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-Department of Health and Children 

Internal Personnel/HR Unit 

Mobility Unit 

Introduction 

This is the Department of Health and Children's first written policy on mobility 

and will be implemented by senior managers in conjunction with line managers 

and the Internal Personnel/HR Unit. 

Context 

The Department's Human Resource Policy 2005-2008 (HR Policy) makes a 

commitment to develop a mobility policy. The HR Policy sets out the reasons 

why the development of a mobility policy is seen as a priority. 

The HR Policy includes the following statement in relation to mObility. 
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Mobility 

"Mobility is important in promoting change, exchanging ideas and allowing 

people to develop their potential. A placement and mobility policy should take 

account of the requirements of the job, the investment in training and 

development, career development and crucially, the business needs of the 

Department. Mobility is one of the essential, albeit difficult, elements of any 

strategic HR function and will be one of the key deliverables of our HR Policy. It 

is particularly relevant in the context of the restructured Department and the 

likely impact across the civil service of the decentralisation programme. With a 

view to assisting career development, the Department will in due course seek 

agreement with the HSE, NHO and HIOA in relation to putting a mobility 

arrangement in place. We hope that every opportunity to enhance 

accountability, knowledge, systems and services will be availed of in a way that 

develops a shared strategic approach to the management of the health services 

and the career development of those working in them. 

Mobility may arise as an issue within the Department itself or across the civil 

service, or within the wider public sector. It may arise for a number of reasons 

such as raising performance, promotion, lateral transfer, decentralisation, best 

practice (for example in finance areas) or flexible working. In providing mobility 

opportunities absolute rules may be difficult to apply. Specialist 

professional/technical staff for example or those in small decentralised offices 

may have limited scope for movement but the Department hopes to be able to 

increase opportunities over time with the agreement of the HSE, NHO and 

HIOA. 

Notwithstanding the challenges, the Department intends to develop a more 

structured approach to mobility which will take account of the development 

needs of staff, arising from the implementation of PMOS and the reform 

programme. It will align staff assignments with resource requirements and 

maximise opportunities to enhance practical knowledge, systems and services 

through fixed-term rotation of staff within health service agencies, and it will 

examine the placement of Administrative Officers for their year out. It is 



important that managers at all levels understand the content of the mobility 

policy and assist in its effective implementation. It is acknowledged that the 

policy must ensure that staff once assigned will remain in post for a period of 

time sufficient to build corporate knowledge and to contribute to the work of the 

uniVteam while at the same time ensuring that all staff are rotated regularly, 

including specialist professional/technical staff. The objective is to strengthen 

our corporate overview and skill mix, to enhance career prospects for individuals 

and to ensure that equality and diversity strategies are adhered to. 

A successful mobility policy will develop a shared strategic approach in the 

management of the Department and in the wider health, civil and public service." 

This Mobility Policy document arises from tli~" commitment given in the 

Department's HR Policy to develop a suitable policy framework on mobility. The 

policy will encompass the principles set out in the HR Policy and will strive to 

retain sufficient flexibility to meet the emerging business needs of the 

Department. 

Mobility of staff within an organisation is important in promoting change, 

developing new perspectives, exchanging ideas and experiences and generally 

providing opportunities for people to develop to their potential. The movement of 

staff across functions, divisions and agencies encourages the cross-fertilisation 

of ideas as well as contributing to the flexibility and breadth of experience that 

enables staff to undertake complex workloads effectively. The acquisition of new 

skills and competencies through varied work responsibilities and experiences 

can also be a significant factor in enabling people to compete effectively for 

promotion opportunities. Lateral moves and career development through job 

expansion are important in the development of people working in the 

Department and in ensuring that we have satisfying, interesting and varied work. 

It is crucial that assignments are made on the basis of skills, competencies and 

the development needs of the individual, while also taking account of the 

requirements of the particular post and of the business objectives of the 

Department. The Performance Management and Development System (PMOS) 

enables the Department to set out the competencies required to perform a 
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particular job and to gather information on the skills and experience of individual 

members of staff. Responsibility for the identification of an individual's career 

development needs rests with the individual in the first instance, in the context 

of PMOS. The Department has a role in recognising individual preferences and 

needs and in supporting career development aspirations as far as possible, but 

the business needs of the Department must come· first. In addition to meeting 

the needs of the individual at work, career development can reduce tumover, 

increase motivation, raise performance and maximise the potential of the 

workforce. 
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Role of the Department as a whole 

The Department will work towards the phased introduction of a staff mobility 

programme as illustrated below. 

Clerical Officers 
Staff Officers 

Executive Officers 

Higher Executive Officers 

Administrative Officers 

Assistant Principal 
Officers and 

equivalent grades 

Principal Officers and 
equivalent grades 

--t. 

Not more than 3 years 

Between 3 to 4 years 

Year-out option after 2 
years' service: otherwise 

move between 3 to 4 years 

After 4 years in post 

After 4 years in post 
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The assignmenVre-assignment of MAC members at regular intervals and in the 

overall spirit of the Mobility Policy will be a matter for the Secretary General. 

Movement of staff at any level will be made where possible in the context of 

organisational needs, bearing in mind 

the continuity of work and other business needs of the Department 

the cyclical workload of the section where relevant 

the experience and skills of the other members of the section/division 

the knowledge, skills and competencies required for the job and by the 

individual to enable him or her to compete successfully at inter

departmental competitions. 

The process will be designed to ensure that grades will transfer on a rolling 

basis so that teams/units will not experience complete turnover at the same 

time. Units will receive three to six months notice of staff moves depending on 

the grade involved. The Internal Personnel/HR Unit will monitor the policy on a 

continuing basis to ensure that it is effective, and will analyse the gender 

balance across divisions, the distribution across the Department of worksharers 

and the ongoing status of placements. An appropriate IT system will be required 

for monitoring purposes in order to provide the necessary information on 

placement and the mobility history of staff. Mobility decisions will reflect staff 

members' skills and experiences as well as preferences as far as possible. 

The Civil Service policy on Equality of Opportunity, Diversity in the Civil Service, 

states the following: 

B 

"The best practice in placement and mobility policies aims to achieve a 

systematic and objective approach to the allocation of staff to posts. Such 

policies should, within the context of the bUSiness objectives of the 

Departments, reflect the skills and competencies of individuals and make a 

definite contribution to their professional development. A consistent and 

systematic approach makes it less likely that discriminatory practices will 

develop and more likely that the development requirements of individual staff 
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members and the organisation will be met." 

To support the Mobility Policy this Department will address the following areas: 

A staff skills audit will be undertaken in the context of the development of 

the Human Resource Management System and a register of staff skills 

will be maintained. 

AO 'year out': in relation to this scheme for AOs, the Department will 

inform each new recruit of the terms of the scheme and will communicate 

with the Department of Finance and the relevant AO in facilitating the 

mobility arrangement. Consideration will be given to the skills and 

experiences which would benefit the Department as well as the individual 

and to expanding the range of placement locations currently available. 

Specialist professional or technical staff: in the case of expert 

professional or technical staff, where the scope for movement may be 

limited because of an officer's particular area of expertise or experience, 

it will be Departmental policy to assess the feasibility of fixed-term 

placements with agencies such as the Health Service Executive (HSE), 

the National Hospitals Office (NHO) and the Health Information and 

Quality Authority (HIQA). 

Transfer requests: in cases where staff wish to move after a shorter 

period than normally acceptable, the Department will consider the request 

and the implications for staff morale, skills development and the business 

needs of the Department and will then reach a decision in association 

with the Head of Unit. 

Pre-retirement: officers within three to four years of retirement will, on 

request and with the consent of the relevant Assistant Secretary, be 

exempted from the policy. 

Probation: as a general rule staff will not be moved prior to completion of 

their probation period. It is considered best practice to allow new staff 

to settle into their sections and to allow managers to deal with any 

underperformance or non-performance. 
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Lateral mobility: in add~ion to cases where specific arrangements for 

mobility to other offices are already provided for, such as the scheme for 

AOs, the Department will consider proposals by individuals under the 

lateral mobility and exchange schemes to work in other govemment 

departments, agencies, other national administrations, or relevant 

organisations such as the EU. The Department will seek to agree 

arrangements with other departments or agencies to allow 'year out' for 

staff at grades other than AO. Such arrangements require an explicit 

benefit to the person and the Department and would usually, though not 

always, involve a two-way mobility arrangement, whereby the person on 

loan would be replaced in his or her absence. 

Role of individuals 

Managers and staff: the effectiveness of the Mobility Policy outlined in this 

document is dependent on the flexibility and goodwill of all concemed -

in terms of the release of staff to avail of opportunities in other divisions, 

the identification of mobility opportunities, the management of rotation 

and the development of staff in a section etc. 

All staff have a responsibility to identify their skills; experiences and 

preferences to the intemal Personnel/HR Unit in order to inform the 

decision-making process. A skills audit will be undertaken and will be a 

key opportunity in this regard. The development aspect of the role profile 

forms, as part of the PMOS process, may also be a useful tool. 

Managers and staff must recognise that one of the purposes of a mobility 
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policy is to enhance personal development opportunities. The Intemal ; 
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PersonneVHR Unit, with the support of MAC and senior management will 

implement the policy impartially across the Department. Only in 

exceptional circumstances will a request for deferral of transfer be 

considered. The Employee Assistance Officer can provide support and 

advice to staff that have concems about mobility. 




