 

The authors surveyed the extent of management 

discretion in four substantive areas of HR policy: 

n	pay and performance management;

n	training and development;

n	employee involvement;

n	employee representation and consultation.

Pay and Union Recognition
Overall, there were high levels of discretion, but the 

degree of discretion was lower in regard to pay levels 

and union recognition. On pay levels, �7% had ‘little 

or no discretion’ while in regard to union recognition 

this ranking stood at 22%. These results, the authors 

note, mirror UK findings and are hardly surprising. 

‘A common management argument against union 

recognition is that unions inhibit flexibility whilst 

pay, by its very nature, is an area where firms will 

seek to exercise control.’ Management in US-owned 

firms are likely to have less discretion in the two 

aforementioned areas than those in other MNCs. This 

suggests a ‘country of origin’ effect, a finding that also 

resonates with a comparative UK study. 

For Irish MNCs, the level of discretion to their 

overseas operations was also high. Again, the areas of 

pay and union recognition were afforded lower levels 

of discretion. A comparatively larger proportion (��%) 

reported affording ‘no discretion’ to subsidiaries on 

the union recognition issue, which the authors suggest 

possibly reflects ‘a strong union avoidance preference 

among a significant number of Irish MNCs.’

The authors say an interesting theme that arose 

in a number of the interviews conducted with HR 

personnel was that higher organisational levels have 

withdrawn some of the autonomy afforded to its 

subsidiaries in recent times. The 9/�� terrorist attacks 

and its aftermath appears to have been an important 

catalyst, with MNCs taking stock of their investment.
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The HR Function 
A number of conclusions can be observed specifically 

in relation to the HR function. Some 54% of all 

MNCs in Ireland have a HR information system 

(HRIS). Foreign firms are more likely to have such a 

system than Irish-owned MNCs, while US firms are 

most likely of all to have them. Some �9% reported 

usage of shared service centres. 

The use of HR policy formation bodies was quite 

widespread (59%) amongst MNCs, and this was 

higher in foreign-owned MNCs than in Irish ones. 

Nationality was found yet again to be an important 

source of variation between firms, with US-owned 

firms most likely to have a HR policy committee. 

Companies engaged in multiple sectors were much 

more likely to have such a committee, with 9�% of all 

foreign MNCs having one. Of the indigenous firms, 

manufacturing MNCs most commonly had a HR 

policy body (7�%).

In terms of networking between HR managers of 

different countries, MNCs are, broadly speaking, 

using a number of different mechanisms. “Clearly 

the most popular mechanism is regular face-to-face 

meetings (78%) followed by virtual networks (74%). 

Foreign MNCs are slightly more likely to engage with 

these methods”.

The findings indicate a high level of monitoring by 

senior international level management among both 

foreign-owned and Irish-owned firms. The most 

monitored areas were employment numbers, labour 

costs, and issues related to managerial grades (pay and 

career progression). Monitoring was lowest in relation 

to absenteeism and workforce diversity.

Just less than half of the foreign MNCs reported 

having at least one manager with experience of the 

home-country among the five most senior positions 

in the Irish operations. A number of firms also 

reported that while currently they do not have any 

top management team (TMT) with home-country 

experience, this is a more recent development. 

US firms were least likely to use managers with 

previous home-country experience. UK firms on the 

other hand seem much more likely to deploy senior 

managers with home-country experience. Little 

variation was found on this front according to sector. 

The Commission and the University of Limerick 

will present the findings of the study at a major 

symposium in Croke Park on June �9th 2008.

ICT Strategy and Implementation 
In 2007 the last elements of the Commission’s ICT 

Strategy and Plan 2003‑2007 were put in place. 

During the period of the plan there was a total 

overhaul of the organisation’s ICT infrastructure with 

significant investment in new technologies and the 

introduction of a comprehensive case management 

system and staff training, all designed to support 

the effective and efficient delivery of services to the 

Commission’s customers. Given the extent of change 

that took place and to allow its full benefits to be 

realised, the Commission sees the future ‘short to 

medium term’ period of its business strategy as one 

of consolidation and review of the investment in 

information technology. The focus will now turn to 

realising the potential for research and analysis of 

the interventions of all of the services which the case 

management system captures.

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 �50,000 site visitors in 

2007, compared to 280,��9 in 2006, a year-on-year 

increase of some 25%.

Visits to LRC Website 2005 2006 2007

Totals �85,478 280,��9 �50,000

The Strategy and Standards Unit

LRC Information Literature
During 2007 the Advisory Service continued to 

disseminate information around the Services of the 

LRC and the various Codes of Practice.
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LRC Information Packs are available in both English 

and Irish with the following Information Leaflets:

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.

Individual LRC Information Leaflets are also available 

in English as follows:

n	Role & Functions;

n	Conciliation Service;

n	Advisory Service;

n	Rights Commissioner Service;

n	Workplace Mediation Service.

Individual LRC Information Leaflets are available in 

Polish, Portuguese, Russian and Chinese (Mandarin) 

as follows:

n	Role & Functions;

n	Rights Commissioner Service;

n	Codes of Practice.

LRC Information Packs on the various Codes of 

Practice are also available.

LRC Training Services
During 2007 the LRC provided a limited training 

and development service to meet the needs of service 

users as identified by individual organisations. The 

service was made available to various organisations 

throughout the country and was availed of by small 

and medium sized firms, multinationals, public and 

private sector organisations, unionised and non-

unionised firms and by trade unions. The table below 

sets out activity levels for 2007. 

Services Delivered Number

Conflict Prevention/ Resolution & 

Employee Relations Challenges for 

Managers: 6

Conflict Prevention/ Resolution & 

Employee Relations Challenges for 

Employees & Employee Representatives: �

Skills Development and General 

Information for (�) Employee Reps. – 

Employees (Provision of Information 

and Consultation) Act 2006: �*

Employment Rights Bodies – General 

Information Including ‘What to expect 

and How to Prepare before Attending’: 6

Total: �6

*One programme was delivered to owner/managers 

of approximately 50 small businesses as part of a 

learning network across a seven-county region. 

LRC Programmes are delivered both on a stand-

alone basis or as a module in an organisation’s own 

training programme. While descriptions as outlined 

give a broad picture of programme objectives and 

content, individual programmes are developed to 

suit the particular needs of each organisation and 

to accommodate the grievance/disciplinary/dispute 

arrangements in place in the organisation.

Citizen Information Centres (CIC)
During 2007 Citizen Information Centres were visited 

with a view to advising the Centres of the Services 

that are available from the LRC and to discuss the 

relevance of LRC publicity material from the point 

of view of the information needs of CICs. Centres in 

the following areas were visited: Dublin (O’Connell 

Street), Carlow, Kilkenny, Waterford, Cork, Limerick 

(Tipperary & Nenagh), Athlone, Mullingar, Longford, 

Sligo, Castlebar, Galway, Ennis, Dundalk (Monaghan 

& Navan) and Cavan.
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CICs welcomed the consultative initiative by the LRC 

as on average ��% of their workload is employment 

rights related. The single biggest outcome of the 

exercise with the Centres was the identification of a 

need for information around the various employment 

rights bodies, particularly the Rights Commissioner 

Service, and information around ‘how to prepare/what 

to expect’ when attending at the various bodies. A 

number of information/training sessions around this 

identified need have been delivered to CICs during 

2007 and these will continue in 2008 as the need arises. 

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. 

The Rights Commissioner 
Service in 2007
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”

For the Rights Commissioner Service, 2007 was a year 

of significant change. A new Director, Mr Eddie Nolan 

succeeded Ms Freda Nolan as Head of the Service in 

October 2007, he also has responsibility for the full 

brief encompassed by the Corporate Services Division. 

In total, seven Rights Commissioners were appointed 

in 2007, and 2008 sees a complement of �4 new 

Commissioners working with the Rights Commissioner 

Service. Clerical and administrative support staffs have 

also been recruited to assist Commissioners in meeting 

the demand for their services.

All �4 Rights Commissioners are listed below:

Joan Carmichael Peter O’Brien

Gaye Cunningham Jim O’Connell

Rosaleen Glackin Emer O’Shea

Eugene Hanly Seán Reilly

Mick Hayes Michael Rooney

David Iredale John Tierney

Mark McGrath John Walsh

Further very significant growth in demand continues 

to be a feature of the Rights Commissioner Service. 

Referrals to the Service increased by 26% in 2007, 

following on from a 28% increase in 2006. 
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The chart below shows the geographic origins of 

referrals to the Service in 2007. 

Ulster 5%

Connacht 8%

Munster 26%

Leinster 24%

Dublin 37%

Referrals 2007
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Between 2000 and 2007 there were 44,500 referrals to 

the service.

Legislation Referrals

2004 2005 2006 2007

Adoptive Leave Act �995 0 � � 2

Carer’s Leave Act 200� 0 0 � 1

European Communities (Protection of Employment) Regulations, 2000 4 2 6 39

European Communities (Safeguarding of Employees Rights on Transfer of 

Undertakings) (Amendment) Regulations 200� 66 ��6 �28 151

Industrial Relations Acts �969-�990 �,�7� �,2�6 �,�72 1,182

Industrial Relations (Miscellaneous Provisions) Act 2004 7 84 62 32

Maternity Protection Acts �994-2004 8 26 2� 26

National Minimum Wage Act 2000 6� 72 �07 114

Organisation of Working Time Act �997 6�� 665 �087 1541

Parental Leave Act �998 24 20 �5 17

Payment of Wages Act �99� �,5�8 �,875 2,275 2,961

Protection of Employees (Fixed Term Work) Act 200� ��9 296 44� 204

Protection of Employees (Part Time Work) Act 200� 85 75 ��� 62

Protection of Young Persons (Employment) Act �996 0 � 7 3

Protections for Persons Reporting Child Abuse Act �998 0 � 0 1

Safety, Health and Welfare at Work Act 2005 0 2 ��9 408

Terms of Employment Information Acts �994-200� 245 �0� 7�� 1,295

Unfair Dismissals Acts �977-2005 808 82� 889 1,038

Total Referrals 4,749 5,598 7,�79 9,077



Labour Relations Commission Annual Report 2007
�7

Rights Commissioners Activity 2004-2007
The number of cases referred to the Service in 2007 

increased by 26%, from 7,�79 in 2006 to 9,077. This 

follows an increase of 28% in 2006.

The chart below illustrates the percentage breakdown 

of referrals received by relevant legislation in 2007.

Industrial
Relations Acts

1969-1990
13%

Organisation
of Working Time

Act 1997
17%

Unfair
Dismissals

Acts
1977-2005

11%

Terms of 
Employment

Information Acts
1994-2001

11%

Safety, Health
and Welfare at
Work Act 2005

4%

Other
Acts
7%

Payment
of Wages
Act 1991

34%

Legislation
While Rights Commissioners undertake investigations 

under a range of 2� Acts, the majority of Referrals to 

the Service fall under six particular acts. The greatest 

number of Referrals are submitted under the Payment 

of Wages Act and, in descending order of frequency, 

the other five Acts are listed below. The associated 

chart sets out the relevant data in ‘percentage’ terms.

�. The Payment of Wages Act �99�

2. The Organisation of Working Time Act �997

�. The Terms of Employment Information Acts  

�994-200�

4. The Unfair Dismissals Acts �977-2005

5. The Industrial Relations Acts �969-2004

6. The Safety, Health and Welfare at Work Act 2005

Payment of Wages Act 1991
The Payment of Wages Act �99� continues to be the 

most frequently used Act for the referral of complaints 

to the Rights Commissioners service.

In 2007 there were 2,96� complaints received 

compared to 2,275 in 2006, an increase of �0%.

Many complaints were referred by individuals, and 

related to underpayment of wages compared to rates 

properly and legally payable in accordance with 

Joint Labour Committee Employment Regulation 

Orders issued by the Labour Court and Registered 

Employment Agreements, which provide for minimum 

rates of pay and conditions of employment for 

employees in particular industries. In this regard the 

Construction Industry Registered Agreement attracted 

the most complaints.

Additionally there were many complaints concerning 

non-payment of holiday and public holiday pay 

and the non-payment of a supplement for Sunday 

working. These matters are also comprehended by the 

Organisation of Working Time Act �997 and while a 

complaint can only be dealt with under one or other 

of the Acts to get an indication of non-compliance 

regarding holiday pay etc, it is necessary to consider 

referrals under both Acts.

Organisation of Working Time Act 1997 
This Act embodies entitlement to Holidays, Sunday 

supplement, rest breaks, maximum permitted working 

hours and by way of regulations. The requirement 

for employers to keep proper records of employee 

attendance at work, holidays taken etc.

Many employers fail to keep the correct and 

prescribed records and consequently are unable to 

rebut complaints that relate to these matters.

As with all areas of complaints dealt with by Rights 

Commissioners there has been a significant increase 

in the number of complaints referred under this Act 

increasing from �,087 in 2006 to �,54� in 2007, an 

increase of nearly 42%.

Terms of Employment (Information) Acts 
1994-2001
It is surprising the number of employers who continue 

to ignore the requirement to issue employees with a 

written statement of their Terms of Employment. 

Section � of the Act specifies quite clearly what is 

necessary in such a statement.
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Not alone would the issuing of such a statement 

obviate the majority of complaints under the legislation 

but would have the added benefit of eliminating 

confusion on many aspects of employment which give 

rise to further and other unnecessary conflicts.

There were �,295 complaints under this Act in 2007 

compared to 7�� in 2006, an increase of 82%.

Unfair Dismissals Acts 1977-2005
A large number of complaints under this legislation 

turn on the application or otherwise of fair 

procedures. The legislation provides that all dismissals 

are unfair unless justified on certain grounds as 

provided for in the Act. It is therefore up to the 

employer to justify any dismissal which occurs except 

in a case of constructive dismissal, where the employee 

resigns and subsequently claims that they had no 

option and that it amounted to a dismissal.

Again there was a significant increase in the number of 

cases dealt with by Rights Commissioners rising from 

889 in 2006 to �,0�8 in 2007 an increase of just �7%.

Industrial Relations Acts 1969-2004
The number of complaints under this legislation 

continues to hold steady. �,�72 in 2006 to �,�82 in 

2007. A large number of these complaints related to 

dismissals where the complainant did not have the 

necessary service to qualify to make a complaint under 

the Unfair Dismissals Act.

Protection of Employees  
(Fixed Term Work) Act 2003
There has been a decrease in the number of referrals 

to the Service under this legislation. This is no doubt 

due, at least in part, to the fact that employers are 

now more familiar with the provisions of the Act and 

have largely corrected the manner and method by 

which they issue fixed term contracts.

This followed on a number of significant 

Determinations of the Labour Court on appeal from 

Rights Commissioner decisions and in turn even more 

significant decisions of the High Court on points of 

Law arising from these Determinations. 

The number of complaints referred to the Service 

decreased from 44� in 2006 to 204 in 2007.

At year end we awaited the decision of The European 

Court of Justice on the issues referred to it by the 

Labour Court regarding its own jurisdiction and that 

of Rights Commissioners in the matter of applying the 

Principle of Direct Effect and whether the Directive on 

Fixed Term Work includes Financial elements. 

Safety, Health, And Welfare at Work Act 2005
There was a large increase in the number of complaints 

referred under this Legislation, from ��9 in 2006 to 

408 in 2007. No doubt this is due to the fact that for 

the first time Rights Commissioners may be called on 

to adjudicate on certain aspects of Health and Safety 

legislation. 

The Rights Commissioner is, however, confined to 

addressing complaints of penalisation that may occur 

as a consequence of an employee acting in accordance 

with the provisions of Section 27 sub. � of the Act. 

What constitutes penalisation is detailed in sub. 2 of 

Section 27.

Many complaints referred in have been found by 

Rights Commissioners to be not well founded and 

some of these decisions are under Appeal to the 

Labour Court. 

Operations in 2007
n	Seven Rights Commissioners, were appointed 

between November 2007 and January 2008.

n	Tony Bregazzi, Rights Commissioner, retired in 

December 2007. 

n	A briefing was given to Rights Commissioners 

by Ger Deering, Director of NERA, which gave a 

general overview of the � distinct areas of NERA – 

information provision, inspection and prosecution. 

n	A briefing on the Protection of Employment 

(Exceptional Collective Redundancies) Bill 2007, 

which will be enacted in 2008, was given to Rights 

Commissioners in June 2007.
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Training of Rights Commissioners
An extensive induction training programme was delivered 

to new Rights Commissioners in November 2007. 

A comprehensive programme of ‘shadowing’ of Rights 

Commissioner hearings by new Rights Commissioners 

took place between November 2007 and January 2008.

Interpreter Services
Throughout 2007 the Service operated a policy of 

providing interpreter services at the request of the 

Rights Commissioner. Where a Rights Commissioner 

establishes that there is a requirement for an 

interpreter, the hearing may be adjourned to allow 

the Service to source an appropriate interpreter for a 

subsequent reconvened hearing. Language interpreter 

services were used for cases in Portuguese, Arabic, 

Irish, Latvian, Russian and Polish. In addition, a sign 

language interpreter was used for the first time at a 

Rights Commissioner hearing in 2007.

Scheduling of Hearings
A breakdown of the hearings scheduled, withdrawn/

settled, adjourned/on hold and the total number of 

cases heard in 2007 is as follows:

Hearings 

Scheduled

Withdrawn/

Settled

Adjourned/

On Hold

Total 

Heard

4,422 660 �,275 2,487

Hearings may often feature more than one claimant, 

and claims under several Acts may be heard at one 

hearing. 

Adjournments
At the end of the year, �,275 cases were adjourned or 

on hold. 

Most adjournment requests are granted, and the 

proportion of requests remains at 60/40 for employers 

(and/or their representatives) and employees (and/or 

their representatives), respectively. A review of the 

adjournment policies of the Service will be undertaken 

in 2008.

Study by Professor Paul Teague/ 
Dr Deborah Hann

History and Role of the Rights 
Commissioners
A new study commissioned by the LRC 

shows that there has been and continues to 

be a growth in the volume and complexity 

of the work undertaken by Rights 

Commissioners. Here we print a summary  

of the report.

Established in �969, the Rights Commissioners 

are an employment dispute resolution mechanism 

found exclusively in the Republic of Ireland. 

They were established with the main intention of 

problem-solving small-scale industrial relations 

disputes. But the changing employment landscape 

has meant that their role has evolved and they now 

also focus on vindicating employment rights. This 

evolution is underscored by the increased diversity 

in the workplace and the shift from collective 

disputes to individual disputes, resulting in an 

exponential increase in the number of cases referred 

to Rights Commissioners. This report sets out the 

first systematic analysis of the work of the Rights 

Commissioners service since its establishment.

Single Cases
The work is based on a random sample of 2,882 

claimants or �798 cases taken from 2006, representing 

approximately two-thirds of that year’s referrals. The 

sample is representative and therefore conclusions can 

confidentially be drawn for the rest of the population, 

when statistical tests are undertaken. A range of 

findings emerge from the statistical analysis some of 

which are set out briefly below.

Nearly four-fifths of claimants only enter a single 

case. The average claimant is more likely to be male 

(58 per cent) than female (40 per cent). Claimants 

are much more likely to be Irish (7� per cent) than 

an immigrant, although Eastern Europeans make up 

a significant proportion (20 per cent) of claimants. 

Irish claimants are disproportionately likely to 
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be female, whilst Eastern European claimants are 

disproportionately likely to be male. Claimants are 

most likely to originate from low wage employment, 

most commonly from the salary bracket €�0� to 

€400 per week, although the mean average salary is 

€475.47 per week. Nearly three-quarters are from 

social care; manufacturing; hotels and restaurants; real 

estate and business activities. Horizontal segregation 

is evident amongst claimants, with male claimants 

being disproportionately found in construction, 

retail and manufacturing, whilst female claimants 

are disproportionately found in health, retail, hotels 

and restaurants. Segregation is also evident between 

nationalities. Irish claimants are evenly distributed 

across sectors and Eastern Europeans are found 

disproportionately in construction.

Sixty-six percent of claimants choose to have 

representation during the Rights Commissioner 

process. Three-quarters of the claimants who chose to 

have representation are represented by trade unions 

and �8 per cent are represented by solicitors. Twenty-

three per cent of respondents have representation, of 

which 55 per cent have solicitors and �7 per cent have 

employers’ associations.

Key Acts
The vast majority (88 per cent) of cases brought 

before the Rights Commissioners are brought under 

five Acts – Payment of Wages Act �99� (�4 per cent); 

Industrial Relations Acts �969- �990 (�8.� per cent); 

Organisation of Working Time Regulations 200� (��.7 

per cent); Unfair Dismissals Act �977 (��.60 per cent; 

Terms of Employment (Information) Acts �994 & 

200� (9.� per cent). There are differences between the 

genders, with regard to the Act under which claimants 

bring claims before the Rights Commissioners. Female 

claimants are disproportionately more likely to bring 

claims under the Protection of Employees (Fixed-Term 

Work) Act 200�, Protection of Employees (Part-Time 

Work) Act 200�, Industrial Relations Acts �969-�990, 

Unfair Dismissals Act �977, and Organisation of 

Working Time Regulations 200�.

Male claimants are disproportionately more likely 

to bring claims under the Payment of Wages Act 

�99� and Terms of Employment (Information) Act 

�994 & 200�. Irish claimants are disproportionately 

more likely to bring claims under the Protection 

of Employees (Part-time Work) Act 200�, Unfair 

Dismissal Act �977 and Industrial Relations Acts 

�969-�990. On the other hand, Eastern European 

claimants are disproportionately more likely to 

bring claims under the Payment of Wages Act �99� 

and Organisation of Working Regulations 200�, 

representing more bread and butter issues. Under the 

Payment of Wages Act, the key issue was non-payment 

of wage related monies (80.4 per cent), of which 

�7.6 per cent of claimants brought a claim for non-

payment of wages, 28.6 per cent of claimants brought 

a claim for non-payment of holiday pay and �5.8 

per cent brought a claim for non-payment of notice 

period. Under the Industrial Relations Acts �969-

�990, the key issues were pay-related matters, unfair 

dismissals, warnings received and unfair treatment/

harassment. Under the Organisation of Working Time 

Regulations 200�, the four key issues are holidays (47 

per cent), Sunday premia (�4 per cent), excess hours 

(�4 per cent) and rest periods (9 per cent).

Favour Claimants
The Rights Commissioners made decisions in only 

�� per cent of cases, which means that in nearly 

70 per cent of case no decision/recommendation is 

required. Where decisions are required of the Rights 

Commissioners, over two-thirds (69.9 per cent) are 

given in favour of the claimant. Claims brought under 

the Payment of Wages Act �99� and the Terms of 

Employment (Information) Act �994 & 200� are 

likely to be found in favour of the claimant, whilst 

claims brought under the Industrial Relations Acts 

�969-�990 and the Unfair Dismissals Act �977 are 

likely to be found in favour of the respondent. Of 

those cases where no decision/recommendation is 

required, 4� per cent are settled and �� per cent are 

withdrawn prior to the hearing, a further �9.6 per 

cent settle at the hearing, often with the guidance 

of Rights Commissioners. In 9 per cent of the cases 

where no decision/ recommendation is required, 
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employers object to the involvement of Rights 

Commissioners. There is only a moderate relationship 

between salary and compensation level. The analysis 

shows that gender, nationality and sector makes no 

significant difference to the level of compensation. If, 

however, a claimant has representation, compensation 

tends to be higher.

This study shows that there has been and continues 

to be a growth in the volume and complexity of the 

work undertaken by Rights Commissioners. There is 

a string role for trade unions, but solicitors still play a 

minor role, suggesting that the Rights Commissioner 

process is still informal. This informality is reinforced 

by the fact one third of claimants choose to have 

no representation at all and this has no impact on 

whether a decision is in their favour or not. Although 

a large number of cases referred to the Rights 

Commissioners process require no decision, the 

influence of the procedure is strong with the majority 

being decided within the shadow of the law. Rights 

Commissioners are particularly active with claims 

from migrant workers and also play an important role 

in the low wage sector.
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Director of Corporate 

Services and Secretary 

to the Board:

Freda Nolan  

(until end of Sept 07)

Eddie Nolan  

(from �st Oct 07)

Accounts Officer: Florence Kelly

Higher Executive 

Officer:

Patricia Lynch

Staff Officer: Declan Tighe

Board Meetings
There were �� statutory meetings of the Board in 2007.

Audit Committee
The Audit Committee met three times in 2007. The 

Audit Plan 2007 was agreed which included an 

Audit Report on the Computer Controls Process 

and approved at the June 2007 Board Meeting. 

An external review of Internal Audit Controls was 

conducted by the Auditor in November 2007.

Business Plans
The Business Plan for the Commission services was 

approved by the Board in January 2007 and reviewed 

at the Board in June 2007. A final report on the 

outcome of the Business Plan was reviewed by the 

Board in December 2007.

Code of Practice for the Governance 
and Conduct of the LRC
An updated version of the code was approved by 

the Board in February 2007. In addition an office 

notice outlining staff obligations was approved and 

circulated to all staff.

Ethics in Public Office
All Board members, Rights Commissioners and 

relevant officers of the Commission completed returns 

under the Ethics in Public Office Acts.

Refurbishment/ 
Additional Accommodation
The Commission succeeded through the good offices 

of the Department, the OPW and the GSI to obtain 

additional office and meeting space both in Tom 

Johnson House and Lansdowne House (for meetings 

only). In addition, the continued refurbishment of the 

offices and meeting rooms continued throughout 2007.

Disaster Recovery and  
Business Continuity Plan
The plan was approved by the Board in July 2007.

The plan includes:

n	Evacuation procedures

n	Details of safety officers

n	List of Crisis and Business teams

n	I.T. Recovery Teams

n	Alternative meeting locations

n	Key supplier list

n	Key I.T. infrastructure and recovery strategy.

International Agencies Meeting
The Chief Executive, Director of Conciliation/ 

Corporate Services attended the International 

Agencies meeting in Melbourne, Australia 2-5th 

October 2007. The attendance included the Chief 

Executives/Chairs/Director of Services from the 

FMCS (USA) ACAS (UK) LRA (NI) FMCS (Canada) 

CCMA (South Africa) AIRC (Australia) and the 

ERA (New Zealand). The Chief Executive spoke also 

during the visit at an International Dispute Resolution 

Conference and to the Australian Employment Rights 

Association.

Annual Accounts 2006
The Comptroller and Auditor General contracted 

Moylan, Mulcahy and Co., Cork to undertake the 

audit of the LRC accounts for 2006. The letter of 

representation and the financial statements for the 

Chapter 3 – The Corporate Services Division in 2007
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year ended Dec ��st 2006 were approved by the Audit 

Committee and the Board in June 2007. The final 

accounts for 2006 are included in this report.

Annual Accounts 2007
The Commission, for the first time, is publishing 

concurrent accounts with the year of the Annual 

Report.

Staff of the Commission
During 2007 there was a significant turnover in the 

staff of the Commission. �� staff of the Commission 

departed on promotion to other civil service/public 

service organisations. 

Declan Morrin, Director of Advisory Service departed 

after �7 years service in the Commission to take 

up the post of Deputy Permanent Representative 

to the World Trade Organisation. The excellence of 

Declan’s work over the years in both the Advisory 

and Conciliation Service is widely acknowledged. 

The Commission is indebted for his contribution 

to the unique development of the Advisory Service 

over those years and to the increased scope of its 

professional activities.

Freda Nolan, Director of Corporate Services and 

Head of the Rights Commissioners Service, was 

transferred to the Competition/ Consumer section of 

the Department. Freda made a major contribution 

to the role of the Rights Commissioners Service, 

the quality of the Commissioners’ personnel and 

governance practices and to the refurbishment and 

additionality of the Commission’s facilities. The 

Commission benefited enormously from the breadth 

and experience she brought to the strategy, business 

planning and delivery of our services.

The Commission in 2007 also lost the services of 

Janet Hughes, Rights Commissioner who resigned 

from the service. Janet’s skill, achievements, 

knowledge and work rate continue to make a lasting 

impression on the service. The Commission wishes 

her well in her continued activities in the industrial 

relations sector. 

In addition, the Commission lost the services 

(on promotion) of Anna Perry, Margaret Lawlor 

(Conciliation Service) and Hugh Lonsdale, 

Brian Higgins (Advisory Service). In the Rights 

Commissioners Service, further staff and corporate 

knowledge was lost when Cathy Shivnan (promotion 

to the Revenue Service) and when Maire Barry/Niamh 

O’Reilly were appointed as Labour Inspectors from 

the Secretariat of the Rights Commissioner Service.

The Commission wishes to acknowledge the 

commitment, dedication and professionalism of all of 

our departed staff, which is exemplified in their career 

progression.

Training and Staff Development
All Principal/Assistant Principals in the Commission 

are undergoing the Department Leadership 

Training Course. Mediation training was provided 

for �2 Advisory and Conciliation Officers. In 

addition training in Alternative Dispute Resolution 

techniques was provided to a further five staff. 

Rights Commissioners attended the Labour Law and 

practical judicial procedures course with the Institute 

for Public Administration.

PMDS
Role Profiles and interim reviews were completed for 

all staff. Due to operational demands, there was a 

low level of uptake for training courses in 2007. All 

staff of the Secretariat completed a training course on 

“Communication Across Language Barriers”. Other 

courses participated in included a Time Management 

Course, IT Induction Courses and new staff 

participated in Department Induction Training.

Joint LRA/LRC Board Meeting
The annual joint Board meeting of the Labour 

Relations Commission and the Labour Relations 

Agency was held in Crawfordsburn, Co. Down on 

April 2�rd 2007.

At the meeting a “Heads of Agreement” was agreed 

and signed between both bodies. (c.f Appendix 5)
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The Agreement provides, inter alia, for a number of 

joint activities and specifically in 2007 for a focus on:

�. Issues surrounding migrant workers and their 

integration into the workforce.

2. Alternative dispute resolution structures.

�. The European Information and Consultation 

Directive.

IKEN – Case Management System
A comprehensive report on the implementation of 

the case management system was approved by the 

Board in November 2007; the system is central to the 

operation of the Rights Commissioner Service and 

processes over 9,000 referrals per year. It provides also 

information on the operation of the Conciliation and 

Advisory Services.

Strategy Plan 2005-2007
The Board of the Commission reviewed the overall 

outcomes of the Strategy Plan in December 2007. 

The Board was satisfied with the overall success of 

the Strategy and the achievements and delivery of the 

targets projected over the three year period.

Strategy Statement 2008-2010
A considerable focus for the Board throughout 2007 

was the preparation of the Strategy Statement for 

2008‑2010 entitled “Developing Best Practice in 

Employment Relationships- Strategic Objectives: 

2008-2010”.

The Board of the Commission in preparation for 

the Strategy had the benefit of the outcome of new 

and seminal research by Professor Paul Teague, 

Dr. Damien Thomas (NCPP) and Professor Paddy 

Gunnigle, on international comparators, (U.L) on 

aspects of the Rights Commissioners Service, Dispute 

Resolution Standards and Mechanisms and Human 

Resource Practices in Multinational Corporations.

The Strategy planning benefited considerably also 

from the outcomes of the Client Focus Survey 

conducted by Dr. John O’Dowd and Tim Hastings. 

The Board held a special meeting in October to finalise 

its own views and deliberations on the Strategy.

The Strategy Statement was launched by the Minister 

for Enterprise, Trade and Employment, Mr. Micheál 

Martin, in March 2008 and is available on the website 

of the Commission.

Rights Commissioner 
Appointments
In late 2007, the most significant increase in the 

number of Right Commissioners ever took place. 

New Rights Commissioners appointed were: Ms 

Gaye Cunningham, Ms Rosaleen Glackin, Mr Eugene 

Hanly, Mr Jim O’ Connell, Ms Emer O’Shea, Mr John 

Walsh and Mr Sean Reilly.

The appointment of the additional Commissioners 

fulfilled commitments given by the Government to 

the Social Partners arising from the provisions of 

Towards 2016. The new Commissioners will be fully 

operational in 2008 in order to meet the increased 

demand for employment rights hearings, which is 

expected to exceed �0,000 referrals in 2008.

LRC Review
Two editions of the LRC Review were published in 

2007. Apart from the editorials entitled “Concern 

about uncertainty in our IR Environment” and 

“Faster Settlements Required”, articles in the Review 

covered Pension Schemes, Legal Development, 

Migrant Workers IR practices in Penneys, the LRC 

Client Survey, Health Service reform, the Rights 

Commissioners Service, and interviews with Jack 

O’Connor (SIPTU General Secretary), the Chairman 

of Forfas, Eoin O’Driscoll, Tony Plunkett, IR 

Consultant, Breege O’Donoghue, Director of Penneys 

and Gerry Shanahan on the AMICUS/ATGWU trade 

union amalgamation to form “Unite”.
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Senior Management Team Contact Details

Kieran Mulvey Chief Executive 0�-6��-6705  

Kieran_Mulvey@entemp.ie 

Vacancy Director of the Advisory Services Division 

Eddie Nolan Director of the Corporate Services Division, 

Director of the Rights Commissioner Service 

Division, Secretary to the Commission

0�-6��-6706  

Eddie_Nolan@entemp.ie 

Kevin Foley Director of the Conciliation Services Division 0�-6��-672�  

Kevin_Foley@entemp.ie 

Tom Pomphrett Deputy Director of the Conciliation Services 

Division

0�-6��-67�6  

Tom_Pomphrett@entemp.ie

Chief Executive’s Office Contact Details

Kieran Mulvey Chief Executive 0�-6��-6705  

Kieran_Mulvey@entemp.ie 

Sarah McDonald Secretary 0�-6��-6705  

Sarah_McDonald@entemp.ie

Corporate Services Division Contact Details

Eddie Nolan Director of the Corporate Services Division 0�-6��-6706  

Eddie_Nolan@entemp.ie 

Patricia Lynch HEO Corporate Services 0�-6��-679�  

Patricia_Lynch@entemp.ie 

Florence Kelly Accounts and Administration 0�-6��-675�  

Florence_Kelly@entemp.ie 

Declan Tighe Staff Officer 0�-6��-67�2  

Declan_Tighe@entemp.ie 

Advisory Services Division Contact Details

Vacancy Director of the Advisory Services Division

Larry O’Grady Research and Information Officer 0�-6��-67�2 

Larry_OGrady@entemp.ie 

Seamus Doherty Senior Advisory Officer 0�-6��-6740  

Seamus_Doherty@entemp.ie 

Assumpta McGill Strategy and Standards Officer 0�-6��-6764  

Assumpta_McGill@entemp.ie 

Leo Costello Advisory Officer 0�-6��-674�  

Leo_Costello@entemp.ie 

Alyson Gavin Advisory Officer 0�-6��-6756  

Alyson_Gavin@entemp.ie 

APPENDIX 1 Labour Relations Commission – 
Organisational Structure 
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Advisory Services Division Contact Details

Paul Shortt Advisory Officer 0�-6��-6754  

Paul_Shortt@entemp.ie 

Jane Reidy Executive Officer 0�-6��-67�8  

Jane_Reidy@entemp.ie 

Noel Kenny Secretary 0�-6��-67�4  

Noel_Kenny@entemp.ie 

Conciliation Services Division Contact Details

Kevin Foley Director of the Conciliation Services 

Division

0�-6��-672�  

Kevin_Foley@entemp.ie 

Tom Pomphrett Deputy Director of the Conciliation Services 

Division 

0�-6��-67�6  

Tom_Pomphrett@entemp.ie 

Margaret Sweeney Secretary 0�-6��-67�0  

Margaret_Sweeney@entemp.ie 

North West/Midland Region

Sheamus Sweeney Regional Manager 0�-6��-67��  

Sheamus_Sweeney@entemp.ie 

Mairead Daly Industrial Relations Officer 0�-6��-6728  

Mairead_Daly@entemp.ie 

Fiona Gallagher Secretary 0�-6��-67�4  

Fiona_Gallagher@entemp.ie 

West/Midwest Region

John Agnew Regional Manager 0�-6��-67�5  

John_Agnew@entemp.ie 

Brendan Cunningham Industrial Relations Officer 0�-6��-6709  

Brendan_Cunningham@entemp.ie 

Marguerite Whyte Secretary 0�-6��-67�8  

Marguerite_Whyte@entemp.ie 

Vacancy Industrial Relations Officer

South/Southwest Region

Damien Cannon Regional Manager 0�-6��-6727  

Damien_Cannon@entemp.ie 

John Kelly Industrial Relations Officer 0�-6��-67�0 

John_B_Kelly@entemp.ie 

Lena Kavanagh Secretary 0�-6��-6729  

Lena_Kavanagh@entemp.ie 

Michael Keegan Industrial Relations Officer 0�-6��-67�4  

Michael_Keegan@entemp.ie 
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Conciliation Services Division Contact Details

Kieran Mee Secretary 0�-6��-6725  

Kieran_Mee@entemp.ie 

South East Region

Brian McGinn Regional Manager 0�-6��-67�9  

Brian_McGinn@entemp.ie 

Louis Mooney Industrial Relations Officer 0�-6��-67�5  

Louis_Mooney@entemp.ie 

Karen Buchanan Secretary 0�-6��-6755  

Karen_Buchanan@entemp.ie 

National Public Sector

John Fallon Regional Manager 0�-6��-6708  

John_Fallon@entemp.ie 

Kieran Mee Secretary 0�-6��-6725  

Kieran_Mee@entemp.ie 

Rights Commissioners Administration Contact Details

Eddie Nolan Director of Corporate Services Division/

Rights Commissioner Service

0�-6��-6706 

Eddie_Nolan@entemp.ie 

Brendan Smith AP 0�-6��-67�7  

Brendan_Smith@entemp.ie 

Geraldine Drumm HEO 0�-6��-6729  

Geraldine_Drumm@entemp.ie 

Marian Smith Staff Officer 0�-6��-6727  

Marian_Smith@entemp.ie 

Thomas Joyce SO 0�-6��-6750  

Thomas_Joyce@entemp.ie 

Brigette Booth Clerical Officer Brigette_Booth@entemp.ie 

Geraldine Carey Clerical Officer Geraldine_Carey@entemp.ie 

Stephen Dwyer Clerical Officer Stephen_Dwyer@entemp.ie 

Lorraine Haide Clerical Officer Lorraine_Haide@entemp.ie 

Eileen Harding Clerical Officer Eileen_Harding@entemp.ie 

John Kane Clerical Officer John_Kane@entemp.ie 

Helen Keane Clerical Officer Helen_Keane@entemp.ie 

Gavan Lockhart Clerical Officer Gavan_Lockhart@entemp.ie 

John Murphy Clerical Officer John_Murphy@entemp.ie 

Debbie Royle Clerical Officer Debbie_Royle@entemp.ie 
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Rights Commissioners Administration Contact Details

Amanda Shiels Clerical Officer Amanda_Shiels@entemp.ie 

Ian Tracey Clerical Officer Ian_Tracey@entemp.ie 

Bernadette Williams Clerical Officer Bernadette_Williams@entemp.ie 

Vacancy Clerical Officer 

Vacancy Clerical Officer 

Rights Commissioners Contact Details

Joan Carmichael Rights Commissioner Joan_Carmichael@entemp.ie 

Gaye Cunningham Rights Commissioner Gaye_Cunningham@entemp.ie 

Rosaleen Glackin Rights Commissioner Rosaleen_Glackin@entemp.ie 

Eugene Hanly Rights Commissioner Eugene_Hanly@entemp.ie 

Michael Hayes Rights Commissioner Michael_Hayes@entemp.ie 

David Iredale Rights Commissioner David_Iredale@entemp.ie 

Mark McGrath Rights Commissioner Mark_McGrath@entemp.ie 

Peter O’Brien Rights Commissioner Peter_OBrien@entemp.ie 

Jim O’Connell Rights Commissioner Jim_OConnell@entemp.ie 

Emer O’Shea Rights Commissioner emeroshea@entemp.ie 

Sean Reilly Rights Commissioner seanreilly@entemp.ie 

Michael Rooney Rights Commissioner

John Tierney Rights Commissioner John_Tierney@entemp.ie 

John Walsh Rights Commissioner John_Walsh@entemp.ie 
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Section ��(�) of the Industrial Relations Act �990 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 ��(�) 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

29th June 2007

Statement of Responsibilities of the Commission



Labour Relations Commission Annual Report 2007
5�

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 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 ��st December 2006 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

29th June 2007

Statement on the System of Internal Financial Control 
(continued)
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I have audited the financial statements of the Labour Relations Commission for the year ended ��st December 

2006 under the Industrial Relations Act �990.

The financial statements, which have been prepared under the accounting policies set out therein, comprise the 

Statement of Accounting Policies, the Income and Expenditure Account, the Statement of Total Recognised Gains 

and Losses, the Balance Sheet and the related notes.

Respective Responsibilities of the Commission and the  
Comptroller and Auditor General
The Commission is responsible for preparing the financial statements in accordance with the Industrial Relations 

Act �990, and for ensuring the regularity of transactions. The Commission prepares the financial statements 

in accordance with Generally Accepted Accounting Practice in Ireland. The accounting responsibilities of the 

Members of the Commission are set out in the statement of responsibilities of the Commission.

My responsibility is to audit the financial statements in accordance with the relevant legal and regulatory 

requirements and International Standards on Auditing (UK and Ireland).

I report my opinion as to whether the financial statements give a true and fair view, in accordance with Generally 

Accepted Accounting Practice in Ireland. I also report whether in my opinion proper books of account have been 

kept. In addition, I state whether the financial statements are in agreement with the books of account.

I report any material instance where moneys have not been applied for the purposes intended or where the 

transactions do not conform to the authorities governing them.

I also report if I have not obtained all the information and explanations necessary for the purposes of my audit.

I review whether the Statement on Internal Financial Control reflects the Commission’s compliance with the 

Code of Practice for the Governance of State Bodies and report any material instance where it does not do so, or 

if the statement is misleading or inconsistent with other information of which I am aware from my audit of the 

financial statements. I am not required to consider whether the Statement on Internal Financial Control covers 

all financial risks and controls, or to form an opinion on the effectiveness of the risk and control procedures.

Basis of Audit Opinion
In the exercise of my function as Comptroller and Auditor General, I conducted my audit of the financial 

statements in accordance with International Standards on Auditing (UK and Ireland) issued by the Auditing 

Practices Board and by reference to the special considerations which attach to State bodies in relation to their 

management and operation. An audit includes examination, on a test basis, of evidence relevant to the amounts 

and disclosures and regularity of the financial transactions included in the financial statements. It also includes 

an assessment of the significant estimates and judgments made in the preparation of the financial statements, and 

of whether the accounting policies are appropriate to the Commission’s circumstances consistently applied and 

adequately disclosed.

I planned and performed my audit so as to obtain all the information and explanations that I considered 

necessary in order to provide me with sufficient evidence to give reasonable assurance that the financial 

statements are free from material misstatement, whether caused by fraud or other irregularity or error. In 

forming my opinion I also evaluated the overall adequacy of the presentation of information in the financial 

statements.

Report of the Comptroller and Auditor General for 
presentation to the Houses of the Oireachtas
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Opinion
In my opinion, the financial statements give a true and fair view, in accordance with Generally Accepted 

Accounting Practice in Ireland, of the state of the Commission’s affairs at ��st December 2006 and of its income 

and expenditure for the year then ended.

In my opinion, proper books of account have been kept by the Commission. The financial statements are in 

agreement with the books of account.

Gerard Smyth

For and on behalf of the Comptroller and Auditor General

5th July 2007

Report of the Comptroller and Auditor General for 
presentation to the Houses of the Oireachtas (continued)
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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.

3 Fixed Assets and Depreciation
The Labour Relations Commission adopts a minimum capitalisation threshold of €�,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 �0% 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.

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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Notes €
2006

€
2005

€

Income

Oireachtas grants 1 4,625,774 4,67�,�29

Net deferred funding for pensions 4 87,000 76,000

Deposit interest � -

4,7�2,777 4,747,�29

Transfer from Capital Account 2 50,080 27,259

4,762,857 4,774,�88

Expenditure

Salaries and related costs 3 �,220,207 2,980,266

Travel and subsistence �68,6�� ��7,527

Commission members’ fees 5 �04,500 68,566

Rental of meeting rooms 72,�85 72,569

Stationery and office supplies ��,752 �9,250

Postage, carriage and telephone ���,9�� ��0,059

Entertainment and catering 2�,6�7 �2,54�

Research ��4,470 66,4�8

Office maintenance and renovations 80,�97 ��4,887

Audit fee 8,500 9,200

Consultancy and professional fees 96,699 �44,8�8

Miscellaneous 77,�20 56,946

Printing 40,964 96,904

Training ��,9�5 25,��2

Refurbishment ��9,24� 250,4��

Promotional DVDs 2,940 74,026

Pension costs 87,000 76,000

Depreciation ��5,809 �09,�55

Loss on disposal of fixed assets - �,�64

4,952,282 4,646,28�

Surplus/(Deficit) for year (�89,425) �28,�07

Balance at �st January 4�7,980 �09,87�

��st December 248,555 4�7,980

The results for the year relate to continuing operations.

The Statement of Accounting Policies and Notes � to �2 form part of these Financial Statements.

Chairperson Chief Executive

29th June 2007 29th June 2007

Income and Expenditure Account
For The Year Ended 31st December 2006
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Notes
2006

€
2005

€

Surplus/(deficit) for the year (�89,425) �28,�07

Experience losses on pension scheme liabilities (6�,000) (�02,000)

Changes in assumption underlying the present value of pension 

scheme liabilities - -

Actuarial gain/(loss) on pension liabilities (6�,000) (�02,000)

Adjustment to deferred pension funding 4(f) 6�,000 �02,000

Total recognised gain/(loss) for the year (�89,425) �28,�07

The results for the year relate to continuing operations.

The Statement of Accounting Policies and Notes � to �2 form part of these Financial Statements.

Chairperson Chief Executive

29th June 2007 29th June 2007

Statement of Total Recognised Gains & Losses
For The Year Ended 31st December 2006
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Notes €
2006

€
2005

€

Fixed Assets 7 �40,2�2 �90,��2

Current Assets

Debtors and prepayments 8 99,659 456,�55

Cash at bank and on hand 9 26�,565 �0�,���

�6�,224 557,488

Current Liabilities

Creditors (amounts falling due within one year) 10 ��4,669 ��9,508

��4,669 ��9,508

Net Current Assets 248,555 4�7,980

Total Assets less Current Liabilities before Pension 588,787 828,292

Deferred pension funding 4 850,000 700,000

Pension liabilities 4 (850,000) (700,000)

Total Assets less Current Liabilities 588,787 828,292

Represented By:

Capital Account 2 �40,2�2 �90,��2

Income and expenditure account 248,555 4�7,980

588,787 828,292

The Statement of Accounting Policies and Notes � to �2 form part of these Financial Statements.

Chairperson Chief Executive

29th June 2007 29th June 2007

Balance Sheet
As At 31st December 2006
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1 Oireachtas Grants
2006

€
2005

€

The Department of Enterprise, Trade and Employment provided grant funding 
during the year 4,625,774 4,67�,�29

2 Capital Account
Balance at �st January �90,��2 4�7,57�

Transfer from Income and Expenditure Account

Income applied to purchases of Fixed Assets 65,729 8�,260

Net book value of assets disposed - (�,�64) 

Amortisation in line with depreciation (��5,809) (�09,�55)

(50,080) (27,259)

Balance at ��st December �40,2�2 �90,��2

3 Salaries and Related Costs
The charge of €�,220,207 includes fees of €608,980 payable to the eight Rights Commissioners. The total 

number of staff employed at ��st December 2006 was 46 (2005 : 45). All staff, other than the Chief Executive, 

are civil servants assigned to the Commission by the Department of Enterprise, Trade and Employment.

4 Pension
(a) Pension scheme 

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

The results set out below are based on an actuarial valuation of the liabilities in respect of one Officer as at 

��st December 2006. This valuation was carried out using the projected unit method.

The financial assumptions used to calculate scheme liabilities for the purpose of FRS �7 were as follows:

Assumption 2006 2005 2004

Discount Rate 5.5% 5.5% 5.5%

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 ��st December 

2006 was €850,000 (€700,000 at ��st December 2005).

(b) Net deferred funding for pension in year

2006
€

2005
€

Funding recoverable in respect of current year pension costs 87,000 76,000

Notes to the Financial Statements 
For the Year Ended 31st December 2006
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4 Pension (continued)
(c) Analysis of total pension costs charged to expenditure

2006 2005

Current service cost 48,000 47,000

Interest on pension scheme liabilities �9,000 29,000

87,000 76,000

(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 the annual estimates process.

The Commission has no evidence that this funding will not continue to meet such sums in accordance with 

current practices. The deferred funding asset for pension as at ��st December 2006 amounted to €850,000  

(2005 : €700,000).

(e) Movement in net pension liability during the financial year
2006 2005

Net pension liability at �st January 700,000 522,000

Current service cost 48,000 47,000

Interest costs �9,000 29,000

Pensions paid in the year - - 

Actuarial loss/(gain) 6�,000 �02,000

Net pension liability at ��st December 850,000 700,000

(f) History of experience gains and losses
2006 2005

Experience gains and losses on scheme liabilities:

Amount 6�,000 �02,000

Percentage of the present value of scheme liabilities 7% �5%

Total amount recognised in STRGL

Amount 6�,000 �02,000

Percentage of the present value of scheme liabilities 7% �5%

5 Commission Members’ Fees
2006

€
2005

€

The annual fees payable to Commission Members are as follows:

Chairman 24,000 �5,2�7

Ordinary Members 80,500 5�,�29

�04,500 68,566

Notes to the Financial Statements (continued)
For the Year Ended 31st December 2006
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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 �st January 2006 295,��0 608,4�8 90�,768

Additions In Year 20,�65 45,�64 65,729

Disposals In Year - (�,8�9) (�,8�9)

At ��st December 2006 ��5,695 65�,98� 967,678

Accumulated Depreciation

At �st January 2006 ��0,00� 40�,45� 5��,456

Charge for Year 27,5�6 88,27� ��5,809

Depreciation on Disposals - (�,8�9) (�,8�9)

At ��st December 2006 ��7,5�9 489,907 627,446

Net book values

At ��st December 2006 �78,�56 �62,076 �40,2�2

At ��st December 2005 �85,�27 204,985 �90,��2

8 Debtors & Prepayments
2006

€
2005

€

Debtors �2� 25

Prepayments �8,78� 20,964

OPW 80,757 4�5,�66

99,659 456,�55

9 Bank & Cash
2006

€
2005

€

Current account 262,086 99,85�

Deposit account �,��5 �,��2

Petty cash �64 �70

26�,565 �0�,���

Notes to the Financial Statements (continued)
For the Year Ended 31st December 2006
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10 Creditors
2006

€
2005

€

Accruals 95,290 99,5�5

Audit fee 8,500 9,200

Rights Commissioners �0,879 �0,77�

��4,669 ��9,508

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 

beneficial interest.

12 Approval of Financial Statements
These financial statements were approved by the Board on the �8th. June 2007.

Notes to the Financial Statements (continued)
For the Year Ended 31st December 2006
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Section ��(�) of the Industrial Relations Act �990 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 ��(�) 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

20th June 2008

Statement of Responsibilities 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 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 ��st December 2007 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

20th June 2008

Statement on the System of Internal Financial Control 
(continued)
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Report of the Comptroller and Auditor General for 
presentation to the Houses of the Oireachtas

I have audited the financial statements of the Labour Relations Commission for the year ended ��st December 

2007 under the Industrial Relations Act �990.

The financial statements, which have been prepared under the accounting policies set out therein, comprise the 

Statement of Accounting Policies, the Income and Expenditure Account, the Statement of Total Recognised Gains 

and Losses, the Balance Sheet and the related notes.

Respective Responsibilities of the Commission and the  
Comptroller and Auditor General
The Commission is responsible for preparing the financial statements in accordance with the Industrial Relations 

Act �990, and for ensuring the regularity of transactions. The Commission prepares the financial statements 

in accordance with Generally Accepted Accounting Practice in Ireland. The accounting responsibilities of the 

Members of the Commission are set out in the Statement of Responsibilities of the Commission.

My responsibility is to audit the financial statements in accordance with relevant legal and regulatory 

requirements and International Standards on Auditing (UK and Ireland).

I report my opinion as to whether the financial statements give a true and fair view, in accordance with Generally 

Accepted Accounting Practice in Ireland. I also report whether in my opinion proper books of account have been 

kept. In addition, I state whether the financial statements are in agreement with the books of account.

I report any material instance where moneys have not been applied for the purposes intended or where the 

transactions do not conform to the authorities governing them.

I also report if I have not obtained all the information and explanations necessary for the purposes of my audit.

I review whether the Statement on Internal Financial Control reflects the Commission’s compliance with the 

Code of Practice for the Governance of State Bodies and report any material instance where it does not do so, or 

if the statement is misleading or inconsistent with other information of which I am aware from my audit of the 

financial statements. I am not required to consider whether the Statement on Internal Financial Control covers 

all financial risks and controls, or to form an opinion on the effectiveness of the risk and control procedures.

I read other information contained in the Annual Report, and consider whether it is consistent with the audited 

financial statements. I consider the implications for my report if I become aware of any apparent misstatements 

or material inconsistencies with the financial statements.

Basis of Audit Opinion
In the exercise of my function as Comptroller and Auditor General, I conducted my audit of the financial 

statements in accordance with International Standards on Auditing (UK and Ireland) issued by the Auditing 

Practices Board and by reference to the special considerations which attach to State bodies in relation to their 

management and operation. An audit includes examination, on a test basis, of evidence relevant to the amounts 

and disclosures and regularity of the financial transactions included in the financial statements. It also includes 

an assessment of the significant estimates and judgements made in the preparation of the financial statements, 

and of whether the accounting policies are appropriate to the Commission’s circumstances, consistently applied 

and adequately disclosed.
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Report of the Comptroller and Auditor General for 
presentation to the Houses of the Oireachtas (continued)

I planned and performed my audit so as to obtain all the information and explanations that I considered 

necessary in order to provide me with sufficient evidence to give reasonable assurance that the financial 

statements are free from material misstatement, whether caused by fraud or other irregularity or error. In 

forming my opinion I also evaluated the overall adequacy of the presentation of information in the financial 

statements.

Opinion
In my opinion, the financial statements give a true and fair view, in accordance with Generally Accepted 

Accounting Practice in Ireland, of the state of the Commission’s affairs at ��st. December 2007 and of its income 

and expenditure for the year then ended.

In my opinion, proper books of account have been kept by the Commission. The financial statements are in 

agreement with the books of account.

Gerard Smith 

For and on behalf of the Comptroller and Auditor General

�0th June 2008
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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.

3 Fixed Assets and Depreciation
The Labour Relations Commission adopts a minimum capitalisation threshold of €�,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  �0% 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.

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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Notes €
2007

€
2006

€

Income

Oireachtas grants 1 4,870,85� 4,625,774

Net deferred funding for pensions 4 �07,000 87,000

Deposit interest 9 �

4,977,860 4,7�2,777

Transfer (to)/from Capital Account 2 (�05,642) 50,080

4,872,2�8 4,762,857

Expenditure

Salaries and related costs 3 �,5�0,4�2 �,220,207

Travel and subsistence �85,24� �68,6��

Commission members’ fees 5 �05,42� �04,500

Rental of meeting rooms 78,�57 72,�85

Stationery and office supplies 48,48� ��,752

Postage, carriage and telephone �22,575 ���,9��

Entertainment and catering ��,970 2�,6�7

Research 45,8�0 ��4,470

Utilities & Office maintenance ��0,��2 80,�97

Audit fee 8,750 8,500

Consultancy and professional fees 2��,0�5 96,699

Miscellaneous 70,60� 77,�20

Printing �6,80� 40,964

Training �4,�82 ��,9�5

Refurbishment 42,490 ��9,24�

Promotional DVDs - 2,940

Pension costs �07,000 87,000

Depreciation ��8,�65 ��5,809

Loss on disposal of fixed assets 7,8�8 -

5,��5,267 4,952,282

Surplus/(Deficit) for year (24�,049) (�89,425)

Balance at �st January 248,555 4�7,980

��st December 5,506 248,555

The results for the year relate to continuing operations.

The Statement of Accounting Policies and Notes � to �2 form part of these Financial Statements.

Chairperson Chief Executive

20th June 2008 20th June 2008

Income and Expenditure Account
For The Year Ended 31st December 2007
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Notes
2007

€
2006

€

Surplus/(deficit) for the year (24�,049) (�89,425)

Experience gains/(losses) on pension scheme liabilities 7,000 (6�,000)

Changes in assumption underlying the present value of pension 
scheme liabilities - -

Actuarial gain/(loss) on pension liabilities 7,000 (6�,000)

Adjustment to deferred pension funding 4(f) (7,000) 6�,000

Total recognised gain/(loss) for the year (24�,049) (�89,425)

The results for the year relate to continuing operations.

The Statement of Accounting Policies and Notes � to �2 form part of these Financial Statements.

Chairperson Chief Executive

20th June 2008 20th June 2008

Statement of Total Recognised Gains & Losses
For The Year Ended 31st December 2007
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Notes €
2007

€
2006

€

Fixed Assets 7 445,874 �40,2�2

Current Assets

Debtors and prepayments 8 96,5�7 99,659

Cash at bank and on hand 9 7�,00� 26�,565

�69,540 �6�,224

Current Liabilities

Creditors (amounts falling due within one year) 10 �64,0�4 ��4,669

�64,0�4 ��4,669

Net Current Assets 5,506 248,555

Total Assets less Current Liabilities before Pension 45�,�80 588,787

Deferred pension funding 4 950,000 850,000

Pension liabilities 4 (950,000) (850,000)

Total Assets less Current Liabilities 45�,�80 588,787

Represented By:

Capital Account 2 445,874 �40,2�2

Income and expenditure account 5,506 248,555

45�,�80 588,787

The Statement of Accounting Policies and Notes � to �2 form part of these Financial Statements.

Chairperson Chief Executive

20th June 2008 20th June 2008

Balance Sheet
As At 31st December 2007
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1 Oireachtas Grants 
2007

€
2006

€

The Department of Enterprise, Trade and Employment provided grant funding 
during the year 4,870,85� 4,625,774

2 Capital Account
Balance at �st January �40,2�2 �90,��2

Transfer from Income and Expenditure Account

Income applied to purchases of Fixed Assets 25�,625 65,729

Net book value of assets disposed (7,8�8) - 

Amortisation in line with depreciation (��8,�65) (��5,809)

�05,642 (50,080)

Balance at ��st December 445,874 �40,2�2

3 Salaries and Related Costs
The charge of €�,5�0,4�2 includes fees of €747,07� payable to the thirteen Rights Commissioners. The total 

number of staff employed at ��st December 2007 was 49 (2006 : 46). All staff, other than the Chief Executive, 

are civil servants assigned to the Commission by the Department of Enterprise, Trade and Employment.

4 Pension
(a) Pension scheme 

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

The results set out below are based on an actuarial valuation of the liabilities in respect of one Officer as at ��st 

December 2007. This valuation was carried out using the projected unit method.

The financial assumptions used to calculate scheme liabilities for the purpose of FRS �7 were as follows:

Assumption 2007 2006 2005

Discount Rate 5.5% 5.5% 5.5%

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 ��st December 

2007 was €950,000 (€850,000 at ��st December 2006).

Notes to the Financial Statements 
For the Year Ended 31st December 2007
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4 Pension (continued)
(b) Net deferred funding for pension in year

2007 2006

Funding recoverable in respect of current year pension costs �07,000 87,000

(c) Analysis of total pension costs charged to expenditure

2007 2006

Current service cost 57,000 48,000

Interest on pension scheme liabilities 50,000 �9,000

�07,000 87,000

(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 the annual estimates process.

The Commission has no evidence that this funding will not continue to meet such sums in accordance with 

current practices. The deferred funding asset for pension as at ��st December 2007 amounted to €950,000  

(2006 : €850,000)

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

2007 2006

Net pension liability at �st January 850,000 700,000

Current service cost 57,000 48,000

Interest costs 50,000 �9,000

Pensions paid in the year - - 

Actuarial loss/(gain) (7,000) 6�,000

Net pension liability at ��st December 950,000 850,000

(f) History of experience gains and losses

2007 2006

Experience losses/(gains) on scheme liabilities:

Amount (7,000) 6�,000

Percentage of the present value of scheme liabilities (�%) 7%

Total amount recognised in STRGL

Amount (7,000) 6�,000

Percentage of the present value of scheme liabilities (�%) 7%

Notes to the Financial Statements (continued)
For the Year Ended 31st December 2007
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5 Commission Members’ Fees
2007

€
2006

€

The annual fees payable to Commission Members are as follows:

Chairman 24,000 24,000

Ordinary Members 8�,42� 80,500

�05,42� �04,500

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 �st January 2007 ��5,695 65�,98� 967,678

Additions In Year ��7,47� ��4,�52 25�,625

Disposals In Year (82�) (�0�,95�) (�02,774)

At ��st December 2007 4�2,�47 684,�82 �,��6,529

Accumulated Depreciation

At �st January 2007 ��7,5�9 489,907 627,446

Charge for Year �9,�90 98,975 ��8,�65

Depreciation on Disposals (7��) (94,245) (94,956)

At ��st December 2007 �76,0�8 494,6�7 670,655

Net book values

At ��st December 2007 256,�29 �89,545 445,874

At ��st December 2006 �78,�56 �62,076 �40,2�2

8 Debtors & Prepayments
2007

€
2006

€

Debtors 2�� �2�

Prepayments �8,057 �8,78�

OPW 78,267 80,757

96,5�7 99,659

Notes to the Financial Statements (continued)
For the Year Ended 31st December 2007
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9 Bank & Cash
2007

€
2006

€

Current account 7�,659 262,086

Deposit account �,�24 �,��5

Petty cash 20 �64

7�,00� 26�,565

10 Creditors
2007

€
2006

€

Accruals ���,��0 95,290

Audit fee 8,750 8,500

Rights Commissioners 24,�54 �0,879

�64,0�4 ��4,669

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 

beneficial interest.

12 Approval of Financial Statements
These financial statements were approved by the Board on the �6th. June 2008.

Notes to the Financial Statements (continued)
For the Year Ended 31st December 2007
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APPENDIX 4

The Labour Relations Commission

Comparison Sheet
For The Years Ended 31st December 2005, 2006, 2007

It has been the practice that the Commission’s Annual Report carried the Statements of Accounts relevant to the year 

prior to that being reported upon; thus the Annual Report for 2006 carried the Statements of Accounts for 2005.

This year, the Commission has worked to include the Statements of Accounts for 2007 as well as 2006 in its 

Annual Report for 2007. It is intended that all future Annual Reports will maintain this synchronisation of the 

Statements of Accounts with the Annual Report. In this connection, and as an aid to perusal of the Accounts this 

year, a separate presentation of the Income and Expenditure figures for 2007, 2006 and 2005 is provided on the 

following page.

Please note that this aid does not form part of the formal Statements of Accounts that are set out separately in 

this Report.
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Notes €
2007

€
2006

€
2005

€

Income

Oireachtas grants 1 4,870,85� 4,625,774 4,67�,�29

Net deferred funding for pensions 4 �07,000 87,000 76,000

Deposit interest 9 � -

4,977,860 4,7�2,777 4,747,�29

Transfer (to)/from Capital Account 2 (�05,642) 50,080 27,259

4,872,2�8 4,762,857 4,774,�88

Expenditure

Salaries and related costs 3 �,5�0,4�2 �,220,207 2,980,266

Travel and subsistence �85,24� �68,6�� ��7,527

Commission members’ fees 5 �05,42� �04,500 68,566

Rental of meeting rooms 78,�57 72,�85 72,569

Stationery and office supplies 48,48� ��,752 �9,250

Postage, carriage and telephone �22,575 ���,9�� ��0,059

Entertainment and catering ��,970 2�,6�7 �2,54�

Research 45,8�0 ��4,470 66,4�8

Utilities & Office maintenance ��0,��2 80,�97 ��4,887

Audit fee 8,750 8,500 9,200

Consultancy and professional fees 2��,0�5 96,699 �44,8�8

Miscellaneous 70,60� 77,�20 56,946

Printing �6,80� 40,964 96,904

Training �4,�82 ��,9�5 25,��2

Refurbishment 42,490 ��9,24� 250,4��

Promotional DVDs - 2,940 74,026

Pension costs �07,000 87,000 76,000

Depreciation ��8,�65 ��5,809 �09,�55

Loss on disposal of fixed assets 7,8�8 - �,�64

5,��5,267 4,952,282 4,646,28�

Surplus/(Deficit) for year (24�,049) (�89,425) �28,�07

Balance at �st January 248,555 4�7,980 �09,87�

��st December 5,506 248,555 4�7,980

Income and Expenditure Account
Years Ended 31st December 2005, 2006 and 2007
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APPENDIX 5 Co-operation Agreement between the 
Labour Relations Agency and the Labour Relations 
Commission
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APPENDIX 6 Publications available from  
The Labour Relations Commission

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
�. LRC Strategic Objectives 2008-20�0

2. LRC Statement of Strategy 2005-2007,  

March 2005

�. LRC Strategy Framework 2002-2004,  

January 2002

4. Improving Industrial Relations –  

A Strategic Policy, �996

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

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

index.htm&CatID=�0&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)



Labour Relations Commission Annual Report 2007
82

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 �990 (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=2�&m=u)

Labour Relations Commission 
Annual Reports 
Annual Reports for the years �99� to 2007.

LRC Review – The Journal of the 
Labour Relations Commission 
n	Issue numbers � to 8.

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”, 2� November 

2005, Great Southern Hotel, Dublin

n	Symposium “Meeting the Challenge of Change – 

Irish Labour Market Issues in a Global Economy” 

��th of November 2004. Speaker presentations 

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

ie/viewdoc.asp?DocID=�96&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 2�st 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 
n	Customer Service Charter, 2005

Publications available from  
The Labour Relations Commission (continued)
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